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Abstract
Sustainable human resource management (SHRM) views employees as a very 
important resource for the organisation, while paying close attention to their prefer-
ences, needs, and perspectives. The individual is an essential element of SHRM. 
The article focuses on analyzing selected SHRM issues related to the individual 
employee’s level of job engagement and employee satisfaction. The main objective 
of our study was to identify individual-level correlations between factors affect-
ing employee satisfaction, such as: workplace well-being, employee development, 
employee retention, job engagement, and employee satisfaction. Based on the results 
of a systematic literature review, we posed the following research question: is there 
any relation between factors affecting employee satisfaction (employee workplace 
well-being, employee development, employee retention, work engagement) and 
employee satisfaction in the SHRM context? To answer the research question, we 
have conducted a quantitative study on the sample of 1051 employees in compa-
nies in Poland and posed five hypotheses (H1-H5). The research findings illustrate 
that higher level of employee workplace well-being (H1), employee development, 
(H2), employee retention (H3) was related to higher level of employee engagement 
(H4), which in turn led to higher level of employee satisfaction. The results show 
the mediating role of employee engagement in the relationship between workplace 
well-being, employee development, employee retention, and employee satisfac-
tion (H5). The presented results contribute to the development of research on work 
engagement and job satisfaction in the practice of SHRM. By examining the impact 
of individual-level factors on job satisfaction, we explain which workplace factors 
should be addressed to increase an employee satisfaction and work engagement. The 
set of practical implications for managers implementing SHRM in the organization 
is discussed at the end of the paper.
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Introduction

Sustainable human resource management (SHRM) is of great importance for 
implementing sustainable development principles in an efficient and effective way. 
SHRM strategies lay the foundations to achieve it by raising employee awareness 
and forming desirable pro-social and environmental attitudes (Bombiak, 2020; 
Sharma et al., 2009).

The inclusion of the concept of sustainability in the management of organ-
isations is a consequence of institutional pressures that have forced significant 
changes in this area as part of the drive for social acceptance (Lopez-Cabrales & 
Valle-Cabrera, 2020, p.1; Meyer & Rowan, 1977).

The term sustainability has different meanings depending on the perspec-
tive from which it is examined. The Resource Based View (RBV) inscribes the 
term in the strategic analysis of business, in relation to competitiveness in eco-
nomic terms, and from an ecological perspective, in the environmental impact 
of the activities of various institutions (Lopez-Cabrales & Valle-Cabrera, 2020). 
However, the World Commission on Environment and Development (WCED) 
gives a definition of sustainability that refers to an organisation’s activities and 
development in such a way that, while meeting the needs of the present, they do 
not endanger the ability of future generations to meet their own needs (Lopez-
Cabrales & Valle-Cabrera, 2020, p.1; Ehnert, 2009; Barney, 1991).

From a strategic point of view, the human aspect is essential to build an effec-
tive and healthy organization (Siddiqui & Ijaz, 2022; Järlström et  al., 2018; 
Cleveland & Cavanagh, 2015). Sustainable HRM views employees as a very 
important resource for the organisation, while paying close attention to their 
preferences, needs, and perspectives. SHRM activities are carried out with the 
aim of improving organisational performance by enabling the development of 
long-term relationships with employees. It follows that sustainable HRM demon-
strates in companies a path of organisational development that is based on human 
development (Lestari et al., 2021; Indiparambil et al., 2019, p. 67; Cleveland & 
Cavanagh, 2015;).

Companies that are committed to their employees receive their work engage-
ment in return. Organisations where HRM takes care of employees and their 
health retain more engaged, satisfied, and productive employees, with good over-
all health and well-being (Siddiqui & Ijaz, 2022; Sheraz et al., 2021; Indiparam-
bil et al., 2019, p. 67;Cleveland & Cavanagh, 2015).

Many authors argue that HR sustainability requires a focus on positive human/
social outcomes identified at the individual, organizational, and societal level 
(Browning & Delahaye, 2011; Donnelly & Proctor-Thomson, 2011; Ehnert, 2009; 
Wells, 2011). The sustainable HRM seeks to achieve positive human outcomes by 
implementing sustainable work systems. Thus, it facilitates employees’ work-life 
balance without compromising performance (Indiparambil, 2019; Järlström et al., 
2018). The sustainable HRM organisational practice manifests itself in employ-
ee’s commitment, employee’s satisfaction, and engagement (Chen & Chen, 2022; 
Parakandi & Behery, 2015). It is emphasized that by attracting and retaining 



1071

1 3

International Entrepreneurship and Management Journal (2023) 19:1069–1100	

talent, developing employee skills, and maintaining a healthy and productive 
workforce, SHRM practices in an organisation also affect employee satisfaction 
(Macke & Genari, 2019; Ehnert, 2006).

The article focuses on analyzing selected SHRM issues related to the individ-
ual employee’s level of job engagement and employee satisfaction.

The main objective of our study was to identify individual-level correlations 
between factors affecting employee satisfaction, such as workplace well-being, 
employee development, employee retention, job engagement, and employee 
satisfaction.

The existing state of knowledge in the field of SHRM in the context of the 
individual employee, examined through a systematic literature review, has shown 
that there are current cognitive research gaps:

1.	 The organizational perspective dominates the research of SHRM, while a research 
gap has emerged in terms of research at the individual level in the literature.

2.	 The employee satisfaction in the context of SHRM has not been sufficiently stud-
ied in the literature.

3.	 Little research has been devoted to humanity in a sustainable work environment.
4.	 In particular, there is a lack of research focused on the relationship between 

employee workplace well-being, employee development and retention, and all 
those related to employee satisfaction and engagement in a sustainable work 
environment.

5.	 There is no such research (examining SHRM from the perspective of employees) 
conducted in Poland.

Based on the results of a systematic literature review, we posed the follow-
ing research question: is there any relation between factors affecting employee 
satisfaction (employee workplace well-being, employee development, employee 
retention, work engagement) and employee satisfaction in the SHRM context? To 
answer the research question, we have conducted a quantitative study on the sam-
ple of 1051 employees from companies in Poland. We formulated the following 
hypotheses:

H1: Employee workplace well-being positively correlates with employee sat-
isfaction.
H2: Employee development positively correlates with employee satisfaction.
H3: Employee retention positively correlates with employee satisfaction.
H4: Employee engagement positively correlates with employee satisfaction.
H5: Employee engagement mediates the relationship between workplace well-
being, employee development, employee retention, and employee satisfaction.

The article presents the theoretical framework of the SHRM concept along 
with the research model (theoretical chapters). Section 3 is devoted to the meth-
odological approach description. Section 4 contains the research sample charac-
teristic, procedures for data analysis description, and study results presentation. 
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The end of the paper is focused on conclusions with a discussion of the implica-
tions that follow from the results and paper limitations with directions of further 
scientific research.

The presented research results contribute to the development of research on work 
engagement and job satisfaction in the practice of SHRM. Firstly, by examining the 
impact of individual-level factors on job satisfaction, we explain how to motivate 
employees and which factors at work to focus on in order to increase employee satis-
faction and work engagement.

Another of our contributions is a deeper understanding of the mediating role that 
employee engagement plays in job satisfaction. Our results showed that engagement 
and its dimensions mediate the relationship between individual factors (employee 
development well-being, retention, overall commitment) and job satisfaction.

Finally, our contribution is the set of practical implications for managers imple-
menting SHRM in the organization, discussed at the end of the paper.

Theoretical framework

The very term sustainable HRM has been used for more than a decade. The literature 
is fragmented, diverse, and fraught with difficulties (Ehnert, 2009). No precise defini-
tion of the term exists and it has been used in a variety of ways. A number of notions 
have been used to link sustainability and HRM activities (Kramar, 2014). These 
include sustainable work systems (Abid et al., 2020; Docherty et al., 2002; Docherty 
et  al.,; 2009), HR sustainability (Gollan, 2000; Wirtenberg et  al., 2007), sustain-
able HR management (Kramar, 2014; Ehnert, 2011, 2006), sustainable leadership 
(Avery, 2005; Avery & Bergsteiner, 2010;) and sustainable HRM (Mariappanadar, 
2012, 2003), HR aspects of sustainable organization (Dunphy et al., 2007), sustain-
able HRM policies (Mariappanadar, 2012, 2003; Avery & Bergsteiner, 2010; Stanton 
et al., 2010; Ehnert, 2009; Dunphy et al., 2007; Purcell & Hutchinson, 2007; Teo & 
Rodwell, 2007), sustainable HRM practices (Jackson et al., 2011), sustainable work 
environment (Dunphy et al., 2007). Table 1 summarises the different contexts of the 
definition of sustainable HRM.

Linking sustainability and HRM is related to constantly increasing challenges 
inside and outside the organization. The challenges directly or indirectly affect the 
quality and the quantity of human resources. Sustainability is chosen for HRM due 
to its potential to overcome troubles and develop, to regenerate and preserve human 
resources in the organization.

In conjunction with economic performance, SHRM intervenes to address 
issues of engagement with environmental and social impacts. Strategic HRM 
emphasises the monitoring of human capital through accessible HR practices, 
taking the economic performance of employees as a basis. Sustainable HRM 
focuses on the development of an innovative workplace that provides a basis for 
internal and external social engagement and allows for greater environmental 
awareness and responsibility. These activities translate into promoting organi-
sational success in a competitive environment. The development of new human 
resource management strategies and practices leads to economic, social, and 
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environmental progress (Giang & Dung, 2022; Podgorodnichenko et  al., 2020; 
Chamsa & García-Blandónb, 2019, p. 111; Indiparambil et al., 2019, p. 68)

Based on the literature review, we identified three approaches of sustainable 
HRM (Poon & Law, 2022; Chamsa & García-Blandónb, 2019; Indiparambil 
et al., 2019, p. 69)

1.	 A responsibility-oriented approach, namely, the well-being of employees, 
communities,and work-life balance,

2.	 Corporate objectives oriented towards efficiency and innovation, namely,the link 
between economic performance and sustainability expressed through environ-
mental changes, quality of services and products, technological progress,

3.	 Resource-oriented approach, namely, responsible consumption.

In turn, Järlström et al. (2018) identify four dimensions of sustainable HRM, 
that is, fairness and equity, transparent HR practices, profitability, and employee 
well-being. The dimension of employee well-being promotes caring for and sup-
porting employees with due respect. This shows that employees are not just a 
resource to be used, but an asset to be developed. Employee well-being here 
means well-being, health, protecting work relationships with others, and work-life 
balance. Moreover, in the individual sphere of employees, HRM promotes prac-
tices that foster mental and physical health, giving importance to the well-being 
of employees (Indiparambil et al., 2019, p. 68; Järlström et al., 2018). Sustainable 
HRM increases employee productivity while improving organisational capabili-
ties by offering innovative HR practices. The individual employee is an essential 
element of SHRM, as it maximises the integration of employee goals with those of 
the organisation. An enterprise is considered sustainable when the legitimate needs 
of the enterprise, that is, productive employees, as well as employees, i.e., fair 
treatment, remuneration, mentoring (Indiparambil et  al., 2019, p. 68; Cleveland  
& Cavanagh, 2015;) are met.

The use of sustainable HRM practices becomes particularly important to ensure 
the proper development and well-being of employees. Moreover, many authors 
indicate a link between specific HRM practices, high levels of employee well-
being, and employment (Jaskeviciute et  al., 2021; Strenitzerová & Achimský,  
2019, p. 3; Cooper et al., 2019; Stankeviciute & Savaneviciene, 2018, p. 8; Guest, 
2017). In this aspect, the following groups of well-being-oriented practices 
become the most relevant, namely: training and development; mentoring, career 
support; creating challenging and autonomous work; providing information and 
receiving feedback; positive social and physical environment; employee voice; 
and organisational support (Cooper et al., 2019; Guest, 2017; Jaskeviciute et al., 
2021;).

Sustainable HRM contributes to attracting and retaining human resource over 
time (Lopez-Cabrales & Valle-Cabrera, 2020; Ehnert, 2009, p. 180). Employee 
development, remaining in a competitive work environment, increasing efficiency, 
and employee work well-being can only be ensured by meeting the needs of 
employees and providing them with sustainable working environment (Ali et al., 
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2021; Cantele & Zardini, 2018; Chatzopoulou et  al., 2015; Ehnert, 2009, 2014; 
Guerci et  al., 2014; Lorincova et  al., 2018; Mariappanadar, 2014; Monusova, 
2008; Raziq & Maulabakhsh, 2015).

At the same time, employee satisfaction itself becomes one of the fundamen-
tal aspects of overall well-being and employee sustainable development. Human 
resources bring talent and expertise to an organization, and these are developed over 
the course of a career. In the long run, employee development and organisational 
contributions can translate into higher employee satisfaction and hence organisa-
tional commitment (Jaskeviciute et al., 2021, p. 120; Abid et al., 2020; Davidescu 
et al., 2020; Cannas et al., 2019; Indiparambil et al., 2019, p. 69;).

Job satisfaction is a complex and controversial construct, on which there is no 
single definition. Consensually, it is considered one of the most positive attitudes 
towards work itself. Currently, there is a predominance of a multidimensional 
approach that understands satisfaction as a tripartite psychological response com-
posed of feelings, ideas, and intentions to act, by which people evaluate their work 
experiences in an emotional and/or cognitive way (Judge & Kammeyer-Mueller, 
2012). Specialists agree on the positive impact and beneficial consequences of satis-
faction in the workplace. (Böckerman & Ilmakunnas, 2012).

Job satisfaction is defined as a positive or pleasant emotional state resulting 
from job evaluation (Locke, 1976) and acquired experiences on the job (Makin 
et al., 2000, pp. 82–83). It is an expression of emotional attitude towards the job 
and the tasks performed, and an emotional response to the job (Spector, 1985). It 
is also an emotional response to the performance of tasks and roles, and in cri-
sis situations, employees with higher job satisfaction will have more strength and 
energy (Rhéaume, 2021; Bańka, 1996, p.69;).

A review of the literature shows that job satisfaction is also related to engagement 
(Chordiya et al., 2017), intentions to remain in the company (Zhang et al., 2016), 
and trust in the supervisor (Gockel et al., 2013).

There are two main approaches to measuring job satisfaction: an overall measure 
of satisfaction and one that relates to specific aspects of satisfaction. The literature 
recommends measuring not only overall job satisfaction, but also how its individual 
components are experienced by employees and affect overall satisfaction. Such mul-
tidimensional measures contribute more to a better and deeper understanding of the 
issue and highlight the importance of job satisfaction especially in the context of 
sustainable HRM.

It is recognized that job satisfaction is the degree to which employees feel that 
their needs and expectations are being met. Satisfaction develops through cognitive 
and emotional responses.

The person-environment fit theory can be a useful framework for understanding 
why some practices of SHRM have the ability to generate employee satisfaction. This 
theory holds that the degree of fit between employee needs and organizational sup-
plies impacts employees’ attitudes. Hence, it is likely that positive job satisfaction 
arises when the degree of perceived fit between the person and the work environment 
is high, while negative attitudes would develop when the person-environment adjust-
ment is perceived to be low (Salanova et al., 2012).
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Ensuring that these practices are implemented results in positive outcomes for the 
individual and the organisation. As part of the successful application of sustainable 
HRM practices, great importance is placed on aspects related to employee individ-
ual development and employee well-being. These strongly influence employee sat-
isfaction and engagement (Zaugg et al., 2001, p. 3; Cleveland & Cavanagh, 2015).

In this article, we focus on job satisfaction, as it is seen as particularly important 
for the sustainability of workplaces and entire organizations.

Research model

In order to build research conceptual model, we used a systematic literature review 
methodology (Czakon, 2011). According to the adopted methodology, we carried 
out the procedure in three stages. The first stage included: (a) definition of the data-
base and the set of publications; (b) selection of publications; (c) elaboration of the 
final publication database; (d) bibliometric and content analysis of selected materi-
als. Publications for analysis were collected from the EBSCO database. Scientific 
publications (articles, book chapters) that contained the phrases [sustainable* or sus-
tainable HRM* humanity* job satisfaction* engagement*] were searched. Eligibil-
ity criteria were fixed so that studies published in peer-reviewed full-length articles, 
written in English, were selected for the review process. The search at this stage 
resulted in over 496 publications in total. In the second step, the we applied the fol-
lowing selection criteria: publications in the field of personnel management, HRM, 
job satisfaction. This allowed the number of publications to be narrowed down for 
in-depth substantive analysis, which was carried out in the third stage of the system-
atic literature review. An accumulated collection of 158 publications was used for 
this purpose.

The different approaches are not mutually exclusive. Despite their differences, 
they have one thing in common: understanding that sustainability refers to a long-
term and sustainable outcome (Kramar, 2014, p. 1076).

Based on the results of the literature review, we identified two levels of sustain-
able HRM contributions – organizational level and individual employee level. The 
summary is presented in the Table 2.

The presented issues based on the systematic literature review, have become the 
basis for hypotheses The authors have focused on the individual employee level of 
analyses.

It should be noted that despite the extensive discussion in the literature on both 
the individual and organizational level of SHRM, the research is dominated by the 
organizational perspective. SHRM is a phenomenon dependent not only on internal 
organizational conditions, but also on certain characteristics of individual employ-
ees. The literature does not provide an answer to the question about the relation-
ship between SHRM on the individual level in the context of employee satisfaction. 
Moreover, the literature does not explain why higher well-being at work, workforce 
training, or efforts to retain employees on the part of the company can lead to greater 
workforce satisfaction.
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This results in the main research objective of the article, which is recogni-
tion of correlations between factors affecting employee satisfaction (employee 
workplace well-being, employee development, employee retention, work engage-
ment) and employee satisfaction, from the perspective of employee in the sustain-
able HRM context. Considering the results of systematic literature review, the 
research model was built to determine the relationships between identified vari-
ables (Fig. 1).

The existing state of knowledge in the field of SHRM in the individual 
employee context, examined through a systematic literature review has shown 
that there are current cognitive research gaps. For example, few studies have 
been devoted to humanity in a sustainable work environment. In particular, there 
is a lack of research focused on the relationship between employee workplace 
well-being, employee development and retention, and all these (relationships) 
related to the employee satisfaction and employee engagement in a sustainable 
work environment. Therefore, as far as the authors are concerned, there is no such 
research (from the perspective of employees) conducted in Poland.

The following research hypotheses were formulated:

H1: Employee workplace well-being (EWW) positively correlates with employee 
satisfaction.
H2: Employee development (ED) positively correlates with employee satisfac-
tion.
H3: Employee retention (ER) positively correlates with employee satisfaction.
H4: Employee engagement (EG) positively correlates with employee satisfaction.

Fig. 1   Research model.  Source: own elaboration
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H5: Employee engagement (EG) mediates relationships between employee work-
place well-being (EWW), employee development (ED), employee retention (ER) 
and employee satisfaction.

Based on a review of the well-being literature, Page and Vella-Brodrick (2009) 
have argued that employee well-being (EWB) should be measured in terms of social 
well-being (SWB), psychological well-being (PWB), and work-related affect, that 
is, workplace well-being (WWB). The last is related to work satisfaction and work-
related affect. Employees reporting positive well-being tend to demonstrate higher 
job satisfaction and job performance as compared to those reporting low levels of 
well-being (Wright et al., 2007).

Raising perceptions of organizational support involves developing leaders and 
policies that convey consideration for employees’ needs, well-being, challenges, and 
concerns (Eisenberger et al., 1997). Workplace well-being is a pleasant or positive 
emotional state resulting from job evaluation or work experiences (Locke, 1970). 
Bakker and Leiter (2010) argue that an employee’s sense of well-being occurs when 
they find their job satisfying and when emotions such as joy and happiness prevail. 
This is supported by studies of the relationship between well-being and job satis-
faction, which show that increased well-being accompanies higher job satisfaction 
(Browne, 2021; Machin-Rincon et al., 2020; Rhéaume, 2021; Wu et al., 2021).

A popular analysis of employee well-being includes a concept known as the 
Vitamin Model of Employee Well-Being by Warr (1994). The author singles out 
characteristics of work in the organizational environment that in varying degrees of 
intensity affect employee well-being (Warr & Clapperton, 2010). The model uses 
comparing work characteristics to vitamins in the human body, which depending 
on the intensity can positively or negatively affect it. In this case, there is a relation-
ship between their intensity, and job satisfaction. This model focuses on the rela-
tionship between job characteristics and mental health of individuals. Employee 
satisfaction which comes through many ways and one of them is workplace well-
being. Employee satisfaction appears in many ways, in various studies. One of them 
is well-being in the workplace (Siddiqui & Ijaz, 2022). Employees in companies 
implementing wellness programs reported higher work satisfaction rates than those 
in companies without wellness programs, thereby suggesting that these wellness 
programs may positively affect job satisfaction for employees (Pawar & Kunte, 
2022).

Accordingly, we hypothesized that employee workplace well-being positively cor-
relates with employee satisfaction (H1).

Employee-oriented HRM denote the organization’s investment in its human 
resources, especially in what concerns its growth and professional development.

In organizations characterized by employee centered HRM, given the impor-
tance of welfare and development (Clarke & Hill, 2012), it would be expected to 
find higher levels of job satisfaction among its members. Evidence (Hantula, 2015) 
indicates that the most satisfied employees are those who work in positions that offer 
them freedom, independence, and discretion to schedule work and decide on proce-
dures; autonomy for decision making, as well as opportunities to apply and develop 
personal skills and competences.
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Current changes in the workplace are causing some researchers to take a holistic 
view of HR culture in an organization to study its impact on employee job satisfac-
tion, and have revealed that there is a correlation between career development and 
other variables, namely, employee motivation and job satisfaction (Akdere & Egan, 
2020; Lestari et al., 2021; Sheraz et al., 2021).

The employees and the management work on the same page and achieve the 
desired goals. According to Järlström et al. (2018), sustainable HRM builds a posi-
tive path and valuable strategies to maintain progress and employee development. It 
means a company must be conscious regarding developing their entrepreneurial HR 
development-based policies and strategies within a workplace.

Development opportunities are a form of recognition for employees’ work, which 
in turn translates into career advancement. Understanding the competencies that will 
be needed in the future contributes to the design of development plans. Future pro-
motion, which is associated with higher pay, depends on the skills possessed, so 
allowing employees to develop them can increase employee satisfaction. Increased 
knowledge and skills can translate into increased satisfaction, due to the achieve-
ment of professional goals (satisfaction with one’s career) and personal goals (feel-
ing of professional success).

Based on a study conducted by Nguyen and Duong (2020), it shows that there 
was a strong positive relationship between training and development element on 
employee satisfaction.

Opportunity for personal growth is one important factor that has a significant 
impact on job satisfaction. With the passage of time in employment, if an employee 
does not have the opportunity for development, the level of satisfaction decreases 
and discouragement and passivity towards responsibilities increases.

Accordingly, we hypothesized that employee development positively correlates 
with employee satisfaction (H2).

An important way in which HRM practitioners can increase the satisfaction of 
employees is through the retention of employees, especially during times of eco-
nomic challenge. Research demonstrates the powerful negative psychological effects 
of termination and unemployment on the unemployed (Paul & Moser, 2009), and 
the negative impact on work attitudes by so-called survivors (i.e., employees who 
remain after downsizing; Datta et al., 2010).

There are several motivational theories (Rousseau, 1989; Vroom, 1964; Adams, 
1963) that suggest that organizational commitment to employees during difficult 
times should result in employee commitment to the organization when labor market 
conditions change in the employees’ favor.

Today, in an economy of technological advances, organizations are constantly 
competing to retain their key employees and avoid high turnover rates by caring 
about employee satisfaction (Khan et al., 2021; Kim et al., 2020).

It is difficult for employees to be successful and productive at work if they are dis-
tracted and anxious about personal and financial problems (e.g., Bakker & Demerouti, 
2007; Kahn, 1990). Thus, a critical advocacy role for HRM practitioners is to ensure 
that employees receive a livable pay, benefits, and a secure retirement, which ulti-
mately contributes to their ability to develop and stay at work. These types of incentives 
are associated with higher employee organizational commitment and job satisfaction 
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(Hulin & Hanisch, 1991), and can be powerful in the recruitment process, ensuring 
that firms are competitive in obtaining the best talent (Siddiqui & Ijaz, 2020; Chapman 
et al., 2005).

This leads us to our final hypothesis that employee retention positively correlates 
with employee satisfaction (H3).

An engaged workforce feels competent, finds meaning in work, and finds growth 
psychologically through work. Organizations benefit from striving to create an 
engaged workforce (Byrne et  al., 2011). By creating opportunities, organizations 
foster engaged employees who are mentally and physically healthy (Attridge, 2009; 
Schaufeli et al., 2008).

Engaged employees tend to be more productive than disengaged employees, 
resulting in higher employee satisfaction (Harter et  al., 2002). There is a positive 
impact of employee engagement to effect of job satisfaction and a current under-
standing of the dynamics between living wage, job satisfaction, and employee 
engagement (Hendriks et  al., 2022; Maleka et  al., 2021; Sahrish et  al., 2021; 
Ngwenya & Pelser, 2020).

Organizational psychologists have long seen the potential for work to satisfy 
belongingness, esteem, and self-actualization needs (Alderfer, 1969; Maslow, 
1943), as well as suggested designing jobs that offer the opportunity to use diverse 
skills and provide meaning and autonomy to employees (Hackman & Oldham, 
1976; Herzberg et al., 1959). Designing jobs to be meaningful and developmental 
increases job satisfaction, which in turn has positive effects on organizational out-
comes, such as increased productivity and decreased turnover (Champoux, 1991; 
Fried & Ferris, 1987). Accordingly, we hypothesized that employee engagement 
(EG) positively correlates with employee satisfaction (H4).

However, in light of the available evidence, it can be hypothesized that employee 
engagement will mediate the relationship between individual workplace factors 
(employee workplace well-being, employee development, employee retention) and 
employee satisfaction.

Although, there is strong empirical evidence of the mediation role played by 
engagement (Schaufeli & Taris, 2013), most research is cross-sectional in nature, 
and furthermore, the consequences of engagement have been less empirically stud-
ied (Halbesleben, 2010). Concerning the relationship between work engagement and 
job satisfaction, empirical research has found a moderate correlation among con-
structs (Zhang et al., 2022; Simbula & Guglielmi, 2013; Schaufeli et al., 2008).

Work engagement is the linking between the employees’ selves to their work roles 
where they express themselves as physical, cognitive, and emotional (Kahn, 1990). 
This psychological state (May et al., 2004) may be defined as a “positive, fulfilling, 
work-related state of mind that is characterized by vigor, dedication, and absorption” 
(Schaufeli et al., 2002, p. 74). Vigor represents high levels of energy, the willingness 
to put effort in the job, and to persist when confronted with difficulties; dedication 
means the senses of significance, pride, and enthusiasm; and absorption refers to 
being fully concentrated and focused on the job. Absorption refers to the feeling of 
full concentration and immersion in work, accompanied by the experience of unnat-
ural lapse of time, difficulty in detaching from work (Schaufeli & Bakker, 2004).
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In essence, work engagement refers to a persistent and pervasive state that con-
notes involvement, commitment, enthusiasm, focused effort, and energy (Macey & 
Schneider, 2008; Schaufeli et al., 2002).

The literature highlights that organizations benefit from striving to create an 
engaged workforce (Byrne et  al., 2011). By creating opportunities, organizations 
support engaged employees who are mentally and physically healthy (Attridge, 
2009; Schaufeli & Salanova, 2007; Schaufeli et al., 2008). Engaged employees tend 
to perform better than unengaged employees, resulting in higher employee satisfac-
tion (Harter et al., 2002). When workers perceive that their organization believes in 
engagement-oriented policies then it leads toward workplace well-being (Oliveira 
et al., 2020).

Given these relationships, in our analysis we want to give answers to the research 
hypothesis (H5): employee engagement (EG) mediates relationships between 
employee workplace well-being (EWW), employee development (ED), employee 
retention (ER), and employee satisfaction ().

Research has identified four reasons why engaged workers perform better than 
nonengaged workers and are more satisfied: (a) they often experience positive emo-
tions such as joy, enthusiasm, and happiness; (b) they experience better health con-
ditions; (c) they develop their own job and personal resources; and (d) their engage-
ment is contagious to others (Bakker & Demerouti, 2008).

Methodology

A quantitative questionnaire survey was conducted on a sample of 1051 people in 
2019. The respondents were selected through non-random sampling. The criterion 
for selection of respondents was determined by the size of firms according to the 
criterion of number of employees (micro, small, medium, and large enterprises. As 
a criterion the authors adopted the structure of companies in the population of enter-
prises in Poland, that operate according to sustainable development policies (pro-
cedures). Employees of companies that took part in the study constitute a group of 
1051 people.

Work engagement was measured accordingly with the theoretical concept of 
Schaufeli and Bakker (2003), who define work engagement as a positive, fulfilling 
feeling towards work, which relates to the state of mind comprised of three dimen-
sions: the sense of vigour experienced by an employee, dedication to work, and 
absorption. The authors of the above concept define these dimensions as:

•	 Vigour – experiencing a high level of energy and mental endurance at work, 
willingness to go the extra mile, resilience, especially in the face of adversities;

•	 Dedication – working with enthusiasm, with the sense that one’s work is impor-
tant, taking pride in being able to do one’s job, being enthusiastic, and welcom-
ing challenges;

•	 Absorption – the sense of full concentration on and involvement in work 
accompanied by experiencing unnatural passing of the time and with difficulty 
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to stop working. Work Engagement was operationalized with the Polish ver-
sion of the Utrecht Work Engagement Scale (UWES) containing nine state-
ments.

The dimensions of employee workplace well-being, employee development, and 
employee retention were examined using a proprietary questionnaire consisting of 
26 questions. The selection of dimensions was based on the literature review related 
to sustainable HRM.

Job satisfaction was measured using the Job Satisfaction Scale (Zalewska, 2003), 
consisting of 5 statements regarding the evaluation of the work sphere. A 7-point 
scale was used in the questionnaire: 1-strongly disagree, 2-disagree, 3-totally disa-
gree, 4-hard to say, 5-rather agree, 6-agree, 7-strongly agree. All statements are ele-
ments of one dimension and show high internal consistency in the heterogeneous 
sample and in individual occupational groups, which confirms that the scale is a 
reliable, valuable, and accurate tool for measuring overall job satisfaction.

A total of 1,051 people participated in the survey, of which 68.2% were female 
and 31.8% were male. Most respondents were aged 20–29 years (64.4%), those aged 
30–39 years were 18.6%, and those aged 40–49 years were 14.5%. However, those 
over 50 years of age comprised 2.6% of the sample. Most (43.3%) of the respond-
ents were employed in large enterprises (over 250 employees). Medium enterprises 
(50–249 employees) accounted for 21.2%, and small enterprises (10–49 employees) 
accounted for 22.3% of the respondents. The smallest group (12,7%) were respond-
ents representing micro enterprises (up to 9 employees). Missing data represented 
0.6%. Most of the respondents were from companies with Polish capital (68.3%), 
and the least from companies with mixed capital (15%). However, 16.1% of respond-
ents were from foreign capital companies. Lack of data was 0.6%.

Research results

In the preliminary analysis descriptive statistics were calculated. The verification of 
hypotheses H1 to H4 was based on correlation analysis. Hypothesis H5 regarding 
mediation was verified with the use of mediation analysis based on macro–Hayes 
Process (2018).

The study decided to use correlation analysis to examine the linear relationship 
between the variables. The purpose of this analysis was to examine the strength 
of the relationship between the variables. As a result of this analysis, it can be 
determined whether a particular factor, a particular variable, has an impact on job 
satisfaction.

Another analysis was a mediation analysis based on the macro-Hayes process. 
Mediation analysis has been used for many years by researchers (Baron & Kenny, 
1986; MacKinnon, 2008;).

The purpose of the analysis in our study was to test the mediating role of commit-
ment with its dimensions (vigor, dedication, absorption) in the relationship between 
well-being, employee development, retention, and job satisfaction.
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Table  3 presents descriptive statistics for analysed variables, namely, mean 
values, standard deviations, minimum and maximum values, measures of skew-
ness and kurtosis, and Cronbach’s alpha reliability coefficients.

The values of skewness and kurtosis did not exceed the range from -1.0 to 1.0. 
Therefore, parametric statistical tests were used in the subsequent analysis.

Reliability α—Cronbach’s is at a high level in all variables studied. For WWB 
it is 0.93, ED 0.80, ER 0.77, while the overall score for employee engagement is 
0.91 and employee satisfaction 0.91.

Correlation analysis

Table 4 values of Pearson correlation coefficients between analysed variables.
Employee workplace well-being correlated positively with employee satisfac-

tion, which supports hypothesis H1. Employee development correlated positively 

Table 3   Descriptive statistics for analysed variables

M mean value; SD standard deviation; min minimum value; max maximum value; S skewness; K kurto-
sis; α ronbach’s reliability coefficient

Variables M SD min max S K α

Employee workplace well-being (WWB) 43.53 10.04 5 67 −0.33 −0.12 0.93
Employee development (ED) 10.97 3.63 3 20 0.15 −0.72 0.80
Employee retention (ER) 13.38 3.40 1 20 −0.40 −0.13 0.77
Vigor 3.43 1.43 0 6 −0.49 −0.34 0.84
Dedication 3.68 1.45 0 6 −0.53 −0.32 0.83
Absorbion 3.63 1.48 0 6 −0.52 −0.30 0.75
Employee engagement 3.58 1.31 0 6 −0.55 −0.19 0.91
Employee satisfaction 4.25 1.47 1 7 −0.30 −0.69 0.91

Table 4   Correlation coefficients between analysed variables

** p < 0.001

Variables 1 2 3 4 5 6 7

1. Employee workplace well-
being

– – – – – – –

2. Employee development 0.399** – – – – – –
3. Employee retention 0.479** 0.451** – – – – –
4. Vigor 0.595** 0.298** 0.325** – – – –
5. Dedication 0.633** 0.319** 0.344** 0.765** – – –
6. Absorbion 0.479** 0.268** 0.252** 0.668** 0.739** – –
7. Employee engagement 0.629** 0.327** 0.339** 0.895** 0.923** 0.891** –
8. Employee satisfaction 0.745** 0.332** 0.405** 0.658** 0.722** 0.570** 0.718**
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with employee satisfaction, which supports hypothesis H2. Employee retention 
correlated positively with employee satisfaction, which supports hypothesis H3.

Vigor, dedication, absorption, and total employee engagement also positively 
correlated with employee satisfaction, which supports hypothesis H4.

The results of the correlation analysis indicate that all the variables adopted in the 
study are significant and influence job satisfaction. Therefore, it can be concluded 
that employee well-being, employee development, retention and engagement deter-
mine in an employee satisfaction with the work he does for his organization. This 
result has practical implications for the organization, as will be discussed later.

Mediation analysis

Employee engagement and its components, vigor, dedication, and absorption, were 
analysed as mediators of the relationship between employee workplace well-being, 
employee development, employee retention and employee satisfaction. The analysis 
was performed with the use of Hayess Process macro (2018) and based on the model 
no. 4. Figure 2 depicts analysed relationships between analysed variables. Employee 
workplace well-being, employee development, employee retention and employee 
satisfaction were analysed in separate statistical models. Vigor, dedication, and 

Fig. 2   Model of analysed relationships between analysed variables.  Source: own elaboration
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absorption were analysed as three parallel mediators. Total employee engagement 
was analysed as a mediator in a separate statistical model.

Table  5 presents results of mediation analysis. 95% confidence intervals were 
based on the bootstrap method with 1.000 consecutive drawings.

The acquired results support hypothesis H5. Depending on the explained variable 
analysed statistical models explained from 52 to 67% of employee satisfaction vari-
ance. Interpreting the results, we can consider that total employee engagement, vigor 
(Vi) and dedication (De) were statistically significant mediators between employee 
workplace well-being (WWB), employee development (ED), employee retention 
(ER), and employee satisfaction.

The results of the study show that the direct relationships between employee 
workplace well-being (WWB), employee development (ED), employee retention 
(ER) and employee satisfaction were also statistically significant. Interpreting the 
results, it can be concluded that total employee engagement, vigor, and dedication 
were partial mediators.

In contrast, there was no statistically significant mediation effect for absorption (Ab).
We referred to this result in the discussion section of the article, pointing out 

the dangerous phenomenon with which absorption is associated. The phenomenon 
concerns losing track of time, immersing oneself in work, and having issues with 
detaching from it.

In addition, the results showed that higher levels of employee well-being in the 
workplace (WWB), employee development (ED), employee retention (ER) was 
related to higher level of vigor, higher level of dedication and higher total level of 
employee engagement, which in turn led to higher level of employee satisfaction.

The results of the mediation analysis indicate the mediating role of vigor and 
dedication increasing job satisfaction considering the relationship of well-being, 
employee development, retention with job satisfaction.

Table 5   Results of mediation analysis

R2 determination coefficient

Explained variable Mediator a b c c’ indirect R2

WWB Vi 0.55; 0.65 0.06; 0.17 0.71; 0.79 0.42; 0.51 0.03; 0.11 0.67
De 0.59; 0.68 0.25; 0.38 0.15; 0.24
Ab 0.43; 0.54 −0.02; 0.09 −0.01; 0.05
Total 0.59; 0.68 0.36; 0.45 0.71; 0.79 0.45; 0.54 0.22; 0.30 0.66

ED Vi 0.24; 0.36 0.17; 0.30 27; 0.39 0.06; 0.14 0.04; 0.10 0.55
De 0.26; 0.38 0.43; 0.57 0.13; 0.20
Ab 0.21; 0.33 −0.05; 0.08 −0.02; 0.02
Total 0.27; 0.38 0.63; 0.72 0.27; 0.39 0.06; 0.15 0.18; 0.26 0.52

ER Vi 0.27; 0.38 0.15; 0.28 0.35; 0.46 0.04; 0.10 0.04; 0.10 0.57
De 0.29; 0.40 0.41; 0.55 0.13; 0.20 0.13; 0.20
Ab 0.19; 0.31 −0.03; 0.09 −0.01; 0.02 −0.01; 0.02
Total 0.28; 0.40 0.61; 0.70 0.35; 0.46 0.14; 0.23 0.18; 0.26 0.54
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Discussion and conclusion

It is shown that the sustainable HRM is a developmental approach for employ-
ees. Within sustainable HRM practice employees are not just resources but assets. 
Sustainable HRM ensures leveraging capabilities of employees guaranteeing the 
sustenance of this ‘human capital’ as a source of competitive advantage. Sus-
tainable HRM considers employees’ satisfaction, engagement, and well-being. 
It finally endorses that ultimately successful individuals become the foundation 
stones for effective and successful organizations (Indiparambil, 2019; Parakandi 
& Behery, 2015).

The main objective of our study was to identify individual-level correlations 
between factors affecting employee satisfaction, such as workplace well-being, 
employee development, employee retention, job engagement and employee satis-
faction. As the literature review shows, this goal is extremely legitimate because 
of the practical implications for both organizations, employees, and science.

Overall, our results indicate that workplace well-being, employee development, 
employee retention, and employee engagement positively correlate with employee 
satisfaction. In addition, the results show the mediating role of employee engage-
ment in the relationship between workplace well-being, employee development, 
employee retention, and employee satisfaction. This means that the higher the 
level of these variables, the higher the level of commitment and this in turn leads 
to higher levels of satisfaction.

We studied engagement based on 3 dimensions: vigor, dedication, absorption. 
As the results show, the absorption dimension has no effect on the level of job 
satisfaction. This means that what is important is the level of energy put into the 
work, mental stamina, readiness to make an effort, doing the work with enthusi-
asm, pride, a sense of its importance, willingness to accept challenges. All this, 
while avoiding excessive work, inability to stop working, and losing track of time. 
In our opinion, a high level of absorption can often lead to workaholism, which 
can act adversely to the well-being of employees.

In our theoretical framework, we argued that job satisfaction is a complex 
theoretical construct that, when studied empirically, takes into account many dif-
ferent factors that influence it. Thus, it is up to researchers to determine which 
factors are empirically studied. Our review of the literature indicated that there 
are studies that have considered factors in terms of organization, interpersonal 
relationships, activities, and tasks, and working conditions (Sypniewska, 2014; 
Sarmiento et al., 2004, 134–143;; Zalewska, 2001). These factors relate simulta-
neously to the organizational and individual levels.

We considered it necessary to delineate factors in our study by considering the 
individual level due to the employee’s perspective in the context of sustainable 
HRM. A condition that is theoretically important and recommended in the litera-
ture, according to us, has been fulfilled, which means, according to many authors, 
that the level of satisfaction increases or decreases depending on the individual 
respondents’ evaluation of the variables studied (Meneghel et al., 2016; Nemani 
& Diala, 2011).
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Given the above, our findings show confirmation of the hypotheses posed prior to 
the study, which relate to factors such as workplace well-being, employee develop-
ment, retention, and engagement.

Analyzing the first hypothesis, concerning the correlation of well-being and satis-
faction, it turned out that the two variables correlate positively with each other (this 
confirms the posited H1).

This means that people who experience well-being in the workplace simultane-
ously experience job satisfaction. Considering the theoretical framework, we see 
that some researchers of job satisfaction describe it as a motivational factor related 
to engagement and as a measure of the quality of human capital management and a 
determinant of the quality of relational capital (Chrupała-Pniak, 2012; Juchnowicz, 
2014). In contrast, psychologists drawing from cognitive and humanistic psychology 
treat job satisfaction by referring to the concept of quality of life and human well-
being in organizations, where it is an end in itself, rather than as a tool for increas-
ing efficiency (Czerw, 2016; Łaguna, 2012; Dobrowolska, 2010; Ratajczak, 2007; 
Bańka, 2002).

What then is well-being? "The well-being of an individual is related to the fact 
of employment, in which there is hope, optimism, peace" (Dobrowolska, 2010). In 
our view, an organization can influence the overall and partial level of job satisfac-
tion by contributing to the overall well-being of employees in the workplace and to 
overall job satisfaction by creating appropriate working conditions for employees, 
including attention to the atmosphere at work. Thus, it can also be considered that 
an employee’s sense of well-being occurs when they find their job satisfying and 
when emotions such as joy and happiness dominate.

Our results also show that employee development positively correlates with job 
satisfaction (H2), which is theoretically and practically justified. We recognize that 
every employee strives for his own professional development. It matters to him not 
so much to do a job in a particular organization, but let this development be an added 
value for him in the future. Given the current technological changes and high com-
petition, the demand for employee training is growing. So effective employee devel-
opment initiatives offer benefits not only to employees, but also to organizations.

The incurred contribution to employee development by the organization pays off 
in the near term through increased employee productivity, engagement, and open-
ness to new ideas. As previously mentioned for employees, development improves 
their chances in the competitive labor market, especially during times of economic 
recession, for example (Millman & Latham, 2001). It should also be noted that some 
employees seek self-improvement within the profession. Successful, relevant, and 
effective training experiences can also serve as an indication that an organization is 
willing to invest in human capital and notices and meets the development needs of 
its employees. Such feelings can increase attachment to the organization, which in 
turn can translate into job satisfaction and enjoyment of being in that organization.

Our findings also show a positive correlation regarding employee retention 
with job satisfaction (H3). As mentioned earlier, satisfaction is a combination 
of what an employee feels (emotions) and what they think about various aspects 
of the job (cognition) (Rich et al., 2010; Organ & Near, 1985; Locke, 1969). It 
includes values, willingness to put effort into work, commitment, and a strong 
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desire to stay with the organization (Schultz & Schultz, 2002). It is important for 
a company to promote values in common with those of its employees, this affects 
positive brand perception and effective work. Activities aimed at identifying 
employees with the company’s values, as well as ways of managing and/or moti-
vating them, influence positive perceptions of the organization and significantly 
affect job satisfaction. All this influences the desire to stay with the organization 
or leave it. So, when the right conditions are met, an employee does not look for 
another job, another organization. He feels fulfilled in the one where he works 
and does not decide to leave it, which of course is of great value to the organiza-
tion even due to the huge costs associated with the search for new employees.

Our next findings concerned the correlation of engagement with employee sat-
isfaction. It turned out that this hypothesis (H4) was positively verified. Undoubt-
edly, when employees’ expectations and needs are met, they are more engaged in 
their tasks. This fulfillment of expectations and needs by the organization in turn 
translates into their satisfaction not only with their jobs, but also with being in an 
organization that cares about them (Qing et  al., 2020). For many years, organi-
zational psychologists have recognized the potential of work to meet the needs 
of belonging, esteem, and self-actualization (Alderfer, 1969; Maslow, 1943), as 
well as to design workplaces that provide opportunities to use a variety of skills 
and provide employees with meaning and autonomy (Hackman & Oldham, 1976; 
Herzberg et al., 1959).

In our study, we demonstrated the mediating role of engagement in the rela-
tionship between employee well-being in the workplace, employee development, 
employee retention and employee satisfaction (H5). Thus, our study demonstrated 
engagement at work as a mediator. The relationship showed statistical significance 
for all these factors with the engagement dimension: vigor and dedication, but no 
significance with the absorption dimension. This means that in people who show 
an experience of high levels of energy and mental toughness at work, a willingness 
to put effort into work, and are resilient and resilient in the face of adversity, the 
sense of job satisfaction is enhanced. Such enhancement is also found in people who 
perform work with enthusiasm, experience a sense of meaning and importance, feel 
pride in their work, and view work as a challenge and inspiration.

The lack of statistical significance for the absorption dimension does not neces-
sarily mean that people do their work without being immersed in it and forgetting 
about the passage of time or the difficulty in detaching from it. In fact, research 
shows that people who score low on the absorption dimension do not have diffi-
culty detaching themselves from it and forgetting everything going on around them, 
including time (Schaufeli & Bakker, 2003). As noted earlier, a state of excessive 
concentration on work, excessive losing oneself in work while feeling the passage 
of time unnaturally and finding it difficult to detach oneself from work can lead to 
workaholism, which in turn affects the well-being of the employee. There must be 
moderation in everything, and it is the role of the organization to create such work-
ing conditions and delegate such tasks that the employee does not work beyond his 
or her strength and does not lose himself or herself in work while feeling immense 
time pressure. Positive emotions, well-being, a sense of self-efficacy, energy trans-
late into factors that make up the sense of job satisfaction internally, individually, 
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but it does not have to be characterized by difficulties in dedicating oneself to work 
or even in interrupting a task, as in the case of workaholism.

As highlighted earlier, the perception of job satisfaction is a subjective feeling. 
What is important, however, is that this subjectivity of perceived satisfaction makes 
it impossible to design measures aimed at increasing job satisfaction that are the 
same for all employees, measures aimed at increasing positive feelings (Fiech & 
Mudyń, 2011). Being happy and fulfilled at work is a function of the multiplicity of 
work experiences in an organization. (Crede et al., 2007).

Our literature review showed that when employees have meaningful and mean-
ingful work, they tend to be more enthusiastic about developing pro-sustainability 
activities and practices (Xanthopoulou et  al., 2009); however, when they perceive 
that such practices do not align with the organization’s values, their willingness to 
experience engagement at work decreases (Colvin & Boswell, 2007; Schaufeli & 
Bakker, 2004;), and their performance becomes lower than it potentially could be 
(Bakker et al., 2004).

Practical, organizational, and scientific implications

In addition to our contribution to the mainstream of research on job engagement and 
job satisfaction in the practice of SHRM, we enrich the literature on human capital 
by studying the impact of factors at the individual level on job satisfaction. In a 
similar way, we contribute to the perspective of managing people in an organization, 
explaining how to motivate employees, what factors at work to pay attention to in 
order to increase their satisfaction and engagement which translates into the suc-
cess of the organization itself. Of course, it is clear that the factors we study are not 
the only factors. Therefore, we point out that it is important to expand the research 
to include still other factors of importance for greater satisfaction and engagement. 
While the literature to date has pointed to other factors, our study was by design to 
take a sustainability approach.

Another of our contributions is a deeper understanding of the mediating role 
that employee engagement, including its dimensions, plays on job satisfaction. Our 
results showed that engagement and its dimensions mediate the relationship between 
individual factors (employee development well-being, retention, overall engage-
ment) and job satisfaction. Another of our contributions is the measurement of 
empirical relationships between the factors studied and job satisfaction. The size of 
our research sample may indicate some generalization (but not generalization) of 
our results at the individual level with boundary conditions defined by multilevel 
interactions taking into account other factors.

Our analysis is particularly valuable to decision-makers because it can inform 
them about the conditions to be created for employees and how to motivate them 
from a sustainability perspective. The implications for decision-makers also trans-
late into implications for the organization itself. Organizations should strive to 
apply/implement SHRM practices. Organizations should focus on individual SHRM 
levels that translate into employee job satisfaction as an indicator of success in cre-
ating workplaces that foster well-being, employee well-being, employee retention, 
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engagement, and productivity. If work is unsatisfactory, employees may feel tension, 
refrain from contributing more, or quit. Therefore, periodic job satisfaction surveys 
are extremely important to help identify negative and positive feelings.

It is worth noting the findings of other researchers on job satisfaction, in which 
satisfaction was a motivating factor in entrepreneurial activities (Blaese et al., 2021). 
Other studies have highlighted the role of conflict in perceived job satisfaction, 
which is related to employees’ feelings of well-being (Schoss et al., 2022).

Another implication for practice from the presented study is the creation of 
SHRM policies for employee development, as this is one of the factors that has a 
significant impact on job satisfaction and engagement. Successful employee devel-
opment initiatives benefit not only employees, but also the organization. It is there-
fore important to include training programs that, among other things, promote 
employee self-actualization and team building, a work atmosphere that promotes 
employee well-being.

Intuitive methods to motivate employees to work more efficiently used by deci-
sion-makers seem to be insufficient. Therefore, our study can make an important 
contribution to expanding knowledge about ways to increase job satisfaction and 
engagement. The organization’s policies in terms of ways to motivate employees 
translate into the employees themselves, especially their willingness to stay or leave 
the organization. An employee who feels that the organization cares about the devel-
opment of employees, their mental state and perceived emotions, their well-being is 
less likely to decide to leave. After all, as mentioned earlier, high employee turnover 
is associated with huge recruitment costs. It is not just financial costs, but also the 
cost of recruiter time or the cost of adapting a new employee.

Limitations and direction for future research

The studied sample, although quite numerous, cannot be considered representative 
of the general population of Polish employees. Therefore, the generalizability of the 
findings obtained is not without questions. It should be noted that the questionnaire 
was not oriented towards employees of organizations which report to have sustain-
ability strategies.

A potential limitation is related to our measure of WWB, ED, ER. Although the 
current research provides evidence that these factors are related to job satisfaction, 
additional research is needed to further examine the form and function of these fac-
tors. Future studies could use objective measures to evaluate those factors.

Among the limitations, it should be noted that, since all the variables were meas-
ured in the same questionnaire, the results could have been affected by biases due 
to the variance of the common method. With a view to overcoming this problem 
(Podsakoff et al., 2012), future research should/could include other sources of explo-
ration, such as supervisors’ opinions, as well as systematic observations.

The authors are aware that the article does not exhaust the research prob-
lem research problem and is only an impulse for further research on the complex 
issue of SHR practices and their relationship to engagement and satisfaction in the 
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workplace. There are few humanity direction studies in SRHM, also this is a gap 
that needs to be filled in the future.

It would also be useful to examine the impact of various sustainable HRM prac-
tices to see which ones have the greatest impact on work engagement.

Future research may also consider other individual and individual-level factors 
that could potentially moderate this relationship between human resources and 
engagement, such as leader-team member relationship, collectivism/individualism 
orientation, organization support, and employee type.

The present study could be capitalized for the inauguration of new lines of 
research in the area. The suggestions, without being exhaustive, are oriented to the 
following disseminate and foster SHRM practices that are positively associated with 
job satisfaction.

Looking ahead, an interesting research direction would be to conduct a longitudi-
nal study analyzing the relationships studied in different phases of the organization’s 
life cycle. In our opinion, it could contribute to defining the currently studied vari-
ables (factors) in retrospect, whether they are still important to employees or have 
lost their importance.
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