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ABSTRACT

This study conducts a complete review of scientific production using the quantitative approach of
bibliometric analysis to help us comprehend the existing structure of studies and to indicate future
research directions on job performance determinants and job satisfaction. By restricting its study
subjects and recognizing specific trends, the article maps the literature. Descriptive and
performance studies were carried out on a sample of 2028 papers using the Web of Science
database (WoS). The scientific mapping of the conceptual, intellectual, and social structure was
performed using the VOSviewer program, which offers academics with a quantifiable and graphic
depiction of the job performance determinants and job satisfaction sector.

The results indicated that the field's most notable researchers are of American origin, and the most
active nations in the subject of job performance determinants and job satisfaction are China,
England, Germany, Canada and the Netherlands, with important partnerships worldwide.
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1. INTRODUCTION

Recent trends have placed a strong emphasis on increasing employees' happiness at work. In order
to do this, businesses have gone so far as to implement benefits like daily catered lunches, gaming
consoles, and even ping pong tables.

The case for investing in the employee engagement is made by those who believe that raising
employee work happiness would boost output, which will eventually benefit the company's success.
Therefore, we may anticipate that firm performance indices would rise in companies whose
employees are generally happier.

According to social identity theory, an employee's drive to work hard for (and on behalf of) their
coworkers and their organization is strengthened by a strong link with their employer. The ability to
perform better and be more engaged with the work itself can then be reinforced by a greater
psychological connection to the company. As a reflection of the attitudinal and behavioral
components of the notion, increased employee engagement may be both mental and physical.
Engagement is "a good, rewarding affective reaction of work-related well-being that is marked by
energy, devotion, and absorption,” according to Bakker et al. (2008).

Organizational identification relies on the social identity tradition to define a particular sort of social
identification, making it a key term in study into the affective and behavioral results among
employees (Van Dick, 2004).
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A better conceptual grasp of the relationship between an employee's sense of belonging to their
larger organization and job satisfaction, as well as a more thorough understanding of the factors that
influence job attitudes, are required because job satisfaction is seen by various stakeholders as a key
indicator of overall organizational functioning and achievement (Gresov et al., 1989).

2. LITERATURE REVIEW

2.1 Job performance

Most research aimed at enhancing comprehension of variation in work role performances has
concentrated on explanatory notions that highlight relatively specific characteristics of employees'
self. According to identities people construct for themselves in relation to the tasks they play,
scholars have viewed the self as cognitive energy that may be distributed across different work and
nonwork domains (Ashforth et al., 2008). The idea of job engagement, as an illustration, relates to
the extent to which individuals view their occupations as constituting their whole life, so that an
employee who has high job involvement strongly connects with his or her profession and focuses
about the job even while not at work (Kanungo,1982).

Job involvement is thought to predict job performance because people who identify most firmly
with their jobs concentrate on work and see more situations as opportunities to carry out work role
activities (Brown & Leigh, 1996). Employee engagement is influenced by organizational
characteristics, supervisory behaviors, and individual differences (Hillman et al., 2008; Kreiner et
al., 2006). It is also important to mention that effort, performance and job satisfaction are filtered by
attitudes, subjective norms and perceptions about really being able to influence the level of
performance (Ajzen, 2011; Radu et al., 2020).

Job performance is the total value to an organization of all an employee's activities, both directly
and indirectly contributing to organizational objectives (Borman & Motowidlo, 1993; Campbell,
1990).

Employees who are significantly engaged in their jobs tend to exert both physical and mental
energy toward achieving role-related objectives (Ashforth & Humphrey, 1995; Kahn, 1990). They
also tend to be emotionally invested in their work. Employees who are severely disengaged from
their jobs, on the other hand, withhold their physical, mental, and emotional resources. As a result,
their task performance is, at best, mechanical, non-passive, and indifferent (Goffman, 1961;
Hochschild, 1983; Kahn, 1990).

As an increasing number of companies embrace the regular practice of preparing and releasing non-
financial reports separately from their annual reports, addressing concerns involving employee
health and safety has caught the attention of professionals and practitioners in the sector (Moraru et
al., 2020).

Working from home has also had an influence on the performance of employees who were obliged
to drive during peak hours to get to work or who lived in areas that were somewhat far from their
place of work (Isac et al., 2022).

2.2 Job satisfaction

Job satisfaction can be defined as "the enjoyable emotional state arising from the assessment of
one's employment as attaining or helping the fulfilment of one's job values,” (Locke, 1969, p. 316).
Due to its beneficial effects on job performance (Lu and Gursoy, 2013; Rich et al., 2010; Ziegler et
al., 2012); firm performance (Chi and Gursoy, 2009); and customers' perceptions of service quality,
satisfaction, and retention, the significance of job satisfaction has been heavily emphasized in the
literature (Torres, 2014). Thus, it is crucial for academics to document the main causes of employee
work satisfaction.

According to Radosevich et al. (2008), highly engaged workers are more likely to be satisfied with
their jobs than disengaged workers. According to Saks (2006), highly engaged workers are also
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more likely to exhibit favorable attitudes, intentions, and actions at work. Recent research has
repeatedly found that one of the most important factors influencing job happiness is individuals'
work engagement (Karatepe, 2013; Radosevich et al., 2008; Wefald and Downey, 2009).

Given the options for career growth and career planning, individual managers are likely to achieve
higher alignment between the self and environmental exploration (than line-level employees). As a
result, these career plans provide staff with professional abilities that lessen concerns about careers
while increasing job satisfaction (Creed et al., 2009). Furthermore, compared to line-level
employees, supervisors earn much better compensation, awards, possibilities at work, and perks. As
a result, they are more satisfied with their jobs (Carbery et al., 2003; Ghiselli et al., 2001). As a
result, managers could be more satisfied with their jobs than workers at the line level.

3. METHODOLOGY

The importance of scientific publications has increased in the last decades (Dima et al., 2022) and
the interest for scientific production assessment is much more evident in recent years through
numerous decisions of a political, economic, funding allocation, public policies development,
partnership opportunities, university staff hiring and various other fundamental decisions that are
based on the analysis of academic research results (Pranckuté, 2021). Therefore, the popularity of
bibliometric analysis as a significant scientific tool for assessing the production of scientific
publications by using mathematical and statistical methods has grown significantly in recent years.
Bibliometrics, as a branch of scientometrics, has been used in many fields of research, including:
agriculture (Lekovi¢ et al., 2020), economics (Dima, 2021; Popescu et al., 2022), finance (Nath &
Chowdhury, 2021), mathematics (Lei et al., 2021) and many others.

In the context of identifying the most relevant job performance determinants, this research seeks to
highlight the current interest of researchers in the analysis of factors that influence employee
performance or job performance through bibliometric analysis. The main objectives of the current
research are the following:

e determining the growth rate of articles number related to job performance determinants,

¢ identifying the geographical distribution of research and the most prolific authors on this topic,

e illustrating the significant keyword clusters that form job performance determinants.

e In order to fulfil the stated objectives, Web of Science (WoS) was selected as the database source
for the bibliometric study. The main arguments for this choice are that WoS is a very
comprehensive bibliographic data source (Pranckuté, 2021), it is considered the most prominent
source of bibliographic data for activities including journal selection, research evaluation or
bibliometric analysis (Li, Rollins & Yan, 2018), it covers a large time frame with a low percentage
of duplicated entries (Pranckuté, 2021) and it is compatible with the analysis software (Pintilie,
Cicea & Marinescu, 2020).

A keyword search process was performed in the WoS database in September 2022. In the “topic”
section of the database the search was conducted by the following keywords: “job performance”
AND “determinant”. The initial search generated 2,088 results that covered the period 1975 — 2022.
For the first years, respectively the period 1975 — 1995, less than 20 publications per year were
found, without any continuity from year to year. Therefore, these publications were eliminated from
the list, which generated a number of 2,028 results that were analysed using the VOSviewer
software, version 1.6.18. Using the visualization of similarities (VOS) mapping technique,
VOSviewer is used to create, visualize, and explore bibliometric maps of science (van Eck &
Waltman, 2020).
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4. RESULTS AND DISCUSSIONS

The first part of the analysis consisted of applying a descriptive analysis on the 2,028 publications
selected for the research in order to determine the growth rate of articles number related to job
performance determinants and to fulfil the first objective. The information from the WoS database
regarding the number of published documents and the number of citations in each year from the
timeframe 1996 - 2022 were analyzed in Table 1.

Table 1. Evolution of publications and citations number in 1996 — 2022 concerning job
performance determinants

Publication Number of % of Cumulative Number of % of Cumulative
Year documents 2,028 percent citations 76529 percent
1996 30 1.48% 1.48% 9 0.01% 0.01%
1997 24 1.18% 2.66% 12 0.02% 0.03%
1998 23 1.13% 3.80% 59 0.08% 0.10%
1999 27 1.33% 5.13% 82 0.11% 0.21%
2000 30 1.48% 6.61% 167 0.22% 0.43%
2001 30 1.48% 8.09% 268 0.35% 0.78%
2002 31 1.53% 9.62% 343 0.45% 1.23%
2003 29 1.43% 11.05% 447 0.58% 1.81%
2004 28 1.38% 12.43% 511 0.67% 2.48%
2005 36 1.78% 14.20% 816 1.07% 3.55%
2006 39 1.92% 16.12% 981 1.28% 4.83%
2007 43 2.12% 18.24% 1320 1.72% 6.55%
2008 57 2.81% 21.06% 1751 2.29% 8.84%
2009 59 2.91% 23.96% 2124 2.78% 11.62%
2010 66 3.25% 27.22% 2499 3.27% 14.88%
2011 79 3.90% 31.11% 2894 3.78% 18.66%
2012 80 3.94% 35.06% 3187 4.16% 22.83%
2013 81 3.99% 39.05% 3521 4.60% 27.43%
2014 98 4.83% 43.89% 3923 5.13% 32.55%
2015 97 4.78% 48.67% 4364 5.70% 38.26%
2016 88 4.34% 53.01% 4844 6.33% 44.59%
2017 122 6.02% 59.02% 5195 6.79% 51.38%
2018 158 7.79% 66.81% 5735 7.49% 58.87%
2019 172 8.48% 75.30% 7341 9.59% 68.46%
2020 192 9.47% 84.76% 8478 11.08% 79.54%
2021 160 7.89% 92.65% 9364 12.24% 91.78%
2022 149 7.35% 100.00% 6294 8.22% 100.00%

TOTAL 2028 76529
Source:

Out of the total of 2,028 publications, the majority were published starting from 2015, which
indicates an increased interest in this topic in recent years. Most of the works were published in
2020, the year in which employees and organizations were affected by the changes regarding social
distancing and working from home imposed at the state level by the restrictions of the Covid-19
pandemic. Researchers were interested in investigating job performance determinants in the new
context and a greater number of publications resulted. On average, in each year included in the
analysis, approximately 75 WoS-indexed works on this topic were published. Regarding the number
of citations, it had a constant evolution throughout the period, most of the citations being registered
in 2021, respectively 12.24% of the total of 76,529 registered. Compared to the number of
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publications, an average of approximately 37 citations for each paper resulted, and compared to the
number of years included in the analysis, an average of approximately 2,834 citations per year
resulted.

Figure 1 below illustrates the information presented in Table 1, highlighting the relatively
inconstant evolution of the number of publications within the analysed period, but with a
considerable increase, especially after 2017, as well as the exclusively upward trend of the number
of citations.
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Figure 1. Evolution of publications and citations number
Source:

Regarding the type of publications, it was found that the majority of these are articles (90.53%),
followed by proceeding papers (7.89%) and review articles (3.35%). The full results are presented
in Figure 2. The authors' interest in the articles, which presuppose more laborious practical research
of the analysed field compared to conference papers or the theoretical aspects presented in book
chapters, is noteworthy.

Document Type

B Proceeding Paper,

7.89%

B Review Arti/cle,—?;.’gf,g/o’
Eaﬂv?\Ec‘ess, 3.21%

i_‘Other, 1.48%

W Article  HProceeding Paper M Review Article Early Access M Book Chapters M Other types

Figure 2. Distribution of publications in terms of document type
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In order to fulfil Objective 2, namely to identify the geographical distribution of research and the
most prolific authors on this topic, an analysis of these elements was carried out by the authors
based on the available data identified in WoS. Regarding the geographical distribution of
publications, the main provider of scientific production stands out to be the United States of
America, the authors affiliated with the USA publishing approximately 32% of the total works on
this topic (Table 2). Also, an increased interest in job performance determinants is found in the case
of China, England, Germany, Canada and the Netherlands. These countries have published over 100
articles in the analysed field, accumulating over 50% of the total of 2,028 publications registered
worldwide. It is found that the states that emphasize research in the field of job performance
determinants are those that allocate very large funds for research, respectively USA, England or
Canada, or prioritize the production sector, being suppliers of significant quantities of finished
products, respectively China, Germany or agricultural producers, as is the case with the
Netherlands, the second-largest exporter of agricultural products in the world. Therefore, the desire
for research in the field is translated by the increased interest in obtaining the highest possible
performance of the employees to further stimulate the economic sector.

Table 2. Geographical distribution of publications

Countries/Regions Record Count % of 2.028
1| USA 642 31.66%
2 | PEOPLES R CHINA 149 7.35%
3 | ENGLAND 133 6.56%
4 | GERMANY 126 6.21%
5 | CANADA 118 5.82%
6 | NETHERLANDS 102 5.03%
7 | AUSTRALIA 99 4.88%
8 | SPAIN 96 4.73%
9 | SOUTH KOREA 86 4.24%
10 | TAIWAN 69 3.40%
11 | ITALY 68 3.35%
12 | MALAYSIA 67 3.30%
13 | TURKEY 56 2.76%
14 | INDIA 54 2.66%
15 | FRANCE 48 2.37%
16 | PAKISTAN 43 2.12%
17 | INDONESIA 41 2.02%
18 | PORTUGAL 35 1.73%
19 | SOUTH AFRICA 34 1.68%
20 | POLAND 31 1.53%

Source: Analyzed by the authors, adapted from WoS

As probably expected, the main 20 authors who published works related to job performance
determinants come from the states identified and mentioned in the previous table. The centralization
of the processed data from WoS regarding the most prolific authors is presented in Table 3. It is
found that there is no very prolific author in this field, as is the case in other research topics. The
most publications are attributed to Timothy A. Judge from Department of Management, University
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of Florida, USA (10 papers), Laura Borgogni from Sapienza University of Rome, Italy (8 papers)
and Phillip Ackerman from Georgia Institute of Technology, USA (7 papers).

Table 3. Most prolific authors

Authors Record Count % of 2,028
1 | Judge TA 10 0.49%
2 | Borgogni L 8 0.39%
3 | Ackerman PL 7 0.35%
4 | Viswesvaran C 6 0.30%
5| ChenYJ 5 0.25%
6 | LinCP 5 0.25%
7 | Mackenzie SB 5 0.25%
8 | Podsakoff PM 5 0.25%
9 | Alessandri G 4 0.20%
10 | Cadogan JW 4 0.20%
11 | De Witte H 4 0.20%
12 | Demerouti E 4 0.20%
13 | Han H 4 0.20%
14 | Hitka M 4 0.20%
15 | LeeJ 4 0.20%
16 | Lee S 4 0.20%
17 | LiJ 4 0.20%
18 | Ones DS 4 0.20%
19 | Oswald FL 4 0.20%
20 | Sackett PR 4 0.20%

Source: Analyzed by the authors, adapted from WoS

In order to illustrate the significant keyword clusters that form job performance determinants, a map
based on bibliographic data was generated in WOSviewer. The selected type of analysis was co-
occurrence, using the full counting method and Keywords plus as unit of analysis. Based on these,
3498 keywords were found connected to the topic job performance determinants. To reduce the
large volume of generated keywords, a restriction of minimum 30 occurrences of the same keyword
was applied and 72 different keywords met the threshold. These 72 different keywords are grouped
into four clusters, generating 1941 links and a total link strength of 15675. The main keywords for
each of the four clusters are illustrated in Figure 3 bellow. The visual representation of this
grouping is a map with each cluster shown as a node and the branches connecting those nodes.
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According to the data highlighted in Figure 3, it is clear that the 72 keywords, each of which is
represented by a node in the keyword map, are grouped into four clusters based on the connections
that develop between. The first cluster, shown by the colour red, contains 24 nodes, or more exactly
12 keywords, which were combined in the analysed publications. The main keywords for this
cluster, according to the information presented in Table 4 evolve around the perspective of
employee, who is the centre of main research topics and include concepts such as: “burnout”,
“health”, intrinsic motivation”, “leader-member exchange”, “stress”, “transformational leadership”
or “work engagement”. The second cluster, illustrated in green, contains 23 nodes and the main
keywords for this cluster are closely related to the performance determinants from the organization
perspective. According to Table 4, some of the items included in this cluster are: “employment”,
“firm performance”, “innovation”, “productivity” or “technology”. The third cluster, shown by the
colour blue, includes 14 nodes referring to the more subjective aspects of human behaviour related
to job performance. Some keywords from this cluster include: “experience”, “individual
differences”, “motivation” or “personality”. The fouth cluster, illustrated in yellow contains 11
nodes regarding: ‘“‘commitment”, ‘“consequences”, ‘“‘employee turnover”, “job satisfaction”,
“organizational commitment” or “perceptions”.

e 1Y

Table 4. Cluster grouping of main keywords

Cluster Main Keywords
Cluster 1 (24 items) — red | Burnout, Citizenship behaviour, Creativity, Engagement, Environment,
colour Health, Intrinsic motivation, Job demands, Leader-member exchange,

Perceived organizational support, Resources, Stress, Support,
Transformational leadership, Work engagement.

Cluster 2 (23 items) — | Culture, Determinants, Employment, Firm performance, Gender,
green colour Information, Innovation, Knowledge, Orientation, Performance,
Productivity, Success, Technology, Trust.

Cluster 3 (14 items) — | 5-factor model, Experience, Individual differences, Motivation,

blue colour Organizational citizenship behaviour, Personality, Self-efficacy.
Cluster 4 (11 items) - | Antecedents, Attitudes, Commitment, Consequences, Employee turnover,
yellow colour Job satisfaction, Organizational commitment, Perceptions.

Source: Analyzed by the authors, adapted from WoS
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Figure 4 presents the evolution of the main keywords over the last years, illustrating the main
research trends regarding the job performance determinants. In the early 2010s, the research
focused more around the keywords from clusters 3 and 4, namely “organizational commitment”,
“behaviour”, “attitudes”, “S factor model” etc. In recent years, publications began to address in
particular the aspects included in clusters 2 and 1, respectively, focusing more on the employee as
an important individual in the company and his well-being, as well as the organizational
performance as a whole. The research directions seem to prioritize the employee, as the main factor

of job performance.
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Figure 4. Keyword map evolution over time
Source: Analyzed by the authors, adapted from WoS

5. CONCLUSIONS

This in-depth bibliometric study will help future researchers discover emerging research topics and
prospective collaborations. Initially, the article examined the present state of research on job
performance determinants and job satisfaction. Furthermore, the important theme topics were
highlighted and bibliographically categorized into clusters based on the main study areas linked to
these concerns. This research also evaluates existing and developing job performance determinants
and job satisfaction literature, employing a thematic evolution map to detect emergent topics. As a
result, these topics pave the path for future study on job performance determinants and job
satisfaction.

Furthermore, one of the limitations of this study is that it only used the WoS database. To gain more
thorough data, future research should include more databases of other document publishing, such as
Scopus, Google Scholar, dimension, and so on.

The bibliometric technique might be used by research and development teams to delve into the
search query and obtain relevant papers as reference checkpoints for conducting cutting-edge
research and development.

292



PROCEEDINGS OF THE 16th INTERNATIONAL MANAGEMENT CONFERENCE
“Management and resilience strategies for a post-pandemic future”
3rd— 4th November 2022, BUCHAREST, ROMANIA

ACKNOWLEDGMENT

This research was supported by the Bucharest University of Economic Studies: Project “Employee

performance and measurement systems: comparison between the public and private sectors”
(Contract 724/18.05.2022).

REFERENCES

Ajzen, 1. (2011). Job satisfaction, effort, and performance: A reasoned action perspective.
Contemporary Economics, 5(4): 32-43.

Ashforth, B. E. & Humphrey, R. H. (1995). Emotion in the workplace: A reappraisal. Human
Relations, 48: 97-125.

Bakker, A. B., Schaufeli, W. B., Leiter, M. P. & Taris, T. W. (2008). Work engagement: an
emerging concept in occupational health psychology, Work and Stress, Vol. 22 No. 3, 187-200.
Borman, W. C. & Motowidlo, S. J. (1993). Expanding the criterion domain to include elements of
contextual performance. In N. Schmitt & W. C. Borman (Eds.), Personnel selection in

organizations: 71-98. San Francisco: Jossey-Bass.

Brown, S. P. & Leigh, T. W. (1996). A new look at psychological climate and its relationship to job
involvement, effort, and performance. Journal of Applied Psychology, 81: 358-368.

Campbell, J. P. (1990). Modeling the performance prediction problem in industrial and
organizational psychology. In M. D. Dunnette & L. M. Hough (Eds.), Handbook of industrial
and organizational psychology, vol. 1 (2nd ed.): 687-732. Palo Alto, CA: Consulting
Psychologists Press.

Carbery, R., Garavan, T. N., O’Brien, F. & McDonnell, J. (2003). Predicting hotel managers’
turnover cognitions, Journal of Managerial Psychology, Vol. 18 No. 7, pp. 649-679.

Chi, C. G. & Gursoy, D. (2009). Employee satisfaction, customer satisfaction, and financial
performance: An empirical examination. International Journal of Hospitality Management,
28(2), 245-253. https://doi.org/10.1016/j.ijhm.2008.08.003.

Creed, P. A,, Fallon, T. & Hood, M. (2009). The relationship between career adaptability, person
and situation variables, and career concerns in young adults, Journal of Vocational Behavior,
74(2): 219-2209.

Dima, A. (2021). The Importance of Innovation in Entrepreneurship for Economic Growth and
Development. A Bibliometric Analysis. Review of International Comparative Management,
22(1), pp.120-131.

Dima, A., Bugheanu, A. M., Dinulescu, R., Potcovaru, A. M., Stefanescu, C. A. & Marin, 1. (2022).
Exploring the Research Regarding Frugal Innovation and Business Sustainability through
Bibliometric Analysis. Sustainability, 14(3), 1326.

Ghiselli, R. F., La Lopa, J. M. & Bai, B. (2001). Job satisfaction, life satisfaction, and turnover
intent: among food-service managers, Cornel Hotel and Restaurant Administration Quarterly,
42(2): 28-37.

Goffman, E. (1961). Encounters: Two studies in the sociology of interaction. Indianapolis: Bobbs-
Merrill.

Gresov, C., Drazin, R. & Van de Ven, A. H. (1989). Work-unit task uncertainty, design and morale.
Organization Studies, 10(1): 45-62.

Hillman, A. J., Nicholson, G. & Shropshire, C. (2008). Directors’ multiple identities, identification,
and board monitoring and resource provision. Organization Science, 19: 441-456.

Hochschild, A. R. (1983). The managed heart: Commercialization of human feeling. Berkeley:
University of California Press.

293



PROCEEDINGS OF THE 16th INTERNATIONAL MANAGEMENT CONFERENCE
“Management and resilience strategies for a post-pandemic future”
3rd— 4th November 2022, BUCHAREST, ROMANIA

Isac, N., Akide, M., Dobrin, C. & Dinulescu, R. (2022). Examining the impact of covid-19 on
employee performance and future aspirations in the context of digital economy, Economic
Computation and Economic Cybernetics Studies and Research, 56(2), DOI:
10.24818/18423264/56.2.22.07.

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work.
Academy of Management Journal, 33: 692—724.

Kanungo, R. N. (1982). Measurement of job and work involvement. Journal of Applied Psychology,
67: 341-349.

Karatepe, O. M. (2013). “High-performance work practices and hotel employee performance: the
mediation of work engagement”, International Journal of Hospitality Management, 32(1): 132-
140.

Kreiner, G. E., Hollensbe, E. C. & Sheep, M. L. (2006). Where is the “me” among the “we”?
Identity work and the search for optimal balance. Academy of Management Journal, 49: 1031—
1057.

Lei, T. T., Qin, Y., Xu, Z. S. & Borzooei, R. A. (2021). A bibliometric analysis of Iranian Journal
of Fuzzy Systems. Iranian Journal of Fuzzy Systems, 18(5), 1-17.

Lekovi¢, M., Cvijanovi¢, D., Panti¢, N. & Stanisi¢, T. (2020). Evaluative bibliometric analysis of
recent trends in rural tourism literature. Exonomuxa nomonpuspeoe, 67(4), 1265-1282.

Li, K., Rollins, J. & Yan, E. (2018). Web of Science use in published research and review papers
1997-2017: A selective, dynamic, cross-domain, content-based analysis. Scientometrics, 115(1),
pp. 1-20. https://doi.org/10.1007/s11192-017-2622-5.

Lu, A. C. C. & Gursoy, D. (2016). Impact of Job Burnout on Satisfaction and Turnover Intention:
Do Generational Differences Matter? Journal of Hospitality & Tourism Research, 40(2), 210—
235. https://doi.org/10.1177/1096348013495696.

Moraru, R., Paun, A., Dura, C., Dinulescu, R. & Potcovaru, A. (2020). Analysis of the Drivers of
Occupational Health and Safety Performance Disclosures by Romanian Companies, Economic
computation and economic cybernetics studies and research, 3, 197-214, DOI:
10.24818/18423264/54.3.20.12.

Nath, R. D. & Chowdhury, M. A. F. (2021). Shadow banking: a bibliometric and content analysis.
Financial Innovation, 7(1), pp. 1-29. https://doi.org/10.1186/s40854-021-00286-6.

Pintilie, N., Cicea, C. & Marinescu, C. (2020). A bibliometric study of environmental protection
and economic development: Revealing links and dynamics. In Proceedings of the 14th
International Management Conference: Managing Sustainable Organizations, Bucharest,
Romania (pp. 5-6).

Popescu, D. V., Dima, A., Radu, E., Dobrota, E. M. & Dumitrache, V. M. (2022). Bibliometric
Analysis of the Green Deal Policies in the Food Chain. Amfiteatru Economic, 24(60), 410-428.
Pranckuté, R. (2021). Web of Science (WoS) and Scopus: The Titans of Bibliographic Information
in Today’s Academic World. Publications, 9(1), pp- 12.

https://doi.org/10.3390/publications9010012.

Radosevich, D. J., Radosevich, D. M., Riddle, M. R. & Hughes, P. A. (2008). Goal orientation as a
predictor of cognitive engagement, performance, and satisfaction, Journal of the Academy of
Business & Economics, 8(3): 46-55.

Radu, C., Deaconu, A., Misu, S. I. & Triculescu, M. (2020). The Impact of Work Investment on
Performance. Amfiteatru Economic, 22 (Special Issue No. 14), 1103-1120.

Rich, B. L., LePine, J. A. & Crawford, E. R. (2010). Job engagement: Antecedents and effects on
job performance. Academy of Management Journal, 53(3), 617-635.
https://doi.org/10.5465/AMJ.2010.51468988.

Saks, A. M. (2006). “Antecedents and consequences of employee engagement”, Journal of
Managerial Psychology, 21(7): 600-619.

294



PROCEEDINGS OF THE 16th INTERNATIONAL MANAGEMENT CONFERENCE
“Management and resilience strategies for a post-pandemic future”
3rd— 4th November 2022, BUCHAREST, ROMANIA

Torres, E. N. (2014). Deconstructing service quality and customer satisfaction: Challenges and
directions for future research. Journal of Hospitality Marketing & Management, 23, 652-677.
Van Dick, R. (2004). My job is my castle: Identification in organizational contexts. In C. L. Cooper
& I. T. Robertson (Eds.), International review of industrial and organizational psychology (Vol.
19, 171-203).Chichester, UK: Wiley.

Van Eck, N. J. & Waltman, L. (2020). VOSviewer manual. Leiden: Univeristeit Leiden, 1(1), 1-52.

Wefald, A. J. & Downey, R. G. (2009). Construct dimensionality of engagement and its relation
with satisfaction”, Journal of Psychology, 143(1): 91-112.

Ziegler, Matthias & Danay, Erik & Heene, Moritz & Asendorpf, Jens & Buehner, M. (2012).
Openness, fluid intelligence, and crystallized intelligence: Toward an integrative model. Journal
of Research in Personality. 46. 173-183. 10.1016/j.jrp.2012.01.002.

295



