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Background: Studies and meta-analyses found individual, meso and micro-social
factors that are associated with individual well-being, as well as a positive socio-
emotional climate or collective well-being.

Aim: This article simultaneously studies and examines these factors of well-being.

Method: Well-Being is measured as a dependent variable at the individual and collective
level, as well as the predictors, in three cross-sectional and one longitudinal studies.
Education and social intervention workers (N = 1300, K = 80) from Chile, Spain and
Uruguay participate; a subsample of educators (k = 1, n = 37) from the south central
Chile and from Chile, Uruguay and Spain (n = 1149); workers from organizations in Latin
America and Southern Europe, military cadets from Argentina (N < 1000); and teams
(K = 14) from Spanish companies.

Results: Individual and collective well-being indicators were related, suggesting that
the emotional climate as a context improves personal well-being. Individual factors
(emotional creativity and openness and universalism values), psychosocial factors (low
stress, control over work and social support supervisors and peers) were positively
associated with personal well-being in education and social intervention context.
Organizational dynamic or transformational culture is directly and indirectly associated
with individual well-being through previously described psychosocial factors. Group
processes such as internal communication and safe participation, task orientation
or climate of excellence as well as leadership style that reinforces participation
and belonging, were positively associated with collective well-being in labor and
military context and predict team work socio-emotional climate in a longitudinal
study- but were unrelated to individual well-being. Transformational leadership plays
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a mediating role between functional factors and social-emotional climate in work teams.
Organizational role autonomy, functional organizational leadership, integration and
resources were associated with collective well-being in organizations. Organizational
leadership moderates the relationship between task orientation and collective well-being
in military context.

Conclusion: Individual and microsocial factors influence personal well-being. Meso
level factors favorable to well-being through processes which reinforce social belonging,
influence directly collective well-being and indirectly personal well-being. Leadership that
reinforces participation and belonging play a central role for emotional climate. Stress
and emotional climate playing an important pivotal role for psychological well-being.

Keywords: belonging, factors, organizations, social integration, well-being

INTRODUCTION

This article examines the relative importance of factors in well-
being in Latin America and Southern European organizations.
We briefly review the theoretical antecedents of well-being
in organizations, which will then be examined empirically
in the following four studies in students and workers from
six countries. The International Labor Organization (ILO)1

states that well-being at the workplace concerns all aspects
of professional life. In this sense, the quality and safety of
the physical climate, the socio-emotional climate and work
organization are of great importance. There are studies that
report a direct relationship between productivity levels, health
and the general well-being of the workforce (Martín, 2011;
Steffens et al., 2016; Kickbusch et al., 2017; World Health
Organization, 2020). Regarding the well-being of organizations,
this implies processes such as collective identification and
social integration, as well as multi-level efforts. The concept
of identification with the organization implies a perception of
unity or belonging to it. As such, this would be a determining
variable to explain desirable consequences therein (Mota
et al., 2018). When belonging to an organization is part
of an individual’s social identity, its norms and values are
incorporated into the cognitive concept of the self, as well
as the attraction and/or desire to belong to it (Davila and
Jiménez, 2012). In turn, we understand that social integration
(Hirsch et al., 2008) is a multidimensional construct that can
be defined as the extent to which individuals participate in a
variety of social relationships, like labor roles and organizations
(Holt-Lunstad et al., 2010), and this includes cohesion, group
identification (Knight and Eisenkraft, 2015), support and
social capital (Hirsch et al., 2008). According to the theory
inspired by Durkheim (Hirsch et al., 2008; Song, 2013),
well-being would be in proportion to the degree of social
integration of individuals in the groups of which they form a
part (Song, 2013). Thus, social integration is associated with
a lower risk of mortality (Holt-Lunstad et al., 2010, 2015)

1See acronyms in document: on line resources 1.

and greater health behaviors (DiMatteo, 2004;
Holt-Lunstad et al., 2010, 2015).

Criteria for Membership and Social
Integration in Organizations
There are multiple factors at different levels that explain
well-being in organizations2. As an individual-level dependent
variable (DV), this article reviews well-being indicators like
stress reactions (BSCs), the concept of quality of life linked
to health (QLLH), the hedonic view or subjective well-being
(SHWB), psychological or eudemonic well-being (PWB), and
social well-being (SWB). In turn, as micro-social level DV, we
study the concept of the socio-emotional climate, regarding
hedonic group well-being, related to the predominance of
positive collective emotions and social cohesion. As individual-
level explanatory variables, we review emotional creativity (EC)
and motivational values (MV) (Schwartz, 2012), such as openness
to change (OVC) and self-transcendence benevolence (TVB) and
universalism (TVU). In the same fashion, we examine gender,
seniority with the organization (SO), degree of knowledge and
previous participation in work teams (KPW), agreement with the
methodology (AM) used at the organization and the intention
to stay (IS) at it. The latter two are, respectively, indicators of
professional satisfaction and commitment to the organization.
As explanatory variables of micro-social level, we examine
group processes that facilitate integration and participation.
That is, the internal participation and communication within
the group (IPaCG), and task-orientation and a climate of
excellence (TOaCE). At this level, we also analyze the concepts
of excessive psychological demands at work or job-place stress
(EPs), control over work or autonomy in one’s position (CWa)
and leadership that reinforces participation and belonging to
the organization (LpB) which includes the different leadership
styles. Finally, and as variables of meso social level, we
examine the characteristics of the labor role (AR and LeR), the
culture and organizational structure that reinforces participation

2See level of analysis, predicted and predicted variables, study of the article to
which it is applied, measurement instrument and example of items in document:
on line resources 2.
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and integration in the organization (CSO). This includes
transformational and transactional culture and organizational
leadership (LpO).

Well-Being as an Explained Variable at
the Individual and Micro-Social Level
At an individual level, two basic elements of well-being are
BSCs and QLLH. BSCs are different forms of behavior that
are sometimes related to stress. Symptoms such as dry mouth,
tendency to perspire, stomach pain, and more, may be explained
by the physiological alterations that occur in the body when
the “fight-or-flight” response is activated. Long-term stress has
a negative effect on the health of the individual who suffers it. It
may make itself known only through experiential symptoms of an
emotional variety (nervousness, irritability, distress, anger, etc.)
or through the cognitive and behavioral consequences related
to it, including greater risk of traffic accidents, lethal decisions
and erroneous decisions at work. On the other hand, QLLH is
defined as the score an individual gives to his/her degree of well-
being in different areas of life, considering the impact that a
disease and its consequences may have on the aforementioned
areas. This includes perception of physical and mental health and
vitality. Thus, positive mental health implies a lack of symptoms
of anxiety and depression. Good mental health in professional
terms is related to quality of leadership, predictability, social
support and meaning of work. In this regard, vitality is very
similar to “joie de vivre” and has been shown to have a high
negative correlation with feeling burnout on the job (Hervás and
Vázquez, 2013; Moncada et al., 2014).

The SHWB or subjective well-being falls under a hedonic
vision of well-being. We can identify both the affective and the
cognitive aspects of this focus (Sojo et al., 2016; Martín-María
et al., 2017; Diener et al., 2018). AHWB refers to a person’s
experience of pleasant and unpleasant feelings (Tov, 2018). SWL
has often been called life satisfaction, which is a judgmental
process, wherein the person assesses quality of life based on
his/her own criteria (Vanhoutte and Nazroo, 2016). EWB or
eudaimonic well-being includes acceptance and appreciation of
oneself, or self-esteem, having positive relationships with other
people, feeling capable of effectively working and acting, and that
one is learning or undergoing personal growth, that includes
a purpose in life and a feeling of personal psychological and
social autonomy (Suh and Koo, 2008; van Tuin et al., 2020).
For its part, social well-being (SWB) refers to the extent to
which one’s surroundings provide for a full life or facilitate
realization of the most valuable human potential (Ryan et al.,
2008; Mackenzie et al., 2018). Finally, EPWB, or psychological
well-being is composed by SHWB, EWB and SWB (Ryan and
Deci, 2001; Hervás and Vázquez, 2013; Ryff, 2014).

At microsocial level, well-being could be conceived of as
group hedonic well-being (GHWB). Organizational climate has
been defined as the relatively shared perception of interactions
and their meanings that characterize a group or organization.
Organizational psychology defines socio-emotional climate as “a
particular form of organizational climate that specifically refers
to the collective mood of the members of the organization and

their attitudes toward their colleagues and leaders, as well as the
organization as a whole. In this regard, the climate, although
related to the culture of the organization, is different from it, since
it is a function of the political organization and organizational
procedures, as opposed to the beliefs, values and suppositions of
its members” (Ashkanasy and Dorris, 2017, p. 79). The emotional
culture of the group, organization or nation are the shared
affective values, norms, mechanisms, scenarios and suppositions
that govern the emotions that people must feel and express (Páez
et al., 2013; Barsade and Knight, 2015; Bobowik et al., 2017). The
positive climate is characterized by positive emotions, which are
created and then fed by the organization’s structure (Ashkanasy
and Dorris, 2017). Three aspects of teamwork, closely related to
GHWB, are trust, bonding and satisfaction with participation.
The first two refer to the establishment of bonds of affection
on the team. Trust assesses the extent to which members have
confidence in the team’s ability to carry out their task and help
each other. On the one hand, it is based on the team’s power,
or the collective belief that they will be able to successfully
complete the task (Tröster et al., 2014). On the other hand, it
is based on the psychological certainty or belief, held by each
one of the members, that they will not be threatened and/or
rejected from the team (Hülsherger et al., 2009; DeChurch and
Mesmer-Magnus, 2010). At the same time, bonding is based on
managing diversity as a source of resources, and conflict from
a cooperative perspective, in search of mutual benefit. By last
satisfaction with participation refers to how much team members
like their colleagues and the team in general (Johnson and Avolio,
2019; Settles et al., 2019). A meta-analysis found that positive
group affect3 was consistently associated with social integration
and task performance (Knight and Eisenkraft, 2015).

In line with the aforementioned, the following hypotheses
are proposed:

H1: Confirming the nomological well-being network,
the indicators of individual level and collective level
will be associated with each other. Demonstrating the
independence of the constructs, the associations between
well-being indicators will be less than 0.70.

Predictors of Well-Being at the
Individual, Micro and Mesosocial Level
EC is understood as the ability to experience novel and
complex combination of emotions in an appropriate, authentic
and original way (Averill, 2009). Emotional intelligence is a
similar concept (Gong and Jiao, 2019). While EC requires
divergent thinking, where the process and generation of an
adequate response are just as important as originality, EI requires
convergent thinking and solving emotional problems so the
experience is recognized with precision (O’Connor et al., 2019).
EC has been found to be positively related to positive emotional
experiences, like positive affect and hope (Sharma and Mathur,

3In this review of emotional climate, studies were included on group affect or
moods, because as a construct, this includes emotions. Moreover, group moods
often represent traces of past collective emotions (Menges and Kilduff, 2015) and
act as the context wherein emotions may arise (Páez et al., 2013). A predominant
pleasant mood is a defining element of a positive emotional climate.
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2016), as well as self-esteem (Oriol et al., 2016). In the same
way EC was also associated with a high intensity of negative
affect, which is congruent with the fact that EC is associated with
neuroticism, a personality trait linked to emotional reactivity and
negative affect (Averill, 1999; Runco, 2014). However, EC, which
is associated with a more adaptive hetero regulation (da Costa,
2018), very likely is also associated with a more positive socio-
emotional climate, helping to decrease the negative emotions
of others and increase the positive ones. MVs (Castro et al.,
2017) are guides to the actions of people and their personal
interests. For this reason, they do not always align with the
organizations. These values may be viewed as orientations for
action and meet one or more needs: biological, for coordinated
social interaction, for survival and for well-being of groups
(Schwartz, 2012; Castro et al., 2017). OVCs (which emphasize
self-direction, hedonism, and stimulation), linked to needs of
self-determination and competency, as well as orientation toward
variety and gratification, have been associated with the well-
being of individuals. Thus TVUs, oriented toward justice and
well-being for all individuals, as well as TVB, which emphasizes
social support for those near to us, have been associated
with well-being (Bobowik et al., 2011; Zubieta et al., 2012;
Schwartz and Sortheix, 2018).

Regarding gender, the meta-analysis by Batz-Barbarich et al.
(2018) found no statistically significant differences in satisfaction
with life and for satisfaction with work between genders Once
the publication bias was corrected, differences were significant
(d =−0.03 for life satisfaction and d =−0.011 for job satisfaction)
but small, in favor of men. The meta-regression had an effect
size of r = −0.12 for gender inequality in female well-being.
Another meta-analysis (Purvanova and Muros, 2010), which
studied the relation between gender and burnout, found women
slightly more emotionally burned out than men (δ = 0.10),
and men were slightly more de-personalized than women
(δ =−0.19). According to Batz and Tay (2018), most of the meta-
analysis’ results conclude that gender differences are significant
in terms of satisfaction with life, with men having higher life
satisfaction levels. A study (K = 154 countries) suggested that
women report higher levels of negative affect than men. One
possible explanation is that an underlying related theme is
the responsibility of caring for dependents, since women often
assume the role of primary caregivers (Sharma et al., 2016;
Chawla and Sharma, 2019).

Regarding SO, the results from a survey conducted with
employees in the United States and Korea showed that the
positive relationship between people-oriented leadership and
affective organizational commitment were moderated by rank
and years at the organization. It was observed that the positive
relationship was stronger when the rank was higher and the
SO was shorter (Hong et al., 2016). Peiró et al. (2019) found
that, at Spanish companies, the likelihood of obtaining high
well-being and performance was associated with a temporary
contract (see De Neve and Ward, 2017), being between 35 and
50 years old and playing a managerial role (see intention to stay).
Finally, Romero (2001) found that younger workers with fewer
years at the organization showed greater psychological well-
being and job satisfaction, while other studies found the opposite

(Oshagbemi, 2000) or a U shaped association (Ronen, 1978).
As for KPW, a longitudinal study (Nielsen and Randall, 2012)
found that levels of autonomy and satisfaction in the job, before
the intervention, predicted the degree of employee participation
in planning and executing the intervention. Participation and
changes in work procedures were significantly associated with
well-being after the intervention. Another study found that
knowledge about teamwork had an impact on the team’s results,
and that team learning behavior mediated between knowledge
of teamwork and its results (Guchait et al., 2015). AM was
conceived as a job-satisfaction indicator that could be defined
as the individual’s psychological willingness toward their job
which involves an emotional or affective response (Cantarelli
et al., 2016). The meta-analysis by Bowling et al. (2010) found
at the same time a positive relationship between job satisfaction
and life satisfaction, subjective well-being and positive affect.
Finally, IS can be defined as the desire of those working at
an organization to stay there (Ogbonnaya et al., 2018) and in
the professional sector (da Costa, 2018), with a high degree
of relevant implication in organizational effectiveness. Ratifying
this, a multi-level analysis found an indirect positive association
in patients’ satisfaction through well-being of employees and
intention to stay. The strength of this relation appears to be
reinforced by the training that the organization provided to its
employees (Ogbonnaya et al., 2018).

The following hypotheses are formulated:

H2: Emotional creativity, Openness to change and
Self-transcendence values will be positively associated
with well-being.
H3: According to the theory, gender differences in well-
being will be found to explain less than 3% of the variance
(d < 0.20 or r < 0.10) and those that are found will
benefit men. Following the theory, we also postulate that
differences found in pro-well-being factors will sometimes
favor men and other women.
H4: The less seniority and the greater knowledge
about team work, commitment and job satisfaction the
greater the well-being.

At a microsocial level, IPaCG is a process related to belonging
and social integration. This is characterized by participation in
decision-making and communication between group members
and with the organization. When people can participate in
decision-making, they have influence and feel free to speak,
they display greater commitment and they tend to invest
more energy in their work. In this regard, open and fluid
communication encourages a non-threatening psychological
climate, characterized by comradeship and mutual support.
Another communication method is through ICTs. Work teams
use them to share information quickly and effectively amongst
members. To achieve high coordination for better performance
and results, it is important that members have the same degree
of knowledge and mastery over them (Müller and Antoni, 2020).
TOaCE refers to a climate of excellence, describing the shared
concern for excellent quality in conducting tasks, associated
with a shared vision or results. Task orientation includes the
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process wherein the team reflects on its objectives, strategies,
procedures and processes and assesses each individual’s work
to improve efficacy and coordination (Hülsherger et al., 2009).
Team member coordination may be explicit [visible and external
coordination patterns (Chang et al., 2017), or implicit (Rico et al.,
2008)], referring to team members’ knowledge, their experience
in conducting a certain task, and how to efficiently integrate this
knowledge (Butchibabu et al., 2016; Bachrach et al., 2019). It
has been proven that team coordination is a group process that
increases team performance over time (Marques-Quinteiro et al.,
2019; Rico et al., 2019; Braun et al., 2020)4. The review by Nielsen
et al. (2017) found that the correlation of group-level variables
with well-being was significant, r = 0.25.

The concept of CWa, implies influence (or autonomy) and
skill development (Chiang et al., 2013). Autonomy means that
members participate in deciding on the work methods used by
management, the possibilities for development, the opportunities
afforded by conducting a task to put members’ skills into practice
and the possibility of acquiring new skills. On the one hand, this
has to do with the levels of complexity and variety of tasks. On
the other hand, the work has meaning if it helps to positively
tackle their demands (Moncada et al., 2014). Autonomy as an
organizational resource (K = 54), correlated (r = 0.31) with
well-being (Nielsen et al., 2017). Adaptation is a behavioral
emergent (DeChurch and Mesmer-Magnus, 2010) referring to
autonomy and control over work at a team level. In general, the
team uses cognitive, verbal and behavioral activities to organize
task activities. In turn, the team can assess the situation of
adaptation, learn what it needs to meet demands and draw up
strategies and responses to improve adaptation or to make it
more satisfactory. The team’s adaptive performance emerges as
the members conduct the different tasks and display different
types and amounts of actions while carrying out those tasks
(Christian et al., 2017). Previous studies show that this capability
is the best predictor of a team’s performance (DeChurch and
Mesmer-Magnus, 2010; de Wit et al., 2012).

EPs are an organizational process that may hinder social
integration and well-being. Its quantitative aspect refers to the
work volume in relation to the time available to complete it. The
qualitative aspect considers that psychological requirements are
different depending on whether one works with and for people,
thus defining psychological requirements as emotional (Moncada
et al., 2014). In occupational hazard prevention, psychosocial
factors are health hazards that originate in work organization,
generating responses that can be risk factors for health. Stress,
chronic tension, and events that lead to negative changes have
been associated with low well-being (Schneiderman et al., 2005).

Regarding LpB, the quality of exchanges between leaders and
members has been researched as a facilitator for well-being. High-
quality or positive behavior of supervisors includes a willingness
to listen and show support, respect, and interest in members’ well-
being. It also includes a tendency to value and express support
for the employees’ work. Transformational leadership leads

4In Study 4, implicit coordination is analyzed, since ad hoc teams must carry out a
specific task in a period of 6 months, going from a transition phase (training phase)
to an action phase (operation phase).

collaborators to perform beyond their expectations, going above
and beyond their own interests for the good of the organization
(Avolio et al., 2009; Molero et al., 2010; Hermosilla et al., 2016).
The description of this style of leadership is based on the effects
that the leader causes in their followers; thus, it is considered
broader and more effective than transactional leadership or a lack
of leadership. Conceptually, transformational leaders set out to
act as an example to be followed (charisma), giving meaning to
the actions of their subordinates (inspiration), encouraging the
search for alternative solutions to everyday problems (intellectual
stimulation), and they tend to be concerned about the individual
needs of their subordinates (Nader and Sánchez, 2010; Banks
et al., 2016). Another leadership style is transactional, which
uses rewards and negotiation with subordinates in exchange for
reaching organizational objectives and goals. Those who use this
style tend to closely supervise their subordinates’ activities to
prevent possible errors or deviations from established norms and
procedures (Arnold, 2017).

In most studies on organizational settings, social support
(Taylor, 2011; Chawla and Sharma, 2019) was focused on the
support provided within the organization. A lack of support from
superiors has to do with a lack of specific staff management
principles and procedures to guide this role to act as an element
to support the work conducted by the team or department they
manage. It is also related to a lack of clear guidelines and training
regarding fulfillment of this role (Moncada et al., 2014). Meta-
analyses found that supervisor social support in the workplace
was associated with life satisfaction, job satisfaction and health
(Kossek et al., 2011; Eby et al., 2013; Mathieu et al., 2019). It
was also found that is crucial in buffering the effect of work-
related stress on perceived health, and increasing the physical
and mental health among military personnel (Hsieh and Tsai,
2019). The quality of leadership has to do with staff management
principles and procedures, as well as training and available time
for managers to apply them. The correlation of leadership-level
variables (of quality studies and transformation k = 7) with
well-being was significant, r = 0.27 (Nielsen et al., 2017). To
underline this, another meta-analysis found that high-quality
relationships between the supervisor and the employee were
positively associated with well-being (r = 0.35) (Huell et al.,
2016). Finally, emotionally expressive leaders (e.g., charismatic
or transformational) induce group members to experiment and
express positive emotions of high activation that are easily
communicated and lead followers to experience a positive
emotional climate (Barsade and Knight, 2015; da Costa, 2018).

EMPW can be recognized as a manifestation of quality
leadership. As such, it refers to the extent to which the team
coordinator promotes the participation of members in the team.
Colleagues who feel empowered will be more effective (Paolucci
et al., 2018) and will develop more proactive and innovative
behaviors (Huang, 2017), improving both their own creativity
and the implementation of the ideas that are generated (Rhee
et al., 2017). Finally, SL is the team’s capability to distribute
leadership amongst its members in opposition to of centralizing
it in one sole individual (Nicolaides et al., 2014). This is viewed as
the “dynamic and interactive process between the members of a
team whose objective is for some to address the others to achieve
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the goals of the team, of the organization, or of both (Wang et al.,
2011; Drescher et al., 2014; Uhl-Ben et al., 2014). At this point one
might say that a characteristic of shared leadership is promotion
of greater trust (Nicolaides et al., 2014) and cohesion (Mathieu
et al., 2015) in the team. Moreover, it has been demonstrated that
it improves satisfaction and well-being with the team (Montano
et al., 2017). Studies that examined the impact of leadership on
the organizational climate, found a large positive effect. This
suggest that leadership style play a pivotal role dealing with
organizational process and in the establishment of a positive
climate (Pérez Vallejo and Fernández Muñoz, 2020).

Taken into account the aforementioned variables and ideas,
the following hypotheses were proposed:

H5: Low psychological demands or work stress, high
control over work, leadership that reinforces participation
and belonging, internal participation and communication
in the group, task orientation, and climate of excellence,
will be positively associated with both individual and
collective well-being.
H5a: At the team level, leadership that reinforces
participation and belonging will mediate between task
orientation and climate of excellence and collective
well-being.

The LR provides freedom and independence to members
to determine which procedures must be used to conduct the
task, and how they can increase the likelihood of successful
implementation of above task (Hammond et al., 2011). The
meta-analysis conducted by Stewart (2006) in Hülsherger et al.
(2009) found that autonomy, along with coordination within
the team, contributed to better performance. Thus, another key
variable that may be related to well-being are: predictability, role
clarity, and professional demands. The first one predictability
refers to adequate and sufficient information and that is on
time, in order to be able to properly complete the job and
adapt to changes. The second one role clarity implies knowledge
of one’s own job position and the positions of people in the
organization, the tasks to be completed, objectives, existing
resources, and responsibilities beyond professional autonomy.
Finally, contradictory professional demands, which may entail
professional or ethical confrontations, generally unleash role
conflict (Moncada et al., 2014). The expectation of the emotional
labor role (LeR) refers to the fact that employees must
display appropriate (positive or negative) emotions to clients
or consumers. According to this, in retail, food, travel and
entertainment industries, there is an expectation that employees
must display positive emotional expressions or provide “service
with a smile.” On the other hand, with other jobs (police,
debt collector), it is expected that employees display negative
emotions. A neutral or a poker face is expected with jobs
related to health and treating serious diseases, or at court.
Thus, there is clear evidence that emotional work, particularly
hiding the emotions one feels or expressing dissonant emotions,
has harmful effects on well-being and health (Ashkanasy and
Dorris, 2017; Diener et al., 2020). In this sense, the meta-
analysis by Hülsherger and Schewe (2011) found that superficial

performance or simulating emotions that are not felt is related to
a negative mood, emotional exhaustion or burnout and decreased
job satisfaction.

Regarding CSO, it should be noted that while organizational
culture (OC) refers to beliefs, values and ideologies that are
shared by members of one same organization (Schneider et al.,
2013; Hofstede et al., 2014, the OS in this case) has to do with
the integration that exists at the organization, as well as available
resources, to appropriately carry out work at said organization.
Bass and Avolio (1992) in Nader et al. (2006) consider
that organizational cultures can be characterized based on
their predominant leadership style. In general, transformational
cultures have a sense of purpose, constantly redefining their
mission, vision, rules and principles, and their commitments are
long-term ones. In these organizations, leaders and followers
share interests and a sense of shared destiny and are inter-
dependent. The team’s and organization’s well-being is more
important for leaders and followers than their own interests
and benefit. Moreover, the managers act as mentors, trainers,
behavioral models, and leaders (Bass and Avolio, 2007). They
are characterized by having a flexible structure and so, they tend
to be more informal and dynamic, encouraging teamwork and
personal growth at the same time (Belbin, 2010a,b). This type of
culture has been associated with fewer role conflicts and greater
organizational efficacy (Vázquez Alatorre, 2013; Ayestarán, 2016;
Hartnell et al., 2019). In contrast, transactional cultures are
mainly focused on terms of explicit and implicit contractual
relations and tend to be very bureaucratic and structured. In
these organizations, commitments tend to be short-term ones,
and individual own interests prevail over the collectives. There is
greater presence of role conflicts, with less organizational efficacy
(Vázquez Alatorre, 2013).

Regarding organizational integration and resources, we
might point out that the former is related to how different
company departments coordinate their operations. A highly
integrated organization has strong connections between
departments and teams, and so, each section works under a
coherent set of rules and strategies. Integration is associated
with performance, although it can also be associated with
well-being, since highly integrated organizational cultures may
instill a similar feeling of social or collective identity (such as
Japanese corporations, for example) (Dextras-Gauthier et al.,
2012). Moreover, those organizations that tolerate uncertainty
and mistakes become a less stressful context for employees.
Finally, the existence of material and human resources
facilitates a quality work environment (Winter et al., 2014;
Hartnell et al., 2019).

Adding up to this, and as far as LpO is concerned, while direct
leadership is characterized by face-to-face interactions with
members of a group or team, which reinforces identification,
cohesion and group learning, organizational leadership indirectly
influences many more people indirectly. Thus, organizational
leadership is linked to development, use of resources,
organizational learning, human resources management to
improve human capital (da Costa et al., 2014), reinforcement of
commitment, and organizational climate (Fischer et al., 2017).
This stands for leadership behaviors oriented toward reinforcing
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trust and a quality relationship with subordinates were associated
(r = 0.31) with psychological well-being (Dunst et al., 2018).

From the perspective of explanation in social psychology
through the articulation of levels of analysis, micro social factors
are embedded in organizational context, and these psychosocial
factors mediates and explain the influence of organizational
culture on well-being (Doise and Valentim, 2015). Finally,
Study 3 is conducted in a military institution and therefore
we must take into account its organizational culture. Because
military’s organizational culture is masculine and oriented
towards toughness and manliness (Hofstede, 1988 in da Costa,
2018), it is expected that the functional processes within it will be
more beneficial to male than female cadets.

H6: Low emotional labor role, high autonomy
role, culture and organizational structure that
reinforce participation and integration and functional
organizational leadership will be positively associated
with the individual and collective well-being. In addition,
we postulated that the transformational style of culture
and leadership will be associated more strong and
positively with the well-being than the transactional.
H6a: Low psychological demands or work stress,
high control over work and leadership that reinforces
participation and belonging mediate the positive
relationship between culture and organizational structure
that reinforces participation and integration and
individual well-being.
H6b: In military culture, the positive relationship between
task orientation and the climate of excellence with
collective well-being will be moderated by organizational
leadership that reinforces participation and belonging as
well as by gender (male will benefits more), enhancing
the association between them. In the same vein, it
is expected that gender will moderate the relationship
between leadership and collective well-being.

MATERIALS AND METHODS

The studies were conducted between 2015 and 2018 in 6 Ibero-
American countries: Argentina (E3, MS and WS), Brazil (E3,
WS), Chile (E1, 2 and 3, WS), Spain (E1, 2, 3 and 4, WS), Mexico
(E3, WS), and Uruguay (E1 and 2, WS).

Study 1: Psychosocial Favorable Factors
to Well-Being in Three Countries:
Educational and Social Intervention
Organizations
This study seeks to contrast the postulated associations between
individual indicators of well-being: behavioral, somatic and
cognitive reactions to stress (BSCs), quality of life linked to
health (QLLH), affective hedonic view of subjective well-being
(AHWB), cognitive hedonic view of subjective well-being or
satisfaction with life (SWL), eudaimonic vision or psychological
well-being and personal optimal development (EPWB) as well as
to show the relative independence between them in a sample of

teachers and social intervention educators from three countries
(H1). It also seeks to contrast hypotheses 2–6, i.e., to test the
positive association between individual well-being (EPWB) and
emotional creativity (EC), values of openness to change (OVC)
and transcendence values (TV) (H2), gender differences (H3) as
well as positive correlation of well-being with low seniority in the
organization (SO); high agreement with the methodology (AM)
in the workplace and intention to stay (IS) in your organization
for the long term (H4). We also want to contrast the positive
relationship between psychosocial factors (EPs, CWa, LpB –
social support and quality leadership) and EPWB (H5); as well
as the negative relationship between EPWB and emotional labor
role (LeR) and the positive association with an organizational
culture that reinforces participation and integration. By doing
so, it is expected that a transformational organizational culture
will be associated positively and more strongly with well-being
than a transactional organizational culture (H6). Finally, in this
study we want to verify that the above-mentioned psychosocial
factors (EPs, CWa, and LpB) mediate between a culture that
reinforces participation and integration (CSO) and individual
well-being (EPWB) (H6a).

Sample
Participants N = 1300 subjects (N = 1084 women, aged between
19 and 69 years, M = 41, 41, SD = 11, 09), who belonged to
K = 80 organizations or educational and social-intervention units
in Chile, Spain (Autonomous Community of the Basque Country
or CAPV) and Uruguay. The sample of educational professionals
doubled the social intervention sample5.

Procedure
The individuals received a booklet with different scales to be
answered on paper or online for a period of between 50 and
75 min (only some of them are addressed in this article). Data
collection was supervised by some of this article’s co-authors or
staff trained to do so in each one of the three countries.

Instruments
The BSCs and QLLH are measured with 12-item scales,
respectively (see instruments on Table 2 of Supplementary
Material). The first includes behavioral, somatic, and cognitive
symptoms of stress (Setterlind, 2001 in Moncada et al., 2014); the
second includes dimensions of perceived physical health, mental
health and vitality (Ware and Sherbourne, 1992). They both use
a Likert-like scale with 5 anchor points (always = 1 to 5 = never)
for BSCs, and for the first dimension (perceived physical health)
of QLLH (totally true = 1 to 5 = totally false). Another two
dimensions (mental health and vitality) are answered with 6
anchor points (always = 1 to 6 = never). Cronbach’s α:0.98 for
BSCs and QLLH > 0.70 for the three dimensions. AHWB is
measured with 20 items (10 positive affectivity and 10 negative
affectivity) (Fredrickson, 2013), using a Likert-like scale with 5
anchor points (nothing = 0 to 4 = a lot). They were asked how they
felt during the last week of their professional activity. Cronbach’s
α: >0.80 for both dimensions. SWL is measured through 5 items

5See sociodemographic data of the participating sample by country from Study 1
in: on line resources 3.
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and 10 anchor points (very unsatisfactory = 1 to 10 = very
satisfactory). This instrument (Diener, 1996) is designed to assess
an individual’s degree of satisfaction with certain aspects of
their life, such as work, income, family, their person and life in
general. Cronbach’s α:0.70, although each domain is specific to
itself. Finally, EPWB is measured with the instrument by Hervás
and Vázquez (2013), consisting of 11 items related to different
areas of well-being, meaning hedonic, eudaimonic and social.
A Likert-type scale is used for responses (totally disagree = 0
to 10 = totally agree). Cronbach’s α:0.85 for samples from the
three countries.

EC is measured with a 17-item scale with 6 anchor points
(totally disagree = 1 to 6 = totally agree). The instrument by Soroa
et al. (2015) is adapted to Spanish from the scale by Averill’s.
Cronbach’s α: 0.82. OVC and self-transcendence (Schwartz, 2012)
as TVU are measured with 9 items and 6 anchor points (that
sounds a lot like me = 6 to 1 = that does not sound like me
at all). Cronbach’s α:0.82 (openness to the experience) and 0.87
(universalism). To measure psychosocial factors EPs, CWa, and
LpB, 26 items and 5 anchor points are used (always = 4 to
0 = never). For this study, dimensions 1, 2, and 4 of CoPsoQ-
Istas21 were used (Moncada et al., 2014). Cronbach’s α: 0.70
for the three dimensions. The emotional work entailed by LeR
(Ortiz et al., 2012) is also measured through 21 items and 5
anchor points (very rarely = 1 to 5 = very frequently). Cronbach’s
α: 0.83. Finally, the CSO (transformational and transactional
culture) is measured through 28 items (Nader et al., 2006), using
a dichotomous scale (Spearman Brown: <0.70, it was necessary
to eliminate items 1, 7 and 19 from transactional culture in the
three samples). Finally, gender, SO, AM, and IS were measured
(see scales and instruments in Supplementary Material 2).

Data Analysis
In this study, a cross-sectional design was used with convenience
samples mated by professional characteristics. Correlations,
regressions, and mediational analyses were conducted amongst
explanatory and explained variables of well-being, using SPSS
24 and process 3.4, Model 4. Scores were standardized and the
correlations weighted by the inverse of the variance using the
CMA program (Borenstein et al., 2014) for estimate a global effect
size in this study.

RESULTS

To test H1, we examined the relations between well-being
variables, using CMA to estimate a general effect size for the
three samples. EPWB was associated with low BSCs (r = 0.46),
IC 95% [0.41; 0.50], with QLLH (r = 0.52) IC 95% [0.48 to 0.56],
lower negative AHWB (r = −0.35), IC 95% [−0.39; – 0.30] and
higher positive AHWB (r = 0.45), IC 95% [0.40 to 0.49], as well
as higher SWL (r = 0.58), IC 95% [0.55; 0.62]. Relations between
variables were all > 0.70 (H1) (see Table 1)6. To test H2, relations
between individual predictor variables were examined with well-
being. EPWB is associated with greater EC (weighted correlation

6See Relationship between psychological well-being and other forms of well-being
by nation in table one: on line resources 4.

r = 0.14), IC 95% [0.09; 0.19]. This latter variable was also
associated with lower QLLH (r = −0.062), with negative AHWB
(r = 0.17) and more EPs (r = −0.12), although also with SWL
(r = 0.087) and positive AHWB (r = 0.21), all of them p < 0.05
(H2a). EPWB was also associated with sharing OVC (r = 0.25)
IC 95% [0.09; 0.19] and TVU (r = 0.23), IC 95% [0.19; 0.29].
Regarding H4, higher AM was associated with EPWB (r = 0.27,
p = 0.0001) in the three samples. The greater the IS at the job
position, the greater the well-being (r = 0.13, p = 0.001) in two of
the three countries. On the other hand, SO was neither generally
nor specifically associated with well-being in any of the countries.
At microsocial level (H5), well-being was associated with CWa
(r = 0.31), IC 95% [0.26; 0.36], with low EPs (r = −0.28), IC 95%
[−0, 33; −0, 23] and high-quality LpB (r = 0.31), IC 95% [0.26;
0.36] (see by country on Table 2)7.

To test H6, relations between meso-social-level predictor
variables were examined with well-being. LeR, particularly
the expression of negative emotions, neutral emotions, and
emotional dissonance, were significant and negatively associated
with all indicators and specifically with EPWB (r = −0.23,
r = −0.10 and r = −0.17, respectively). The expression of
positive emotions, although associated with AHWB, also did
so with lower QLLH and greater negative AHWB. Control
over interaction was positively associated with all indicators,
just like sensitivity and empathy (except for QLLH and EPs).
Examination of organizational culture showed that association of
transformational culture with well-being is positive (r = 0.25),
IC 95% [0.20; 0.30] and negative with transactional culture
(r = −0.11), IC 95% [−0.16; −0.05] (see by country on
Table 3)7 (H6).

To examine the specific contribution of explanatory variables
to well-being, we conducted a multiple regression of well-being
(Hervás and Vázquez, 2013) on individual variables (EC and
MV), on microsocial-level variables (CWa, EPs, and LpB) and
meso-social or organizational variables (CSO). The multiple
regression was significant, F(8,1121) = 30, 38, p = 0.0001,
R2adjusted = 0.17. OVCs predicted well-being (β = 0.12,
p = 0.002) along with TVUs (β = 0.09, p = 0.017), EC (β = 0.078,
p = 0.007), low EPs (β standardized = −0.15, p = 0.0001), high
CWa (β = 0.14, p = 0.0001), LpB (β = 0.10, p = 0.006) and
transformational CSO (β = 0.09, p = 0.002). Only transactional
culture did not obtain a significant coefficient (β = 0.004, p = 0.88)
(see Table 4).

Using transformational CSO as a meso level predictor and
controlling individual variables (gender, OVC, TVU and EC), a
mediational analysis showed that the indirect effect of the CSO
on the EPWB occurred through low EPs (β = 0.02), IC 95% [0.01;
0.04], as well as trough high levels of CWa (β = 0.04), IC 95%
[0.02; 0.07] and LpB (β = 0.04), IC 95% [0.008; 0.07]. This effect
explains 55% of the total effect (see Figure 1). The overall model
was significant: R2 = 0.44, F(8,1101) = 32, 82, p < 0.001 (H6a).

Gender Differences
We sought to discover the relation of gender with well-being
indicators and possible differences between men and women.

7See online resources 4.
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TABLE 1 | Association between the variables that make up the nomological network of well-being at the individual level (Study 1).

Variables N M SD 1 2 3 4 5 6

(1) BSCs 1298 45.20 8.18 –

(2) QLLH 1268 53.36 9.23 0.65** –

(3) AHWB positive 1361 23.44 7.19 0.26** 0.40** –

(4) AHWB negative 1359 8.852 6.39 −0.50** −0.49** −0.26** –

(5) SWL 1334 38.53 6.64 0.34** 0.47** 0.40** −0.33** 0.47**

(6) EPWB 1352 81.33 13.74 0.42** 0.45** 0.41** −0.31** 0.45** 0.55**

BSCs, behavioral, somatic and cognitive reactions to stress; QLLH, quality of life linked to health; AHWB, affective hedonic view of subjective Well-Being; SWL, cognitive
hedonic view of subjective Well-Being or satisfactorial with life; EPWB, eudaimonic vision or psychological Well-Being and personal optimal development. **p < 0.01.

TABLE 2 | Relationship between individual and microsocial level predictor variables with psychological well-being by country (Study 1).

Variables Chile Spain Uruguay

n M SD R n M SD r n M SD r

Gender 342 1.66 0.473 0.03 284 1.79 0.415 −0.091 697 1.91 0.288 0.02

EC 352 64.98 13.07 0.07 289 62.1 9.96 0.13* 689 65.10 12.07 0.18**

OVC 355 28.32 4.951 0.18** 294 18.8 5.95 0.14** 689 26.84 4.924 0.29**

TVU 355 15.99 1.773 0.27** 296 7.69 4.48 0.23** 718 15.15 2.291 0.25**

SO 241 2010.2 7.643 −0.02 245 1985.9 180.7 0.04 649 2005.6 9.985 −0.04

AM 243 2.99 1.098 0.35** 264 3.56 1.003 0.25** 673 3.057 1.010 0.28**

IS 244 1.62 0.535 0.20** 260 1.75 0.537 −0.007 652 1.60 0.562 15**

EPs 361 12.80 4.307 −0.17** 294 12.4 3.24 −0.29** 716 13.88 3.505 −0.30**

CWa 360 26.46 6.798 0.23** 294 26.71 5.41 0.32** 697 26.45 5.403 0.35**

LpB 361 27.12 8.025 0.22** 280 28.26 5.70 0.36** 700 27.35 6.137 0.32**

EPWB 353 77.82 13.71 – 296 79.53 11.5 – 703 83.84 14.12 –

Gender = 1 = men; 2 = women; EC, emotional creativity; OVC, openness to change values; TVU, values of transcendence universalism; SO, seniority in the organization;
AM, agreement with the methodology in the workplace; IS, intention to stay; EPs, excess of psychological demands at work or work stress; CWa, control over work,
role autonomy; LpB, leadership that reinforces participation and belonging; EPWB, eudaimonic vision or psychological Well-Being and personal optimal development.
**p < 0.01, *p < 0.05, p < 0.10.

TABLE 3 | Relationship between mesosocial level predictor variables with well-being by country (Study 1).

Variables Chile Spain Uruguay

n M SD r n M SD r n M SD r

LeR 347 71.88 12.84 −0.11* 276 71.43 9.463 0.06 637 68.54 11.87 −0.13**

LeR NE 350 11.86 4.907 −0.21** 282 12.42 3.981 −0.11* 696 11.39 4.543 −0.26**

LeR NEE 349 10.67 3.131 −0.07 283 10.83 2.548 0.02 697 10.06 2.994 −0.11**

LeR PE 350 16.80 3.053 −0.04 284 16.11 2.951 0.16** 694 16.07 3.428 0.05

LeR ED 348 12.02 4.548 −0.11* 281 11.11 3.488 −0.08 687 11.69 4.300 −0.23**

LeR SandE 350 13.26 2.210 0.12* 284 13.58 1.692 0.15** 689 12.44 2.362 0.08*

LeR CINT 350 7.220 2.207 0.12** 282 7.361 1.750 0.27** 705 6.748 2.016 0.20**

CSO Transform. 350 2.25 9.108 0.10* 273 5.076 5.739 0.28** 650 4.181 6.742 0.26**

CSO Transacc. 348 0.160 5.575 −0.07 273 −0.2088 5.080 −0.25** 657 2.168 4.673 −0.17**

LeR, emotional labor role; LeR NE, negative expression of emotions in the work role; LeR NEE, neutral expression of emotions in the labor role; LeR PE, positive expression
of emotions in labor role; LeR ED, emotional dissonance in the labor role; LeR SE, sensitivity and empathy in the labor role; LeR CINT, control of interaction in the labor
role; CSO, culture and organizational structure that reinforces participation and integration (transformational and transactional). **p < 0.01, *p < 0.05.

Regarding EPWB, no statistically significant differences were
found in Chile or Uruguay [r(333) = 0.03, p = 0.27, r(675) = 0.02,
p = 0.33], although they were found, to a lesser extent, in Spain
[r(283) = −0.091, p = 0.06]. Men report greater positive AHWB
(r = −0.075, p = 0.006), although not homogeneously [Chile

r(235) = −0.14, p = 0.017, Spain r(240) = −0.026 and Uruguay
r(620) = 0.02, p = 0.33]. No gender differences were found in
negative AHWB in the three countries8 (H3).

8Only significant correlations are shown, all other scores are available on request.
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TABLE 4 | Regression of well-being on individual, psychosocial and organizational culture factors (Study 1).

Variable Model 1 Model 2 Model 3

B SE B B B SE B B B SE B B

EC 0.012 0.032 0.10*** 0.011 0.032 0.10*** 0.009 0.034 0.78***

OVC 0.026 0.085 0.12** 0.028 0.082 0.12** 0.027 0.008 0.12**

TVU 0.026 0.012 0.08* 0.025 0.012 0.08* 0.029 0.012 0.09*

EPs −0.058 0.011 0.16*** −0.055 0.011 −0.15***

CWa 0.035 0.081 0.15*** 0.034 0.084 0.14***

LpB 0.028 0.072 0.14*** 0.022 0.080 0.10**

CSO transformational 0.017 0.006 0.09**

CSO transactional 0.003 0.008 0.010 n.s

R2 0.052 0.017 0.018

F for change in R2 24.140*** 42.464*** 30.138***

CE, emotional creativity; OVC, openness to change values; TVU, values of transcendence, universalism; EPs, excess of psychological demands at work or work stress;
CWa, control over work, role autonomy; LpB, leadership that reinforces participation and belonging; CSO, culture and organizational structure that reinforces participation
and integration (transformational and transactional). *p < 0.05, **p < 0.01, ***p < 0.001.

FIGURE 1 | Effect of transformational organizational culture on psychological well-being and optimal personal development (EPWB), mediated by the psychosocial
factors (EPs, excess of psychological demands at work or work stress; CWa, control over work, role autonomy; LpB, leadership that reinforces participation and
belonging, group level). The model controls the values of openness to change (OVC), transcendence universalism (TVU) and emotional creativity (EC) related to the
mediator and the variables of the result. Between brackets, total effect. All the values are standardized. ∗p < 0.05; ∗∗p < 0.01; ∗∗∗p < 0.001.

DISCUSSION

In the general sample and by country, indicators of well-being
were associated with one another, supporting H1 on the
positive association between well-being indicators. Specifically,
psychological well-being, was associated with having less stress
and better quality of life, with life satisfaction and with affect
balance. The strength of association between variables means
that they are interrelated, yet they constitute independent

constructs, in congruence with H1. As postulated by H2,
emotional creativity, as well as the values of openness to change
and transcending the self, were positively associated with
well-being. Emotional creativity played an ambivalent role,
associated both with well-being, and with psychological demands
in the labor role, and lower quality of life in relation to health.
Emotional creativity includes three dimensions: emotional
preparedness, novel and authentic and useful emotional
reactions. Studies show that is the dimension of novelty that
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is related positively to negative outcomes, while preparedness
and effectiveness/authenticity are related to positives outcomes
(Averill, 2009; Runco, 2014). These results suggest that attention
and cognitive processing of intense emotion has “particular”
effects on well-being and coping with stress. Probably because
of the complexity and originality of creative emotions, different
from schemas and cultural available scripts to describe them,
high EC participants find difficulties with categorizing and
identifying their emotions. Complexity and diversity of emotions
also made difficult to elaborate linguistically and express affective
state (Averill, 2009; Runco, 2014; Abuladze and Martskvishvili,
2016). Results confirm that certain values are individual factors
of well-being. Openness to change (self-direction) and self-
transcendence (universalism) are healthy values. They are
cognitive representations of self-actualization or growth needs.
Self-direction values and universalism are related to Deci and
Ryan self-determination theory autonomy, competence and
relatedness needs, respectively. Motivation to pursue healthy
values enhances directly well-being because it satisfies intrinsic
and self-actualizing needs. These healthy values afford well-being
because they lead to positive and prosocial perceptions, attitudes
and behaviors, like benevolent view of social world, trust in
others and altruism (Schwartz and Sortheix, 2018).

Differences in well-being between genders were marginal,
explaining maximum 1.9% of variance, in concordance with
H3. Results support studies that had found greater hedonic
affective well-being in men, and reject that women report
more negative affectivity in these samples. Consistent with our
hypothesis 4, agreement with the methodology at the workplace
and the intention to stay long-term at the workplace are clearly
associated with well-being. On the contrary, lower seniority
was not associated with well-being, questioning this part of the
hypothesis. It was argued that recent entry into an organization
was associated with greater initial satisfaction (Romero, 2001).
However, it is also possibly that people who stay long term
in an organization can enhance control of their environment,
obtain status and rewards, and consequently increase their
satisfaction (Ronen, 1978). In particular, young teachers and
educators could have a greater workload in more stressful
settings, which may explain why the lower the seniority, the
worse the perception of the social-emotional climate. Consistent
with the H5, the results showed that high levels of control at
work, social support and quality leadership, and low levels of
psychological demands (Moncada et al., 2014) predicted well-
being. Meso-social-level factors were also associated with well-
being, in particular emotional labor, as H6 stated. This study
confirmed that expressing and handling emotions as part of
the labor role undermines well-being. In other words, having
to express even positive emotions takes a toll, since this is
associated with stress and negative affectivity, as well as lower
perceived health. The importance of an organizational culture
that facilitates social integration (Knight and Eisenkraft, 2015)
was confirmed, because supporting H6 a transformational culture
was associated with well-being. The opposite occurred with the
transactional culture, which was associated with more stress,
less control and less social and quality support. However, this
result did not bear a significant multivariate coefficient, so

the results relativize the negative nature for well-being of this
type of culture. Along these lines, psychosocial factors were
associated with a more transformational culture, mediating
between culture and individual well-being, in concordance with
H6a. To conclude, it should be stated that this study has
limitations, the most noteworthy being that the sample was of
convenience and that this is a correlational, not longitudinal or
causal relationship study, which means that the results should be
taken with caution.

Study 2: Psychosocial Favorable Factors
to Well-Being in Three Countries: The
Case of a School With High SVI9 in Talca,
Chile
This study analyzes the presence of risk factors for well-being
in an educational organization with high school vulnerability10

(Ministerio de Desarrollo Social y Familia, 2020). Study 1 showed
that well-being was linked to low stress, high control in the work
role and social support – quality leadership low emotional work
and an organizational culture and structure that most reinforces
participation and integration in the organization. It also found
medium-high level of autonomy, high stress and medium-low
levels of social support and quality leadership of these sectors
in the three countries (results not shown in this research).
This second study explored whether these associations and well-
being profile were replicated in the sample of educators and in
particular in a Chilean school located in a difficult social context.
The study of well-being in Chile, specifically in education, is a
research priority (see López et al., 2017). Teachers’ well-being
is relevant to the effectiveness of the teaching-learning process
(Lever et al., 2017). Working conditions, both at the system and
school level, can have an impact on teachers’ well-being (Viac and
Fraser, 2020) and on students’ performance (Roorda et al., 2011;
López et al., 2017).

9 The school in Talca (Group 1) shows a School Vulnerability Index (SVI) (Herrera
et al., 2017; https://www.junaeb.cl/ive; Turra et al., 2015; López et al., 2017) of 85%.
10 JUNAEB (2020) defines vulnerability as “a dynamic condition resulting from
the interaction of multiple individual and contextual risk and protection factors
that are present in a person’s life cycle.” These manifest themselves “in behaviors
or events of greater or lesser risk (biological, psychological, social, economic,
cultural and/or environmental)” that can be measured for intervention, taking into
account the development and well-being of individuals, families and communities.
JUNAEB uses the National System of Allocation with Equity (SINAE) to evaluate
school vulnerability (conditions of poverty and school risk) in infant education
up to university level. The IVE -an indicator used by SINAE in the framework
of JANAEB’s School Feeding Programmes (PAE) – measures the approximate risk
of dropping out of school, through the socio-economic evaluation of its students,
operating as a criterion for the allocation of PAE resources. The IVE reflects the
percentage of school students with priority to receive this aid. Students in the
first category or priority are those in extreme poverty, or who are destitute in
urban areas or poor in rural areas, or who belong to SENAME (national service
for minors), according to the social protection sheet (FPS). Students in the second
category or priority are those who according to the FPS are in a situation of poverty
and have a high probability of dropping out of the school system. Those in the third
category or priority are those who are in poverty but do not qualify for the first
two categories. The IVE measures the percentage of students in the school who
are in one of the three categories. This indicator, which ranges from 0 to 100, is
defined by the addition of students in these categories over the total of students.
For instance an IVE of 83 means that eighty-tree students over one hundred are in
risk of poverty (Holtz Guerrero, 2020).
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This study aims to test the diagnostic capacity and relevance
of the instruments used in the education sample in Chile, Spain,
and Uruguay. As far as we know, this is the first comparative
diagnosis, which is carried out on an education sample, in these
three countries. Cut-off points of psychosocial factors are applied
to scores of work stress; of control over work and to leadership
that reinforces participation and belonging (which includes social
support and quality leadership), emotional labor and culture
and organizational structure that reinforces participation and
integration (transformational culture) and individual well-being.
Results are used to have a descriptive vision of the similarities
between teachers from schools in the same locality and Country
(Chile), students of Education from a private university (Chile),
teachers from the region (Uruguay) and from a more culturally
and economically distant area (Spain). We postulated that the
profile would be similar in the Latin American samples (in
Uruguay a large part of the schools in the sample could be
categorized in “vulnerability”119), that a medium low psychosocial
risk level would be found in the students of pedagogy of
the private university and that the Spanish teachers would
show the most positive psychosocial profile, due to the relative
development of the country. In addition, it should be mentioned
that the Spanish sample belongs to an educational center that
develops a methodology that necessarily implies control over the
tasks and team work.

This article also aims to confirm hypotheses 3–6 in
the education sub-sample. That is, to know the specific
association of individual well-being with gender (H3),
low seniority in the organization; agreement with the
methodology in the workplace and the intention to stay
in your organization in the long term (H4); also with the
psychosocial factors specified above (H5); as well as with
meso-level variables such as the role of emotional labor and
of the organizational culture that reinforces participation
and integration. In this sense, we expected to confirm
that a transformational organizational culture in schools is
positively and more strongly associated with well-being than a
transactional one (H6).

Sample
One thousand one hundred eighty-five individuals participated
in this study. n = 37 [28 (75%)] women between 23 and 61 years
of age (M = 39.14, DT = 10.23) kindergarten and primary
education teachers at a public education establishment in the
city of Talca, Chile (Group 1, high vulnerability school); n = 164
(123 (77%) women, between 19 and 66 years of age (M = 38.23,
DT = 12,79) of educational establishments in the city of Talca,
Osorno and Valparaiso, Chile (Group 2); n = 43 [26 (61%)]
women, between 20 and 32 years of age (M = 23.35, DT = 2.51)
student teachers from a private university -campus Talca, Chile-
(Group 3) and n = 31 [7 (23%)] women, between 22 and
54 years of age (M = 24.93, DT = 5.91) student teachers from a
private university –campus Santiago de Chile, Chile (Group 4);
n = 212 [172 (86%)] women, between 25 and 60 years of age
(M = 47.67, DT = 8.56) kindergarten and primary teachers in

9https://www.ceip.edu.uy/tiempo-completo-modelo-pedagogico-
fundamentacion/

Public education establishments in the territories of Guipuzcoa,
Alava, and Vizcaya (Group 5) and n = 699 [600 (86%)] women,
between 22 and 69 years of age (M = 43.69, DT = 9.54)
kindergarten and, to a greater extent, primary school teachers
belonging to the country’s public institution of Montevideo in
Uruguay (Group 6)1210.

Procedure
This study was carried out within the framework of a general
project developed in Chile, Spain and Uruguay in a sample of
education and social intervention. In this case, teachers and
university students of Pedagogy responded collectively and face
to face during a period of 50–75 min a battery of instruments
(only some of them are addressed in this study). The sample
of Chilean teachers from Talca (Group 1) also answered the
scale SusesoIstas21 (Candia et al., 2016). This instrument, which
allows the assessment and measurement of psychosocial risks
at work, is an adaptation of the Spaniard CoPsoQ-Istas21
Questionnaire (Moncada et al., 2014). The Chilean version of the
instrument showed that in Group 1, 57% show high stress and
low control of work; and almost 60% show low social support
and quality leadership1311. Profile found by the SusesoIstas21
in Group 1 (dimensions of stress, control of work, and social
support and quality leadership) was replicated with CoPsoQ-
Istas21 (dimension 1, 2, and 4). Although the profile was similar
with both instruments, the SusesoIstas21 categorizes more people
in risk scores (this is another study). Below, we examine the
profile of the other samples to get an overview of the situation
of teachers in the three countries.

Instruments
In this study, we addressed well-being (Diener, 1996;
Fredrickson, 2013; Hervás and Vázquez, 2013); psychosocial
factors (Moncada et al., 2014), emotional labor role or LeR (Ortiz
et al., 2012) and CSO (Nader et al., 2006) (for a more detailed
version of the instruments see Study 1 and resource on line
2). Psychosocial factors were measured by some dimensions
of CoPsoQ-istas21. This is an open access instrument of
evaluation and prevention of psychosocial risks promoted by
Scandinavian trade unions and researchers, which has been
translated and validated by the CCOO trade union in Spain.
CoPsoQ-Istas21 Questionnaire was applied and validated by
the Sub-secretary of Economic and Social Affairs in Chile,
creating a Chilean version called SusesoIstas21. In this study
SO, AM and IS1412 association with well-being and gender
differences were also analyzed. Focus groups (Allen, 2017)
were held, when possible, during the sessions to return the
research results to the participating centers. We wanted to
know the teachers’ perception of the results. The next step
was to invite them to create working groups and plan short,

10See Study 1 and Sociodemographic data of the participating sample by country
in: on line resources 5.
11Other results were that 68% showed risk scores in the reward dimension
(measuring the balance between the effort invested in completing the tasks and the
reward obtained for them) and 57% in the dual presence dimension (measuring
the concern with fulfilling domestic and work tasks).
12See scales and instruments at: on line resources 2.
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medium – and long-term – actions based on the diagnosis
of their school.

Data Analysis
Descriptive frequencies analyses were carried out. Tercile cut-
off points were applied to the aforementioned sub-sample,
comparing the results with paired samples of professors (Group
2) of the same zone (Chile) and the other two countries
(Spain and Uruguay Groups 5 and 6 respectively) and upper-
education students (Groups 2 from the same zone of the
sub-sample and 3 from the capital of the country, Chile).
Correlations were carried out, similar to those conducted in
Study 1, but in this case using only the global teacher’s
sample (Groups 2, 5, and 6) and the Group 1. Finally, mean
comparisons were made between the Talca sample, supposedly
the most negative context, and the Spanish sample, as the most
positive context.

RESULTS

Categorization of Responses According
to Scales by Country and Sub-Sample
Compared with the sample of Chilean education and pedagogy
students (groups 3 and 4) and with teachers from Spain and
Uruguay (groups 5 and 6), the teachers from Chile (group2)
and Talca (Group 1) display a medium-high level of Eps (group
6 reports a slightly higher level), lower CWa (the rest display
a better profile), as well as low LpB in their organization
(the others display a similar and better profile) (see Table 5).
They also display relative lower AHWB and medium-high
levels of EPWB. As previously mentioned teachers from Talca
(group 1) displayed psychosocial risk levels above 50% in all
dimensions of the equivalent Chilean questionnaire (see da
Costa, 2018). Applying the cutoff points from the Spaniard
scale (Moncada et al., 2014), around 9/10 subjects from this
educational center display high EPs, 3/10 low CWa and 6/10
low LpB quality.

Regarding LeR a similar profile was found between the
samples. The school in Talca reports that almost 54% of the
members who participated in this study report high expression
of negative emotions as part of their role (versus 44% of
group 2, 69% of group 5 and 50% of group 6), although
did not report high emotional dissonance (20% versus 20% of
group 2, 9% of group 5 and 22% of group 6). Regarding the
organizational culture, and broadly distanced from the other
samples, this educational establishment perceives low levels of
transformational CSO in its organization, in addition to medium-
low levels of transactional CSO.

To examine the specific hypothesis of the negative profile
of Talca teachers by respect to Spanish teachers, means were
compared between the Group 1sample and the Spanish sample
with a paired t, using the dt from the first sample for the contrast.
Chilean teachers (Group 1) displayed greater EPs (M = 14.27
vs. M = 13.14, t = 2.14, p < 0.04), lower CWa (M = 22.5
vs. M = 26.2, t = 4.24, p < 0.001) and LpB (M = 23.36 vs.
A = 28.16, t = 4.22, p < 0.001) than Spanish teachers. Regarding

BH, teachers from Group 1 displayed a similar level of positive
affectivity as in the comparison sample (M = 21.8 vs. M = 22.35,
t = n.s). On the other hand, Chilean teachers display greater
negative affectivity (M = 12 vs. M = 7, t = 4.7, p < 0.001).
The EPWB of Chilean teachers from Talca was lower than
their counterparts in Spain (M = 71.5 vs. M = 79.45, t = 3.45,
p = 0.001).

Gender Differences
Regarding H3, unifying the sample of teachers from Chile
(Groups 1 and 2), men show a higher EPs profile than women,
although the score is marginal (M = 12.89 vs. M = 12.54,
t = 0.18, p < 0.07). They also show greater emotional dissonance
r(189) = −0.14, p = 0.02 (M = 12.86 vs. M = 11.35, t = 0.20,
p < 0.05). No statistically significant differences in these variables
are found in Group 1. In this group, men show greater
social support and quality leadership r(35) = −0.34, p < 0.02
(M = 28.22 vs. M = 22.80, t = 0.21, p < 0.046), empathy and
sensitivity r(35) = −0.39, p < 0.009 (M = 14.62 vs. M = 12.66,
t = 0.25, p < 0.02) as well as control of interaction in the
work role r(35) = −0.43, p < 0.005 (M = 8.50 vs. M = 6.44,
t = 0.28, p < 0.009). Female teachers from the Spanish sample
show greater expression of positive emotions in the work role
r(198) = 0.23, p = 0.001 (M = 16.29 vs. M = 14. 28, t = −3.08,
p = 0.02) as well as greater empathy and sensitivity in the work
role r(198) = 0.24, p = 0.001 (M = 13.78 vs. M = 12.61, t = −3.30,
p = 0.001). Finally, no statistically significant differences are
found in Uruguay except in EPs, where female teachers show a
somewhat higher score r(675) = 0.06, p < 0.05 (M = 13.83 vs.
M = 13.13, t =−0.17, p < 0.09).

Psychosocial Risks, Emotional Work
Role Factors, Organizational Culture,
and Their Relationship With Well-Being
Indicators
Psychosocial risks factors and organizational culture are
associated with well-being with a profile similar to Study 1 in the
global sample of educators in concordance with H4, 5 and 61513.
In Talca sub-sample (Group 1) agreement with the methodology
used in their workplace correlated with affect balance and
psychological well-being (see Table 6) (H4). EPs is negatively
correlated with AHWB and e affect balance, and marginally
so with SWL. CWa is positively and significantly associated to
AHWB (negatively with negative affectivity), SWL and also to
EPWB (H5). Empathy and sensitivity as a demand of the labor
role held by educators display a similar profile. The emotional
labor of expressing negative emotions in the work role was
positively and significantly associated with negative affectivity,
and negatively with SWL. Finally, emotional dissonance was
associated, to a lesser extent and negatively, with positive
affectivity and balance of affect. Correlation with negative
AHWB is positive and marginal. The relation between the
indicators of well-being and CSO in this sample were n.s. (H6).

13Given that the N is small and therefore the statistical power is lower, only the
significant values are highlighted in the text.
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TABLE 5 | Psychosocial risk level, EPWB, AHWB, LeR affective and CSO that reinforces participation and integration (Study 2).

Teachers Students Pedagogy chilenos Teachers

Group 1 Chileans in the
South Central Region1

Group 2 Other teachers
South Center2

Group 3 South Central
Region3

Group 4 Metropolitan
region4

Group 5 ACBC
Spain5

Group 6
Uruguay6

EPs (Moncada et al., 2014)
Low risk (0–7) 8.1% 10.2% 7% 12.9% 3,8% 4%
Medium risk (8–11) 16.2% 20.5% 20.9% 41.9% 34% 20.3%
High risk (12 or more) 75.7% 69.3% 72.1% 45.2% 62.2% 75.7%
CWa (Moncada et al., 2014)
Low risk (0–18) 30.6% 16.3% 16.3% 6.5% 5.8% 6.9%
Medium risk (19–25) 38.9% 24.1% 16.3% 6.5% 37.5% 36.1%
High risk (26 or more) 30.6% 59.6% 67.4% 87.1% 56.7% 57%
LpB (Moncada et al., 2014)
Low risk (0–24) 50% 35.5% 23.3% 20% 23.3% 30.3%
Medium risk (25–31) 36.1% 38% 51.2% 4,4% 53.4% 49%
High risk (32–40) 13.9% 26.5% 25.6% 76% 23.3% 20.8%
EPWB (Hervás and Vázquez, 2013)
Low Well-Being (74 and less) 50% 41.5% 44.2% 53.3% 36% 24.2%
Medium risk (75–83) 41.7% 23.8% 32.6% 30% 32.2% 16.9%
High Well-Being (84 or more) 8.3% 34.8% 23.3% 16.7% 31.8% 58.9%
AHWB (Fredrickson, 2013)
Negative Balance (0 or less) 18.9% 5.4% 7% 11% 9% 14.5%
Slightly positive balance (1–10) 29.7% 16.7% 16.3% 11% 15.7% 19.8%
Positive balance (11 or more) 51.4% 78% 76.7% 78% 75.2% 65.7%
LeR (Ortiz et al., 2012)
Low levels of empathy and sensitivity (8 or less) 2.8% 3.1% 2.3% 0% 1.9% 5.4%
Medium level of empathy and sensitivity (9–13) 41.7% 31.4% 44.2% 50% 34.6% 57%
High level of empathy and sensitivity (14 or more) 55.6% 65.4% 53.5% 50% 63.5% 37.6%
Low expression of negative emotionality (8 or less) 30.6% 35.2% 14% 6.7% 14.4% 23.9%
Medium level of negative emotional expression (9–10) 16.7% 20.8% 16.3% 16./% 16.7% 17%
High level of negative emotional expression (11or more) 52.8% 44% 69.8% 76.7% 68.9% 50.1%
Low levels of emotional dissonance (10 or less) 40% 44.7% 25.6% 23.3% 47.6% 37.1%
Medium levels of emotional dissonance (11 to 15) 40% 35.8% 25.6% 46.7% 43.8% 41%
High levels of emotional dissonance (16 or more) 20% 19.5% 48.8% 30% 8.7% 21.9%
CSO (Nader et al., 2006)
Low transformational CSO (− 6 and less) 54.3% 14.8% 11.6% 6.7% 9.8% 9.8%
Medium level of transformational CSO (−5 and 5) 37.1% 22.2% 23.3% 30% 32.6% 36.2%
High level of transformational CSO (6 or more) 8.6% 63% 65.1% 63.3% 57.5% 54%
Low transactional CSO (−6 and less) 45.7% 15.4% 9.3% 0% 12.4% 7.4%
Medium level of transactional CSO (−5 and 5) 48.6% 57.4% 46.5% 63.3% 68.1% 62,7%
High transactional CSO (6 o más) 6.7% 27.2% 44.2% 43.3% 19.5% 30%

Sub-sample analyzed Group 1n = 37 (Talca); Group 2n = 164 (Valparaíso, Talca and Osorno); Group 3n = 43 (Talca)4 4n = 31 (Santiago de Chile), Group 5 5n = 212 (Guipuzcoa and Bizkaia); Group 6 6n = 699 (Uruguay).
EPs, excess of psychological demands at work or work stress; CWa, control over work, role autonomy; LpB, leadership that reinforces participation and belonging; EPWB, eudaimonic vision or psychological well-being
and personal optimal development; AHWB, affective hedonic view of subjective well-being; LeR, emotional labor role, LeR SE, sensitivity and empathy in the labor role; LeR NE, negative expression of emotions in the
labor role; LeR ED, emotional dissonance in the labor role; CSO, culture and organizational structure that reinforces participation and integration (transformational and transactional).
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TABLE 6 | Association between individual, micro and mesosocial level variables and well-being in education sample (Study 2).

Chilean, Spanish, and Uruguay teachers Chile, Talca

N 1 2 3 4 5 6 7 n 1 2 3 4 5 6 7

T1 S2 T2 S3

Gender 1000 −0.02 −0.08** −0.07* −0.007 −0.04 −0.005 −0.05 0.10** 36 −0.07 0.06 −0.03 −0.10 0.04 −18 0.13 0.06

EPs 1030 −0.41** −0.43** −0.31** 0.39** −0.44** −0.33** −0.22** −0.23** 36 0.05 0.007 −0.28* 0.32* −0.35* −0.23 −0.16 −0.20

CWa 1020 0.17** 0.29** 0.38** −0.22** 0.39** 0.41** 0.24** 0.29** 36 −0.21 −0.23 0.32* −0.17 0.29* 0.54** 0.36* 0.34*

LeR 960 −0.21** −0.21** −0.08** 0.22** −0.19** −0.11** −0.05 −0.10** 34 0.03 −19 0.007 0.27 −0.15 0.39* 0.12 0.12

LeR NE 1020 −0.23** −0.26** −0.22** 0.25** −0.30** −0.21** −0.17** −0.21** 36 0.03 −0.26 0.003 0.30* −0.16 0.32* 0.29* 0.15

LeR NEE 1020 −0.14** −0.15** −0.06 0.17** −0.14** −0.08** −0.03 −0.10** 35 0.05 0.11 −0.08 0.09 −0.10 0.32* 0.21 0.23

LeR PE 1020 −0.06* −0.07* 0.06* 0.06* −0.006 −0.006 0.09** 0.05 36 0.07 0.007 0.02 −0.15 0.09 −0.008 −0.003 −0.10

LeR ED 1010 −0.27** −0.26** −0.16** 0.29** −0.28** −0.18** −0.12** −0.15** 35 −0.09 −0.03 −0.27 0.26 -0.31* 0.02 −0.07 −0.10

LeR SandE 1010 0.03 0.04 0.11** −0.04 0.09** 0.09** 0.07* 0.03 36 0.12 0.05 0.40** −0.16 0.33* 0.51** 0.06 0.37*

ReL CINT 1025 0.13** 0.14** 0.22** −0.18** 0.25** 0.19** 0.12** 0.13** 36 −0.18 −0.25 0.23 0.19 0.04 0.23 −0.13 0.12

LpB 1020 0.23** 0.31** 0.33** −0.31** 0.41** 0.37** 0.22** 0.32** 36 −0.11 0.06 0.27 −0.21 0.28* 0.37* 0.12 0.31*

CSO Transform. 960 0.13** 0.16** 0.24** −0.18** 0.27** 0.21** 0.10** 0.21** 35 −0.24 −0.04 −0.05 0.29* −0.19 −0.12 −0.29* −0.12

CSO Transacc. 960 −0.21** −22** −0.14** 0.28** −0.26** −0.18** −0.07* −0.08** 35 −0.05 −0.11 0.17 −0.22 0.22 0.31* 0.07 0.23

SO 850 0.004 −0.02 −0.003 −0.009 0.003 −0.02 0.006 0.01 36 0.006 −0.19 −0.04 0.19 −0.13 −0.07 −0.02 −0.15

AM 890 0.29** 0.32** 0.27** −0.24** 0.32** 0.34** 0.21** 0.29** 36 0.09 −0.05 0.18 −0.31 0.28* 0.53** 0.22 0.39**

IS 890 0.15** 0.14** 0.16** −0.22** 0.24** 0.26** 0.07* 0.13** 10 −0.03 −0.03 0.83** 0.47 0.24 0.64* 0.37 0.36

1 = BSCs (behavioral, somatic and cognitive reactions to stress); 2 = QLLH (quality of life linked to health); 3 = AHWB positive (affective hedonic view of subjective Well-Being); 4 = AHWB negative (affective hedonic
view of subjective Well-Being); 5 = affect balance; 6 = SWL (cognitive hedonic view of subjective Well-Being or satisfaction with life), 1Job satisfaction; 2Satisfaction with yourself; 7 = EPWB (eudaimonic vision or
psychological Well-Being and personal optimal development). Gender = 1 = women, 2 = men. EPs, excess of psychological demands at work or work stress; CWa, control over work, role autonomy; LeR, emotional
labor role; LeR NE, negative expression of emotions in the labor role; LeR NEE, neutral expression of emotions in the labor role; LeR PE, positive expression of emotions in the labor role; LeR ED, emotional dissonance
in the labor role; LeR SE, sensitivity and empathy in the labor role; LeR CINT, control of interaction in the labor role; LpB, leadership that reinforces participation and belonging; CSO, culture and organizational structure
that reinforces participation and integration (transformational and transactional); SO, seniority in the organization; AM, agreement with the methodology in the workplace; IS, intention to stay. **p < 0.01, *p < 0.05,
p < 0.10.
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DISCUSSION

Regarding the first objective of this study, to have a descriptive
vision of the similarities of teachers in different nations
and context, the general profile of the educators from the
three countries shows that participants perceive high levels of
psychological stress, low-medium levels of social support and
quality leadership, high levels of demand to express negative
emotions (although not emotional dissonance), medium-high
levels of work control and of transformational culture in their
organizations. The profile of the first three variables is one
of risk, and it also shows that emotional dissonance is not a
dominant element in these samples, but rather having to express
negative emotions to control students (according to statements
made by participants interviewed in focus group). Social support
(Turner and Turner, 2013), which is at medium-low level with the
majority of the general sample, is associated with psychological
adjustment (Bender et al., 2019) and with greater life satisfaction
(Chu et al., 2010). Its absence can be a clear symptom of lack of
well-being. On the other hand, work control was at medium-high
levels in most groups. This might explain the medium-high and
high profile of psychological and hedonic well-being of teachers
in the three countries. This suggests that resilience processes are
present in the educators participating in this study.

Regarding to second objective, results confirm that
psychosocial risk factors are higher in the sample of Chilean
teachers than in the Spain sample. Two of the environmental
psychological and social characteristics that facilitate well-being,
such as low work-load and stress, support from peers and quality
leadership are absent or at a low level in the Talca sub-sample.
Moreover, educators from Talca at the analyzed educational
establishment displayed risk levels in the following variables:
psychological demands or stress, control of work or autonomy,
social support and quality leadership, compensation, and double
presence, measured with SusesoIstas21 (data not shown). Talca
teachers also perceives low levels of transformational CSO in its
organization, in addition to medium-low levels of transactional
CSO. This deficient organizational culture profile must be
understood within the framework of Chilean institutional
operation. The difficulty in planning to make structural
changes to management at this educational establishment
was mentioned, as it is under the Municipal Department of
Education, and because of the rigidity of its transactional
culture. The people at this establishment perceive the absence
of transformational culture. On the other hand, the context
wherein the school operates must be considered, where students
are very vulnerable socially with socioeconomic fragility and
intra-family violence, leading to greater demands placed on
teachers. However, professionals in the counseling department
raise the possibility of intervening at an individual and group
level in order to contribute to improving the well-being of
these educators.

In concordance with H3 gender differences were not strong
and heteroclite. Contrary to what was expected (Kenworthy et al.,
2014), in the total teachers’ sample women report higher EPWB.
And men report higher stress and emotional dissonance than
women in the global Chilean sample. The opposite was found
in Uruguay where women score higher on EPs as expected

(Galanakis et al., 2009). One possible explanation is that primary
household responsibilities (Sharma et al., 2016; Chawla and
Sharma, 2019) have a greater interference with women’s work.
In contrast, due to job or employment loyalty, job interference
would be less for men. Studies also report that differences may be
between cohorts rather than in gender per se (Galanakis et al.,
2009). Recall that the meta-analysis by Purvanova and Muros
(2010) found that while women were more emotionally burned
than men, men showed slightly more depersonalization than
women. The meta-analysis by Kenworthy et al. (2014) linked
emotional dissonance to burnout, finding that employees who
faked their emotions at work also suffered from burnout. In this
study, the relationship between excessive psychological demands
at work or work stress and emotional dissonance was positive and
significant for the sample of Chilean teachers (results not shown).
Accumulated evidence indicates that these risk factors for well-
being can be addressed through interventions (e.g., Galanakis
et al., 2009; Mesmer-Magnus et al., 2012; Bolier et al., 2013;
Chaplin and Aldao, 2013; Lever et al., 2017; Slemp et al., 2018;
Mendoza-Castejon et al., 2020; Pyhältö et al., 2020), with a
gender perspective (e.g., Shannon et al., 2019). In the group 1
men report high positive outcomes in emotional labor as well as
higher quality leadership and support. The opposite was found in
Spain where women showed higher scores in positive emotion
expression, empathy and sensitivity in the work role. This last
data is consistent with research that highlights the relevance
of contextual factors in gender differences (Chaplin and Aldao,
2013; Olson et al., 2019). Considering that providing support for
autonomy can be a practical leadership approach to fostering the
satisfaction of basic needs, the internalization of work motivation,
and positive work outcomes (Slemp et al., 2018), one might ask
what leads the men in this Talca school (Group 1) to perceive
more social support and quality leadership than their female
counterparts? Moreover, the enormous accumulated evidence
on leadership, social support and its well-being benefits show
that it is also possible to intervene on this point (e.g., Kossek
et al., 2011; Eby et al., 2013; Carreira, 2017; Mathieu et al., 2019;
Tifferet, 2020).

AM and IS correlate with well-being in the global teacher
sample, in line with H4. H5 was also supported: low EPs, high
CWa and LpB were related to EPWB. Regarding to H6, LeR,
NE, NEE, and ED, as well as transformational culture, were
negatively related to EPWB. Profile of correlations were similar
for Talca subsample, but only AM, CWa, and LpB associations
were significant – probably because of the small sample size. As
stated, one of this study’s clear limitations is the size of the Talca
sample. However, the results of the general education sample
have conclusively confirmed hypotheses 4, 5, and 6. However,
the results also suggest that the psychological disposition of
the professionals toward their work and their high involvement
with the organization, possibly influenced by the “vocational”
character toward teaching, contributes as “a kind of palliative or
compensatory mechanism” to the difficulties, risks or deficiencies
that can be found in groups, organizations and systems that nestle
them. At present, the educational center in Talca has started to
carry out self-care activities at the end of each semester. This
support consists of taking active breaks, carrying out reflection
activities sent by the Ministry of Education and taking a walk
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at the end of the year. However, the feasibility and effectiveness
of these organizational improvements remains open. Decision
makers should be reminded of the relevance of teachers to the
community and thus contribute to its well-being (Roorda et al.,
2011; López et al., 2017; Viac and Fraser, 2020).

Study 3: Favorable Factors to Well-Being
in Five Countries: Labor and Military
Organizations
This study involves military cadets from a higher education
organization and workers from five countries and
different employment contexts (including higher education
organizations). With the sample of workers (WS) from two
countries, the aim was to contrast the positive relationship
between individual well-being (QLLH or health-related quality
of life) and collective well-being (GHWB or socio-emotional
climate), which in this study takes center stage as an explained
variable (H1). We also sought to test hypotheses 2 to 6, that is, to
check the positive association of collective well-being (GHWB)
with the values of openness to change (OVC) and transcendence
(TV) in a military sample (MS) (H2); gender differences in all
samples (H3); as well as the positive correlation of collective well-
being (GHWB) with seniority in the organization (SO), intention
to stay (IS) in WS and the degree of knowledge and previous
participation in work teams (KPW) in WS and MS (H4). We
also seek to contrast (in MS and WS) the positive relationship of
collective well-being (GHWB) with micro-social factors such as
group participation and internal communication (IPaCG), task
orientation and climate of excellence (TOaCE); the leadership
style that contributes to reinforce social integration and
participation (LpB) in MS and the negative relationship between
collective well-being and somatic and cognitive reactions to
stress (BSCs) in WS. Regarding leadership style, we think that
the relationship would be stronger between collective well-being
and transformational than with transactional leadership style
(H5). At a mesosocial level we tried to contrast that labor role
(LR) was positively associated with both individual (QLLH
in WS) and collective well-being (GHWB in MS and WS);
that both organizational leadership (LpO) and the culture and
structure that reinforce participation and integration in the
organization (CSO) are positively associated with collective
well-being (GHWB). With regard to culture, we believe that
the relationship would be stronger between collective well-
being and the style of transformational versus transactional
organizational culture (H6). Finally, it was postulated that
the positive relationship between TOaCE and GHWB would
be moderated by organizational leadership that reinforces
organizational participation and integration (MS and WS). It
was also postulated that gender would modulate the relationship
between TOaCE and GHWB, as well as the relationship between
LpO and GHWB. Military culture is characterized by strong
values of masculinity in terms of competence, and toughness
(Hofstede, 1998 in da Costa, 2018). Given the military’s
organizational culture, it is expected that the functional processes
within it will be more beneficial to male than female cadet, as
postulated by H6b.

METHOD

Sample
Participating in this study were N = 1078 individuals (63% men),
workers with a professional contract (72%) and cadets from
a military school (28%). They reported being between 18 and
75 years old (M = 31.73, SD = 10.63), and being residents in
Latin America countries (81.4%–86.5% birthplace) and Southern
Europe (14.2%–12.5%), 78.7% had tertiary studies16.

Procedure
Workers could respond on paper or online for a period of
between 50 and 75 min, to different instruments. This study
only addresses some of them. Completion was supervised by
researchers or staff trained to this end in each one of the
participating countries. Students’ data was collected for a week
at the Military Institute and was supervised by a team of
researchers trained for the task. Both projects shared the group-
level DV in this study.

Instruments17

Individual well-being was measured as QLLH, is measured
through 12 items (general and mental health and vitality). These
were selected from the instrument by Ware and Sherbourne
(1992). A Likert-like scale with 5 anchor points was used for the
first dimension (totally true = 1 to 5 = totally false) and 6 anchor
points for the other two (always = 1 to 6 = never). Cronbach’s
α: 0.80 for the three dimensions. The BSCs were measured as
described in Study 1 (Setterlind, 2001 in Moncada et al., 2014).
Both instruments were only used with workers from Spain and
Argentina. GHWB is measured through the socio-emotional
climate dimension by da Costa et al. (2016) (α = 0.86), along
with the dimension of cohesion as a group process (α = 0.88)
from the same instrument for both samples (r = 0.75). A Likert
scale with 7 anchor points is used (not applicable at all = 1 to
7 = highly applicable). Cronbach’s α: 0.90. The MV are measured
in this study with the same instrument as Study 1 (Schwartz,
2001) and 11 items. Cronbach’s α: 0.69 (OVC) and 0.71 (self-
transcendence: TVB and TVU). KPW is measured with 4 items
(da Costa et al., 2016) using a dichotomous scale (1 = no,
2 = yes). Spearman Brown: 0.70. IPaCG, as well as TOaCE,
are respectively evaluated with 3 items from group processes
(da Costa et al., 2016) and 7 anchor points (not applicable at
all = 1 to 7 = highly applicable). Cronbach’s α: 0.84 and 0.86.
LR is measured with 6 items and 7 anchor points (da Costa
et al., 2016). Cronbach’s α: 0.85 (complexity and challenge of the
role) and 0.62 (autonomy) r = 0.69. Cronbach’s α: 0.87. CSO
is measured with 7 items and 7 anchor points (da Costa et al.,
2016). Cronbach’s α: 0.88 (organizational integration) and 0.81
(resources) r = 0.74, Cronbach’s α: 0.90. LpB is evaluated with
34 items and 5 anchor points (totally disagree = 1 to 5 = totally
agree). The perceived leadership in superiors (LpB) in the
military setting is assessed (adapted from Castro Solano et al. in

16 See general and specific socio-demographic data by country participating in: on
line resources 6.
17 If not mentioned, they are instruments used on both samples (MS and WS).
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Nader and Sánchez, 2010). Finally, LpO is evaluated with 4
items of positive leadership in the organization, using the
aforementioned scale (da Costa et al., 2016) with 7 anchor
points. Cronbach’s α: 0.91. Gender, SO and the IS as the type
of relationship had with their organization (1 = permanent,
2 = temporary, 3 = self-employed) are also analyzed in
this study18.

Data Analysis
Correlations, regressions, and moderation were analyzed with
Model 1 from Process 3.4. The CMA program, version 3, was
applied (Borenstein et al., 2014) to analyze correlations for
different samples and obtain a weighted average effect size.
Associations are shown separately on Table 7 and all together
beginning with Table 8.

RESULTS

To test the first hypothesis (H1) in this study, Argentina’s and
Spain WS was used. The relationship between individual well-
being (QLLH) and group (GHWB) well-being was analyzed with
CMA. The average weighted association with the random model
was r = 0.29, IC 95% [0.08; 0.49]. The heterogeneity test was
not significant, Q = 1.77, p = 0.18. To test H2, a correlational
analysis in the MS between OVC, TV and GHWB was conducted.
The association was n.s. Regarding H4, a significant association
was found between SO, with GHWB [r(562) = −16, p < 0.001];
however, the relation with IS was n.s. The relation between KPW
[r(968) = 0.13, p < 0.001] with GHWB was significant, both in
WS and in MS (see Tables 7, 8). Regarding H5 both in WS and
in MS, IPaCG (r = 0.74 y 0.63) and TOaCE (r = 0.76 y 0.69)
were respectively associated with GHWB in the organization (see
Table 7 for general sample). Concerning to H6, GHWB was
associated with the perception of LR (r = 0.62), all p = 0.001.

With the objective of testing H5 with a personal well-being
indicator, perceptions of group processes (PyGG and TOaCE)
were analyzed with QLLH in Argentina and Spain (WS). The
values found were n.s. In the sub-sample (or sample from
Argentina and Spain), the negative relation between stress and
individual and collective well-being hypothesized by H5 was
confirmed: BSCs was negatively associated with individual well-
being: using the random model, mean weighted association of
r = 0.50, IC 95% [0.38; 0.61] was found significant for both
countries. The heterogeneity test was not significant Q = 0.21,
p = 0.66. Low BSCs were associated with GHWB, the average
weighted correlation using the same model was r = 0.19, IC 95%
[0.04; 0.33]. The heterogeneity test was not significant Q = 0.405,
p = 0.50. Finally, the relation of the transformational LpB was
analyzed with GHWB (MS). A positive association was found (see
Table 8), specifically with the individual level transformational
scale [r(297) = 0.15, p < 0.005]. Regarding H6, the relation
between GHWB and LR proved to be significant r = 0.71, (see
Table 7) both in WS and in MS. The association of individual

18See scales and instruments at: on line resources 2.

well-being (QLLH), with role complexity in the Argentinean-
Spanish sub-sample was n.s.

The perception of an integrative organization that invests
resources to adequately conduct work was associated with
GHWB r = 0.68 (see Table 7). The association of individual well-
being (QLLH), with organizational integration and resources
in the Argentinean-Spanish sub-sample was n.s. LpO was not
correlated with QLLH in the Argentinean-Spanish sub-sample.
Finally, the association of GHWB with LpO was r = 0.66 for
the MS and 0.75 for WS, both p = 0.001. Transformational LpB
(r = 0.12, p < 0.01) and LpO styles (r = 0.66, p < 0.001) were
more strongly associated with well-being than transactional LpB
(r = 0.09, p < 0.10) in MS (H6).

To verify H6b, moderation analyses were conducted using
sex (WS and MS) and transformational leadership (individual
level) (MS) as co-variables. The relation between TOaCE and
GHWB β = 0.39 [0.31; 0.48], moderated by LpO b = 0.36
[0.28; 0.44] was positive and significant for Argentina. Gender,
while it had a direct effect β = −0.10 [−0.18; −0.3] on MS,
did not moderate the relation between LpB and GHWB, and
it did not between TOaCE and GHWB, either (interactions are
n.s., both with process and with hierarchical regression, see
Table 9). Finally, controlling gender and individual approach
(transformational leadership) in the MS, the analysis showed that
the greater the perception of LpO favorable to participation and
integration in the organization, the greater the effect of TOaCE
in GHWB β = 0.47 IC [0.34; 0.59], but this effect decreases as this
perception also decreases (average level β = 0.38 IC [0.29; 0.46];
and low level β = 0.29 IC [0.18; 0.39]) (Figure 2 shows results
from the moderating effects). The second moderation analysis
(H6b) displayed a negative association, when an organizational
structure with fewer resources and less integration is perceived,
the effect of the TOaCE on GHWB is greater β = 0.41 IC [0.34;
0.48] and it decreases as said perception decreases (average level
β = 0.35 IC [0.25; 0.41] and lower level β = 0.31 IC [0.23; 0.39]).

Gender Differences
Regarding the third hypothesis (N = 900), women perceive
greater group hedonic well-being in their organizations
(r = 0.056, p = 0.045), specifically in Argentina [r(50) = 0.39,
p < 0.002], Mexico [r(134) = 0.24, p < 0.002] and Brazil
[r(273) = 0.11, p < 0.04] than men. In Spain and in the military
setting, correlations were n.s. Women declare a more favorable
vision of group processes, specifically of TOaCE (r = 0.06,
p = 0.03), although not of IPaCG (r = 0.03, p = 0.18), they
perceive better LR (r = 0.11, p < 0.001), specifically for autonomy
(r = 0.07, p < 0.02), a more favorable CSO or structure (r = 0.13,
p < 0.001), specifically for resources (r = 0.18, p < 0.001)
and better perception of LpO (r = 0.12, p < 0.001) in their
organization. There are practically no gender differences in
LpB (military setting) and associations are marginal. In the
sub-sample in Argentina women displayed greater well-being
or quality of life related to health (r = 0.24, p < 0.04) than
men. Differences in stress symptoms were n.s. In Spain, men
displayed greater well-being (r = −0.21, p < 0.001) than women
(n = 0.72), but also more behavioral stress symptoms (r = −0.21,
p < 0.01) (H3).

Frontiers in Psychology | www.frontiersin.org 18 December 2020 | Volume 11 | Article 604412

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412 December 8, 2020 Time: 15:30 # 19

da Costa et al. Well-Being in Organizations

TABLE 7 | Relationship between individual and microsocial level predictor variables with psychological well-being (Study3).

Variables WS MS

n M SD r n M SD r

Gender 613 1.49 0.500 0.06 308 1.12 0.329 −0.06

SO 562 4.101 1.384 −0.16** – – – –

KPW experience 684 2.915 0.8884 0.10** 301 3.000 0.7023 0.12*

KPW training 681 3.180 0.7304 0.13** 307 3.130 0.7514 11*

IS 552 0.1920 10.42 0.03 – – – –

OVC – – – – 308 27.50 4.614 −0.03

TVU – – – – 310 24.98 3.809 −0.02

IPaCG 768 13.54 4.815 0.74** 310 13.08 4.458 0.63**

TOaCE 749 14.62 4.200 0.76** 309 14.03 4.489 0.69**

LpB (transformational) – – – – 290 54.11 18.143 0.12*

LpB (transactional) – – – – 302 31.68 7.917 09

LR 687 27.83 7.664 0.71** 301 27.28 7.805 0.69**

CSO 688 25.26 8.453 0.73** 305 22.97 8.564 0.64**

LpO 703 37.67 11.85 0.78** 284 34.26 12.35 0.66**

GHWB 683 28.16 8.590 – 305 27.05 7.504 –

Gender = 1 = women, 2 = men; SO, seniority in the organization; KPW, degree of knowledge and previous participation in work teams; IS, intention to stay; OVC,
openness to change values; TVU, values of transcendence universalism; IPaCG, internal participation and communication in the group; TOaCE, task orientation, and
climate of excellence; LpB, leadership that reinforces participation and belonging (transformational and transactional); AR, labor role; CSO, culture and organizational
structure that reinforces participation and integration; LpO, organizational leadership that reinforces participation and belonging; GHWB, group hedonic Well-Being.
**p < 0.01, *p < 0.05, p < 0.10.

DISCUSSION

This study corroborated the nomological network of well-being
with individual and collective-level indicators, in a sub-sample
of Spanish and Argentinean workers. Reaffirming that collective
affectacts as a context that influences individual well-being, the
hypothesis about the relationship between climate and well-being
was confirmed. 9% of the variance in well-being as quality of life
linked to health was explained by emotional climate. Showing
the independence of the constructs, the associations between
well-being indicators were below 0.70, as postulated in the first
hypothesis. Contrary to expectations and H2, values for openness
to change, as well as transcendence values, did not influence how
the socio-emotional climate was perceived in the military setting.

The gender hypothesis was partially verified. While in
Southern Europe men report (slightly) greater hedonic group
well-being (in line with the third hypothesis), in Latin America,
women are the ones who perceive a more positive socio-
emotional climate (and show more favorable perception of
group and organizational processes). In the military sample, no
significant gender differences were found. In the same vein, in
this sample gender did not moderated the relationship between
the climate of excellence and organizational leadership with
the collective well-being. We expected that given the masculine
character of the military culture, it would be the men who would
benefit more from functional organizational factors to generate a
good emotional climate. This was not the case, which is consistent
with the fact that female cadets do not perceive a worse emotional
climate. The fact that there have been recent institutional reforms
to incorporate women and modernize military culture probably
explain this result.

The fourth hypothesis was broadly corroborated: the less
seniority at an organization, the greater the perception of
a positive socio-emotional climate at the organization, and
consequently group hedonic well-being. This might suggest that
long-term belonging puts a benevolent view of the organization
into question. The intention to remain in the organization
displayed the expected profile, although the relation with well-
being was only significant in Brazil and Spain. Finally, the
degree of competence and prior participation with work teams
or innovation is associated with group hedonic well-being, both
in the worker and in the military samples.

On the other hand, the hypotheses five and six at the meso-
level were confirmed, since, the greater the internal participation
and communication, the task orientation and the climate of
excellence, and the control of the task and the complexity of
the organizational role were, the better the socio-emotional
climate was. However, these variables were not associated to
individual well-being as stated by H5 and 6, suggesting that these
meso-level processes are very distal and do not affect individual
experience, but only the organizational climate. Instead, stress
was found to be negatively associated with both emotional
climate and individual well-being. This result suggests that stress
in the workplace plays a center role. Nevertheless, it should
be noted that this variable was measured as individual stress
reactions in this study, therefore, it is not possible to say
whether the perception of collective stress would be associated
to individual well-being.

From another angle, the perceived transformational
leadership of the superior, an individual level variable, was
associated in the expected sense with the socio-emotional climate.
Also, as expected by H5 the relationship was weaker –although
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TABLE 8 | Relationship between individual and microsocial level predictor
variables with psychological well-being by country (Study 3).

Variables WS

n Mean SD r1 r2 r3

Argentina

Gender 50 1.34 0.479 0.11 0.23 0.30*

SO 50 3.500 1.373 −0.10 −0.19 −0.41**

KPW 50 4.900 1.199 −0.22 0.16 0.32*

IS 50 1.240 0.5554 0.04 0.11 0.13

IPaCG 50 14.66 3.172 0.29* −0.04 0.28*

TOaCE 50 15.70 2.589 0.07 −0.08 0.35**

LR 50 29.72 4.965 0.35** 0.09 0.01

CSO 50 28.10 5.761 0.40** 0.24* 0.47**

LpO 50 43.84 5.686 0.42** 0.14 0.28*

BSCs1 50 24.28 7.214 – 0.46** 0.19

QLLH2 50 44.10 4.418 – – 0.34**

GHWB3 50 31.66 4.706 – – –

Brazil

Gender 242 1.60 0.490 – – 0.08

SO 248 4.076 1.306 – – −0.04

KPW 270 6.596 1.233 – – 14*

IS 247 1.295 0.6029 – – 0.18**

IPaCG 308 13.73 4.894 – – 0.72**

TOaCG 299 14.71 4.313 – – 0.74**

LR 275 27.60 7.797 – – 0.73**

CSO 275 25.82 8.762 – – 0.74**

LpO 288 38.31 11.81 – – 0.78**

GHWB 273 28.64 8.282 – – –

Southern Europe

Gender 153 1.46 0.500 −0.21* −0.31** −0.12

SO 100 4.840 1.488 0.02 0.08 −0.16

KPW 189 5.862 1.280 0.06 0.25** 0.14*

IS 82 1.426 0.5885 −0.15 −0.13 0.12

IPaCG 239 13.44 4.736 0.12 0.17* 0.73**

TOaCG 228 14.36 4.186 0.07 0.10 0.76**

LR 191 28.00 7.331 0.03 0.11 0.66**

CSO 191 24.42 8.447 0.007 0.07 0.69**

LpO 206 35.88 12.11 −0.02 0.04 0.74**

BSCs1 101 47.90 7.400 – 0.74** 0.17*

QLLH2 101 44.43 6.973 – – 0.26**

GHWB3 193 27.18 9.043 – – –

Mexico

Gender 133 1.40 0.491 – – 0.24**

SO 133 3.646 1.142 – – −0.14

KPW 133 5.812 1.547 – – 0.15

IS 133 0.3083 12.24 – – 0.06

IPaCG 132 13.25 4.981 – – 0.79**

TOaCG 133 14.55 4.423 – – 0.86**

LR 132 27.56 8.647 – – 0.84**

CSO 133 24.71 8.239 – – 0.75**

LpO 129 37.22 11.99 – – 0.86**

GHWB 128 28.14 8.980 – – .

Latin America

Gender 441 1.51 0.501 – – 0.12**

SO 447 3.892 1.287 – – −0.09*

(Continued)

TABLE 8 | Continued

Variables WS

n Mean SD r1 r2 r3

KPW 469 6.179 1.432 – – 0.12**

IS 446 0.8027 6.728 – – 0.05

IPaCG 505 13.74 4.770 – – 73**

TOaCG 498 14.84 4.174 – – 0.76**

LR 473 27.93 7.775 – – 0.74**

CSO 474 25.82 8.357 – – 0.73**

LpO 480 38.66 11.51 – – 0.79**

GHWB 467 28.87 8.184 – – –

The data for Chile is only presented in the section on Latin America as it is a very
small sample of experts (n = 15). SO, seniority in the organization; KPW, degree of
knowledge and previous participation in work teams; IS, intention to stay; IPaCG,
internal participation and communication in the group; TOaCG, task orientation,
and climate of excellence; LR, labor role; CSO, culture and organizational structure
that reinforces participation and integration; LpO, organizational leadership that
reinforces participation and belonging; BSCs, behavioral, somatic and cognitive
reactions to stress; QLLH, quality of life linked to health; GHWB, group hedonic
Well-Being; r1, r2, and r3, relationship of the variable with BSCs1, QLLH2 and
GHWB3. **p < 0.01, *p < 0.05.

positive- with well-being, for transactional leadership.
Results suggest that leadership style and behaviors have an
important place in the creation of a positive organizational
climate. Transformational leaders can constitute important
affective events which heighten the positive feelings of their
followers and seek to meet their emotional needs, reinforce
satisfaction with job, creating trust and a supportive climate
(Menges and Kilduff, 2015).

The perception of positive organizational leadership, as well as
role complexity and the perception that the organizational culture
is integrated and has resources, was associated with collective
hedonic well-being, as had been postulated by H6. The macro and
meso variables were strongly associated to each other and with
less intensity to the individual ones, showing convergent validity.
In addition, the variables of these levels -excluding climate-,
were not associated to personal well-being. These result suggest
that the micro and meso social influence on individual well-
being transits through the socio-emotional climate, and reinforce
the idea that the emotional climate of the team work acts as
a context that influences personal affect and well-being- at the
margin of other processes and beyond the shared experiences
(Páez et al., 2013).

It was confirmed as expected by H6b that positive leadership
moderates the relationship between a climate of excellence and
collective well-being. The reinforcing role of task orientation
and climate of excellence in relation to socio-emotional climate
is more important when organizational leadership is positive
and innovation-oriented, and weaker when the opposite occurs.
Organizational leadership enhances the favorable role of the
group process on collective well-being, thus supporting the
idea that organizational leader style, and not only immediate
superior leader behavior, has an important place in shaping the
organizational climate and creation of a positive environment
(Menges and Kilduff, 2015).
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TABLE 9 | Summary of hierarchical regression analyses for moderating effects of task orientation and climate of excellence, gender and transformational style of the
superior (Study 3).

Predictor variable Step 1 Step 2 Step 1 Step 2 Step 1 Step 2

Beta (β) Beta (β) Beta (β) Beta (β) Beta (β) Beta (β)

TOaCE 0.36** 0.39** 0.60** 0.0.69**

LpO 0.37** 0.37** 0.66** 0.66**

LpB 0.088* 0.089*

Gender −0.083* −0.090* −0.07 −0.08 −0.11* −0.12*

TOaCE*LpO 0.077*

TOaCE*Gender 0.65

LpO*Gender 0.02

R2 0.758 0.763 0.484 0.89 0.441 0.449

1R2 0.05* 0.005 0.008

TOaCE, task orientation, and climate of excellence; LpO, organizational leadership that reinforces participation and belonging; LpB, leadership that reinforces participation
and belonging (transformational); Gender = 1 = women, 2 = man. *p < 0.05; **p < 0.01, p < 0.10.

FIGURE 2 | Effect of task orientation and the climate of excellence (TOaCE) in the Group Hedonic Well-Being (GHWB) moderated by the Organizational Leadership
that reinforces participation and belonging (LpO) in MS. The model controls gender and leadership that reinforces participation and transformational belonging of the
immediate superior in relation to the predictor variable and the result ones. All the values are standardized. **p < 0.01.

Finally, it was found that a structured and integrated
organizational culture moderates the relationship between role
complexity and collective well-being. A more integrated and
resourceful organizational culture offset or lessen the part of role
complexity in climate –even though a synergy or increase could
also be expected as stated by H6b, results suggest a compensation
process. The reinforcing role of complexity is more important
when the culture is less integrated and weaker when the opposite
occurs. The organizational strengths lessen the weight of the
role complexity. As limitations of this study, it can be noted
that it was correlational and that stratified random sampling
was not performed.

Study 4: Factors That Contribute to
Well-Being: The Case of Work Teams in
Spain
This study uses the collective well-being indicator in a sample of
workers from different Spanish organizations, in a longitudinal

intervention (T1 and T2). Specifically, they are workers in
innovation teams. Firstly, the indicators which make up collective
well-being are correlated (H1). The relationship of well-being
with gender is also examined (H3); with the increased knowledge
about teamwork (KPW) and the intention to stay (SO) (H4);
with micro-social factors such as internal participation and
safe communication (IPaCG), task orientation and climate of
excellence (TOaCE), control over work (CWa), leadership that
promotes participation and integration in the team (LpB) –
represented in this study by transformational leadership (TL),
shared leadership (SL), empowerment of the team facilitator
(EMPW) – (H5). Finally, this study specifically contrasted the
mediating role of leadership (TL – T1) between task orientation
or climate of excellence (TOaCE) and collective well-being
(GHWB) in T2 postulated by H5a.

Sample
The sources of information collection were the members of the
work teams. The final sample was made up of 14 innovation
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TABLE 10 | Association between the variables that make up the group hedonic Well-Being at the team level (Study 4).

N Mean SD 1 2 3 4 5 6

Trust T1 79 4, 00 0.64 –

Trust T2 39 3, 97 0.59 0.65** –

Bonding T1 76 4, 19 0.66 0.58** 0.47** –

Bonding T2 75 4, 34 0.62 0.35** 0.67** 0.38** –

Team satisfaction T1 76 4, 46 0.76 0.65** 0.41** 0.59** 0.27* –

Team satisfaction T2 75 4, 43 0.68 0.38** 0.55** 0.26** 0.53** 0.43** –

*p < 0.05; **p < 0.01.

teams (n = 4 y 7 members each one, N = 80). Participants were
mostly women (n = 52, 63.4%; man n = 30, 36.6%), M = 35.
88 years (SD = 9.15), with high studies (n = 72, 87.8%), and a
seniority in their organization less than 15 years (n = 65, 79.3%;
from 16 to 25 years n = 9, 11%; more than 26 years n = 7,
8.5%). 53.8% were baseline workers (n = 43), 25. 0% intermediate
commands (n = 28), and 11.3% belonged to the management
team (n = 9)19.

Procedure
Different organizations were contacted through two different
institutions (R + D). The organizations who showed interest
signed a participation commitment and according to the
methodology used. Those who were selected received a 12-h long
training and sessions of monthly follow up over 5 months. These
teams had to carry out a specific task (“the order”) commissioned
by the organization, during a maximum period of 6 months.
Information gathering was carried out before teams setting and
once they had been completed.

Instruments
The KPW is measured with an instrument of 3 items (Martínez-
Moreno et al., 2018), using a Likert-style scale of 5 anchor points
(1 = never y 5 = very frequently). Cronbach’s α: 0.66 in T1.
The GHWB indicator was shaped by the trust and bonding
dimensions (Ayestarán et al., 2006) and satisfaction with the team
(Antino et al., 2014). The first two dimensions are measured with
a Likert-style scale (8 and 7 items respectively) of 5 anchor points
(strongly disagree = 1 to 5 = strongly agree), (Cronbach’s α = 0.86
in T1 and 0.89 in T1 and 0.85 in T2 respectively). Satisfaction
with the team is measured with Likert-style scale (2 items) of
5 anchor points (strongly disagree = 1 to 5 = strongly agree).
Cronbach’s α = 0.78 (T1) and 0.80 (T2). The relation between
the variables was shown to be r = 0.53 which allows to be unified
in one single variable named GHWB. Finally, Cronbach’s Alpha
of the global variable was 0.92 in T1 and 0.92 in T2. IPaCG
evaluates the knowledge and management of the ICT in the job
context (Martínez-Moreno et al., 2018). It is measured with a
Likert-style scale (7 items) (never = 1 to 5 = very frequently).
Cronbach’s α = 0.77 (T1). TOaCE is evaluated in this study
through the coordination achieved in the team to develop the
task and contribute to a climate of excellence. This variable was
measured through 5 items (Lewis, 2003), with a response Likert-
style scale of 5 anchor points (strongly disagree = 1 to 5 = strongly

19See sociodemographic data of the participating sample by country in: on line
resources 7.

agree). Cronbach’s α = 0.88 in T1 and 0.89 in T2. CWa was
measured through the adaptation to the work and organizational
environment, an instrument of 7 items (Ayestarán et al., 2006),
using a Likert-style scale of 5 anchor points (7 items). Cronbach’s
α: 0.84 in T1 and 0.85 in T2. LpB is evaluated by the perceived
transformational leadership in the team (Moriano et al., 2014).
It is measured with a Likert-style scale (20 items) (never = 1 to
5 = very frequently). Cronbach’s α: 0.77 to 0.88 (T1) and 0.83
to 0.90 (T2). EMPW (Ayestarán et al., 2006) with a scale (7
items) of 5 anchor points (rarely or never 1 = 5 very frequently),
Cronbach’s α: 0.92 (T19) and 0.93 (T2). SL in the team has been
elaborated following the social media perspective (Carson et al.,
2007), ergo, the team members value the leadership of each of
them in the team using the scale of answer of 5 anchor points
where 1 = nothing and 5 = absolutely20.

Data Analysis
Descriptive statistics, correlations and reliability are provided in
Table 11. Given the effect of sex discovered above, we conducted
an exploratory follow up analysis, t-tests, to examine whether the
differences in EMPW, IPaCG and KPW were significant. To test
if LpB would play a mediator role between CWa and GHWB
relationship, moderated and mediation regression analyses were
conducted using the bootstrapping method with bias corrected
and accelerated confidence estimates too (Hayes, 2018).

RESULTS

Concerning the dimensions of GHWB, our results pointed out
that trust, bonding and team satisfaction positively correlated
at T1 (r < 0.58, p < 0.01) and at T2 (r < 0.53, p < 0.01).
Therefore, H1 is supported by our data (see Table 10). By respect
to H4, our results pointed out that SO negatively correlated with
GHWB at T1, r =−0.23, p < 0.05 as expected. Our results do not
supported this hypothesis, because they indicated that KPW do
not significantly correlate with GHWB neither at T1, r = −0.14,
p = n.s., nor T2, r = −0.14, p = n.s. Regarding H5, our data
also pointed out that IPaCG do not significantly correlated with
GHWB at T1, r = 0.19, p = n.s., and T2, r = 0.12, p = n.s.
as expected. However, GHWB at T1 positively correlated with
TOaCE at T1 (r = 0.75, p < 0.01) and at T2 (r = 0.34, p < 0.01) and
GHWB at T2 is predicted by TOaCE at T1 (r = 0.45, p < 0.01) and
correlated with at T2 (r = 0.64, p < 0.01) too. Thus, H6 is partially

20See scales and instruments at: on line resources 2.
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TABLE 11 | Association between individual, micro-social, and Well-Being level variables (Study 4).

N Mean SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16

(1) Gender 82 – – –

(2) SO 82 – – 0.01 –

(3) KPW 79 3.51 1.23 −0.26* −0.06 –

(4) IPaCG 79 2.87 0.73 −0.24* −0.15 0.27* –

(5) GHWB T1 79 4.11 0.59 −0.08 −0.23* −0.14 0.19 –

(6) GHWB T2 75 4.29 0.55 −0.22 0.04 −0.14 0.12 0.40** –

(7) TOaCE T1 77 4.10 0.63 −0.11 −0.22* −0.05 0.19 0.75** 0.45** –

(8) TOaCE T2 75 4.26 0.70 −0.20 −0.05 0.08 0.21 0.34** 0.64** 0.49** –

(9) CWa T1 77 3.85 0.72 −0.08 −0.21 −0.01 0.03 0.67** 0.42** 0.69** 0.33** –

(10) CWa T2 75 3.96 0.77 −0.21 −0.05 −0.02 0.26* 0.39** 0.69** 0.51** 0.67** 0.54** –

(11) LpB transformational T1 77 3.83 0.63 −0.18 −0.21 −0.02 0.23* 0.69** 0.50** 0.67** 0.52** 0.62** 0.56** –

(12) LpB Transformational T2 74 3.97 0.65 −0.17 −0.15 −0.05 0.26* 0.57** 0.64** 49** 0.59** 0.42** 0.63** 0.72** –

(13) SL T1 78 3.89 0.75 −0.13 −0.12 0.05 0.12 0.34** 0.34** 0.51** 0.36** 0.50** 0.39** 0.38** 0.30* –

(14) SL T2 75 3.85 0.74 −0.03 0.04 −0.04 0.20 0.32** 0.46** 0.36** 0.43** 0.23 0.49** 0.31** 0.54** 0.36** –

(15) EMPW T1 77 3.90 0.73 −0.38** −0.17 0.10 0.27* 0.50** 0.37** 0.57** 0.43** 0.43** 0.54** 0.66** 0.61** 0.36** 0.39** –

(16) EMPW T2 74 3.97 0.71 −0.28* −0.06 0.05 0.31** 0.42** 0.58** 0.43** 0.52** 0.42** 0.65** 0.64** 0.80** 0.26* 0.41** 0.66** –

Gender (1 = women, 2 = man); SO, seniority in the organization; KPW, degree of knowledge and previous participation in work teams; IPaCG, internal participation and communication in the group; GHWB, group
hedonic Well-Being; TOaCE, task orientation, and climate of excellence; CWa, control over work, role autonomy; LpB, leadership that reinforces participation and belonging (transformational); SL, shared leadership;
EMPW, empowerment. *p < 0.05; **p < 0.01.
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supported by our data. Table 10 also showed that GHWB at T1
and T2 positively correlated with CWa, at T1 (r = 0.67, p < 0.01
at T1; r = 0.42, p < 0.01 at T2) and is predicted by this variable
at T2 (r = 0.39, p < 0.01 at T1; r = 0.69, p < 0.01 at T2). Our
results underlined the positive correlation between participative
leadership and GHWB, especially in the case of LpB with r values
superior to 0.50. Specifically, TL T1 correlated with GHWB T1
r = 0.69, p < 0.01 and predicted GHWB T2 r = 0.50, p < 0.01.
SL T1 correlates with GHWB T1 and predicted T2, both r = 0.34,
p < 0.01. Finally in T2 TL and SL correlates with GHWB r = 0.64
and r = 0.46, both p < 0.01. EMPW T1 correlates with GHWB T1
r = 0.50 and predicted GHWB T2, r = 0.42, both p < 0.01. In T2
EMPW correlates with GHWB T2 r = 0.58 p < 0.01. Therefore,
results support H5.

In accordance with the mediational facet of H5a, that LpB
at T1 would play a mediating role between TOaCE at T1 and
GHWB at T2, results indicated that TOaCE at T1 was positively
related to GHWB at T2 when controlling for IPaCG [β = 0.42,
t(66) = 3.85, p = 0.01] and they also confirmed mediating role
of LpB at T1 in this relationship because the direct effect of
TOaCE on GHWB became non-significant when LpB mediator
is included in the equation [β = 0.20, t(65) = 1.47, p = 0.15]. The
overall model was significant: R2 = 0.29, F(3,65) = 7.94, p < 0.001
(see Figure 3).

Gender Differences
By respect to H3, as Table 11 showed, gender (meaning that
men score higher) correlates negatively but not significantly with
GHWB T1 and T2. Sex also correlated with IPaCG (r = −0.24,
p < 0.05), CPE (r = −0.26, p < 0.05), and empowerment at T1
(r =−0.38, p < 0.01) and at T2 (r =−0.28, p < 0.05). Additional
t-tests conducted showed significant differences between women
and men in PyCG, t(77) =−2.35; p = 0.02, in KPW, t(45) =−2.05;
p = 0.05, and in EMPW at T1, t(75) = −3.48; p = 0.01 and at
T2, t(72) = −2.52; p = 0.01. Our data indicated that women have
less experience in working in teams (M = 3.28, SD = 1.23) and
using ICTs (women, M = 2.75, SD = 0.75) than men (experience
in teamwork, M = 3.11, SD = 0.66; PyCG, M = 3.11, SD = 0.66).
They also perceive less empowerment at T1 (M = 3.71, SD = 0.72)

FIGURE 3 | Effect to task orientation and climate of excellence on group
hedonic Well-Being (GHWB T2), mediated by transformational team
leadership (TL T1) [β = 22, SE = 19, 95%] CI 95% [0.04; 0.42] **p < 0.01.

and T2 (M = 3.81, SD = 0.73) than men (EMPW T1, M = 4.28,
SD = 0.58; EMPW T2, M = 4.2 SD = 0.62).

DISCUSSION

This last study has focused on analyzing which variables at
the micro-social level are related to positive socio-emotional
climate. Results support H1 because GHWB indicators correlates
strongly, but lower than 0.70. With respect to H3, collective
well-being was higher in men, but not significantly so. However,
women in general showed lower scores than men on factors
favorable to well-being. We believe that this is explained because,
in this study, women have stated that they have less experience
both in the degree of knowledge and management of ICTs and in
previous experience in teamwork. Previous studies have shown
that the perception of gender equality at work enhances the well-
being of workers, especially women’s (Chawla and Sharma, 2019),
therefore human resources policies, which facilitate training in
basic knowledge for the development of their work and that allow
greater empowerment could contribute to a greater well-being of
this group. H4 was supported by results, because seniority was
negatively related to collective well-being. However, knowledge
and experience in team work did not predict emotional climate.
In this sense, this part of H4 was unsupported.

Globally H5 and 6 were confirmed: TOaCE and CWa
predicted GHWB, showing how implicit coordination and
adaptation to the team’s environment are group processes that
determine not only the functioning of the team but also the socio-
emotional climate that is created in it, including a climate of trust
and greater satisfaction in its members. Likewise, as Müller and
Antoni (2020) point out, this study also shows that the degree of
knowledge and management of ICTs is important for establishing
greater implicit coordination in the team, which in turn will allow
to probably develop a favorable socio-emotional climate. The
team’s ability to adapt to its environment and to the workload
imposed by the task involves the division and distribution of
tasks and support among team members. Feeling the support of
team members when you are overwhelmed by the task relieves
tension and stress (Seibert et al., 2011; Chawla and Sharma, 2019).
Therefore, adaptation to the work environment and workload,
in addition to being a clear antecedent of team performance
(DeChurch and Mesmer-Magnus, 2010; de Wit et al., 2012;
McEwan et al., 2017), also favors a favorable socio-emotional
climate (Menges and Kilduff, 2015).

Results confirm the mediating role of transformational
leadership between TOaCE and collective well-being, stated by
H5a. This study has revealed the role of participatory leadership
as a key factor for the development of a favorable socio-
emotional climate in work teams. How the people coordinating
the team exercises their leadership, their ability to empower
and delegate responsibilities to team members contributes to
the well-being of the team. When the transformational leader is
able to empower members and delegate responsibilities, shared
leadership can emerge (Davidson, 2020; Martínez-Moreno et al.,
2018). Interestingly, the empowerment is perceived to a lesser
degree in this sample by women. This study has some important
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TABLE 12 | Main results of the studies and global effect size of two or more studies using the same predictive and well-being construct-at similar individual or collective level.

Study 1
Individual
Cross sectional
Explained variable

Study 3a

Individual
Cross sectional
Explained variable

Study 3
Collective
Cross sectional
Explained
variable

Study 4
Collective
Longitudinal
Explained
variable

Conclusion

Predictive variables and
hypothesis

EPWB
N = 1.300

QLLH
N = 350

GHWB
N = 1078

GHWB
N = 80

Hypothesis were

H1: Confirming the nomological
network of well-being, the
indicators of individual level and
collective level will be
associated with each other.
Showing the independence of
the constructs, the associations
between well-being indicators
will be lesser than 0.70.

Supported average correlation
between all pairs well-being
indicators r (17)

b = 0.42
range −0.35 (negative affect) to
0.58

r = 0.29 with collective
Well-Being or climate

Supported average correlation
between GHWB indicators r

(2) = 0.55
Rang 0.26 to 0.65

Supported for individual (in one
study)
and collective well-being
weighted r (30)

c = 0.34

H2: Individual-level predictors
values of openness to change
and self-transcendence will be
associated with well-being.
PVQ scale study 1 and 3

r = 0.25 and r = 0.23 – r = 0.02 WS and r = 0.03 MS
n.s.

– Supported for individual
well-being in one study
Individual variables are
unrelated to collective
well-being

H2 EC as a « particular » trait,
will be associated with positive
and negative affectivity.

r = 0.14 EPWB
r = 0.21 positive AHWB
r = 0.17 negative AHWB

– – – Supported for individual
well-being in one study

H3: Minor differences in
well-being will be found and
these will favor males.

Chile r(333) = 0.03, p = 0.27;
Spain r(283) = −0.091,
p = 0.06; Uruguay
r(675) = 0.02, p = 0.33

– Women report higher collective
well-being r = 0.056, p = 0.045,
in all but two samples

r = −0.08 n.s. Absence or Minor differences in
favor of males for individual
well-being
Unsupported Minor differences
in favor of females for collective
level
weighted r (1878) = 0.046

H4: The less seniority and the
greater knowledge and
participation in work team,
commitment and job
satisfaction (agreement with
organizational methods and
intention to stay), the greater
the well-being.

SO = 0.01 n.s.
AM r = 0.29
IS r = 0.13

– SO r = −0.16
IS = n.s.
KPW r = 0.13

SO r = −0.23
KPW r = −0.14 n.s.

Supported for collective
well-being
for SO r (1138)=

−0.16
Supported in one of two
studies for IS
Supported for collective
well-being
KPW weighted r (1138) = 0.11

(Continued)
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TABLE 12 | Continued

Study 1
Individual
Cross sectional
Explained variable

Study 3a

Individual
Cross sectional
Explained variable

Study 3
Collective
Cross sectional
Explained
variable

Study 4
Collective
Longitudinal
Explained
variable

Conclusion

H5: The micro-social predictive
factors (control over work and
leadership that reinforce
participation and
belongingness) will be
associated with both individual
and collective well-being. (Istas
2 CWa study LpB Istas 4 study
1

r = 0.33
r = 0.28

– Supported for individual
well-being

H5: Stress will be negatively
associated to well-being. Istas1
EPs Study 1 and BSCs
Setterlind scale Study 3

r = −0.28 r = 0.50 BSCs (positive scores
means low stress)

r = 0.19 – Supported for individual
well-being weighted r

(1650) = −0.33 and collective
level

H5: Transformational
leadership, and shared and
quality leadership, will be
associated with well-being. LpB
Transformational leadership
style Nader’s scale Study 3 and
Moriano’s scale Study 4,
shared leadership scale SL and
quality leadership EMPW scale
in Study 4

r = 0.15 r = 0.50
r = 0.34
r = 0.42
r (3) = 0.42

Supported for
collective well-being weighted
r (1388) = 0.17

H5: At the team level,
transformational leadership will
mediate between group
coordination or autonomy and
collective well-being.

Mediational analysis confirm
that transformational leadership
mediates between group
coordination/autonomy and
emotional climate

Supported for collective
well-being

H6: Predictive factors at the
mesosocial level like orientation
to work and participation and
communication will be
associated with well-being.
TOaCE and IPaCG FINO scale
in study 3, knowledge and
management of the ICT in the
job context and coordination
achieved in the team Lewin’s
scale in study 4

– n.s. correlations r = 0.74 WS and 0.63 MS
r = 0.68
r = 0.76 WS and 0.69 MS
r = 0.74

r = 0.45
r = 0.12

Supported for collective
well-being in two studies but no
association with individual
well-being

(Continued)

Frontiers
in

P
sychology

|w
w

w
.frontiersin.org

26
D

ecem
ber

2020
|Volum

e
11

|A
rticle

604412

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412
D

ecem
ber8,2020

Tim
e:15:30

#
27

da
C

osta
etal.

W
ell-B

eing
in

O
rganizations

TABLE 12 | Continued

Study 1
Individual
Cross sectional
Explained variable

Study 3a

Individual
Cross sectional
Explained variable

Study 3
Collective
Cross sectional
Explained
variable

Study 4
Collective
Longitudinal
Explained
variable

Conclusion

H6: Role autonomy will be
associated to well-being LR
organizational (FINO) Study 3
and adaptation to the work and
organizational Ayestaran’s scale
Study 4

n.s. correlations r = 0.71 WS and 0.69 MS r = 0.39 Supported for collective
well-being

H6: LeR having to express
emotions, especially negative
ones, will be negatively
associated with individual
well-being. Expression of
negative, neutral and positive
emotions

r = -0.23,
r = -0.10
r = 0.05 n.s.

– – – Supported for expression of
negative and neutral emotions
for individual well-being in one
study

H6: Emotional dissonance LeR
will be negatively associated to
well-being

r = −0.17 – – – Supported for individual
welllbeing in one study

H6: CSO Transformational vs.
transactional organizational
culture ODQ in Study 1
Transformational culture will be
positively and more strongly
associated with well-being than
transactional culture
High integration and resources
in the organization will be
positively related to well-being
OS FINO’scale in Study 3

r = 0.21
r = −0.08

–

n.s. correlations

–

r = 0.73 WS and 0.64 MS

– Supported for individual
well-being in one study
and only for collective
well-being collective level in
another

H6: Positive organizational
leadership will be associated to
well-being LpO FINO’s scale
Study 3

n.s. correlations Positive organizational
leadership r = 0.78 WS
and0.66 MS

Supported for collective not
individual well-being

H6: Transformational leadership
will be associated with
well-being
and more strongly than
transactional leadership.
LpO Nader scale Study 3

– Transformational r = 0.12 MS
Transactional r = 0.09 MS

- Supported for collective
well-being but effect size are
not so different

(Continued)
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TABLE 12 | Continued

Study 1
Individual
Cross sectional
Explained variable

Study 3a

Individual
Cross sectional
Explained variable

Study 3
Collective
Cross sectional
Explained
variable

Study 4
Collective
Longitudinal
Explained
variable

Conclusion

H6a: Psychosocial factors will
mediate between organizational
culture and individual
well-being.

Mediational analysis support
that stress, control of work, and
leadership mediates between
transformational culture and
well-being

– – – Supported in one study and MS

H6b: The positive relationship
between variables and group
climate will be moderated by an
organizational leadership
favorable to participation.
Gender (being male) moderates
strength of association between
variables and group climate

Moderation analysis confirms
that the association between
orientation to work and
emotional climate was strong
when level organizational
leadership was high.
Moderation analysis did not
found a gender effect

Supported collective level in
one study
Unsupported

H6b: The positive relationship
between variables and group
climate will be moderated by an
inclusive organizational
structure with resources.

Moderation analysis
disconfirms that the association
between orientation to work
and emotional climate was
strong when level of
organizational structure and
resources was high.

Unsupported: results suggest
compensation effect

aStudy 2 was not included because educators data was used in the first study and include them would mean using their data twice. bThis are the number of paired correlation that were aggregated. cThis are the total
number of subjects in which weighted correlation was calculated.
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limitations. On the one hand, it presents a reduced sample,
so future studies should replicate it with a larger sample
that allows for more complex analyzes that determine the
associations between variables described here. On the other
hand, the data collection has been carried out only through self-
reports, so it would be interesting to deepen the study of socio-
emotional climate through other measurement instruments, such
as interviews or focus groups.

SUMMARY AND CONCLUSION

This investigation examined the factors of well-being related to
belonging and social integration at individual, micro and meso
social levels. This issue was addressed in organizations from 6
countries, specifically in the labor and military fields. The main
results of four studies can be concluded as follows (see Table 12):

(1) Nomological well-being networks were explored, using, at
individual level, quality of life linked to health, hedonic
affective and cognitive well-being, as well as psychological
well-being, verifying that they are congruently associated
with each other. So do trust, bonding, and satisfaction
with participation at the team level, and the socio-
emotional climate with cohesion at the organizational
level. This allows us to conclude in concordance with H1
that the nomological network is a representation of the
concepts or constructs of interest and the interrelations
among them. Consistent with the meta-analysis of
Parker et al. (2003), where the warm and cooperative
psychological climate in work teams is associated with
eudemonic well-being, the socio-emotional climate in
this research was associated with psychological well-being
acting as a personal context.

(2) Consistent with H2 and previous studies (Soroa et al.,
2015), emotional creativity is associated with well-being,
although in an ambivalent way, since it is also associated
with negative affectivity and greater reactivity to stress.
High attention and cognitive processing of intense
feelings, difficult to categorize, label and express novel
and complex emotions, typical of people with high EC,
has negative effects on coping and well-being (Averill,
2009). Also congruent with previous studies, those who
value self-direction, stimulation, gratification, as well as
justice and well-being for all, report better psychological
well-being. Openness to change and universalism are
cognitive representations of hedonist, self-actualization
and expansion of self or growth needs. Motivation to
pursue these values helps to satisfies hedonic, competence
and relatedness need, fueling benevolent and prosocial
perceptions, attitudes and behaviors increase well-being
(Schwartz and Sortheix, 2018). However, personal values
were not correlated with collective level well-being. These
results suggest that the socio-emotional climate is less
influenced by personal variables and more by micro and
meso-social variables. It could also be suggested that
it is through personal well-being that values indirectly
influence emotional climate.

(3) Regarding gender, consistent with previous studies and
H3, the results show that men have the highest positive
affective well-being in education and social intervention
(Study 1). However, women report greater collective well-
being, specifically, in the workplace in Latin America.
This result would be consistent with the meta-analysis
of Tifferet (2020), where it indicates that women have a
more favorable perception of the environment. Women
would give and receive more social support than men
by establishing broader social networks online. However,
this result did not occur in the military sphere. Carreira
(2017) analyzes how, from the standpoint of culture
and structure, hegemonic definitions of the military are
combined with ideology and male hegemonic culture. In
this way, the military has long been a source of normative
conceptions of gender and a space for the construction of
male identity. Halberstam (2008) invites us to think about
masculinity and femininity beyond the bodies of men and
women, especially to create awareness in some institutions
that have built their organizational culture largely on the
basis of masculine and masculine images that dominate
organizational processes segregating women and the
feminine. In Spain, although men report greater well-
being than women, they also report greater behavioral
symptoms of stress (Study 3). In this country, women
would have less experience in teams of excellence
and in the use of ICTs, as well as less satisfaction
with the leadership style of those who facilitate them
(Study 4).

(4) Increased commitment to the organization, this means
agreement with methods, in one study, and intention to
remain, in one study but not in another, were associated
with individual well-being. Knowledge and experience in
teamwork were related to collective well-being in them
with a weak effect size, confirming that teamwork enhance
group climate (De Jong et al., 2016). Seniority was
unrelated with individual well-being, but was negatively
related with collective well-being as expected.

(5) Reaffirming the importance of work psychosocial factors
(Moncada et al., 2014), and congruently with H5, the
greater control of work and leadership that reinforces
participation and belongingness, the higher the individual
well-being levels in study 1 (and also in study 2 teachers
sample). Effect sizes were strong explaining around 9%
of variance. These results highlight that a high level
of control at work, the autonomy, complexity and
challenge of the work role constitute a basis for active
work, learning and greater performance, while reinforcing
individual and collective well-being. Also reaffirms that
a positive leadership and social support in the team
work are important for well-being (Moncada et al., 2014).
Furthermore, stress was negatively associated with both
emotional climate in two studies (weak effect size) and
well-being in one study (strong effect size). Qualitative
and quantitative work overload erodes individual well-
being an affect negatively emotional climate. In the same
sense, in concordance with H5 the safer the participation
and communication and the greater the orientation to
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the task, the better the emotional climate. However, these
variables were not associated with individual well-being,
suggesting that they are very distal processes that do
not affect individual experience, but only organizational
climate (see Study 3 discussion).

(6) The relevance of leadership that facilitates participation
and integration stated by H6 was widely corroborated,
with a medium effect size for collective well-being in study
3 and 4, thus reaffirming that functional, inspiring and
motivating forms of leadership, such as transformational
leadership styles, which are based on empowering and
sharing with the members, reinforce socio-emotional
climate (Arnold, 2017). This result is in line with meta-
analyzes that found that supervisors’ social support is
associated with well-being (Kossek et al., 2011; Eby
et al., 2013; Mathieu et al., 2019). Moreover, positive
leadership at team level (Study 4) and organizational
level (Study 3) play a mediational role between functional
group and organizational factors and collective well-
being, adding evidence to the pivotal role that leadership
has in the dynamics of the organizational climate (see
discussion Study 3 and 4).

(7) Supporting H6, a more complex labor role at the
organizational level predicts collective well-being as
did the micro-level job control related to H5, which
emphasizes complexity, autonomy, and challenge as part
of the occupational role. This control and autonomy of
the work role would encompass influence, development
possibilities and the meaning of work (Moncada et al.,
2014). The demands of emotional labor are negatively
associated to well-being, with a medium effect size,
confirming that having to express neutral and negative
emotions, suppressing and pretending emotions to fulfill
the expectations of the work role, have a cost for the well-
being (Hülsherger and Schewe, 2011). However as Study
3 showed, emotional dissonance is less frequent that the
expression of negative emotions in teachers experience,
suggesting that the importance of the former has been
overstressed.

(8) The perception of an inclusive and participatory
organizational culture is directly associated with and
predicts personal well-being, with a medium effect size.
They also predict it indirectly through less stress, greater
job control, and more support from peers and leadership
that reinforces participation and belonging, controlling
for individual characteristics such as emotional creativity
and motivational values – in agreement with H6 and H6a.
In addition, it confirms that the transformational culture
is a framework that increases social belonging through the
support of peers and supervisors, as well as buffer stress
and facilitating the autonomy of its members. Moreover,
is a good example of explanation by articulation of the
level of analysis (Doise and Valentim, 2015).

(9) The perception of positive organizational leadership in
the organization and of an integrated and resourceful
organizational culture was associated with a better socio-
emotional climate. Organizational leadership facilitates

the creation of a climate of trust and positive affectivity
in the workplace, because a good quality relationship
will allow subordinates to have more autonomy and
freedom of decision, as well as to feel guided and
motivated to work. Support from the general supervisor
also reinforces performance and well-being (Hammond
et al., 2011). Effect sizes for these variables are strong
than previous ones, probably because of common method
variance, but also because collective level measures
reflect perceptions of general attitudes and behaviors,
and are more stable macro-psychological indicators
(Páez et al., 2013).

(10) Among other limitations, it can be noted that the
samples were of convenience, and that three studies are
correlational, so the results should be viewed with caution.
Although the last study is longitudinal, it cannot be
guaranteed that the associations between variables are
causally related. Another limitation has to do with the
gender variable. In this research, it was measured as a set
of subjects belonging to the same sex, although some of
the studies give a third option to the binary. It is necessary
to collect the recommendations of the current studies
(Rich-Edwards et al., 2018; Vergoossen et al., 2020) for
future research.

(11) As future lines of research, we point out that the
articulation between meso and micro factors in
longitudinal studies are important, as well as integrating
behavioral and hetero-evaluated indicators of the
constructs in the studies.

DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation, to any
qualified researcher.

ETHICS STATEMENT

Human studies were part of larger projects in each of the
participating countries. These projects were reviewed and
approved by the Ethics Committee of the Universidad de la
República Oriental del Uruguay (UDELAR), by the participating
Chilean Universities, the UFB in Brazil, the Burgos University
(UBU) in Spain and the Evaluation Commission of the
Argentine Ministry of Defence, which including the UNDEF.
Patients/participants provided written informed consent to
participate in this study.

AUTHOR CONTRIBUTIONS

SdC designed the study. SdC, EM-M, DM, and GE conducted the
analyzes. SdC, GE, DM, AT, and DH contributed to the Studies
1 and 2. SdC, AT, EM, SG-M, VD, AA, ST, and SP contributed
to Study 3. EM-M conducted the Study 4E and VD collaborated

Frontiers in Psychology | www.frontiersin.org 30 December 2020 | Volume 11 | Article 604412

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412 December 8, 2020 Time: 15:30 # 31

da Costa et al. Well-Being in Organizations

in it. All the authors contributed to the article and approved the
submitted version.

FUNDING

The Spanish Ministry of the Economy supported this
research (under Grants PSI2014-51923-P/PSI2017-84145-P),
also the Basque Government (under Grant IT-1187-19),
and the University of the Basque Country (under Grant
IT-666-13, Postdoctoral Research Dokberri 2019-I to SdC
and US15/21 to EM-M).

ACKNOWLEDGMENTS

We wish to express our deepest appreciation to all participants
of this study, as well as every person that collaborated to make
this study possible.

SUPPLEMENTARY MATERIAL

The Supplementary Material for this article can be found
online at: https://www.frontiersin.org/articles/10.3389/fpsyg.
2020.604412/full#supplementary-material

REFERENCES
Abuladze, N., and Martskvishvili, K. (2016). No Words for Emotions: Emotional

Creativity and Alexithymia in Art. Probl. Psychol. 21st Cent. 10, 62–68.
Allen, M. (2017). The Sage Encyclopedia of Communication Research Methods,

Vol. 1-4. Thousand Oaks, CA: SAGE Publications, Inc. , doi: 10.4135/
9781483381411

Antino, M., Gil Rodriguez, F., Martí Ripoll, M., Barrasa, A., and Borzillo, S. (2014).
Development and Validation of the Spanish Version of the Team Climate
Inventory: A Measurement Invariance Test. An. De Psicol. 30, 597–607. doi:
10.6018/analesps.30.2.154011

Arnold, K. A. (2017). Transformational Leadership and Employee Psychological
Well-Being: A Review and Directions for Future Research. J. Occup. Health
Psychol. 22, 381–393. doi: 10.1037/ocp0000062

Ashkanasy, N. M., and Dorris, A. D. (2017). Emotions in the Workplace. Annu.
Rev. Organ Psych. 4, 67–90. doi: 10.1146/annurev-orgpsych-032516-113231

Averill, J. R. (1999). Individual differences in emotional creativity: structure and
correlates. J. Pers. 67, 331–371. doi: 10.1111/1467-6494.00058

Averill, J. R. (2009). “Emotional Creativity: Toward “spiritualizing the passions”,”
in Oxford Library of Psychology. Oxford Handbook of Positive Psychology, eds
S. J. Lopez and C. R. Snyder (Oxford University Press), 249–257.

Avolio, B. J., Walumbwa, F. O., and Weber, T. J. (2009). Leadership: Current
Theories. Res. Fut. Direc. Annu. Rev. Psychol. 60, 421–449. doi: 10.1146/
annurev.psych.60.110707.163621

Ayestarán, S. (2016). ¿Cómo Podemos Mejorar la Transparencia en las
Organizaciones? Rev. Int. Trans. Integr. 1, 2530–1144.

Ayestarán, S., Gavilanes, J., and Aritzeta, A. (2006). Rumbo a la Innovación: Trabajo
en Equipo y Cambio Cultural en las Organizaciones. Spain: Zamudio.

Bachrach, D. G., Lewis, K., Kim, Y., Patel, P. C., Campion, M. C., and
Thatcher, S. M. B. (2019). Transactive Memory Systems in Context: A Meta-
Analytic Examination of Contextual Factors in Transactive Memory Systems
Development and Team Performance. J. Appl. Psychol. 104, 464–493. doi: 10.
1037/apl0000329

Banks, G. C., McCauley, K., Gardner, W., and Guler, C. (2016). A Meta-Analytic
Review of Authentic and Transformational Leadership: A Test for Redundancy.
Leadersh Q. 27, 634–652. doi: 10.1016/j.leaqua.2016.02.006

Barsade, S., and Knight, A. (2015). Group Affect. Annu. Rev. Psychol. 2, 21–46.
doi: 10.1146/annurev-orgpsych-032414-111316

Bass, B. M., and Avolio, B. J. (1992). Organizational Description Questionnaire:
Sampler Set. Menlo Park, CA: Mind Garden, Incorporated.

Bass, B. M., and Avolio, B. J. (2007). Transformational Leadership and
Organizational Culture. Int. J. Publ. Admin. 17, 3–4. doi: 10.1080/
01900699408524907

Batz, C., and Tay, L. (2018). “Gender Differences in Subjective Well-Being,” in
Handbook of Well-Being, eds E. Diener, S. Oishi, and L. Tay (Salt Lake City,
UT: DEF Publishers).

Batz-Barbarich, C., Tay, L., Kuykendall, L., and Cheung, H. K. (2018). A Meta-
Analysis of Gender Differences in Subjective Well-Being: Estimating Effect
Sizes and Associations with Gender Inequality. Psychol. Sci. 29, 1491–1503.
doi: 10.1177/0956797618774796

Belbin, R. M. (2010a). Management Teams: Why they Succed or Fail (3a ed.).
Oxford: Butterworth-Heinemann.

Belbin, R. M. (2010b). Team Roles at Work (2a ed.). London: Routledge.
Bender, M., van Osch, Y., Sleegers, L., and Ye, M. (2019). Social Support Benefits

Psychological Adjustment of International Students: Evidence from a Meta-
Analysis. J. Cross. Cult. Psychol. 50, 827–847. doi: 10.1177/0022022119861151

Bobowik, M., Basabe, N., Páez, D., Jiménez, A., and Bilbao, M. A. (2011). Personal
Values and Well-Being Among Europeans, Spanish Natives and Immigrants to
Spain: Does the Culture Matter? J. Happiness. Stud. 12, 401–419. doi: 10.1007/
s10902-010-9202-1

Bobowik, M., Páez, D., Arnoso, M., Cárdenas, M., Rimé, B., Zubieta, E., et al.
(2017). Institutional apologies and socio−emotional climate in the South
American context. Br. J. Soc. Psychol. 56, 578–598. doi: 10.1111/bjso.12200

Bolier, L., Haverman, M., Westerhof, G. J., Riper, H., Smit, F., and Bohlmeijer,
E. (2013). Positive Psychology Interventions: A Meta-Analysis of Randomized
Controlled Studies. BMC Public. Health. 13:119. doi: 10.1186/1471-2458-
13-119

Borenstein, M., Hedges, L. V., Higgins, J. P. T., and Rothstein, H. R. (2014).
Comprehensive Meta-Analysis (Vers. 3.3). Englewood, NJ: Biostat.

Bowling, N. A., Eschleman, K. J., and Wang, Q. (2010). A Meta−Analytic
Examination of the Relationship between Job Satisfaction and
Subjective Well−Being. J. Occup. Organ. Psychol. 83, 915–934.
doi: 10.1348/096317909X478557

Braun, M. T., Kozlowski, S. W., Brown, T. A., and DeShon, R. P. (2020).
Exploring the Dynamic Team Cohesion–Performance and Coordination–
Performance Relationships of Newly Formed Teams. Small. Group. Res.
2020:1046496420907157. doi: 10.1177/1046496420907157

Butchibabu, A., Sparano-Huiban, C., Sonenberg, L., and Shah, J. (2016). Implicit
Coordination Strategies for Effective Team Communication. Hum. Factors. 58,
595–610. doi: 10.1177/0018720816639712

Candia, M., Pérez-Franco, J., and González, D. (2016). Manual del Método del
Cuestionario SUSESO/ISTAS 21 versiones completa y breve. Santiago de Chile:
Superintendencia de Seguridad Social.

Cantarelli, P., Belardinelli, P., and Belle, N. (2016). A Meta-Analysis of Job
Satisfaction Correlates in the Public Administration Literature. Rev. Public.
Pers. Adm. 36, 115–144. doi: 10.1177/0734371X15578534

Carreira, H. (2017). Militares y Perspectiva de Género. Buenos Aires: UNDEF
Libros.

Carson, J. B., Tesluk, P. E., and Marrone, J. A. (2007). Shared Leadership in Teams:
An Investigation of Antecedent Conditions and Performance. Acad. Manage. J.
50, 1217–1234. doi: 10.5465/amj.2007.20159921

Castro, B. M., Reis Neto, M. T., Pena, L. K., and Ribeiro, M. H. (2017).
Valores: Una Revisión de la Literatura. MESO 16, 211–229. doi: 10.5209/MESO.
58117

Chang, H. T., Lin, C. C., Chen, C. H., and Ho, Y. H. (2017). Explicit and Implicit
Team Coordination: Development of a Multidimensional Scale. J. Soc. Behav.
Pers. 45, 915–929. doi: 10.2224/sbp.5893

Chaplin, T. M., and Aldao, A. (2013). Gender Differences in Emotion Expression
in Children: A Meta-Analytic Review. Psychol. Bull. 139, 735–765. doi: 10.1037/
a0030737

Chawla, S., and Sharma, R. (2019). Enhancing Women’s Well-Being: The Role
of Psychological Capital and Perceived Gender Equity, With Social Support
as a Moderator and Commitment as a Mediator. Front. Psychol. 10:1377. doi:
10.3389/fpsyg.2019.01377

Frontiers in Psychology | www.frontiersin.org 31 December 2020 | Volume 11 | Article 604412

https://www.frontiersin.org/articles/10.3389/fpsyg.2020.604412/full#supplementary-material
https://www.frontiersin.org/articles/10.3389/fpsyg.2020.604412/full#supplementary-material
https://doi.org/10.4135/9781483381411
https://doi.org/10.4135/9781483381411
https://doi.org/10.6018/analesps.30.2.154011
https://doi.org/10.6018/analesps.30.2.154011
https://doi.org/10.1037/ocp0000062
https://doi.org/10.1146/annurev-orgpsych-032516-113231
https://doi.org/10.1111/1467-6494.00058
https://doi.org/10.1146/annurev.psych.60.110707.163621
https://doi.org/10.1146/annurev.psych.60.110707.163621
https://doi.org/10.1037/apl0000329
https://doi.org/10.1037/apl0000329
https://doi.org/10.1016/j.leaqua.2016.02.006
https://doi.org/10.1146/annurev-orgpsych-032414-111316
https://doi.org/10.1080/01900699408524907
https://doi.org/10.1080/01900699408524907
https://doi.org/10.1177/0956797618774796
https://doi.org/10.1177/0022022119861151
https://doi.org/10.1007/s10902-010-9202-1
https://doi.org/10.1007/s10902-010-9202-1
https://doi.org/10.1111/bjso.12200
https://doi.org/10.1186/1471-2458-13-119
https://doi.org/10.1186/1471-2458-13-119
https://doi.org/10.1348/096317909X478557
https://doi.org/10.1177/1046496420907157
https://doi.org/10.1177/0018720816639712
https://doi.org/10.1177/0734371X15578534
https://doi.org/10.5465/amj.2007.20159921
https://doi.org/10.5209/MESO.58117
https://doi.org/10.5209/MESO.58117
https://doi.org/10.2224/sbp.5893
https://doi.org/10.1037/a0030737
https://doi.org/10.1037/a0030737
https://doi.org/10.3389/fpsyg.2019.01377
https://doi.org/10.3389/fpsyg.2019.01377
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412 December 8, 2020 Time: 15:30 # 32

da Costa et al. Well-Being in Organizations

Chiang, M., Gómez, N., and Sigoña, I. (2013). Factores Psicosociales, Stress y su
Relación con el Desempeño: Comparación entre Centros de Salud. Salud Trab.
21, 111–128.

Christian, J. S., Christian, M. S., Pearsall, M. J., and Long, E. C. (2017). Team
Adaptation in Context: An Integrated Conceptual Model and Meta-Analytic
Review. Organ. Behav. Hum. Decis. Process. 140, 62–89. doi: 10.1016/j.obhdp.
2017.01.003

Chu, P. S., Saucier, D. A., and Hafner, E. (2010). Meta-Analysis of the Relationships
between Social Support and Well-Being in Children and Adolescents. J. Soc.
Clin. Psychol. 29, 624–645. doi: 10.1521/jscp.2010.29.6.624

da Costa, S. (2018). They Didn’t Know it was Impossible so they Did it!. Procesos de
Creatividad e Innovación en Sistemas Sociales Complejos Abiertos: afectividad,
motivación y cognición. Tesis doctoral. Universidad del País Vasco/Euskal
Herriko Universitatea, País Vasco, España. http://hdl.handle.net/10810/29428

da Costa, S., Páez, D., Gondim, S., Rodríguez, M., Mazzieri, S., Torres, A.,
et al. (2016). Percepción de Innovación en Organizaciones de España y
Latinoamérica. Univ. psychol. 15. doi: 10.11144/javeriana.upsy15-4.piop

da Costa, S., Páez, D., Sánchez, F., Gondim, S. and Rodriguez, M. (2014). Factores
Favorables a la Creatividad y a la Innovación en las Organizaciones: Una
Integración de Meta-Análisis. J. Work. Organ. Psychol. 30, 67–74. doi: 10.1016/
j.rpto.2014.06.006

Davidson, K. (2020). Increasing Organizational Commitment: Empowering
Employees in the Workplace. Univ. Honors Theses. 849, 1–16. doi: 10.15760/
honors.869

Davila, M. C., and Jiménez, G. (2012). Organizational Identification and
Commitment: Correlates of Sense of Belonging and Affective Commitment.
Span. J. Psychol. 15, 244–255. doi: 10.5209/rev_SJOP.2012.v15.n1.37316

De Jong, B. A., Dirks, K. T., and Gillespie, N. (2016). Trust and Team Performance:
A Meta-Analysis of Main Effects. Moderat. Covariates. J. Appl. Psychol. 101,
1134–1150. doi: 10.1037/apl0000110

De Neve, J., and Ward. (2017). “Happiness at Work,” in World Happiness
Report, eds J. Helliwell, R. Layard, and J. Sachs (New York, NY: Sustainable
Development Solutions Network), 145–174.

de Wit, F. R. C., Greer, L. L., and Jehn, K. A. (2012). The Paradox of Intragroup
Conflict: A Meta-Analysis. J. Appl. Psychol. 97, 360–390. doi: 10.1037/a0024844

DeChurch, L. A., and Mesmer-Magnus, J. R. (2010). The Cognitive Underpinnings
of Effective Teamwork: A Meta-Analysis. J. Appl. Psychol. 95, 32–53. doi: 10.
1037/a0017328

Dextras-Gauthier, J., Marchand, A., and Haines, V. III (2012). Organizational
Culture, Work Organization Conditions, and Mental Health: A Proposed
Integration. Int. J. Stress Manag. 19, 81–104. doi: 10.1037/a0028164

Diener, E. (1996). “Subjetive Well-Being in Cross-Cultural Perspective,” in Key
Issues in Cross-Cultural Psychology, eds H. Gad, A. Blanco, and J. Georgas
(Netherlands: Sweets and Zeitlinger), 319–330.

Diener, E., Oishi, S., and Tay, L. (2018). Advances in Subjective Well-Being
Research. Nat. Hum. Behav. 2, 253–260. doi: 10.1038/s41562-018-0307-6

Diener, E., Thapa, S., and Tay, L. (2020). Positive Emotions at Work. Annu. Rev.
Psychol. 7, 451–477. doi: 10.1146/annurev-orgpsych-012119-044908

DiMatteo, M. R. (2004). Social support and patient adherence to medical treatment:
a meta-analysis. Health Psychol. 23, 207–218. doi: 10.1037/0278-6133.23.2.207

Doise, W., and Valentim, J. P. (2015). “Explanations in Social Psychology,” in
International Encyclopedia of Social and Behavioral Sciences, 2nd Edn, ed. J. D.
Wright (Oxford: Elsevier), 899–903.

Drescher, M. A., Korsgaard, M. A., Welpe, I. M., Picot, A., and Wigand, R. T.
(2014). The Dynamics of Shared Leadership: Building Trust and Enhancing
Performance. J. Appl. Psychol. 99, 771–783. doi: 10.1037/a0036474

Dunst, C. J., Bruder, M. B., Hamby, D. W., Howse, R., and Wilkie, H. (2018).
Meta-Analysis of the Relationships between Different Leadership Practices and
Organizational, Teaming, Leader, and Employee Outcomes. Int. J. Leadersh.
Educ. 8, 1–45.

Eby, L. T. D. T., Allen, T. D., Hoffman, B. J., Baranik, L. E., Sauer, J. B., Baldwin, S.,
et al. (2013). An Interdisciplinary Meta-Analysis of the Potential Antecedents,
Correlates, and Consequences of Protégé Perceptions of Mentoring. Psychol.
Bull. 139, 441–476. doi: 10.1037/a0029279

Fischer, T., Dietz, J., and Antonakis, J. (2017). Leadership Process Models: A Review
and Synthesis. J. Manage. 43, 1726–1753. doi: 10.1177/0149206316682830

Fredrickson, B. (2013). “Positive Emotions Broaden and Build,” in Advances
in Experimental Social Psychology, Vol. 47, eds P. G. Devine and E. A.

Plant (Burlington: Academic Press. ), 1–53. doi: 10.1016/B978-0-12-407236-7.
00001-2

Galanakis, M., Stalikas, A., Kallia, H., Karagianni, C., Karela, and Ch. (2009).
Gender differences in experiencing occupational Stress: The Role of Age,
Education and Marital Status. Stress Health. 25, 397–404. doi: 10.1002/smi.
1248

Gong, Z., and Jiao, X. (2019). Are Effect Sizes in Emotional Intelligence Field
Declining? A Meta-Meta Analysis. Front. Psychol. 10:1655. doi: 10.3389/fpsyg.
2019.01655

Guchait, P., Lei, P., and Tews, M. J. (2015). Making Teamwork Work: Team
Knowledge for Team Effectiveness. J. Psychol. 150, 300–317. doi: 10.1080/
00223980.2015.1024596

Halberstam, J. (2008). Una introducción a la masculinidad femenina. Masculinidad
sin hombres. En: Masculinidad femenina. Madrid: Egales Publication.

Hammond, M. M., Neff, N. L., Farr, J. L., Schwall, A. R., and Zhao, X. (2011).
Predictors of Individual-Level Innovation at Work: A Meta-Analysis. Psychol.
Aesthet. Creat. Arts. 5, 90–105. doi: 10.1037/a0018556

Hartnell, C., Ou, A., Kinicki, A., Choi, D., and Karam, E. (2019). A Meta-Analytic
Test of Organizational Culture’s Association with Elements of an Organization’s
System and Its Relative Predictive Validity on Organizational Outcomes. J. Appl.
Psychol. 104, 832–850. doi: 10.1037/apl0000380

Hayes, A. F. (2018). Introduction to Mediation, Moderation and Conditional
Process Analysis: A Regression-Based Approach. Second Edition. New York, NY:
Guilford Press.

Hermosilla, D., Amutio, A., da Costa, S. and Páez, D. (2016). El Liderazgo
Transformacional en las Organizaciones: Variables Mediadoras y
Consecuencias a Largo Plazo. J. Work Organ. Psychol. 32, 135–143. doi: 10.1016/
j.rpto.2016.06.003

Herrera, J. C., Lira, M., and Kain, J. (2017). Socioeconomic Vulnerability and
Obesity in Chilean School children Attending First Grade: Comparison
Between 2009 and 2013. Rev. Chil. Pediatr. 88, 736–743. doi: 10.4067/S0370-
41062017000600736

Hervás, G., and Vázquez, C. (2013). Construction and Validation of a Measure of
Integrative Well-Being in Seven Languages: The Pemberton Happiness Index.
Health Qual. Life Outcomes. 11, 1–14. doi: 10.1186/1477-7525-11-66

Hirsch, P., Fiss, P., and Hoel-Green, A. (2008). “A Durkheimian Approach to
Globalization,” in The Oxford Handbook of Sociology and Organization Studies:
Classical Foundations, ed. P. Adler (New York, NY: Oxford University Press),
223–245.

Hofstede, G., Hofstede, G. J., and Minkov, M. (2014). Culture e Organizzazioni:
Valori e Strategie per Operare Efficacemente in Contesti Internazionali. Milano:
Angeli.

Holt-Lunstad, J., Smith, T. B., and Layton, J. B. (2010). Social Relationships and
Mortality Risk: A Meta-Analytic Review. PLoS. Med. 7:e1000316. doi: 10.1371/
journal.pmed.1000316

Holt-Lunstad, J., Smith, T. B., Baker, M., Harris, T., and Stephenson, D. (2015).
Loneliness and Social Isolation as Risk Factors for Mortality: A Meta-Analytic
Review. Perspect. Psychol. Sci. 10, 227–237. doi: 10.1177/1745691614568352

Holtz Guerrero, M. (2020). Ìndice de Vulnerabilidad Escolar en la Comuna de Cerro
Navia. Asesoría Técnica Parlamentaria. Chile: Biblioteca del Congreso Nacional
de Chile/BCN.

Hong, G., Youngsam, Ch, Froese, F. J., and Shin, M. (2016). The Effect
of Leadership Styles, Rank, and Seniority on Affective Organizational
Commitment. Cross. Cult. Strateg. M. 23, 340–362. doi: 10.1108/CCSM-03-
2014-0034

Hsieh, C. M., and Tsai, B. K. (2019). Effects of Social Support on the Stress-Health
Relationship: Gender Comparison among Military Personnel. Int. J. Environ.
Res. Public Health. 16, 1317. doi: 10.3390/ijerph16081317

Huang, J. (2017). The Relationship between Employee Psychological
Empowerment and Proactive Behavior: Self-Efficacy as Mediator. Soc.
Behav. Pers. 45, 1157–1166. doi: 10.2224/sbp.6609

Huell, F., Vincent-Höper, S., Bürkner, P. C., Gregersen, S., Holling, H., and
Nienhaus, A. (2016). Leader-Member Exchange and Employee Well-Being: A
Meta-Analysis. Academy of Management Proceedings 2016, 13537. doi: 10.5465/
ambpp.2016.13537abstract

Hülsherger, U., and Schewe, A. (2011). On the Costs and Benefits of Emotional
Labor: A Meta-Analysis of Three Decades of Research. J. Occup. Health Psychol.
16, 361–389. doi: 10.1037/a0022876

Frontiers in Psychology | www.frontiersin.org 32 December 2020 | Volume 11 | Article 604412

https://doi.org/10.1016/j.obhdp.2017.01.003
https://doi.org/10.1016/j.obhdp.2017.01.003
https://doi.org/10.1521/jscp.2010.29.6.624
http://hdl.handle.net/10810/29428
https://doi.org/10.11144/javeriana.upsy15-4.piop
https://doi.org/10.1016/j.rpto.2014.06.006
https://doi.org/10.1016/j.rpto.2014.06.006
https://doi.org/10.15760/honors.869
https://doi.org/10.15760/honors.869
https://doi.org/10.5209/rev_SJOP.2012.v15.n1.37316
https://doi.org/10.1037/apl0000110
https://doi.org/10.1037/a0024844
https://doi.org/10.1037/a0017328
https://doi.org/10.1037/a0017328
https://doi.org/10.1037/a0028164
https://doi.org/10.1038/s41562-018-0307-6
https://doi.org/10.1146/annurev-orgpsych-012119-044908
https://doi.org/10.1037/0278-6133.23.2.207
https://doi.org/10.1037/a0036474
https://doi.org/10.1037/a0029279
https://doi.org/10.1177/0149206316682830
https://doi.org/10.1016/B978-0-12-407236-7.00001-2
https://doi.org/10.1016/B978-0-12-407236-7.00001-2
https://doi.org/10.1002/smi.1248
https://doi.org/10.1002/smi.1248
https://doi.org/10.3389/fpsyg.2019.01655
https://doi.org/10.3389/fpsyg.2019.01655
https://doi.org/10.1080/00223980.2015.1024596
https://doi.org/10.1080/00223980.2015.1024596
https://doi.org/10.1037/a0018556
https://doi.org/10.1037/apl0000380
https://doi.org/10.1016/j.rpto.2016.06.003
https://doi.org/10.1016/j.rpto.2016.06.003
https://doi.org/10.4067/S0370-41062017000600736
https://doi.org/10.4067/S0370-41062017000600736
https://doi.org/10.1186/1477-7525-11-66
https://doi.org/10.1371/journal.pmed.1000316
https://doi.org/10.1371/journal.pmed.1000316
https://doi.org/10.1177/1745691614568352
https://doi.org/10.1108/CCSM-03-2014-0034
https://doi.org/10.1108/CCSM-03-2014-0034
https://doi.org/10.3390/ijerph16081317
https://doi.org/10.2224/sbp.6609
https://doi.org/10.5465/ambpp.2016.13537abstract
https://doi.org/10.5465/ambpp.2016.13537abstract
https://doi.org/10.1037/a0022876
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412 December 8, 2020 Time: 15:30 # 33

da Costa et al. Well-Being in Organizations

Hülsherger, U., Anderson, N., and Salgado, J. (2009). Team-Level Predictors of
Innovation at Work: A Comprehensive Meta-Analysis Spanning Three Decades
of Research. J. Appl. Psychol. 94, 1128–1145. doi: 10.1037/a0015978

Johnson, H. H., and Avolio, B. J. (2019). Team Psychological Safety and Conflict
Trajectories’ Effect on Individual’s Team Identification and Satisfaction. Group.
Organ. Manag. 44, 843–873. doi: 10.1177/1059601118767316

JUNAEB (2020). Medición de la Vulnerabilidad (IVM). On-line resource. Available
online at: https://www.junaeb.cl/medicion-la-vulnerabilidad-ivm

Kenworthy, J., Fay, C., Frame, M., and Petree, R. (2014). A Meta-Analytic Review
of the Relationship Between Emotional Dissonance and Emotional Exhaustion.
J. Appl. Soc. Psychol. 44, 94–105. doi: 10.1111/jasp.12211

Kickbusch, I., Bettcher, D., Abdelaziz, F. B., Ligot, J., France, T., and Mitic, W.
(2017). Promoting Health: Guide to National Implementation of the Shanghai
Declaration. Geneva: World Health Organization.

Knight, A. P., and Eisenkraft, N. (2015). Positive Is Usually Good, Negative Is
Not Always Bad: The Effects of Group Affect on Social Integration and Task
Performance. J. Appl. Psychol. 100, 1214–1227.

Kossek, E. E., Pichler, S., Bodner, T., and Hammer, L. B. (2011). Workplace
social support and work-family conflict: A Meta-Analysis Clarifying the
Influence of General and Work-Family Specific Supervisor and Organizational
Support. Pers. Psychol. 64, 289–313. doi: 10.1111/j.1744-6570.2011.
01211.x

Lever, N., Mathis, E., and Mayworm, A. (2017). School Mental Health Is Not
Just for Students: Why Teacher and School Staff Wellness Matters. Rep. Emot.
Behav.Disord.Youth 17, 6–12.

Lewis, K. (2003). Measuring transactive memory systems in the field: Scale
development and validation. J. Appl. Psychol. 88, 587–604. doi: 10.1037/0021-
9010.88.4.587

López, V., Oyanedel, J. C., Bilbao, M., Torres, J., Oyarzún, D., Morales, M., et al.
(2017). School Achievement and Performance in Chilean High Schools: The
Mediating Role of Subjective Well-being in School-Related Evaluations. Front.
Psychol. 8:1189. doi: 10.3389/fpsyg.2017.01189

Mackenzie, C. S., Karaoylas, E. C., and Starzyk, K. B. (2018). Lifespan Differences in
a Self Determination Theory Model of Eudaimonia: A Cross-Sectional Survey
of Younger, Middle-Aged, and Older Adults. J. Happiness Stud. 19, 2465–2487.
doi: 10.1007/s10902-017-9932-4

Marques-Quinteiro, P., Rico, R., Passos, A. M., and Curral, L. (2019). There Is Light
and There Is Darkness: On the Temporal Dynamics of Cohesion, Coordination,
and Performance in Business Teams. Front. Psychol. 10:847. doi: 10.3389/fpsyg.
2019.00847

Martín, J. (2011). Meta-Analysis of Lessons Learned and Good Practices Arising from
Nine Decent Work Country Programme Evaluations. Geneva: ILO.

Martínez-Moreno, E., Agirre, O., Navascués, M. and Gómez, O. (2018). El Reto
de Liderar Equipos de Innovación en PYMES. Bilbao: Servicio Editorial de la
Universidad del País Vasco/Euskal Heiko Unibertsitateko Argitalpen Zerbitzua.

Martín-María, N., Miret, M., Caballero, F. F., Rico-Uribe, L. A., Steptoe, A.,
Chatterji, S., et al. (2017). The Impact of Subjective Well-Being on Mortality: A
Meta-Analysis of Longitudinal Studies in the General Population. Psychosom.
Med. 79, 565–575. doi: 10.1097/PSY.0000000000000444

Mathieu, J. E., Kukenberger, M. R., D’Innocenzo, L., and Reilly, G. (2015).
Modeling Reciprocal Team Cohesion–Performance Relationships, as Impacted
by Shared Leadership and Members’. Competence. J. Appl. Psychol. 100, 713–
734. doi: 10.1037/a0038898

Mathieu, M., Eschleman, K. J., and Cheng, D. (2019). Meta-Analytic and Multiwave
Comparison of Emotional Support and Instrumental Support in the Workplace.
J. Occup. Health Psychol. 24, 387–409. doi: 10.1037/ocp0000135

McEwan, D., Ruissen, G. R., Eys, M. A., Zumbo, B. D., and Beauchamp, M. R.
(2017). The Effectiveness of Teamwork Training on Teamwork Behaviors and
Team Performance: A Systematic Review and Meta-Analysis of Controlled
Interventions. PloS. One 12:e0169604. doi: 10.1371/journal.pone.0169604

Mendoza-Castejon, D., Fraile-García, J., Díaz-Manzano, M., Fuentes-García, J. P.,
and Clemente-Suárez, V. J. (2020). Differences in the Autonomic Nervous
System Stress Status of Urban and Rural School Teachers. Physiol. Behav. 222,
112925. doi: 10.1016/j.physbeh.2020.112925

Menges, J. I., and Kilduff, M. (2015). Group Emotions: Cutting the Gordion Knots
Concerning Terms, Levels-of-Analysis, and Processes. Acad. Manag. Ann. 9,
845–928. doi: 10.5465/19416520.2015.1033148

Mesmer-Magnus, J., Glew, D. J., Viswesvaran, and Ch. (2012). A Meta-Analysis
of Positive Humor in the Workplace. J. Manag. Psychol. 27, 155–190. doi:
10.1108/02683941211199554

Ministerio de Desarrollo Social y Familia. (2020). Informe de desarrollo Social 2020.
Chile: Ministerio de Desarrollo Social y Familia.

Molero, F., Recio, P., and Cuadrado, I. (2010). Liderazgo Transformacional y
Liderazgo Transaccional: Un Análisis de la Estructura Factorial del Multifactor
Leadership Questionnaire (MLQ) en una Muestra Española. Psicothema 22,
495–501.

Moncada, S., Llorens, C., Andrés, R., Moreno, N., and Molinero, E. (2014). Manual
del Método CoPsoQ-istas21 (versión 2) para la Evaluación y la Prevención de
los Riesgos Psicosociales en Empresas con 25 o más Trabajadores y Trabajadoras.
Barcelona: Editorial Instituto Sindical de Trabajo, Ambiente y Salud.

Montano, D., Reeske, A., Franke, F., and Hüffmeier, J. (2017). Leadership,
Followers’ Mental Health and Job Performance in Organizations: A
Comprehensive Meta-Analysis from an Ocupational Health Perspective.
J. Organ. Behav. 38, 327–350. doi: 10.1002/job.2124

Moriano, J. A., Molero, F., Topa, G., and Lévy Mangin, J. P. (2014). The
influence of transformational leadership and organizational identification on
intrapreneurship. Int. Entrep. Manag J. 10, 103–119. doi: 10.1007/s11365-011-
0196-x

Mota, N. P., Medved, M., Hiebert-Murphy, D., Whitney, D., and Sareen, J. (2018).
Negotiating Home Base: Narratives of Psychological Well-Being among Female
Military Members. Health Place 50, 105–111. doi: 10.1016/j.healthplace.2018.
01.005

Müller, R., and Antoni, C. H. (2020). Individual Perceptions of Shared Mental
Models of Information and Communication Technology (ICT) and Virtual
Team Coordination and Performance –Tehe moderating Role of Flexibility in
ICT use. Group Dyn. Theor. Res. Pract. 24, 186–200. doi: 10.1037/gdn0000130

Nader, M., and Sánchez, S. (2010). Estudio Comparativo de los Valores de Líderes
Transformacionales y Transaccionales Civiles y Militares. An. Psicol. 26, 72–79.

Nader, M., Perugini, M. L., and Castro Solano, A. (2006). Adaptación y Validación
del Organizational Description Questionnaire. Un estudio con población civil y
militar. Rev. Psicol. 2, 151–173.

Nicolaides, V. C., LaPort, K. A., Chen, T. R., Tomassetti, A. J., Weis, E. J., Zaccaro,
S. J., et al. (2014). The Shared Leadership of Teams: A Meta-Analysis of
Proximal. Distal Moderat. Relationsh. Leadersh. Q. 25, 923–942. doi: 10.1016/
j.leaqua.2014.06.006

Nielsen, K., and Randall, R. (2012). The Importance of Employee Participation and
Perceptions of Changes in Procedures in a Team working Intervention. Work
Stress 26, 91–111. doi: 10.1080/02678373.2012.682721

Nielsen, K., Nielsen, M. B., Ogbonnaya, Ch, Känsälä, M., Saari, E., and Isaksson,
K. (2017). Workplace Resources to Improve both Employee Well-Being and
Performance: A Systematic Review and Meta-Analysis. Work Stress 31, 101–
120. doi: 10.1080/02678373.2017.1304463

O’Connor, P. J., Hill, A., Kaya, M., and Martin, B. (2019). The Measurement
of Emotional Intelligence: A Critical Review of the Literature and
Recommendations for Researchers and Practitioners. Front. Psychol. 10:1116.
doi: 10.3389/fpsyg.2019.01116

Ogbonnaya, C., Tillman, C. J., and Gonzalez, K. (2018). Perceived Organizational
Support in Health Care: The Importance of Teamwork and Training for
Employee Well-Being and Patient Satisfaction. Group. Organ. Manag. 43,
475–503. doi: 10.1177/1059601118767244

Olson, R. E., McKenzie, J., Mills, K. A., Patulny, R., Bellocchi, A., and Caristo, F.
(2019). Gendered Emotion Management and Teacher Outcomes in Secondary
School Teaching: A Review. Teach Teach Educ. 80, 128–144. doi: 10.1016/j.tate.
2019.01.010

Oriol, X., Amutio, A., Mendoza, M., da Costa, S., and Miranda, R.
(2016). Emotional creativity as predictor of intrinsic motivation and
academic engagement in university students: the mediating role of
positive emotions. Front. Psychol. 7:1243. doi: 10.3389/fpsyg.2016.
01243

Ortiz, S., Navarro, C., García, E., Ramis, C., and Manassero, A. (2012). Validación
de la Versión Española de la Escala de Trabajo Emocional de Frankfurt.
Psicothema 24, 337–342.

Oshagbemi, T. (2000). Is length of service related to the level of job satisfaction?
Int.J.Soc.Econ. 27, 213–226. doi: 10.1108/03068290010286546

Frontiers in Psychology | www.frontiersin.org 33 December 2020 | Volume 11 | Article 604412

https://doi.org/10.1037/a0015978
https://doi.org/10.1177/1059601118767316
https://www.junaeb.cl/medicion-la-vulnerabilidad-ivm
https://doi.org/10.1111/jasp.12211
https://doi.org/10.1111/j.1744-6570.2011.01211.x
https://doi.org/10.1111/j.1744-6570.2011.01211.x
https://doi.org/10.1037/0021-9010.88.4.587
https://doi.org/10.1037/0021-9010.88.4.587
https://doi.org/10.3389/fpsyg.2017.01189
https://doi.org/10.1007/s10902-017-9932-4
https://doi.org/10.3389/fpsyg.2019.00847
https://doi.org/10.3389/fpsyg.2019.00847
https://doi.org/10.1097/PSY.0000000000000444
https://doi.org/10.1037/a0038898
https://doi.org/10.1037/ocp0000135
https://doi.org/10.1371/journal.pone.0169604
https://doi.org/10.1016/j.physbeh.2020.112925
https://doi.org/10.5465/19416520.2015.1033148
https://doi.org/10.1108/02683941211199554
https://doi.org/10.1108/02683941211199554
https://doi.org/10.1002/job.2124
https://doi.org/10.1007/s11365-011-0196-x
https://doi.org/10.1007/s11365-011-0196-x
https://doi.org/10.1016/j.healthplace.2018.01.005
https://doi.org/10.1016/j.healthplace.2018.01.005
https://doi.org/10.1037/gdn0000130
https://doi.org/10.1016/j.leaqua.2014.06.006
https://doi.org/10.1016/j.leaqua.2014.06.006
https://doi.org/10.1080/02678373.2012.682721
https://doi.org/10.1080/02678373.2017.1304463
https://doi.org/10.3389/fpsyg.2019.01116
https://doi.org/10.1177/1059601118767244
https://doi.org/10.1016/j.tate.2019.01.010
https://doi.org/10.1016/j.tate.2019.01.010
https://doi.org/10.3389/fpsyg.2016.01243
https://doi.org/10.3389/fpsyg.2016.01243
https://doi.org/10.1108/03068290010286546
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412 December 8, 2020 Time: 15:30 # 34

da Costa et al. Well-Being in Organizations

Páez, D., Espinosa, A., and Bobowik, M. (2013). “Emotional Climate: How is it
Shaped, Fostered, and Changed?,” in Changing Emotions, eds D. Hermans, B.
Rimé, and B. Mesquita (London: Psychology Press), 113–119.

Paolucci, N., Dórdio Dimas, I., Zappala, S., Lourenco, P. R., and Rebelo, T. (2018).
Transformational Leadership and Team Effectiveness: The Mediating Role of
Affective Team Commitment. J. Work. Organ. Psychol. 34, 135–144. doi: 10.
5093/jwop2018a16

Parker, C. P., Baltes, B. B., Young, S. A., Huff, J. W., Altmann, R. A., Lacost,
H. A., et al. (2003). Relationships between Psychological Climate Perceptions
and Work Outcomes: A Meta-Analytic Review. J. Organ.Behav. 24, 389–416.
doi: 10.1002/job.198

Peiró, J. M., Kozusznik, M. W., Rodríguez-Molina, I., and Tordera, N. (2019).
The Happy-Productive Worker Model and Beyond: Patterns of Well-being and
Performance at Work. Int. J. Environ Res. Public. Health. 16:479. doi: 10.3390/
ijerph16030479

Pérez Vallejo, C., and Fernández Muñoz, J. J. (2020). Quality of Leadership and
Organizational Climate in a Sample of Spanish Workers. The Moderation and
Mediation Effect of Recognition and Teamwork. Int. J. Environ. Res. Public
Health 17:32. doi: 10.3390/ijerph17010032

Purvanova, R. K., and Muros, J. P. (2010). Gender Differences in Burnout:
A Meta-Analysis. J. Vocat. Behav. 77, 168–185. doi: 10.1016/j.jvb.2010.
04.006

Pyhältö, K., Pietarinen, J., Haverinen, K., Tikkanen, L., and Soini, T. (2020).
Teacher Burnout Profiles and Proactive Strategies. Eur. J. Psychol. 2020, 1–24.
doi: 10.1007/s10212-020-00465-6

Rhee, J., Seog, S. D., Bozorov, F., and Dedahanov, A. T. (2017). Organizational
Structure and Employees’ Innovative Behavior: The Mediating Role of
Empowerment. Soc. Behav. Pers. 45, 1523–1536. doi: 10.2224/sbp.6433

Rich-Edwards, J. W., Kaiser, U. B., Chen, G. L., Manson, J. E., and Goldstein,
J. M. (2018). Sex and Gender Differences Research Design for Basic, Clinical,
and Population Studies: Essentials for Investigators. Endocr. Rev. 39, 424–439.
doi: 10.1210/er.2017-00246

Rico, R., Gibson, C. B., Sánchez-Manzanares, M., and Clark, M. A. (2019).
Building Team Effectiveness through Adaptation: Team Knowledge and
Implicit and Explicit Coordination. Organ. Psychol. Rev. 9, 71–98. doi: 10.1177/
2041386619869972

Rico, R., Sanchez-Manzanares, M., Gil, F., and Gibson, C. (2008). Team Implicit
Coordination Processes: A Team Knowledge-Based Approach. Acad. Manage.
Rev. 33, 163–184. doi: 10.5465/amr.2008.27751276

Romero, J. M. (2001). Clima Laboral y Bienestar Psicológico en una Empresa
Pública. Arch. Prev. Riesgos. Labor. 4, 17–23.

Ronen, S. (1978). Job Satisfaction and the Neglected Variable of Job Seniority. Hum.
Relat. 31, 297–308. doi: 10.1177/001872677803100401

Roorda, D. L., Koomen, H. M. Y., Spilt, J. L., and Oort, F. J. (2011). The Influence
of Affective Teacher–Student Relationships on Students’ School Engagement
and Achievement: A Meta-Analytic Approach. Rev. Educ. Res. 81, 493–529.
doi: 10.3102/0034654311421793

Runco, M. A. (2014). Creativity, Theories and Themes: Research, Development, and
Practice. Second Edition. Amsterdam: Elsevier.

Ryan, R. M., and Deci, E. L. (2001). On happiness and human potentials: a review
of research on hedonic and eudaimonic well-being. Annu. Rev. Psychol. 52,
141–166. doi: 10.1146/annurev.psych.52.1.141

Ryan, R. M., Huta, V., and Deci, E. L. (2008). Living well: a self-determination
theory perspective on eudaimonia. J. Happiness Stud. 9, 139–170. doi: 10.1007/
s10902-006-9023-4

Ryff, C. D. (2014). Psychological Well-Being Revisited: Advances in the Science
and Practice of Eudaimonia. Psychother. Psychosom. 83, 10–28. doi: 10.1159/
000353263

Schneider, B., Ehrhart, M. G., and Macey, W. H. (2013). Organizational Climate
and Culture. Annu. Rev. Psychol. 64, 361–388. doi: 10.1146/annurev-psych-
113011-143809

Schneiderman, N., Ironson, G., and Siegel, S. D. (2005). Stress and Health:
Psychological, Behavioral, and Biological Determinants. Annu. Rev. Clin.
Psychol. 1, 607–628. doi: 10.1146/annurev.clinpsy.1.102803.144141

Schwartz, S. H. (2001). “¿Existen Aspectos Universales en la Estructura y
Contenido de los Valores?,” in Psicología Social de los Valores Humanos, eds M.
Ros and V. Gouveia (Madrid: Editorial Biblioteca Nueva), 53–78.

Schwartz, S. H. (2012). An Overview of the Schwartz Theory of Basic Values. ORPC
2, 2307–2919. doi: 10.9707/2307-0919.1116

Schwartz, S. H., and Sortheix, F. M. (2018). “Values and Subjective Well-Being,” in
Handbook of Well-Being, eds E. Diener, S. Oishi, and L. Tay (Salt Lake City, UT:
DEF Publishers).

Seibert, S. E., Wang, G., and Courtright, S. H. (2011). Antecedents and
Consequences of Psychological and Team Empowerment in Organizations: A
Meta-Analytic Review. J. Appl. Psychol. 96, 981–1003. doi: 10.1037/a0022676

Settles, I. H., Brassel, S. T., Soranno, P. A., Cheruvelil, K. S., Montgomery, G. M.,
and Elliott, K. C. (2019). Team Climate Mediates the Effect of Diversity
on Environmental Science Team Satisfaction and Data Sharing. PloS one
14:e0219196. doi: 10.1371/journal.pone.0219196

Shannon, G., Jansen, M., Williams, K., Cáceres, C., Motta, A., Odhiambo, A., et al.
(2019). Gender Equality in Science, Medicine, and Global Health: Where are we
at and Why does it Matter? Lancet 393, 560–569. doi: 10.1016/S0140-6736(18)
33135-0

Sharma, D., and Mathur, R. (2016). Linking Hope and Emotional Creativity:
Mediating Role of Positive Affect. Int. J. Indian Psychol. 58, 50–61. doi: 10.
25215/0304.044

Sharma, N., Chakrabarti, S., and Grover, S. (2016). Gender Differences in
Caregiving Among Family-Caregivers of People with Mental Illnesses. World
J. Psychiatry 6, 7–17. doi: 10.5498/wjp.v6.i1.7

Slemp, G. R., Kern, M. L., Patrick, K. J., and Ryan, R. M. (2018). Leader Autonomy
Support in the Workplace: A Meta-Analytic Review. Motiv. Emot. 42, 706–724.
doi: 10.1007/s11031-018-9698-y

Sojo, V. E., Wood, R. E., and Genat, A. E. (2016). Harmful Workplace Experiences
and Women’s Occupational Well-Being: A Meta-Analysis. Psychol. Women Q.
40, 10–40. doi: 10.1177/0361684315599346

Song, L. (2013). “Institutional Embeddedness of Network Embeddedness in the
Workplace: Social Integration at Work and Employee’s Health across Three
Societies,” in Research in the Sociology of Work: Vol. 24. Networks, Employment
and Inequality, ed. S. McDonald (Bingley: Emerald Group Publishing Limited),
323–356.

Soroa, G., Gorostiaga, A., Aritzeta, A., and Balluerka, N. (2015). A Shortened
Spanish Version of the Emotional Creativity Inventory (ECI-S). Creat. Res. J.
27, 232–239. doi: 10.1080/10400419.2015.1030313

Steffens, N. K., Haslam, A., Schuh, S. C., Jetten, J., and van Dick, R. (2016). A Meta-
Analytic Review of Social Identification and Health in Organizational Context.
Pers Soc. Psychol. Rev. 21, 303–335. doi: 10.1177/1088868316656701

Stewart, G. L. (2006). A meta-analytic review of relationships between team
design features and team performance. J. Manage. 32, 29–55. doi: 10.1177/
0149206305277792

Suh, E. M., and Koo, J. (2008). “Comparing Subjective Well-Being Across Cultures
and Nations: The “What” and “Why” Questions,” in The Science of Subjective
Well-Being, eds M. Eid and R. J. Larsen (New York, NY: Guilford Press),
414–427.

Taylor, S. E. (2011). “Social support: A review,” in Oxford Library of Psychology. The
Oxford Handbook of Health Psychology, ed. H. S. Friedman (Oxford: Oxford
University Press), 189–214.

Tifferet, S. (2020). Gender Differences in Social Support on Social Network Sites: A
Meta-Analysis. Cyberpsychol Behav. Soc. Netw. 23, 199–209. doi: 10.1089/cyber.
2019.0516

Tov, W. (2018). “Well-Being Concepts and Components,” in Handbook of
Subjective Well-Being, eds E. Diener, S. Oishi, and L. Tay (Salt Lake City, UT:
Noba Scholar), 1–15.

Tröster, C. H., Mehra, A., and Knippenberg, D. (2014). Structuring for team
success: The Interactive Effects of Network Structure and Cultural Diversity on
Team Potency and Performance. Organizational. Organ. Behav. Hum. Decis.
Process 124, 245–255. doi: 10.1016/j.obhdp.2014.04.003

Turner, J. B., and Turner, R. J. (2013). “Social Relations, Social Integration, and
Social Support,” in Handbook of the Sociology of Mental Health, eds C. S.
Aneshensel, J. C. Phelan, and A. Bierman (Dordrecht: Springer), 341–356.
doi: 10.1007/978-94-007-4276-5_17

Turra, O., Valdebenito, V., and Torres, A. (2015). Teaching Competencies
for Performing in School Vulnerability Context in Chile. Procedia.
Soc. Behav. Sci. 197, 1236–1241. doi: 10.1016/j.sbspro.2015.
07.386

Frontiers in Psychology | www.frontiersin.org 34 December 2020 | Volume 11 | Article 604412

https://doi.org/10.5093/jwop2018a16
https://doi.org/10.5093/jwop2018a16
https://doi.org/10.1002/job.198
https://doi.org/10.3390/ijerph16030479
https://doi.org/10.3390/ijerph16030479
https://doi.org/10.3390/ijerph17010032
https://doi.org/10.1016/j.jvb.2010.04.006
https://doi.org/10.1016/j.jvb.2010.04.006
https://doi.org/10.1007/s10212-020-00465-6
https://doi.org/10.2224/sbp.6433
https://doi.org/10.1210/er.2017-00246
https://doi.org/10.1177/2041386619869972
https://doi.org/10.1177/2041386619869972
https://doi.org/10.5465/amr.2008.27751276
https://doi.org/10.1177/001872677803100401
https://doi.org/10.3102/0034654311421793
https://doi.org/10.1146/annurev.psych.52.1.141
https://doi.org/10.1007/s10902-006-9023-4
https://doi.org/10.1007/s10902-006-9023-4
https://doi.org/10.1159/000353263
https://doi.org/10.1159/000353263
https://doi.org/10.1146/annurev-psych-113011-143809
https://doi.org/10.1146/annurev-psych-113011-143809
https://doi.org/10.1146/annurev.clinpsy.1.102803.144141
https://doi.org/10.9707/2307-0919.1116
https://doi.org/10.1037/a0022676
https://doi.org/10.1371/journal.pone.0219196
https://doi.org/10.1016/S0140-6736(18)33135-0
https://doi.org/10.1016/S0140-6736(18)33135-0
https://doi.org/10.25215/0304.044
https://doi.org/10.25215/0304.044
https://doi.org/10.5498/wjp.v6.i1.7
https://doi.org/10.1007/s11031-018-9698-y
https://doi.org/10.1177/0361684315599346
https://doi.org/10.1080/10400419.2015.1030313
https://doi.org/10.1177/1088868316656701
https://doi.org/10.1177/0149206305277792
https://doi.org/10.1177/0149206305277792
https://doi.org/10.1089/cyber.2019.0516
https://doi.org/10.1089/cyber.2019.0516
https://doi.org/10.1016/j.obhdp.2014.04.003
https://doi.org/10.1007/978-94-007-4276-5_17
https://doi.org/10.1016/j.sbspro.2015.07.386
https://doi.org/10.1016/j.sbspro.2015.07.386
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-604412 December 8, 2020 Time: 15:30 # 35

da Costa et al. Well-Being in Organizations

Uhl-Ben, M., Riggio, R. E., Lowe, K., and Carsten, M. (2014). Followership theory:
A Review and Research Agenda. Leadersh. Q. 25, 83–104. doi: 10.1016/j.leaqua.
2013.11.007

van Tuin, L., Schaufeli, W. B., Van den Broeck, A., and van Rhenen, W.
(2020). A Corporate Purpose as an Antecedent to Employee Motivation
and Work Engagement. Front. Psychol. 11:572343. doi: 10.3389/fpsyg.2020.
572343

Vanhoutte, B., and Nazroo, J. (2016). Life Course Pathways to Later Life Well-
being: A Comparative Study of the Role of Socio-Economic Position in
England and the US. J. Popul. Ageing. 9, 157–177. doi: 10.1007/s12062-015-
9127-x

Vázquez Alatorre, A. (2013). Interdependencia entre el liderazgo transformacional,
cultura organizacional y cambio educativo: una reflexión. REICE 11, 73–91.

Vergoossen, H. P., Renström, E. A., Lindqvist, A., and Gustafsson
Sendén, M. (2020). Four dimensions of criticism against gender-
fair language. Sex Roles. 83, 328–337. doi: 10.1007/s11199-019-
01108-x

Viac, C., and Fraser, P. (2020). Teacher’s Well-Being: A Framework
for data collection and analysis. OECD. Education Working
Papers, 213. Paris: OECD Publishing, doi: 10.1787/c36f
c9d3-en

Wang, G., Oh, I.-S., Courtright, S. H., and Colbert, A. E. (2011). Transformational
Leadership and Performance across Criteria and Levels: A Meta-Analytic
Review of 25 Years of Research. Group. Organ. Manag. 36, 223–270. doi: 10.
1177/1059601111401017

Ware, J. E., and Sherbourne, C. D. (1992). The MOS 36-ltem Short-Form Health
Survey (SF-36): I Conceptual Framework and Item Selection. Med. Care. 30,
473–478. doi: 10.1097/00005650-199206000-00002

Winter, S., Berente, N., Howison, J., and Butler, B. (2014). Beyond the
organizational “container”: Conceptualizing 21st century sociotechnical work.
Inf. Organ. 24, 250–269. doi: 10.1016/j.infoandorg.2014.10.003

World Health Organization. (2020). Considerations for Public Health and Social
Ceasures in the Workplace in the Context of COVID-19: Annex to Considerations
in Adjusting Public Health and Social Measures in the Context of COVID-19, 10
May 2020. Geneva: World Health Organization.

Zubieta, E., Fernández, O., and Sosa, F. (2012). Bienestar, Valores y Variables
Asociadas. Bol. Psicol. 106, 7–27.

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Copyright © 2020 da Costa, Martínez-Moreno, Díaz, Hermosilla, Amutio, Padoan,
Méndez, Etchebehere, Torres, Telletxea and García-Mazzieri. This is an open-access
article distributed under the terms of the Creative Commons Attribution License
(CC BY). The use, distribution or reproduction in other forums is permitted, provided
the original author(s) and the copyright owner(s) are credited and that the original
publication in this journal is cited, in accordance with accepted academic practice. No
use, distribution or reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org 35 December 2020 | Volume 11 | Article 604412

https://doi.org/10.1016/j.leaqua.2013.11.007
https://doi.org/10.1016/j.leaqua.2013.11.007
https://doi.org/10.3389/fpsyg.2020.572343
https://doi.org/10.3389/fpsyg.2020.572343
https://doi.org/10.1007/s12062-015-9127-x
https://doi.org/10.1007/s12062-015-9127-x
https://doi.org/10.1007/s11199-019-01108-x
https://doi.org/10.1007/s11199-019-01108-x
https://doi.org/10.1787/c36fc9d3-en
https://doi.org/10.1787/c36fc9d3-en
https://doi.org/10.1177/1059601111401017
https://doi.org/10.1177/1059601111401017
https://doi.org/10.1097/00005650-199206000-00002
https://doi.org/10.1016/j.infoandorg.2014.10.003
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

	Belonging and Social Integration as Factors of Well-Being in Latin America and Latin Europe Organizations
	Introduction
	Criteria for Membership and Social Integration in Organizations
	Well-Being as an Explained Variable at the Individual and Micro-Social Level
	Predictors of Well-Being at the Individual, Micro and Mesosocial Level

	Materials and Methods
	Study 1: Psychosocial Favorable Factors to Well-Being in Three Countries: Educational and Social Intervention Organizations
	Sample
	Procedure
	Instruments
	Data Analysis


	Results
	Gender Differences

	Discussion
	Study 2: Psychosocial Favorable Factors to Well-Being in Three Countries: The Case of a School With High SVI[FN9]9 in Talca, Chile
	Sample
	Procedure
	Instruments
	Data Analysis


	Results
	Categorization of Responses According to Scales by Country and Sub-Sample
	Gender Differences

	Psychosocial Risks, Emotional Work Role Factors, Organizational Culture, and Their Relationship With Well-Being Indicators

	Discussion
	Study 3: Favorable Factors to Well-Being in Five Countries: Labor and Military Organizations

	Method
	Sample
	Procedure
	Instruments[FN17]17
	Data Analysis

	Results
	Gender Differences

	Discussion
	Study 4: Factors That Contribute to Well-Being: The Case of Work Teams in Spain
	Sample
	Procedure
	Instruments
	Data Analysis


	Results
	Gender Differences

	Discussion
	Summary and Conclusion
	Data Availability Statement
	Ethics Statement
	Author Contributions
	Funding
	Acknowledgments
	Supplementary Material
	References


