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INTRODUCTION
When working as an HR professional or (senior) manager in an organization, you must  
naturally feel the need to bring out the best in your employees - both for the benefit of your 
organization, as well as for the employees themselves. And then, when you realize that this 
is not a self-evident process, you start collecting knowledge, data and resources to support 
you in bringing out the best in employees. Perhaps you want to conduct an employee  
survey and come across terms such as: 

Employee Satisfaction, Employee Engagement,  
Mood at work, Employee Happiness 

  But what are the differences between these concepts?  
  Why is it important to measure them?  
  How can you perform a reliable survey?  
  And last but not least, how can you influence them? 

At 2DAYSMOOD we have the mission to create a world in which organizations thrive 
through happy employees. We believe working with reliable and actionable data is the 
starting point to achieve this. That is why we have developed a unique realtime measuring 
method including a 15 second survey. We offer organizations the opportunity to continuo-
usly obtain feedback about how their people feel at work, the underlying reasons of these 
feelings, and what drives them to be their best selves at work. Our method is based on 
scientifically proven and validated models for measuring the concepts: satisfaction,  
engagement, commitment, mood and happiness. During the development of our method, 
we have researched and learned all about ‘'the science of measuring employee happiness’’ 
and that is exactly what we want to share with you in this document. 

After reading this whitepaper... 
...you will understand the meaning of the above mentioned concepts and how you can best 
capture them through a science based survey. Of course, we will explain in particular how 
our own 2DAYSMOOD survey is built up and how it differentiates from other employee en-
gagement surveys on the market. 
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EMPLOYEE SATISFACTION 
VS. EMPLOYEE ENGAGEMENT 
Employee feedback surveys can be a key strategic tool for organizations. When the  
retrieved survey data is accurate, useful, and actionable, it can be positively applied towards 
improving productivity, absenteeism, retention, and talent attraction. Well-known employee 
feedback surveys, such as the ones offered by Gallup, Great Place to Work, Kenexa, Aon 
Hewitt, and Towers Perrin, typically measure the opinion and satisfaction level of employees 
towards their work and organization. These employee feedback surveys are commonly 
branded as “employee engagement surveys” or “employee satisfaction surveys”, with both 
names often being used interchangeably. However, it must be noted that there is a risk in 
using “engagement” and “satisfaction” as synonyms as there is a clear distinction between 
the two concepts (see Table 1). 

Satisfied and engaged employees behave differently 
Over the past decades, research has repeatedly confirmed that on average about 65%  
of all employees are satisfied, whereas about 15% of all employees are engaged (Gallup, 
2013; Ouweneel, Schaufeli, & Le Blanc, 2009). One of the most important differences  
between a satisfied employee and an engaged employee is the difference in behavior;  
whereas a satisfied employee typically behaves in a conformist way, has a “wait-and-see”  
attitude, and sometimes acts defensively, an engaged employee has high energy, acts as  
an initiator, and often takes the lead in change and/or innovations (Kodden, 2018).  

For the success of an organization, it is therefore important to understand where in the 
organization the engaged and satisfied employees are and what drives them

Table 1: The distinction between a satisfied and an engaged employee - Burnett & Lisk (2019); Kodden (2018),  
Cook (2012), Fisher (2010), Meyer & Allen (1991), Meyer, Allen, & Smith (1993), Kahn (1990)

A satisfied employee An engaged employee

Typical moods Comfortable, calm, relaxed Excited, pleased, cheerful

Typical behaviors
Conformist, “wait-and-see”, some-
times defensive

Energetic, likes to take the lead, 
innovative, drives change

Attitude towards  
organization and values

Neutral Positive

Organizational  
commitment

Medium dedication Strong dedication

Energy Average High

Productivity Meets expectations
Exceeds expectations, goes the 
“extra mile”
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Disengaged employees can have a harmful impact 
Besides engaged and satisfied employees, in every organization, you will find a  
group of actively disengaged employees as well. Worldwide, around 20% of all employees 
are actively disengaged. That is, they are unhappy, unproductive, negative, and potentially  
hostile to their organization and co-workers. For different reasons – such as boredom, 
monotonous work, high pressure, lack of trust or lack of appreciation – these employees 
have mentally cut ties with their jobs. Low employee engagement levels can have a harmful 
impact in the long run on numerous organizational factors, such as motivation, productivity, 
and willingness to change. Actively disengaged employees also show a higher level of  
sick leave, can negatively influence the mood in the team and are at high risk to leave  
the organization.  

The majority of satisfied employees are a risk group 
In addition to the disadvantages of actively disengaged employees, the employees who are 
satisfied represent a risk group as well. These employees can tilt either way — good or bad. 
Many satisfied employees want a reason to be inspired. They are the “show me first” group 
that needs an extra push to perform at their best. Imagine the immense positive effect on 
overall productivity and performance that will occur when leaders and managers push this 
majority of employees in the right direction (Gallup, 2017).  

Consequently, there is a huge necessity for organizations when it comes to understanding 
and impacting satisfaction and engagement levels. They need to have the right tools and 
resources in place to effectively support them with actionable insights. 
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MOOD 
When looking at the existing employee feedback surveys, we see that emotions  
and affect are often not measured. However, they are unavoidable aspects in regard  
to the satisfaction and engagement levels of employees. Not taking mood into account, is 
a clear limitation to those existing surveys, since numerous studies show that mood and 
emotions form an important indicator for overall employee happiness. 

The most widely accepted definition among happiness researchers supports this:  
happiness is the frequent experience of positive emotions combined with an overall  
sense that life is good and meaningful. A happy person often experiences positive emo-
tions and rarely (but not never) experiences negative emotions. Conversely, an unhappy 
person spends much of their time experiencing negative emotions (Cohn et al., 2019).  
In the next chapter of this whitepaper we will give a full explanation on the concept of  
employee happiness and its determining factors. But first, some more scientific back-
ground on moods and how to capture them.  

How to continuously capture mood 
In the 2DAYSMOOD survey, mood is measured as a central and reoccurring  
element. Assessment of employee mood is based on the answer to the question:  
“How do you feel at work today?”. There are different scientific approaches as to how to 
capture the answer to this question, such as a categorical and a dimensional approach.  

Through a categorical approach, emotions are presented in categories, such as the  
“Big Six”  emotion model (Ekman & Friesen, 1971; Ekman, 1993; Meschtscherjakov & 
Scherndl, 2009). In a dimensional model, emotions are visualized on two axes. Russel 
(1980) was one of the first psychologists that designed a dimensional model for emotions. 
Figure 1 summarizes Russel´s Circumplex Model of Emotional Classification in which 28 
universal emotions are visualized around an arousal (intense emotions vs. mild emotions) 
and pleasure (pleasant feeling vs unpleasant feeling) axis. (Go to the next page for figure 1)
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Figure 1: 
Russel´s Circumplex Model 
of Emotional Classification 
Russel (1980, 2003)

Researching the most  
applicable dimensional models of emotions  
After Russel´s (1980) Circumplex Model was introduced, several other researchers  deve-
loped similar dimensional models of emotions. Yet Russel´s model seems to be the most 
encompassing and universally applicable in comparison. In addition, research from Weiss, 
Nicholas, and Daus (1999), shows that the pleasant-unpleasant dimension, compared to 
other dimensions, is the most relevant and applicable in organizational research. The rese-
archers also found that pleasant emotions were significantly correlated with job satisfaction 
whereas other measures, such as activation level, were not.  

Identifying the most common emotions at work 
In 2017, 2DAYSMOOD conducted research together with the University of Utrecht, The 
Netherlands, to find out the most common moods experienced at work. 160 respondents 
were presented with the 28 emotions as defined in Russel´s (1980) model and picked out 
4 emotions from the left half of the model and 4 emotions from the right half of the model 
that they would typically experience at work. Based on these findings,  
2DAYSMOOD developed a simplified version of Russel´s Model for the 15 second
survey. Using the 8 most common emotions experienced at work as an answering 
scale, participants can quickly recognize and capture their current mood. 
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Figure 1: 
Russel´s Circumplex Model 
of Emotional Classification 
Russel (1980, 2003)

Figure 2:  
2DAYSMOOD’s  
adapted version  
of Russel’s (1980)  
Circumplex Model

Giving mood a face
Another research finding which influenced the development of our answering scale was 
that of Fisher (2010). This research highlighted that verbal expressions of happiness in a 
measuring scale, do not comprehensively reflect mood. Fisher (2010) proposed utilizing a 
scale consisting of visual “faces” as an alternative. To reach this conclusion, Fisher compa-
red respondent’s answers to how they feel at work using both a verbal measure and a scale 
consisting of 11 faces, each depicting a different emotion. It was found that, when using the 
visual scale, the typical reported emotion at work was strongly related to overall job satisfac-
tion measures. Importantly, when using a verbal measure, the typical reported emotion at 
work was less strongly correlated with overall job satisfaction measures.  

2DAYSMOOD’s simplified mood measurement model 
Taking the findings of Russel (1980), Fisher (2010), and Weiss et al. (1999) together,  
we created a simplified version of Russel’s (1980) model, visualizing the emotions through 
emojis for our answering scale (see Figure 2).It should be noted that mood at work can 
generally be impacted by personal circumstances (such as family issues and/or stressful life 
events). In order to limit the risk of the answers of participants being biased by personal  
circumstances, we have formulated our question in a way that it is clear that we want to 
know how employees feel at work (“How do you feel AT WORK today?”). In addition, the  
survey offers participants the opportunity to give the reason for their mood at the end of 
the 15 second survey. This feedback is saved anonymously in a company dashboard and 
privately in a personal dashboard for the employee only. This way, in retrospect, the  
employee can understand better why they had particular feelings on certain days 



EMPLOYEE HAPPINESS 
Now that we understand the concepts of satisfaction, engagement and mood, the question 
remains where “employee happiness” fits in. Actually, it is not a coincidence we started out 
explaining these three concepts first, since they are integral and influential aspects of the 
concept employee happiness. So how are they all related? Let’s dig in.  

What research tells us about employee happiness 
In the past two decades, new scientific fields, such as positive psychology and neuroscience, 
have found evidence that happy people are more successful than their less-happy peers in 
three primary life domains: work, relationships and health (Kjerulf, 2017).  

Recent studies show that organizations with happy employees have better chances of 
achieving the organizational outcomes they are aiming for — such as revenue, profit, and 
productivity. In fact, research confirms that happy employees are 45% more productive, 
feel 180% more energetic, and are 50% more motivated. In addition, they have a 66% lower 
sickness absence rate than their unhappy peers (Pryce-Jones, 2011).  

Robison (2008) found that in organizations in which a conscious attempt was made to  
create a healthy work environment where employees feel comfortable, there was a 51% 
drop in employee turnover rates. Happy employees also report an average burnout rate 
that is 80% less than for their peer group of unhappy employees.  

The four defined aspects of employee happiness 
Employee happiness can be defined as a combination of job satisfaction, work engagement, 
organizational commitment, and positive affect (Fisher, 2010; Meyer & Allen, 1991; Meyer 
et al., 1993; Kahn, 1990).  (see table 2) Through the 2DAYSMOOD survey, organizations get 
insights into all the four aspects of employee happiness. It makes the survey a unique and 
comprehensive tool to gain insight into the overall concept of employee happiness.

Job  
satisfaction

A positive emotional state resulting from one’s job or aspects of the job, such as growth 
opportunities, the level of autonomy and mastery, salary and benefits, and appreciation.

Work  
engagement

The extent to which an employee devotes cognitive (head), emotional (heart), and physical 
(body) attention to their profession. Both job satisfaction and work engagement are often 
measured in employee feedback surveys such as the ones mentioned earlier in this paper. 

Organizational 
commitment

The extent to which an employee is emotionally attached to the organization they work for. 
It is a person’s active and positive intention to identify with and internalize organizational 
goals and values. A typical measurement for organizational commitment is the employee 
Net Promoter Score (eNPS) that measures employee loyalty based on the presence of three 
different groups of employees, namely: detractors, passives, and promoters.

Emotions and 
affect

An indication of the general attitude or mood at work. Knowing how employees feel at work 
and why seems to be an important aspect of obtaining insight into overall happiness at work.

Table 2: The four aspects of employee happiness - (Fisher, 2010; Meyer & Allen, 1991; Meyer et al., 1993; Kahn, 1990)

8



EMPLOYEE HAPPINESS MODEL 
The basic and first question of the 2DAYSMOOD 15 second survey – “How do you feel  
at work today?” – gives a solid and relevant impression about the general mood among 
employees within an organization. However, in order to create a dataset that is valuable 
and a proper foundation for action and change, it is equally important to understand why 
employees feel the way they feel. For this reason, in 2017, 2DAYSMOOD developed the  
Employee Happiness Model – a collection of the 15 most important drivers of happiness  
at work (see Figure 3). 

Foundation of the Employee Happiness Model 
The foundation of the Employee Happiness Model is built up from recent studies 
and research findings about: 

  experiencing happiness at work;  

  what drives people to stay with an organization; 

  and elements that increase overall engagement. 

In addition to extensive literature research, we included feedback and thoughts of manage-
ment influencers such as Victor Lipman and Daniel Pink. We also looked at the elements/
drivers that existing employee engagement surveys were covering and incorporated our 
combined 30+ years of management and HR experience from the 2DAYSMOOD team to 
create the strongest possible foundation for our realtime measuring method. (see Figure 4). 

Figure 3:  
Employee Happiness Model 
2DAYSMOOD in collaboration 
with the University of Utrecht  
(2017)
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Figure 4: Research, development, and validation process of the Employee Happiness Model

Incorporating 15 measurable drivers of employee happiness 
Based on our research, we developed 15 main drivers of employee happiness and  
summarized them in 4 themes: Organization, People, Job, and Wellbeing. Per driver, we 
developed 10-15 statements (supplemented with open and custom questions) that can be 
answered on a 5-point scale from “strongly disagree” (1) to “strongly agree” (5) (see table 3). 
The statements were developed based on five leading principles to ensure relevance and 
create a good basis for action and change: 
 
1.   Every driver has a statement to measure general satisfaction and a statement to 

measure importance – this in order to create a starting point/baseline for each driver 
2.   There is a proven empirical relation between the topic measured through a statement 

and business performance 
3.   The topic of the statement is an indication for high (“strongly agree”) and low  

(“strongly disagree”) performance within the work environment
4.   Each statement is actionable starting at the team level to organizational level 
5.   For every driver, there is a number of statements that create awareness and can trigger 

personal ownership for improvement (personal leadership) 

 

Table 3: “Relationship with Colleagues” driver statements

•  Extensive literature research
•  Feedback management influencers
•  Analysis existing engagement surveys
•  30+ years of management & HR experience

•   Defined 15 main drivers and  
summerized them in 4 themes

•   Wrote statements according to  
the leading principles

•    Validation study in collaboration with  
the University of Utrecht

•     Significant evidence for the 15 drivers as  
an indicator for Employee Happiness

RESEARCH

DEVELOPMENT

VALIDATION

Statement Statement Type

Overall, I have a good relationship with my colleagues Baseline – s | Satisfaction

My relationship with my colleagues is important for my  
overall happiness at work

Baseline – i | Importance

I show genuine interest in my colleagues’ work and private life Personal leadership

When a colleague is in need of assistance or asks for help, we help  
each other out

General

When I go on holiday, I fully trust my colleagues to handle my work General



Validation by 2DAYSMOOD and Utrecht University 
In collaboration with Utrecht University, the Employee Happiness Model was  
scientifically validated. An array of statistical analyses were performed to assess the  
tool, such as a principal component analysis to determine which happiness drivers  
were most relevant and accounted for the most information. We also did a reliability  
analysis which confirmed that the 15 individual happiness driver statements compose  
one coherent, reliable “General Workplace Happiness” scale (Cronbach’s Alpha = .88).  
Further, it was found that cross-national differences have little to no impact on the reliability 
of the scale, meaning that it may be used with confidence in various cultural contexts.  

So, in line with expectations, a strong and reliable measurement of general employee  
happiness is obtained when the 15 drivers of employee happiness are combined.  
You might find it interesting to know that, of the 15 happiness drivers, Relationship with Col-
leagues, Social Values, and Relationship with Direct Manager, rose to the top as being the 
most important for employee happiness. 

CONCLUSION  
The extensive research and validation study described above support that the 2DAYS-
MOOD measuring method of employee happiness is significant, relevant and encompas-
sing. Organizations obtain a solid overview of happiness at work among employees and 
gain accurate and actionable insights. Uniquely, our 15 second survey makes this process 
fast, fun and continuous, so it can also be applied to monitor trends, experiment, measure 
effects and rectify interventions. All towards developing a positive company culture with 
high happiness, engagement, productivity and retention levels, which attracts talents by 
itself (or through employee ambassadors!). 

Written by: Selma Fehrmann MSc, Organizational Psychologist, 2DAYSMOOD 

More information or a demo: WWW.2DAYSMOOD.COM

Get in touch: info@2daysmood.nl 

https://2daysmood.com/
mailto:info%402daysmood.nl%20?subject=

