
261

Copyright © 2021, IGI Global. Copying or distributing in print or electronic forms without written permission of IGI Global is prohibited.

Chapter  17

DOI: 10.4018/978-1-7998-7665-6.ch017

ABSTRACT

Taylor et al. evaluated Dupuy’s general employee well-being measurement instrument and pointed out 
two concerns: a combination of positive and negative item wording and two different measurement re-
sponse methods. Taylor et al. collected new data, ran a principal component analysis, and found three 
of Dupuy’s five reported scales. In this study, the author reworded Taylor et al.’s final 18 items so that 
all items were worded positively, used a common measurement response, and removed double-barreled 
wording, which Taylor et al. did not note. The author of this current chapter conducted two studies. The 
first study’s analysis of the new data produced a single eight-item scale with Cronbach alpha of .96 that 
explained 77% of the variance. The second study used confirmatory factor analysis that showed a four-
item scale with GFI = 0.98, AGFI = 0.89, RMSEA = 0.13, and Chi-square = 9.96, df = 9, p &lt; 0.000. 
The four-item scale had a Cronbach alpha of 0.86.

INTRODUCTION

The purpose of this chapter is to follow up on Taylor et al.’s (2003) evaluation of Dupuy’s (1978) General 
Employee Well-being (GWB). Taylor et al. noted two serious concerns about Dupuy’s instrument: (a) 
the use of both positive and negative wording of the items and two different response methods. DeVel-
lis (2017) also cautioned about avoiding negative wording. Taylor et al., though, did not report that the 
18 items from the Dupuy’s (1978) study used multiple concepts in several items, such as “Have you 
been in firm control of your behavior, thoughts, emotions, or feelings?” (Taylor, 2003, p. 34). DeVellis 
cautioned against using “double-barreled” (p. 116) items when creating scale development items. The 
current chapter author conducted two studies, one used an Exploratory Factor Analysis and the second 
study used both an Exploratory Factor Analysis and a Confirmatory Factor Analysis. The author reports 
the results of each study’s analysis and a recommendation for a four-item scale to measure employees’ 
self-perception of well-being.
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EMPLOYEE WELL-BEING

Ryan and Deci (2001) posited that employee well-being emerged from two research streams: hedonic 
studies that examined well-being related to pleasure and the absence of pain; and eudaimonic studies 
that explored happiness as self-realization. Ryan and Deci considered employee well-being as a multi-
dimensional concept including both hedonic and eudaimonic properties. According to Fisher (2003), 
higher levels of employees’ perceptions of well-being positively correlate with employees’ productivity. 
Grant et al. (2007), Baptiste (2008), and Zheng et al. (2015) concurred with Fisher and purported that 
employee well-being is important to organizations’ performance as well as survival because of the posi-
tive relationship between employees’ perception of well-being and employees’ performance. Grant et 
al. defined employees’ well-being as “the overall quality of an employee’s experience and functioning 
at work” (p. 52). Page and Vella-Brodrick (2009) reported that employee well-being (EWB) consisted 
of “high-levels of positive impact, low levels of negative impact, and cognitive evaluation of one’s sat-
isfaction with their life as a whole” (p. 443) and that someone with positive well-being is said to be in a 
state of “positive psychological functioning” (p. 443). Poulsen and Ipsen (2017) added to the discussion 
of well-being by pointing out that managers’ attitudes and behaviors contribute to perceived well-being 
by both on-site and distance-based employees.

Zheng et al. (2015) emphasized the importance of employee well-being in that the concept has inter-
ested scholars since the earliest of times, thus tying the concept to human flourishing, which is, according 
to Kleinig and Evans (2013), similar to Aristotle’s concept of eudaimonia that includes both process and 
achievement and has, as it end goal, to achieve a high quality of life and well-being for themselves and 
others (p. 540-541). Hendrix et al. (1994) concluded that low levels of employee well-being contributed 
to absenteeism, which Hendrix et al. inferred to be an avoidance tactic by employees who were seeking 
to improve their short-term well-being.

TESTING DUPUY’S GENERAL WELL-BEING SCALE

Taylor et al. (2003) conducted a factor analysis study of “599 African–American women from four 
geographic regions of the United States” (p. 32) using Dupuy’s (1978) instrument. Taylor et al.’s study 
focused on participants’ two conditions that might contribute to the participants’ perception of well-
being: (a) all participants were overweight with (b) low to moderate physical activity. Taylor et al. used 
Dubuy’s original items but did not find the six dimensions reported by Dupuy (1978). Taylor et al. found 
three highly correlated factors indicating a possibility that fewer factors might be useful. Taylor et al. 
also posited that using both positive and negative wording may have led to the creation of three factors 
in their study. Taylor et al. conducted another factor analysis using four of the highest correlated items 
of Dupuy’s instrument with the 18-item total score. They found that the four items explained 85% of 
the variance.

Chitra and Karunanidhi (2013) used Dupuy’s scale and reported a Cronbach’s alpha of 0.94 and 
significant negative correlation with occupational stress, a positive correlation with resilience, and a 
positive correlation with job satisfaction. Salles et al. (2014) researched the relationship of employee well-
being, using Dupuy’s scale, with grit and burnout in medical residents. Salles et al. found a significant 
correlation between employee well-being and along with a significant correlation between employee 
well-being and the emotional exhaustion sub-scale of Maslach’s Burnout Inventory.
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