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ABSTRACT

This article reports on an ethically cleared investigation into the relationship between employee wellness and
employee engagement in the context of a parastatal organisation in South Africa. "Employee wellness" and
"employee engagement" are fundamental concepts for organisations seeking optimum performance and wishing
to remain sustainable and competitive in highly demanding environments. A cross-sectional, quantitative
research approach was used in which data were collected from a random probability sample through an
electronic questionnaire. Significant correlations were observed between the work engagement scales and the
wellness scales, indicating the existence of a significant direct positive relationship between employee wellness
and employee engagement. The results of the empirical study could practically influence behaviours at an
organisational level and may make a positive contribution to existing literature on employee wellness and
employee engagement within a parastatal.
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1. INTRODUCTION AND BACKGROUND

The aim of this study was to investigate the relationship between employee wellness and
employee engagement in the context of a parastatal organisation in South Africa. Globally,
the provision of energy and electricity for demanding economies and populations has been
the main drive for energy policymakers (Batchelor, Brown, Scott & Leary 2019:1591; (World
Economic Forum (WEF) 2019:2). In South Africa, this global drive is supported by the
Household Electrification Strategy. While the energy sector is bending under the weight of
the demands made by various role players, the challenge for the last decade has been to
ensure that employees are not only physically at work but also mentally and emotionally
engaged in their work (Gerber 2014:8-14; Tadi¢, Bakker & Oerlemans 2015:702).
Organisations that are striving for improved performance invest in employee wellness to
sustain employees as an investment in their most valuable assets - their human capital
(Burke & Richardsen 2014; Roslender, Stevenson & Kahn 2006:48-64). It is to the
advantage of organisations to have engaged and healthy employees; and it can be deduced
that successful organisations focus on engagement and wellness in order to achieve optimal

results.

This article is structured as follows. The first section explores the corpus of literature and
provides a brief overview of the theory pertaining to each concept and the objectives of the
study. The research methodology is then described followed by the findings of the study.
The final section of the article deals with the limitations of the study, the conclusions and

possible future areas of research.

2. LITERATURE REVIEW

High-performing organisations that seek to achieve optimal business outputs and a
sustainable competitive advantage nowadays discuss the complex and important concept of
engagement at individual and organisational level (DeAscentis 2016). The most widely cited
scholarly definition of employee engagement is that it is a positive, fulfilling, work-related
state of mind characterised by vigour, dedication and absorption (Schaufeli, Martinez, Pinto,
Salanova & Bakker 2002:73). Employee engagement is also defined as a conscious and
informed decision by an employee to add value to the organisation by expressing passion,
knowledge, skill, experience and intellectual abilities in task performance (Kumar 2019:15;

Nienaber & Martins 2015:402). Disengagement further represents an immense liability for
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organisations in the form of loss of profitability, lower productivity levels, poor safety
measures, increased mental health issues, higher turnover and increased unethical
behaviour, like fraud and corruption (South African Board for People Practices (SABPP)
2014:1). Disengagement is the behaviour that causes employees to distance themselves
from their work role, causing them to disconnect from their work responsibilities in an attempt
to protect themselves physically, mentally and/or emotionally from real or perceived threats

(Byrne, Manning, Weston & Hochwarter 2017).

Wellness is a holistic and self-driven process comprising of multi-dimensions of wellbeing
(Mayol, Scott & Schreiber 2017:338), ultimately promoting an optimal, purposeful and
improved quality of life (Maxwell, Day & Casey 2013:58). Botha and Brand (2009:2-6)
developed a six-dimensional wellness model, which comprises emotional, intellectual,
physical, social, occupational and spiritual wellness focus on the individual’'s overall
wellness. Phale (2008) added a seventh dimension, namely, environmental wellness.
According to Burke and Richardsen (2014), the benefits derived from employee wellness for
organisations include lower absenteeism; fewer occupational accidents; lower healthcare
costs; lower employee turnover; increased employee performance and productivity;
improved employment relations; adherence to legislative requirements; higher profitability;

improved employer brand and improved employee health.

3. AIMS AND OBJECTIVES OF THE STUDY

The literature mentioned above suggests a relationship between employee engagement and

employee wellness within the context of a parastatal in South Africa. The following objectives

were set to achieve this goal:

° to determine the extent of employee engagement as perceived by employees who
participated in the study;

o to determine the extent of employee wellness as perceived by employees who
participated in the study;

o to examine the correlation between the level of employee wellness and the level of
employee engagement; and

. to study the differences between selective demographic groups in respect of employee

wellness and employee engagement.

4. RESEARCH METHODOLOGY

Flowing from a positivist research philosophy and utilising a deductive research approach, a

guantitative mono-methodological approach was adopted.
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4.1 The sample framework

The empirical study took place among a sample population within a business unit of the
South African parastatal, which has a high rate of absenteeism. A business unit is a specific
operating unit within an organisation that ultimately links up with the entire value chain. A
random probability sample (n=210) was drawn from the total population (n=463) of
operational and support staff at all levels of the organisation by means of a random number
table. Of the original 208 responses received, 65 cases were excluded due to incomplete
values. A total of 143 questionnaires yielded a usable response rate of 68%. According to
the literature, a response rate of 68% has the propensity to yield highly reliable results (Hiebl
& Richter 2018:59-79).

4.2 Data-collection method and measuring instruments

An electronic questionnaire consisting of four sections was distributed to the research
participants. These four sections were as follows: (1) a demographic questionnaire; (2) the
9-factor Utrecht Work Engagement Scale (UWES-9), (Schaufeli, Bakker & Salanova
2006:74); (3) the PWS (Adams, Bezner, Garner & Woodruff 1998); and (4) the JD-R model
(Strydom, Mostert & Rothmann 2006; Demerouti & Bakker 2011:1-9). A validation of the
UWES-9 (Rothmann & Hamukang'andu 2013:15) reported alpha coefficient values of 0.82
and 0.78 for the two subscales of the UWES in a study in Zambia. A validation of the PWS
by Rothmann and Ekkerd (2007:40) produced acceptable alpha coefficients of the two
factors of the PWS, ranging between 0.81 and 0.74. Hu, Schaufeli and Taris (2011:188)
validated the additive and joint effects of the JD-R model and the results showed sufficient
reliability and construct validity with alpha coefficients ranging between 0.69 and 0.94.
Following the protocol after university ethical permission was granted, the organisation
nominated a human resource gatekeeper who sent an e-mail containing details about the
study to all prospective respondents selected by means of a random number table and
invited them to take part in the study (Seymour 2015) via a hyperlink to the web-based
online survey. In keeping with a cross-sectional research design where data are collected at
the same time, the survey was distributed to all willing participants simultaneously (Creswell
2012). Most participants were males (67.1%) aged between 18 and 34 years (36.4%) who
completed 6-10 years of service (45.5%) and had a post-matric or below-degree (53.4%)

gualification. Absent values were replaced by the mean of the demographic indicator.
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5. DATA ANALYSES AND RESULTS

5.1 Statistical analysis

Initially, exploratory factor analysis (EFA) was conducted using SPSS (version 24) to assess
the discriminatory validity of the instrument, after which Cronbach’s alpha coefficients were
calculated to assess the reliability of the different dimensions. The Cronbach’s alpha values
were all above the recommended threshold of 0.7 (Pallant 2011) for exploratory research. All
the constructs showed the survey to be internally consistent (reliable). Pearson product-
moment correlation coefficients and analysis of variance (ANOVA) were employed to explore
the relationships between the variables and the demographics of the participants. The data
were analysed to further explore whether the perceived employee wellness variables

significantly explained or predicted employee engagement.

5.2 Respondents profile

The data were processed by means of descriptive, correlational and inferential statistics and
the reliability of the UWES, the PWS and JD-RS was confirmed. Statistically significant
positive relationships were observed between employee wellness (independent variable)
and employee engagement (dependent variable). The empirical data displayed slight
variations in the demographic scores (age, gender, highest qualification and tenure). The
findings of the study suggested that demographics made no significant difference as far as

employee wellness and employee engagement were concerned.

5.3 Exploratory factor analysis

Using exploratory factor analysis (Pallant 2011), Harman’s single-factor test and internal
consistency reliability, it was possible to calculate a single measurement of the constructs for
each of the instruments. The assessment of the measuring instrument included using
conceptual modelling to distinguish the relationships among the X (employee wellness) and
Y (employee engagement) variables and analyse the interrelationships between these
constructs in the study. The analysis also confirmed that the items of the scales used were

representative of the study.

The analysis process started by assessing the measurement by means of an exploratory
factor analysis (EFA) - a technique for exploring the factorial structure of the UWES and
identifying the underlying relationships between the variables measured. The Kaiser-Meyer-
Olkin measure of sampling adequacy (KMO) value of 0.884 was greater than the
recommended threshold of 0.6 (Pallant 2011). Bartlett’'s test of sphericity of significance

(p=0.000) indicated that a meaningful factor analysis with a statistical significance of p<0.05
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could be interpreted for this study. According to Kaiser’'s criterion or the eigenvalue rule,
factors with eigenvalues greater than 1.0 are significant for investigation (Pallant 2011). The

scree plot for the UWES with eigenvalues greater than 1.0 is shown in Table 1.

Table 1: Exploratory factor analysis of the UWES

Kaiser-Meyer-Olkin Measure of sampling adequacy 0.884
Bartletts’s test of spherecity Approx chi-square | 1025.255
Df 26
Sig 0.00

Source: Calculated from survey results

The preliminary results indicated that the data were factorable with a .884 KMO and the
Bartlett's score of sphericity x? of 1025.252, 36 freedom degree and 0.000 significance level.
Principal axis factoring was performed on the nine items of the scale to determine the
number of extractable factors in order to explain the total variance, using Harman’s single-
factor test (Table 2).

Table 2: Harman’s single-factor test of the UWES

Total variance explained

Factor Initial Eigen values Extraction sum of Squared loadings

Total % of Variance | Cumulative % Total | % of | Cumulative %
Variance

1 5.820 64.667 64.667 5.484 | 60.938 60.938

2 0.877 9.745 74.412

3 0.620 6.892 81.304

4 0.502 5.577 86.880

5 0.429 4.769 91.649

6 0.267 2.970 94.619

7 0.220 2.440 95.059

8 0.183 2.032 99.091

9 0.082 0.909 100.000

Source: Calculated from survey results (Extraction method: Principal axis factoring)

Journal of Contemporary Management Volume 17 Issue 1 Page 6
DHET accredited 2020
ISSN 1815-7440 Pages 1-15




KUMAR A The Employee Wellness and Employee
DE BRUYN AJ Engagement Relationship in a Parastatal
BUSHNEY MJ

Table 2 is divided into two subsections, namely, initial eigenvalues and extraction sums of
squared loadings. The extraction sums of squared loadings were used for the purpose of
analysing and interpreting the data. The results of the study showed a single-factor structure
for the UWES where the eigenvalue was greater than 1.0. The analysis identified a single
factor with an eigenvalue of 5.484, which explained 60.938% of the total variance in the
model. Although the literature mentioned three dimensions of the UWES (vigour, dedication
and absorption), this study provided insight into the overall construct, namely, engagement.
Based on the assessment, it was recommended that the UWES be presented as a single

construct representing engagement.

Correlations focus on the strength and direction of the relationship between two data sets
(Gerber 2014). In this study Pearson’s product-moment correlation coefficient (r) was used
for calculating the strength of the relationship between the variables employee wellness and
employee engagement by means of the principal axis factoring (PAF) method of data

extraction.

Regarding the PWS, a meaningful factor analysis was interpreted where the KMO value of
0.797 and Bartlett’s test of sphericity were significant (p=0.000). The results indicated that a
meaningful factor analysis with a statistical significance of p<0.05 could be interpreted for
this study. According to Kaiser’s criterion or the eigenvalue rule, factors with eigenvalues
greater than one are significant for investigation (Pallant 2011). In respect of the subsection
“initial eigenvalues”, the nine factors with eigenvalues above one were extracted. The first
four factors showed significantly higher values than the remaining five factors. The
eigenvalues from factor 10 onwards were below one and were therefore considered
insignificant for this study. Focusing on the subsection “extraction sums of squared
loadings”, it was evident that a single factor of 6.998 accounted for 20.582% of the variation
for the PWS. The composite scores for the subscales “emotional” (0.703), “physical” (0.737)
and “spiritual” (0.810) were acceptable; while those for the subscales “psychological (0.612),
“social” (0.683) and “intellectual” (0,520) were below the recommended threshold. Although
items 46 and 50 were removed from the subscale “intellectual”, the alpha coefficient value
(0.522) further decreased to 0.520. The respondents were perceived to be optimistic and as
having a positive outlook on life. Iltem 25 had the highest mean score (M=5.31; SD = 0.834),

signifying that the respondents acknowledged that their lives had a real purpose.

Although item 2, “I rarely count on good things happening to me” seemed to be the lowest
mean score (M=.24; SD =1.395), it was reverse-coded and fell into the category “slightly
agree” on the scale, suggesting that the respondents did not completely agree with that item.

Seven of the items had a mean value of more than 5 (item 8, M = 5.16; item 11, M=5.05;
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item 13, M=5.03; item 15, M = 5.07; item 16, M=5.23; item 25, M=5.31; item 31, M=5.09).
This resulted in the overall average mean score for the PWS being M=4.65; SD=0.509.
Although there were six constructs, they were not dealt with individually. It looked as if all the
constructs were accepted, but all six averages were added for the analysis in order to report
on a new average. The respondents were perceived to be positive that family members
could approach them for support while their family members, in turn, supported them and
friends could confide in them. The respondents were perceived to be confident and
emotionally secure. According to Phale (2008), optimal wellness is a combination of
wellness of body, mind and soul/spirit. The respondents indicated wellness of body
(physical), soul (spiritual) and mind (psychological). The items of the PWS therefore seemed
adequate for measuring the perceived wellness of the respondents in this study.

The investigation into the JD-RS commenced with an exploratory factor analysis and
Harman’s single-factor test followed by a study of the internal consistency reliability of each
subscale by means of Cronbach’s alpha coefficients. The KMO value of 0.840 and Bartlett’s
test of sphericity were significant (p=0.000). Both indicated the appropriateness of a factor
analysis with a statistical significance of p<0.05. Based on the Kaiser Eigenvalue criterion of
eigenvalues greater than one, nine factors were identified by the EFA. Those nine factors
accounted for 69.871% of the total variance. It was decided to exclude items 34, 35 and 36
from the analysis. The EFA was therefore conducted on the remaining 39 items. The
representation of the eigenvalues against each factor revealed that the graph levelled off at
the ninth factor. As indicated by the results of Harman’s single-factor test (table 3), a single
factor was responsible for 27.52% of the variance in the variables, implying that 72.48% of
the variance could be made up of other underlying variables. Although nine factors with
eigenvalues greater than one were considered to be significant, the first four factors reflected
considerably higher scores. The alpha coefficient values for each subscale were above 0.70
after three items (85, 86 and 87) of the subscale “Job insecurity” had been deleted. The
items of the scale were a good fit as could be seen from the composite values for each

subscale. The JD-RS was therefore reliable for the purpose of the intended study.

Table 3: Cronbach’s alpha coefficient values for the JD-RS

Construct #ltems | Alpha Items removed #ltems Alpha
JD-RS - Work overload 8 0.806 - 8 0.806

JD-RS - Growth opportunities | 7 0.849 - 7 0.849
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Construct #ltems | Alpha Items removed #ltems Alpha
JD-RS - Organisational 18 0.926 - 18 0.926
support

JD-RS - Advancement 9 0.675 Q85,086,087 6 0.816

Source: Calculated from survey results

The two lowest mean scores analysed on the JD-RS were in respect of item 33 (M=2.31;
SD=1.201), inferring the respondents’ perception of not having a direct influence on the
organisation’s decisions; and item 42 (M=2.31; SD=1.182), inferring the respondents’
perception of their job not giving them the opportunity to be promoted. Item 23 had the
highest mean score (M=.32; SD =0.756), suggesting that the respondents knew exactly what
they were responsible for. Item 20 (M=4.26; SD=0.853) and item 31 (M=4.03; SD =1.034)
further indicated an enhanced positive perception of a healthy work relationship with the
supervisor among the respondents. Furthermore, according to the information gained from
the items on the JD-RS, the respondents had confidence in the overall support given by the
organisation, although they had little opportunity for directly influencing decisions made by
the organisation. While the respondents could cope with work overload, advancement
(M=2.95) was a factor to be considered, specifically opportunities for promotion (M=2.31;
SD=1.182). According to Parvaiz and Ahmed (2016), it is of utmost importance that
competent employees in an organisation be recognised as far as career development is

concerned.

Pearson product-moment correlation coefficients for the subscales in respect of work
engagement (UWES) and job demands (JD-RS)

There were statistically strong positive correlations between the JD-RS and the UWES (r
=0.545; p<0.01). The subscales “growth opportunities” (r =0.607; p<0.01) and
“organisational support” (r =0.521; p<0.01) had a large effect, implying that there was a
strong positive relationship between the UWES and the JD-RS. There was not a significant
correlation (r=0.058) between the UWES and the JD-RS subscale “work overload”.

Pearson product-moment correlation coefficients for the subscales in respect of

perceived wellness (PWS) and job demands (JD-RS)

There was a significantly positive correlation between the PWS and the JD-RS (r=0.317,
medium effect; p<0.01). Correlations with a medium effect (p<0.01) were noted between the
subscale “growth opportunities” and the subscales “psychological” (r=0.338), “emotional”
(r=0.420), “social” (r=0.320), “spiritual” (r =0.316) and “intellectual” (r=0.479).
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This study examined the correlations between variables X and Y through a mediator, M (job
demands-resources). In line with the views of Bakker and Demerouti (2017), several
components of job demands and resources regarding health impairment and work
engagement were found in the literature. The study also sought to examine relationships in
the model by introducing a moderator, W (age), as observed in research by Ruslan, Islam
and Noor (2014). Figure 1 below is a simple conceptual model depicting the independent

variable, X, the dependent variable, Y, the mediator, M and the moderator, W.

Figure 1: Proposed conceptual model linking employee wellness, employee
engagement, job demands-resources and age

Job Demands

Age (Mediator) __» Work overload
(Moderator) - _— ___, Growth opportunities
1 ‘;7;:4,‘_-_
w - Organisational support
" Advancement
Social
] ®
Emotional & ™\
Psychological +— ] x » Y
Spiritual 4~ _~
Intellectual & Employee wellness Employee engagement
(Independent variable) (Dependent variable)

Source: Kumar 2019

In this figure employee wellness is represented by the independent variable, X. Wellness is a
key variable, since in this study it was found to be the driver of engagement. The PWS
(Adams et al 1998) was used for measuring wellness according to the six dimensions of
employee wellness, namely, social, emotional, psychological, spiritual, physical and
intellectual wellness. An increase in the levels of wellness was found to result in an increase

in the levels of engagement.

There was no causality, but there was a significant positive relationship between wellness
and engagement in that the respondents who had higher scores on the PWS also tended to
have higher scores on the UWES, implying that wellness is vital for sustainable engagement
(Crous 2015). The relationship was therefore depicted by the direction of the conceptual

model, wellness being the driver of engagement. Employee engagement is represented by
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the dependent variable, Y. Schaufeli et al (2006:705) investigated employee engagement by
means of the UWES, specifically reporting on three subconstructs that contribute to
engagement, namely, vigour, dedication and absorption. Job demands resources were
considered a mediator to be explored because a positive correlation seemed to exit between
the PWS and the JD-RS. Employee wellness was largely dependent on the positive
resources available (Schaufeli & Salanova 2011:39-46; Schaufeli & Taris 2014) which, in
turn, led to positive outcomes for the organisation through engagement. The job demands,
represented by work overload in this study, had an adverse effect on wellness and were
shown to have no significant correlation with engagement. A moderator is a variable that
affects the strength of the relationship between an independent and a dependant variable
(Baron & Kenny 1986:1173). The moderator, W, represented age which was the
demographical variable in this study in line with other studies that considered the moderating
effect of age (Mauno, Ruokolainen & Kinnunen 2013:411; Van Der Westhuizen, Horn &
Viljoen 2015:9). The approach was to investigate the extent to which age moderated the
relationship between wellness and job demands resources. The findings with regard to the

research questions were as follows:

Research question 1: What is the extent of employee wellness as perceived by the
employees who participated in the survey study? This study revealed that the PWS, which
measured wellness, had a relatively high mean score (M=4.65; SD=0.509), implying that the
employee wellness of the respondents was at an optimal level. This finding was consistent
with what was found by Sieberhagen, Els & Pienaar (2011:14).

Research question 2: What is the extent of employee engagement as perceived by the
employees who participated in the survey study? This study indicated that the respondents
were engaged when they were at work (M=4.28; SD=1.158), implying that work related tasks

were carried out with due vigor, dedication and absorption.

Research question 3: Is there a correlation between the level of employee wellness and the
level of employee engagement as measured in the study? A significant positive relationship
was found between employee wellness and employee engagement. The study showed that
resources, such as growth opportunities and organisational support, have significant positive
correlations with wellness and engagement. Job demands were found to be statistically

insignificant in an analysis of work overload.

Research question 4: Are there significant differences between selective demographic
groups in relation to the mean scores of the construct measures of employee wellness and

employee engagement? The mean scores of the construct measures in the study identified
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age as the only demographic variable, showing a significant difference. The older
respondents (45+) had higher levels of wellness and engagement than those in the two
younger age groups. No significant differences were observed among the selective
demographic groups of gender, highest qualification and tenure with regard to employee

wellness and employee engagement.

6. CONCLUSION AND IMPLICATIONS

The aim of the study was to investigate the relationship between employee wellness and
employee engagement in the context of a parastatal organisation in South Africa. A
significant direct relationship was found between employee wellness and employee
engagement by means of correlation and regression analysis. The demographic variables
did not reflect significant differences in the mean scores of the construct measures other
than age.

7. CONTRIBUTION OF THE STUDY

The contribution of this study revealed a relationship between the variables employee
wellness and employee engagement in a specific parastatal. There is evidence that the
benefits achieved by encouraging wellness strategies in the workplace supersede and
outweigh the losses incurred when no wellness practices exist (Burke & Richardsen 2014;
Sieberhagen et al. 2011). Literature has demonstrated that there is a positive relationship
between employee wellness and engagement. It is further stipulated that wellbeing is vital for
sustainable engagement, implying that higher levels of wellness result in higher levels of
engagement (Crous 2015). In addition the study examined if there is a difference between
these variables (employee wellness and employee engagement) and demographic
variables. The results suggested that, although employee wellness and employee
engagement are two different concepts, they offer similar benefits to an organisation,
irrespective of different demographic variables. The study may potentially add to the extant
research literature on employee engagement and employee wellness in the South African

context.

8. LIMITATIONS OF THE STUDY

Academic literature on similar studies carried out in parastatal organisations, especially in
the South African context, was not readily available for comparison. Moreover, the
combination of the questionnaires amounted to 92 questions, which may have impacted on

the response rate to an extent.
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9. POSSIBLE FUTURE AREAS OF RESEARCH

The study investigated the relationship between employee wellness and employee
engagement in a parastatal organisation in South Africa. Future studies could focus on
establishing the relationship between employee wellness and employee engagement in
different sectors of the parastatal organisation. Another unexplored future research area
could be to investigate whether sick leave abuse, as a specific factor, that determines

employee wellness is an emerging factor for high levels of absenteeism.

REFERENCES

ADAMS T, BEZNER J, GARNER L & WOODRUFF S. 1998. Construct validation of the perceived wellness
survey. American Journal of Health Studies 14(4):212-219. [Google Scholar]
(Internet:https://search.proquest.com/openview/8e5275b5658b22c9b4ch18d94a0c1687/17pg-
origsite=gscholar&cbl=30166; downloaded on 31 January 2017.]

BATCHELOR S, BROWN E, SCOTT N & LEARY J. 2019. Two Birds, One Stone-Reframing Cooking Energy
Policies in Africa and Asia. Energies 12(9):1209-1591. (DOI:https://doi.org/10.3390/en12091591.)

BAKKER AB & DEMEROUTI E. 2017. Job demands-resources theory: Taking stock and looking
forward. Journal of Occupational Health Psychology 22(3):273-285. (DOI:https://doi.org/10.1037/0cp0000056.)

BARON RM & KENNY DA. 1986. The moderator-mediator variable distinction in social psychological research:
Conceptual, strategic, and statistical considerations. Journal of Personality and Social Psychology 51(6):1173-
1182. (DOI:https://doi.org/10.1037/0022-3514.51.6.1173.)

BOTHA PA & BRAND H. 2009. Development of a holistic wellness model for managers in tertiary
institutions. SA Journal of Human Resource Management 7(1):1-10.
(DOL:https:/idoi.org/10.4102/sajhrm.v7i1.208.)

BURKE RJ & RICHARDSEN AM. 2014. Corporate wellness programs: An overview. In Burke RJ & Richardsen
AM. Eds. 2014. Corporate wellness programs: Linking employee and organizational health. Northampton,
Massachusetts: Edward Elgar Publishing.
[Internet:https://scholar.google.co.za/scholar?q=Corporate+wellness+programs:+An+overview&hl=en&as_sdt=0
&as_vis=1&oi=scholart; downloaded on 31 January 2020.]

BYRNE ZS, MANNING SG, WESTON JW & HOCHWARTER WA. 2017. All roads lead to well-being:
Unexpected relationships between organizational politics perceptions, employee engagement, and worker well-
being. In Power, politics, and political skill in job stress. Bingley, West Yorkshire, England: Emerald Publishing
Limited. (DOI:https://doi.org/10.1108/S1479-355520170000015003.)

CRESWELL JW. 2012. Educational Research. 4t ed. United States of America: Pearson Education, Inc.
[Internet:http://basu.nahad.ir/uploads/creswell.pdf; downloaded on 15 November 2018.]

CROUS S. 2015. Employee wellness: Africa's hidden opportunity to bolster growth: absenteeism-growth.
HR  Future  4(1):30-31.  [Internet:https://www.ingentaconnect.com/content/sabinet/omhrf/2015/00000004/
00000001/art00078; downloaded on 04 July 2019.]

DEASCENTIS T. 2016. Moving from doing to knowing - improving employee engagement. Workforce Solutions
Review 33-34. [Internet:https://issuu.com/ihrimpublications/docs/wsrmay16web; downloaded on 25 September
2019.]

DEMEROUTI E & BAKKER AB. 2011. The job demands-resources model: Challenges for future research. SA
Journal ~ of  Industrial  Psychology 37(2):1-9.  [Internet:http://www.scielo.org.za/scielo.php?script=sci_
arttext&pid=S2071-07632011000200001&Ing=en&nrm=iso. ISSN 2071-0763; downloaded on 28 August 2018.]

Journal of Contemporary Management Volume 17 Issue 1 Page 13
DHET accredited 2020
ISSN 1815-7440 Pages 1-15


https://scholar.google.com/scholar_lookup?journal=American+Journal+of+Health+Studies&title=Construct+validation+of+the+perceived+wellness+survey&author=T+Adams&author=J+Benzer&author=L+Garner&author=S+Woodruff&volume=14&publication_year=1998&pages=212-219&
https://psycnet.apa.org/doi/10.1037/ocp0000056
https://psycnet.apa.org/doi/10.1037/0022-3514.51.6.1173

KUMAR A The Employee Wellness and Employee
DE BRUYN AJ Engagement Relationship in a Parastatal
BUSHNEY MJ

GERBER FJ. 2014. A model for emotional intelligence as a determinant of organisational climate. University of
South  Africa, Pretoria. (Unpublished Doctoral dissertation). [Internet:https://core.ac.uk/download/pdf/
43176963.pdf; downloaded on 17 October 2019.]

HIEBL MRW & RICHTER JF. 2018. Response rates in management accounting survey research. Journal of
Management Accounting Research 30(2):59-79. (DOI:https://doi.org/10.2308/jmar-52073.)

HU Q, SCHAUFELI WB & TARIS TW. 2011. The job demands-resources model: An analysis of additive and
joint effects of demands and resources. Journal  of  Vocational  Behavior 79(1):181-190.
(DOl:https://doi.org/10.1016/).jvb.2010.12.009.)

KUMAR A. 2019. Investigating the relationship between employee wellness and employee engagement in a
parastatal organisation in South Africa. University of South Africa, Pretoria. ((Unpublished master’s thesis.)

MAXWELL Y, DAY A & CASEY S. 2013. Understanding the needs of vulnerable prisoners: the role of social and
emotional wellbeing. International Journal of Prisoner Health 9(2):57-67.
(DOl:https://doi.org/10.1108/17449201311326934.)

MAUNO S, RUOKOLAINEN M & KINNUNEN U. 2013. Does aging make employees more resilient to job
stress? Age as a moderator in the job stressor-well-being relationship in three Finnish occupational
samples. Aging & Mental Health 17(4):411-422. (DOl:https://doi.org/10.1080/13607863.2012.747077.)

MAYOL MH, SCOTT BM & SCHREIBER JB. 2017. Validation and use of the multidimensional wellness
inventory in collegiate student-athletes and first-generation students. American Journal of Health Education
48(5):338-350. (DOL:https://doi.org/10.1080/19325037.2017.1345669.)

NIENABER H & MARTINS N. 2015. Validating a scale measuring engagement in a South African
context. Journal of contemporary management 12(1):401-425. [Intenet:https://hdl.handle.net/10520/EJC175060;
downloaded on 16 August 2018.]

PALLANT J. 2001. SPSS survival manual: A step by step guide to data analysis using SPSS for Windows
(versions 10 and 11): SPSS student version 11.0 for Windows. New South Wales: Allen & Unwin: Open
University Press.

PARVAIZ T & AHMED 0. 2016. Sustaining the Growth of Employee: Motivation and Career Development in
Organization. (MPRA Paper No. 69728). [Internet:https://mpra.ub.uni-muenchen.de/69728/; downloaded on 17
April 2018.]

PHALE MM. 2008. Work-related well-being of employees in a South African parastatal. North-West University,
Potchefstroom. (Available from African Digital Repository. Doctoral dissertation.)

ROSLENDER R, STEVENSON J & KAHN H. 2006. Employee wellness as intellectual capital: an accounting
perspective. Journal of Human Resource Costing & Accounting 10(1):48-64.
(DOL:https://doi.org/10.1108/14013380610672675.)

ROTHMANN S & EKKERD J. 2007. The validation of the perceived wellness survey in the South African police
service. SA Journal of Industrial Psychology 33(3):35-42. [Internet:https:/hdl.handle.net/10520/EJC186812;
downloaded on 03 March 2018.]

ROTHMANN S & HAMUKANG’ANDU L. 2013. Callings, work role fit, psychological meaningfulness and work
engagement among teachers in Zambia. South  African Journal of Education  33(2):1-16.
(DOl:http://dx.doi.org/10.15700/saje.v33n2a699.)

STRYDOM M, MOSTERT K & ROTHMANN S. 2006. A psychometric evaluation of the job demands-resources
scale in South Africa. SA Journal of Industrial Psychology 32(4):76-86.
[Internet:https://www.ingentaconnect.com/content/sabinet/psyc/2006/00000032/00000004/art00011; downloaded
on 15 November 2016]. (DOl:https://doi.org/10.4102/sajip.v32i4.239.)

RUSLAN RI, ISLAM MA & NOOR IM. 2014. The relationship between psychological meaningfulness and
employee engagement: Moderating effect of age and gender. Journal of Asian Scientific Research 4(12):711-

Journal of Contemporary Management Volume 17 Issue 1 Page 14
DHET accredited 2020
ISSN 1815-7440 Pages 1-15


https://doi.org/10.2308/jmar-52073
https://doi.org/10.1016/j.jvb.2010.12.009
https://doi.org/10.1080/13607863.2012.747077
https://doi.org/10.1080/19325037.2017.1345669
https://hdl.handle.net/10520/EJC175060
https://mpra.ub.uni-muenchen.de/69728/
https://doi.org/10.1108/14013380610672675

KUMAR A The Employee Wellness and Employee
DE BRUYN AJ Engagement Relationship in a Parastatal
BUSHNEY MJ

722. [Internet:https://EconPapers.repec.org/RePEc:asi:joasrj:2014:p:711-722; downloaded on 04 September
2019.]

SOUTH AFRICAN BOARD FOR PEOPLE PRACTICES (SABPP). 2014. About: Employee engagement fact
sheet 4. [Internet https://sabpp.co.za/wp-content/uploads/2018/11/FACT_SHEET_NUMBER_9.pdf, downloaded
on 22 September 2019.]

SCHAUFELI WB, BAKKER AB & SALANOVA M. 2006. The measurement of work engagement with a short
questionnaire: A cross-national  study. Educational and Psychological ~Measurement 66(4):701-716.
(DOL:https://doi.org/10.1177/0013164405282471.)

SCHAUFELI WB, MARTINEZ IM, PINTO AM, SALANOVA M & BAKKER AB. 2002. Burnout and engagement
in university students: A cross-national study. Journal of Cross-cultural Psychology 33(5):464-481.
(DOL:https://doi.org/10.1177/0022022102033005003.)

SCHAUFELI WB & SALANOVA M. 2011. Work engagement. On how to better catch a slippery
concept. European Journal of Work and Organizational Psychology 20(1):39-46.
(DOl:https://doi.org/10.1080/1359432X.2010.515981.)

SCHAUFELI WB & TARIS TW. 2014. A critical review of the job demands-resources model: Implications for
improving work and health. In Bridging occupational, organizational and public health. Dordrecht: Springer.

SEYMOUR M. 2015. The influence of team dialogue sessions on employee engagement. University of South
Africa, Pretoria. (Unpublished Master’s thesis.)

SIEBERHAGEN C, ELS C & PIENAAR J. 2011. Management of employee wellness in South Africa: Employer,
service provider and union perspectives. SA Journal of Human Resource Management 9(1):1-14.
(DOL:https:/idoi.org/10.4102/sajhrm.v9i1.305.)

TADIC M, BAKKER AB & OERLEMANS WGM. 2015. Challenge versus hindrance job demands and well-being:
A diary study on the moderating role of job resources. Journal of Occupational and Organizational
Psychology 88(4):702-725. (DOl:https://doi.org/10.1111/joop.12094.)

VAN DER WESTHUIZEN S, HORN C & VILJOEN A. 2015. Sense of coherence and burnout in the energy and
chemicals industry: The moderating role of age. SA Journal of Human Resource Management 13(1):9.
(DOL:https:/idoi.org/10.4102/sajhrm.v13i1.705.)

WORLD ECONOMIC FORUM (WEF). 2019. Global Risks Report 2019. 14t ed.
[Internet:http://lwww3.weforum.org/docs/WEF_Global_Risks_Report_2019.pdf, downloaded on 22 September
2019]. ISBN:978-1-944835-15-6.)

Journal of Contemporary Management Volume 17 Issue 1 Page 15
DHET accredited 2020
ISSN 1815-7440 Pages 1-15



