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The purpose of this study was to validate the Japanese version of the Utrecht
Work Engagement Scale (UWES-J). Employees from three independent samples
completed the questionnaire (total N = 2,334). Conﬁrmatory factor analyses
using the multiple-group method revealed that, instead of the original threefactor model, a one-factor model that assumes that all engagement items load
on one single factor ﬁtted the data. Moreover, the one-factor structure was
invariant across all three samples. Internal consistency of the scale was
sufﬁciently high (α = .92) and the test–retest reliability with an interval of two
months was .66. A series of second-order conﬁrmatory factor analyses to
examine construct validity conﬁrmed the hypothesised model, indicating that
work engagement was positively related to job satisfaction whereas it was
negatively related to strain and burnout. However, as in previous studies,
professional efﬁcacy, a component of burnout, loaded on the engagement
factor. These results, in general, suggest the reliability (internal consistency
and stability), factorial invariance, and construct validity of the UWES-J in
three independent samples.
Cette étude avait pour objectif de valider la version japonaise de l’Echelle
d’Implication au Travail d’Utrecht (UWES-J). 2,334 salariés provenant de trois
échantillons indépendants ont rempli le questionnaire. Une analyse factorielle
conﬁrmatoire faisant appel à la méthode des groupes multiples a montré que le
modèle originel en trois facteurs devait laisser la place à un modèle unifactoriel
puisque tous les items d’implication étaient saturés sur un unique facteur qui
rendait compte à lui seul des données. En outre, la structure monofactorielle
restait identique à elle-même sur les trois échantillons. La consistance interne
de l’échelle était sufﬁsamment élevée (α = .92) et la ﬁdélité test-retest après une
période de deux mois était de .66. Une série d’analyses factorielles conﬁrmatoires de second ordre destinées à étudier la validité de construction ont
conﬁrmé le modèle hypothétique, indiquant que l’implication dans le travail
était en corrélation positive avec la satisfaction professionnelle tandis qu’elle
était en relation négative avec la tension nerveuse et le burnout. Comme dans
des travaux antérieurs, l’efﬁcacité professionnelle, une composante du burnout,
était saturée dans le facteur d’implication. Ces résultats, vont dans le sens de
la ﬁdélité (consistance interne et stabilité), de la solidité factorielle et de la
validité de construction de l’UWES-J dans ces trois échantillons indépendants.

INTRODUCTION
Since the beginning of this century, increased attention has been paid to
what has been coined positive psychology: the scientiﬁc study of human
strengths and optimal functioning (Seligman & Csikszentmihalyi, 2000).
This recent trend of concentrating on strengths and optimal functioning
has also aroused attention in organisational psychology (Luthans, 2002;
Luthans & Youssef, 2007). One of these positive states is work engagement.
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
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The current article is about the psychometric evaluation of the Japanese
version of a self-report questionnaire to measure work engagement—the
Utrecht Work Engagement Scale (UWES-J).
Work engagement is assumed to be negatively related to burnout. While
burnout is usually deﬁned as a syndrome of exhaustion, cynicism, and
reduced professional efﬁcacy (Maslach, Schaufeli, & Leiter, 2001), engagement is deﬁned as a positive, fulﬁlling, work-related state of mind that is
characterised by vigor, dedication, and absorption (Schaufeli, Salanova,
Gonzalez-Romá, & Bakker, 2002a). Engaged employees have a sense of
energetic and effective connection with their work activities. Vigor is
characterised by high levels of energy and mental resilience while working.
Dedication refers to being strongly involved in one’s work and experiencing
a sense of signiﬁcance and pride. Finally, absorption is characterised by
being fully concentrated and happily engrossed in one’s work.
Clearly, vigor and dedication are considered to be the reverse conditions
of exhaustion and cynicism, respectively. More speciﬁcally, vigor and
exhaustion span a dimension that has been labeled “activation”, whereas
dedication and cynicism constitute the end-points of an “identiﬁcation”
dimension (Schaufeli & Bakker, 2004). Moreover, absorption is a unique
feature of work engagement whose reverse is not included in the burnout
construct. In sum, work engagement and burnout share two dimensions (i.e.
activation and identiﬁcation) and are additionally deﬁned by a unique
feature (i.e. absorption and reduced professional efﬁcacy, respectively).
Please note that burnout and engagement may be considered “opposites” in the
sense that they represent a positive (engagement) and a negative (burnout)
aspect of well-being. Although both aspects of well-being are mutually
exclusive at a speciﬁc point in time (i.e. one cannot feel engaged and burned-out
simultaneously), they do not exclude each other when a longer time-frame
is taken into account (i.e. one may or may not have felt engaged and
burned-out during the past month or so). This relative independence of both
“opposite” constructs is illustrated by the ﬁndings that: (1) work engagement
is negatively (but not perfectly) correlated with burnout (e.g. Hakanen,
Bakker, & Schaufeli, 2006; Schaufeli & Bakker, 2004); (2) the two-factor
model, which assumes that each construct (i.e. engagement and burnout) is
independent although negatively correlated with each other, ﬁts the data
better than the one-factor model, which assumes that each construct
collapses into one general well-being factor (e.g. Schaufeli et al., 2002a;
Schaufeli, Bakker, & Salanova, 2006).
Quite importantly, engagement and burnout exhibit different patterns of
possible causes and consequences. More speciﬁcally, as assumed by the
Job-Demands resources model (e.g. Hakanen et al., 2006; Schaufeli &
Bakker, 2004), engagement plays a crucial role in the motivation process
that is triggered by job resources, whereas burnout plays a role in the health
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
Psychology.
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impairment process that is triggered by job demands. More particularly,
engagement mediates the relationship between job resources (e.g. job control,
performance feedback, and social support) and positive organisational
outcomes (e.g. commitment, job performance), whereas burnout mediates
the relationship between job demands (e.g. work overload, role conﬂict,
emotional demands) and negative health outcomes (e.g. mental and physical
health complaints, poor work ability) (for an overview see Schaufeli &
Salanova, 2007).
Work engagement is a superordinate, second-order (latent) construct in
the sense that it is manifested by its three dimensions (Edwards, 2001).
Therefore, it is operationalised with the Utrecht Work Engagement Scale
(UWES), a self-report instrument that includes the three dimensions
mentioned above. The original UWES (UWES-17) includes 17 items (Schaufeli
et al., 2002a): vigor (six items), dedication (ﬁve items), and absorption (six
items). The UWES-17 has encouraging psychometric features (Schaufeli
et al., 2006). For instance, conﬁrmatory factor analyses showed that the
hypothesised three-factor structure of the UWES is superior to the one-factor
model (e.g. Schaufeli et al., 2002a; Schaufeli & Bakker, 2004), although the
dimensions are highly related. Earlier studies demonstrated factorial invariance
across countries (Schaufeli, Martinez, Marques-Pinto, Salanova, & Bakker,
2002b) and racial groups (Storm & Rothman, 2003) for members of similar
occupations. In addition to the UWES-17, a shortened version of nine items
(the UWES-9)—with three scales of three items each—is available that
shows similar encouraging psychometric features (Schaufeli et al., 2006).
There are several well-being variables other than burnout which also have
been examined in relation to engagement. For instance, positive attitudes
towards work such as job satisfaction, job involvement, organisational
commitment, and low turnover intention appear to be related to work
engagement (Demerouti, Bakker, Janssen, & Schaufeli, 2001; Hallberg &
Schaufeli, 2006; Salanova, Schaufeli, Llorens, Pieró, & Grau, 2001;
Schaufeli & Bakker, 2004). Furthermore, there are some indications that
engagement is positively related to health, that is, to low levels of depression,
distress, and psychosomatic complaints (Demerouti et al., 2001; Schaufeli &
Bakker, 2004).
The UWES is now used especially in Western countries. Thirteen language
versions are available and an international data-base exists that currently
includes engagement records of over 20,000 employees. As in other countries,
the concept of work engagement is potentially fruitful for the study and
practice of well-being of Japanese workers. So in order to study and to
apply the concept of work engagement in Japan, the validation of the
UWES-J is a necessary ﬁrst step.
The aim of this study is to validate the Japanese version of the UWES.
More speciﬁcally, (1) to evaluate its factorial and construct validity, and (2)
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
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to evaluate its reliability (internal consistency and stability). In evaluating
factorial validity, we compared the ﬁt of a one-factor model to that of a
three-factor model, and evaluated the invariance of the factor structure
across three independent samples. In evaluating construct validity, we investigated the relationship with three other indicators of employee well-being:
burnout, strain, and job satisfaction. For this purpose, we tested the following
ﬁve second-order models: (1) a one-factor model (M1), which assumes that
all scales measuring the four constructs load on one general well-being
factor, (2) a two-factor model (M2), which assumes that work engagement
and job satisfaction load on one positive well-being factor and burnout and
strain load on another correlated negative well-being factor, (3) an alternative
two-factor model (M3), which assumes that professional efﬁcacy loads on
the “positive” factor instead of loading on the “negative” factor (Salanova
et al., 2001; Schaufeli et al., 2002a; Schaufeli & Bakker, 2004), (4) a four-factor
model (M4), which assumes that each construct is independent, although
correlated, and that work engagement would be negatively correlated with
burnout and strain and positively correlated with job satisfaction, (5) an
alternative four-factor model (M5), which assumes that professional efﬁcacy
loads on engagement instead of loading on “burnout”. On the basis of
previous studies (Salanova et al., 2001; Schaufeli et al., 2002a; Schaufeli &
Bakker, 2004), we expect that the alternative four-factor model (M5) ﬁts the
data best.

METHOD

Translation
First, the English version of the UWES was translated into Japanese by the
ﬁrst author of the current study (AS). Then, back-translation into English
was performed by a bilingual university graduate in psychology (HN). We
compared the English and back-translated versions, and created a preliminary
Japanese version (see Appendix) after some corrections for words, meanings,
and content of each item in cooperation with yet another author (WS).

Participants
Participants in this study were Japanese employees from two occupations
(engineers and nurses) and from three geographical areas in Japan (Hiroshima,
Tokyo, and Aichi). In total, 2,324 employees completed the questionnaire
(Mean age = 32.8, SD = 8.7; 31.0% men, 61.0% women; due to occasional
missing data the percentages did not add up to 100%).
Sample 1 (N = 286) consists of employees who worked for a construction
machinery company in Hiroshima in the western part of Japan (response
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
Psychology.
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rate 100%). All participants were engineers engaged in research and
development of new products. This sample was part of a clinical controlled
trial for improving coping skills. Data at baseline of the survey from both
intervention and control groups were used. To examine test–retest reliability,
only data from the control group were used (N = 133). Among 286
participants, 82.9 per cent were men and 16.1 per cent were women; 87.8
per cent non-manager and 12.2 per cent manager (due to occasional missing
data the percentages may not add up to 100%). Ages ranged from 20 to 62
years (mean = 36.6 years, SD = 10.3).
Sample 2 (N = 498) consists of employees who worked for a large
international electronic company in Tokyo in the eastern part of Japan
(response rate 99.6%). All participants were engineers engaged in research
and development of new products. Among 498 participants, 83.5 per
cent were men and 16.5 per cent were women; 89.0 per cent non-manager
and 11.0 per cent manager. Ages ranged from 20 to 59 years (mean = 37.0
years, SD = 7.3).
Sample 3 (N = 1,540) consists of nurses who worked for ﬁve hospitals in
Aichi in the central part of Japan (response rate 87.3%). Among 1,540
participants, 4.4 per cent were men and 83.8 per cent were women; 12.3 per cent
worked regular hours, 72.1 per cent worked both day and evening shifts,
and 2.0 per cent worked other types of shifts (due to occasional missing data
the percentages did not add up to 100%). Ages ranged from 20 to 60 years
(mean = 30.4 years, SD = 7.8).
Our survey was part of the mental health program of the companies
(Sample 1 and 2), and because of that we had close relationships with industrial health staff. In addition, top management of the companies actively
promoted the health programs, which is seen as a key success indicator
(Kompier, Geurts, Grundemann, Vink, & Smulders, 1998). Taken together,
these factors seem to have led to this exceptionally high response rate.
Before participating in the study, all employees were informed about the
objectives of the study by a pamphlet as well as by industrial health ofﬁcers
(Sample 1), members of the human resources management department
(Sample 2), and supervisors (Sample 3). Consent from participants was
conﬁrmed by their ﬁlling out the questionnaires following the ethics code
for public health research in Japan (Ministry of Education, Culture, Sports,
Science, and Technology & Ministry of Health, Labour, and Welfare, 2005).
The procedures were approved by the ethics review board of Hiroshima
University before the study began.

Measures
Work engagement was assessed with a preliminary Japanese version of the
UWES. The items of the UWES are grouped into three subscales that reﬂect
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
Psychology.
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the underlying dimensions of engagement: Vigor (VI) (six and three items
for the full and short versions, respectively), Dedication (DE) (ﬁve and three
items for the full and short versions, respectively), and Absorption (AB) (six
and three items for the full and short versions, respectively). All items are
scored on a 7-point Likert scale ranging from 0 (“never”) to 6 (“always”).
Burnout was assessed with the Japanese version (Kitaoka-Higashiguchi,
Nakagawa, Morikawa, Ishizaki, Miura, Naruse, Kido, & Higashiyama,
2004) of the Maslach Burnout Inventory-General Survey (MBI-GS;
Schaufeli, Leiter, Maslach, & Jackson, 1996). The MBI-GS includes three
subscales: Exhaustion (EX) (ﬁve items), Cynicism (CY) (ﬁve items), and
Professional Efﬁcacy (PE) (six items). All items are scored on a 7-point
Likert scale ranging from 0 (“never”) to 6 (“every day”). High scores on EX
and CY and low scores on PE are indicative of burnout. The results of
conﬁrmatory factor analysis (CFA) showed that the expected three-factor
model ﬁtted the data better than the one-factor model (∆χ2(3) = 4743.44,
p < .001). Cronbach’s alpha coefﬁcients for each subscale were .91, .85, and
.85 for EX, CY, and PE, respectively. Although data regarding work
engagement were obtained from all samples, burnout, strain, and job satisfaction were only assessed from Sample 3.
Strain was assessed with the corresponding subscales of the Co-Labo
(Kosugi, 2003), a Japanese questionnaire. Strain was assessed using 37
items, scored on a 5-point Likert scale, ranging from 1 (“strongly disagree”)
to 5 (“strongly agree”). The strain scales include: Anger (AN) (six items),
Tension (TE) (seven items), Physical complaints (PY) (ﬁve items), Fatigue
(FA) (four items), and Depressive symptoms (DS) (seven items). The results
of conﬁrmatory factor analysis (CFA) showed that the expected ﬁve-factor
model ﬁtted the data better than the one-factor model (∆χ2(10) = 5184.64,
p < .001). Cronbach’s alpha coefﬁcients for each subscale were .87, .59, .83,
.80, and .86 for AN, TE, PY, FA, and DS, respectively.
Job satisfaction was also assessed with the corresponding subscales of
Co-Labo (Kosugi, 2003), including: Career satisfaction (CA) (four items),
Interpersonal relation satisfaction (IN) (four items), and Ability utilisation
satisfaction (AU) (four items). All items are scored on a 5-point Likert scale
ranging from 1 (“strongly disagree”) to 5 (“strongly agree”). The results of
conﬁrmatory factor analysis (CFA) showed that the expected three-factor
model ﬁtted the data better than the one-factor model (∆χ2(3) = 1547.45,
p < .001). Cronbach’s alpha coefﬁcients for each subscale were .68, .65, and
.77 for CA, IN, and AU, respectively.

Analyses
Structural equation modeling (SEM) methods as implemented by AMOS
(Arbuckle, 1997) were used to evaluate the factorial validity of both the
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
Psychology.
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17 (full) and nine (short) versions of the UWES-J. Model testing was carried
out in all three samples simultaneously by using the so-called multiple-group
method. Maximum likelihood estimation methods were used and the input
for each analysis was the covariance matrix of the items or the scale-scores.
In order to assess the factorial invariance across samples, the procedure
recommended by Taris, Bok, and Meijer (1998) was followed.

RESULTS

Factor Structure
To examine the factorial validity, the ﬁt of two models (i.e. one- and threefactor models) was assessed. First, the one-factor model was simultaneously
ﬁtted to the data of the three samples. All items loaded signiﬁcantly on
latent factors for both the 17- and the nine-item versions (p < .001). Next,
the three-factor model was simultaneously ﬁtted to the data of the three
samples. Unfortunately, this ﬁtting failed for the 17- and the nine-item
versions, because the produced covariance matrix of three latent variables—
VI, DE, and AB—was not positive deﬁnite, which might be caused by model
misspeciﬁcation due to the very high correlations between the factors.
Therefore, the ﬁt of the two one-factor models (i.e. the 17- and nine-item
versions) was examined in greater detail. As can be seen in Table 1, the nineitem version ﬁts the data better than the 17-item version, so the one-factor
model of the nine-item version was used for further analyses.
In order to assess the invariance of the factor loadings across samples, the
ﬁt of the constrained model was assessed relative to that of the freely
estimated model. Fit indexes of the constrained model were superior to
those of the freely estimated model (see Table 1), and a formal χ2 difference
test revealed that the difference between the two models was not signiﬁcant
(∆χ2(16) = 25.08, p > .05). These results suggest that factor loadings are
indeed invariant across the three samples.

TABLE 1
Results of Confirmatory Factor Analyses of UWES-J (N = 2,324)
Model
17 item/1 factor
(Freely estimated)
9 item/1 factor
(Freely estimated)
9 item/1 factor
(Constrained loadings)

χ2

df

GFI

AGFI

CFI

RMSEA

AIC

3,632.13

119

.81

.76

.85

.11

3,700.13

1,041.99

81

.90

.83

.92

.07

1,149.99

1,067.07

97

.90

.86

.92

.07

1,143.07

© 2008 The Authors. Journal compilation © 2008 International Association of Applied
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Additional Psychometric Analyses (Internal Consistency,
Stability, and Correlations with the Original Scales)
Subsequent principal component analyses conﬁrmed the existence of one
underlying dimension of the nine-item version of the UWES-J in each
sample. Only one component was extracted with an eigenvalue greater than
one, which accounted for 58.23 per cent, 60.57 per cent, 61.10 per cent, and
61.15 per cent of the total variance in Sample 1, Sample 2, Sample 3, and
the total sample, respectively. All factor loadings exceeded .70 in all
samples. Values for Cronbach’s alpha were .91, .92, .92, and .92 for Sample 1,
Sample 2, Sample 3, and the total sample, respectively. The stability
coefﬁcient with an interval of two months was .66 (based on N = 133 of
Sample 1). The correlations between the short scale and the original scale
were .91 for VI, .97 for DE, .87 for AB, and .97 for total scores, respectively.

Relationship with Other Well-Being Variables
In order to investigate the relationship with other indicators of well-being
(i.e. job satisfaction, burnout, and strain), ﬁve second-order models
mentioned in the introduction were ﬁtted to the data of Sample 3 (N = 1,392).
Please note that additional well-being data were not collected from Sample
1 and Sample 2 and that due to missing data the number of nurses included
in the analyses is slightly lower than the total number of the participants
from Sample 3. Of all ﬁve models (Table 2), M5, which assumes that PE
TABLE 2
Fit of Models that Specify the Relationship among Work Engagement, Job
Satisfaction, Burnout and Strain (N = 1,392a)
Model
Model 1
(1 factor)
Model 2
(2 factor; Positive-Negative)
Model 3
(2 factor; Extended EN)
Model 4
(4 factor)
Model 5
(4 factor; Extended EN)
Model 6
(4 factor; Extended EN;
Covariances allowed)

χ2

df

GFI

AGFI

CFI

RMSEA

AIC

1,679.23

54

.83

.75

.72

.15

1,727.23

1,417.36

53

.86

.80

.77

.14

1,467.36

1,204.44

53

.87

.81

.80

.13

1,254.44

943.50

48

.90

.83

.85

.12

1,003.50

491.22

45

.94

.90

.92

.08

557.22

a

The numbers did not add up to the total number of the participants because of occasional missing data.
Note: EN = Work engagement.

© 2008 The Authors. Journal compilation © 2008 International Association of Applied
Psychology.

WORK ENGAGEMENT IN JAPAN

519

loads on “engagement” instead of loading on “burnout”, ﬁtted best to the
data. Inspection of the modiﬁcation indices revealed that the ﬁt would
improve if the error terms of work engagement (WE-9) and CY, of PE and
AU, and of EX and FA, were allowed to correlate. Re-specifying the model
accordingly (M6) improved the ﬁt signiﬁcantly (∆χ2(3) = 452.28, p < .001),
with an additional increase in all ﬁt indices. Regarding M6, work engagement
correlated positively with job satisfaction, while it correlated negatively with
burnout and strain. All scales loaded signiﬁcantly on the corresponding
latent factors (p < .001). For reference, a full correlation matrix of observational
variables is shown in Table 3.

DISCUSSION
A series of conﬁrmatory factor analyses using the multi-group method
revealed that the one-factor model which assumed that all items load on one
underlying engagement factor ﬁtted best. In addition, the ﬁt of the shortened
nine-item version was superior to that of the original 17-item version. This
one-factor structure consisting of nine items was invariant across the three
samples, that is, the factor-loading of the items on the underlying factor did
not differ systematically across the three samples under study. Furthermore,
the internal consistency of the short version of the UWES-J was sufﬁcient,
meeting the stringent criterion of .80 (Henson, 2001). In fact, Cronbach’s
alpha coefﬁcients exceeded .90 and only one principal component was
extracted with eigenvalues greater than 5 in all three samples. These
ﬁndings suggest that in the Japanese context the expected three dimensions
(VI, DE, and AB) collapsed and condensed into one engagement dimension.
This might not be as dramatic as it looks at ﬁrst glance since, empirically
speaking, the three components of work engagement are highly interrelated
(e.g. Schaufeli et al., 2002a; Schaufeli et al., 2006), and theoretically speaking,
they refer to the same underlying construct: work engagement. This implies
that, for the time being—at least in Japan—work engagement should be
treated as a unitary construct. Future research should uncover whether
the three dimensions have different causes and consequences so that a
differentiation between the three aspects would be preferred instead of a single
score. As far as 20-month stability of engagement is concerned (r = .66), the
magnitude was almost the same as that found in Australian (N = 293) and
Norwegian (N = 2,111) samples with an interval of one year (see Schaufeli
& Salanova, 2007). This means that, as expected, engagement has a more
persistent and chronic nature, rather than being a momentary and transient
state irrespective of the country in which it is studied.
As far as the relationship with other well-being variables is concerned, the
alternative four-factor model (M6), which assumes that extended work
engagement (WE-9 and PE), reduced burnout (EX and CY), job satisfaction,
© 2008 The Authors. Journal compilation © 2008 International Association of Applied
Psychology.
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VI
DE
AB
WE-9
CA
IN
AU
EX
CY
PE
AN
TE
PY
FA

DE

AB

WE-9

CA

IN

AU

EX

CY

PE

AN

TE

PY

FA

DS

.76***

.73***
.78***

.91***
.92***
.92***

.19***
.14***
.17***
.18***

.23***
.18***
.17***
.21***
.33***

.44***
.46***
.40***
.47***
.27***
.34***

−.35***
−.22***
−.25***
−.30***
−.14***
−.16***
−.33***

−.42***
−.42***
−.39***
−.45***
−.19***
−.26***
−.42***
.59***

.44***
.52***
.42***
.50***
.00
.09***
.39***
.01
−.09***

−.20***
−.17***
−.15***
−.19***
−.19***
−.22***
−.13***
.22***
.29***
−.06*

−.29***
−.26***
−.19***
−.27***
−.01
−.13***
−.30***
.42***
.38***
−.29***
.33***

−.16***
−.15***
−.08**
−.14***
−.02
−.11***
−.17***
.34***
.30***
−.11***
.23***
.42***

−.39***
−.26***
−.27***
−.34***
−.18***
−.18***
−.34***
.67***
.47***
−.14***
.29***
.48***
.40***

−.41***
−.36***
−.29***
−.38***
−.13***
−.23***
−.43***
.50***
.54***
−.30***
.37***
.64***
.45***
.62***

Note 1: *** p < .001; ** p < .01; * p < .05.
Note 2: VI = Vigor; DE = Dedication; AB = Absorption; WE-9 = Shortened version of the UWES; CA = Career Satisfaction; IN = Interpersonal Relation Satisfaction;
AU = Ability Utilisation Satisfaction; EX = Exhaustion; CY = Cynicism; PE = Professional Efﬁcacy; AN = Anger; TE = Tension; PY = Physical Complaints; FA = Fatigue;
DS = Depressive Symptoms.
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and strain are independent, yet correlated, ﬁtted to the data best, albeit after
allowing three error terms to correlate. Although allowing error terms to
correlate increases the risk of chance capitalisation, we believe that including
correlated error terms is justiﬁed on theoretical grounds in our case. Consistent with previous studies (Demerouti et al., 2001; Hallberg & Schaufeli,
2006; Schaufeli & Bakker, 2004), engagement was positively correlated with
job satisfaction and negatively with strain. Future longitudinal research
should uncover whether job satisfaction and strain might be considered
consequences or antecedents of work engagement. Based on the crosssectional analyses of the current study, it can only be concluded that work
engagement is related to both, but no conclusion can be drawn about any
causal order.
In conclusion, this study conﬁrmed that the UWES-J, especially the
shortened nine-item version, is an adequate measure of work engagement
that can be used in the Japanese context. We hope that the introduction of this
questionnaire stimulates not only further research on work engagement in
Japan but also international cooperation on positive organisational psychology.
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