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Abstract
This study aimed to investigate the effectiveness of a workplace happiness enhancement

training package on employees’ work engagement and job embeddedness at the Behin
Kavosh Samin private company. This applied study employed a quasi-experimental pretest—
posttest control group design. The statistical population consisted of 60 employees selected
through convenience sampling and randomly assigned to experimental and control groups (30
participants each). The experimental group participated in ten 40-minute happiness training
sessions over three weeks (two sessions per week), while the control group received no
intervention. Data were collected using three standardized questionnaires: the Job Well-being
Scale (Zheng et al., 2015), Work Engagement Scale (Salanova & Schaufeli, 2001), and Job
Stress Scale (Johnson et al., 2010). Data analysis was performed using SPSS version 25
through paired t-tests, ANCOVA, and repeated measures ANOVA. The results showed that
the mean score of work engagement in the experimental group increased from 53.1 in the
pretest to 66.6 in the posttest and 72.1 in the follow-up, with significant main effects of time
and group (p<0.01). Subscales of vigor, dedication, and absorption improved significantly.
Similarly, the mean score of job embeddedness increased from 63.7 in the pretest to 78.35 in
the posttest and 80.8 in the follow-up (n?=0.73), and the improvement remained stable over
time. The findings indicated that the happiness enhancement training package had a significant
and lasting effect on improving employees’ work engagement and job embeddedness,
suggesting its usefulness as a practical tool for enhancing psychological capital and
occupational well-being in organizations.
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Extended Abstract
Introduction
In contemporary organizational psychology, workplace happiness has emerged as a key construct
in explaining employee motivation, well-being, and long-term organizational performance. In
dynamic organizational contexts, human capital is the central driver of innovation, productivity, and
competitive advantage (Jaswal et al., 2024). Numerous studies have demonstrated that employee
happiness and vitality are not merely emotional states but functional components of occupational
well-being that affect creativity, resilience, and job engagement (Banisi, 2024). According to positive
organizational behavior theories, happiness at work acts as a cognitive-emotional resource that
strengthens intrinsic motivation, enhances resilience against stress, and fosters cooperative
relationships within teams (Zarei Matin & Rolfa, 2018).
Scholars have emphasized that employees with higher levels of workplace vitality show greater
persistence, focus, and creativity, while those experiencing emotional exhaustion are more likely to
disengage, show absenteeism, or develop turnover intentions (Samir, 2023). Recent meta-analytical
reviews suggest that workplace happiness and engagement mutually reinforce each other, creating
a feedback loop that leads to higher organizational commitment and performance (Brough et al.,
2020). In this context, work engagement—defined as a positive, fulfilling, work-related state of mind
characterized by vigor, dedication, and absorption—represents one of the most important predictors
of performance and innovation in the workplace (Bakker et al., 2020).
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The Job Demands—Resources (JD-R) model provides a theoretical foundation for understanding
how workplace happiness functions as a job resource that buffers stress and enhances motivation
(Folkman & Greer, 2020). According to this model, organizational support, meaningful feedback, and
opportunities for learning act as “motivational engines” that lead to greater engagement and
satisfaction. When employees experience vitality and meaning in their work, they are more capable
of coping with stress and transforming challenges into opportunities (Frenkel et al., 2020).
Conversely, low happiness levels have been linked to higher stress, burnout, and emotional fatigue
among employees in competitive job environments (Sheivazlaghid & Shahbaz, 2021).

In the Iranian organizational context, scholars have consistently emphasized that promoting
happiness and vitality among employees is an urgent necessity, especially considering the high
prevalence of occupational stress and job dissatisfaction (Tehrani et al., 2024). According to Tehrani
et al., vitality is determined by both individual and organizational factors, such as meaningfulness,
security, and job development opportunities. Similarly, Masouminezhad et al. (Masouminezhad et al.,
2022) revealed that organizational vitality is derived from ten dimensions—including job-related,
welfare, skill-based, personal, and interpersonal factors—with meaningful work being the strongest
predictor. Furthermore, Tayebi et al. (Tayebi et al., 2023) designed a standard framework for
assessing human resource vitality, emphasizing the integration of psychological health,
interpersonal competence, and professional growth.

Work engagement, as conceptualized by Schaufeli and Bakker, involves a state of positive
psychological connection between the employee and their work, mediated by vigor, dedication, and
absorption (Bakker et al., 2020). Empirical research confirms that engagement is strongly influenced
by proactive vitality management and goal orientation, both of which enhance intrinsic motivation
and creativity. In parallel, job embeddedness—defined as the extent to which employees feel
attached to their jobs and organizations—has been identified as another key determinant of retention
and performance (Teng & Chen, 2025). Studies in hospitality and service industries indicate that
personal growth and social connections increase employees’ embeddedness and decrease turnover
intentions.

At the same time, job stress continues to be one of the major threats to occupational health and
productivity. The transactional model of stress and coping (Folkman & Greer, 2020) explains that
stress arises when individuals perceive an imbalance between job demands and personal resources.
In this sense, interventions that enhance emotional regulation, mindfulness, and positive affect—
such as workplace happiness training—serve as critical strategies to restore psychological balance.
The COVID-19 pandemic further underscored this relationship, as studies on European employees
revealed that unmanaged stress significantly undermines resilience and well-being (Frenkel et al.,
2020).

In light of these theoretical perspectives and empirical findings, happiness training programs have
been increasingly utilized to improve employee engagement, well-being, and organizational
commitment (Farhadi & Hadi, 2022). These interventions are designed to cultivate positive emotions,
strengthen interpersonal relationships, and develop adaptive coping strategies in stressful work
environments. Consistent with previous evidence that leadership style, self-efficacy, and
organizational support foster engagement and vitality (Alinezhad & Barimani, 2021; Samiei &
Yaghoubi, 2019), the present study sought to examine the effectiveness of a structured Workplace
Happiness Enhancement Package in improving employees’ work engagement and job
embeddedness.
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Therefore, the present study aimed to determine the effectiveness of a workplace happiness
enhancement training package on employees’ work engagement and job embeddedness in a private
industrial organization.

Methods and Materials

This study employed an applied, quasi-experimental design with a pretest—posttest control group.
The statistical population consisted of 60 employees from the Behin Kavosh Samin private company,
selected using convenience sampling and randomly assigned to experimental and control groups
(n=30 each). Both groups completed pretests of work engagement and job embeddedness. The
experimental group participated in ten 40-minute sessions of happiness enhancement training over
three weeks (two sessions per week), while the control group received no intervention. The sessions
included modules on positive thinking, mindfulness, stress management, empathy, teamwork, and
meaning-centered work. Data were collected using three standardized instruments: the Job Well-
being Questionnaire (Zheng et al., 2015), the Work Engagement Scale (Salanova & Schaufeli,
2001), and the Job Stress Scale (Johnson et al., 2010). All instruments were validated by experts,
and Cronbach’s alpha confirmed reliability. Data were analyzed using SPSS 25 through descriptive
statistics, paired t-tests, and repeated measures ANOVA.

Findings

Descriptive statistics showed that the mean work engagement score in the experimental group
increased from 53.1 at pretest to 66.6 at posttest and 72.1 at follow-up, indicating a consistent
improvement over time. In contrast, no significant change was observed in the control group.
Repeated measures ANOVA revealed significant main effects of time and group (p<0.01), confirming
the lasting impact of the intervention. The partial eta squared value for work engagement (n?=0.70)
demonstrated a large effect size.

Regarding subcomponents, the vigor dimension improved significantly, showing increased energy
and persistence among employees. Dedication scores reflected higher levels of meaning,
enthusiasm, and pride in work, while absorption demonstrated that participants became more
focused and deeply involved in their tasks. Post hoc comparisons indicated significant differences
between pretest—posttest and pretest—follow-up phases but not between posttest and follow-up,
confirming the stability of intervention effects.

For job embeddedness, mean scores increased from 63.7 at pretest to 78.35 at posttest and 80.8 at
follow-up. Analysis of variance confirmed significant improvements in all subdimensions—job fit,
social links, and organizational sacrifice—with large effect sizes (n?=0.73). Participants in the
experimental group reported stronger alignment between personal values and job requirements,
more positive interpersonal relationships, and a greater willingness to invest time and energy in the
organization. In contrast, the control group’s scores remained unchanged across all phases.

The normality of data distribution was confirmed using the Shapiro—Wilk test (p>0.05). Levene’s test
results supported homogeneity of variances between groups. Overall, statistical analyses confirmed
that the workplace happiness enhancement package effectively improved both engagement and
embeddedness over time, with no evidence of performance decline at the follow-up stage.
Discussion and Conclusion

The results of this study confirm that structured happiness enhancement training can significantly
and sustainably improve employees’ work engagement and job embeddedness. The intervention’s
effect was not transient but remained stable across follow-up assessments, indicating that the
positive cognitive and emotional changes persisted beyond the training period. These findings align
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with prior research emphasizing that workplace happiness functions as a motivational resource,
enhancing employees’ psychological energy, resilience, and productivity.

The improvement in work engagement can be explained by the activation of intrinsic motivational
processes described in the JD-R model. By cultivating positive emotions, mindfulness, and meaning
in work, the intervention strengthened internal resources such as optimism, self-efficacy, and
resilience. These resources, in turn, buffered the effects of job stress and encouraged proactive
engagement in work tasks. The increased vigor and dedication observed among participants suggest
that they experienced greater purpose and satisfaction in their professional roles.

Similarly, the significant enhancement of job embeddedness demonstrates that workplace
happiness training not only affects individuals’ emotions but also reshapes their social and
organizational relationships. Employees who participated in the program reported greater alignment
between personal and organizational goals, deeper social connections with colleagues, and a
stronger sense of belonging to the workplace. These outcomes suggest that happiness acts as a
social glue, strengthening the interpersonal and cultural fabric of the organization.

The findings also highlight that fostering happiness at work contributes to reducing stress and
preventing burnout. By encouraging employees to reframe challenges, manage emotions, and
engage in mindful practices, the training effectively mitigated psychological fatigue and improved
coping mechanisms. This aligns with modern occupational health approaches that emphasize
positive interventions over reactive stress management.

From a broader perspective, the stability of the effects observed during follow-up suggests that
happiness training produces enduring transformations in employees’ cognitive and affective
orientations toward work. Rather than relying on external incentives, these employees develop an
intrinsic sense of motivation and fulfilment, which are key ingredients of sustainable performance
and creativity. The study thus underscores the importance of incorporating psychological well-being
and vitality into human resource development strategies.

Overall, this research provides empirical evidence that structured happiness interventions can serve
as a strategic tool for enhancing both personal and organizational effectiveness. Organizations
aiming to improve engagement and retention may benefit from embedding such programs into their
employee development systems. By creating a culture that values well-being, positivity, and social
support, organizations can not only improve individual performance but also build resilience and
adaptability in an ever-changing business environment.

In conclusion, the Workplace Happiness Enhancement Package proved to be an effective,
sustainable, and psychologically enriching intervention that improved work engagement,
strengthened job embeddedness, and promoted overall well-being among employees. These
outcomes reaffirm the growing recognition that happiness at work is not a luxury but a necessity for
thriving, resilient, and high-performing organizations in the modern era.
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