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ABSTRACT

Workplace well-being has remained an evergreen concern in academic and professional fields.
It has, however, suffered from the lack of a unified definition, with scholars, professionals, and
policymakers bringing in diverse perspectives. This study reviews existing literature to
contribute to the discourse on the conceptualisation of workplace well-being. The study adopts
a qualitative approach, utilising thematic analysis. After applying specific criteria to eliminate
literature that did not suit the study, the researchers selected 75 scholarly articles published
between 2010 and 2024. The study reveals various terms and descriptors already used in the
conceptualisation of workplace well-being fall into seven broad themes, which are
psychological and emotional well-being, physical health and safety, job satisfaction and
engagement, social relationships and support, life satisfaction and personal fulfilment, work-
life balance and flexibility, and organisational commitment and performance. The study
proposes a definition of workplace well-being that captures the thematic categorisations. This
definition integrates theoretical perspectives, including the Job Demands-Resources (JD-R)
model, psychological safety theory (PST), and ergonomic well-being. The study also proposes
a framework emphasising the multi-dimensional attribute and the interplay between work and
non-work environments. The definition and framework advanced in this study contribute to the
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ongoing discourse on this subject. These can serve as inputs into future research, developing
organisational policies, and informing governmental regulations that enhance employee well-
being and performance.

Keywords: Employee Well-being, Well-being, Workplace Well-being, Worker Well-being.
JEL Classification: 131, J28, J81, M54

1 INTRODUCTION

Workplace well-being is a phenomenon that has received attention in various literature. As an
area of scholarly interest, it has remained an evergreen issue of concern across multiple
academic disciplines and professional callings. Grawitch et al. (2006) observed that interests
in workplace well-being date back more than a century, with traces to the works of early
industrial and organisational psychologists. Cvenkel (2020) traces the evolution of interest in
workplace well-being to the eighteenth-century Industrial Revolution era when employers first
demonstrated concerns for the health and welfare of their employees. Since then, interest in
workplace well-being has garnered attention across academic and professional disciplines.
Such interest is prevalent among public and private sector organisations, governmental
institutions and entities, and global multilateral institutions such as the World Health
Organisation (WHO) and the International Labour Organisation (ILO) (Kaushal, 2013).
Kowalski and Loretto (2017) and Chari et al. (2018) affirm that interests within and across
disciplinary fields in workplace well-being have been extensive. However, the signs, as of
today, still point to growing attention from scholars.

Although workplace well-being has attracted extensive scholarly inquiries and a record of
significant progress as an area of study, researchers still grapple with the problem of a unified
definition (Dodge et al., 2012; De Simone, 2014; Fisher, 2014; Wilcox & Koontz, 2022;
Bautista et al., 2023; Putra et al., 2023). The various scholars allude that scholarship on
workplace well-being has been overshadowed by the lack of a single, universally accepted
definition among scholars, leading to a blurred understanding. The blurrity of conceptualisation
is the main factor responsible for the prevalence of approaches and what has been termed a
"conceptual muddle" (Kelloway & Day, 2005). This lack of consensus on the definition of
workplace well-being has led to different disciplinary approaches (Rook et al., 2020),
variations of theoretical perspectives, and differences of opinions on the prioritisation between
objective and subjective well-being indicators (Dodge et al., 2012; LaMontagne et al., 2014;
Chari et al., 2018, Bautista et al., 2023). For instance, the conceptual debates on workplace
well-being have generated tensions such as health-focused vs. happiness-focused (Danna &
Griffin, 1999) and hedonic vs. eudaimonic well-being (Fisher, 2014; Rook et al., 2020).
Furthermore, the lack of a precise definition for workplace well-being also affects study
designs and the development of appropriate measurement instruments (Krekel et al., 2019;
Aryanti et al., 2020, Jarden et al., 2023).

Other issues linked to the lack of a unified definition for workplace well-being include the
preponderance of studies lacking a specific definition of workplace well-being; a few examples
are Wood and De Menezes (2011), Jarden et al. (2018) and Aryanti et al. (2020). Definitions
are important as they help provide background knowledge, shape the direction, and guide the
outcomes of studies by ensuring consistency in developing measurement instruments and
reporting results. Additionally, the lack of definition directly impacts the design or selection of
programs to promote employee well-being or wellness in organisations. According to
LaMontagne et al. (2014), Spence (2015), and Sherman et al. (2023), the lack of common
understanding of what constitutes workplace well-being may result in programs inadequately
tailored to address the needs of the workplace and employees. However, De Simone (2014)
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similarly argues that the lack of a consensus definition has not negatively impacted scholarly
interests in investigating various aspects of workplace well-being. In fact, despite its
definitional ambiguity, the subject matter has been confirmed to continue to attract scholarly
interest (Kowalski & Loretto, 2017; Chari et al., 2018), especially from a multidisciplinary
perspective (Grawitch et al., 2006; Ho & Kuvaas, 2019; Pacheco et al., 2020).

The purpose is to contribute to the body of literature on the problem of conceptualising
workplace well-being by identifying common descriptors, themes, and/or taxonomies used to
define or describe the concept. It attempts to address the concerns of stakeholders on the elusive
consensus on the definition of workplace well-being. The definition proposed at the end and
the framework that emanates from this scholarly effort will be an additional stepping stone to
gaining valuable insights for designing and conducting future studies on workplace well-being.
The effort can also help bridge the knowledge gap, particularly when interested stakeholders
desire to understand workplace well-being. Furthermore, as suggested by this study, such a
definition and framework can help managers in organisations and those tasked with designing
workplace well-being programs gain reasonable knowledge they can apply to develop or
improve existing workplace well-being intervention programs.

1.2 Research Questions

This study has three research questions that form the nucleus of its contributions to the

discussions on conceptualising and model formulation for workplace well-being.

1. What descriptors, expressions or themes have researchers used to conceptualise workplace
well-being?

2. Can the insights from these descriptors, expressions, or themes be synthesised to formulate
and propose a definition for workplace well-being?

3. Can the resulting conceptualisation of workplace well-being be used to develop a
framework for workplace well-being?

The remainder of the paper takes the following outline. The literature review follows comes
next in three parts. The first part is the theoretical review, the second part focuses on a few
empirical studies, and the last part spells out the research questions. Then follows the
methodology section, where we present the theoretical framework for the study and the
procedure for literature search and inclusion, which are detailed before moving to the
presentation and analysis of data with the aid of thematic content analysis. The final part of the
paper is the conclusion section. This section discusses the findings, the proposed definition, the
framework for workplace well-being, their justifications, and the study's limitations and future
research directions.

2 LITERATURE REVIEW

2.1  Theoretical literature

At this juncture, exploring some theoretical perspectives on the definition of workplace well-
being is appropriate. Definitions are clear and specific statements that convey the meaning of
a term, often enabling a consistent understanding of a term (Michie et al., 2019). Although the
lack of a universally acceptable definition for workplace well-being (Dodge et al., 2012) has
been a source of concern and often perceived as a weak point of inquiries into the subject
matter, it reflects its multi-dimensional nature. This section contains some theoretical
underpinnings for the plausibility or otherwise of standardised definitions.

The social constructionist theory suggests that the perception of reality or understanding of a
particular concept, which may include workplace well-being, is influenced by social and
cultural exposures and not an outcome based solely on objective reality. It implies that
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workplace well-being will convey different meanings to different industries (Rook et al., 2020);
for instance, the meaning in a manufacturing environment may differ from that of a technology
firm. Similarly, different cultural settings will likely lead to different perceptions and
mechanisms for addressing workplace well-being challenges. Khalis and Hourmat (2021)
argue that cultural dimensions within organisations significantly influence employees'
subjective well-being.

Bakker and Demerouti's (2017) job demands-resources (JD-R) model perceives workplace
well-being as the attempt by organisations to create a balance between the stressors in the
workplace, that is, job demands and the support which the employee gets, that is, the resources
available to employees. These resources can include those provided by the organisation or
those acquired, maintained, and retained by the employees (Nielsen et al., 2017). Employers
and employees have also demonstrated divergent perceptions of workplace well-being, with
such perceptions shaping the choices of the type of well-being initiatives and participation in
such initiatives by the employers and employees, respectively (Spence, 2015). Thus, in
alignment with Sonnentag (2015), definitions of workplace well-being can vary depending on
the industry's job demands, the resources, and initiatives available to combat workplace
stressors.

Another theoretical perspective on the multi-dimensionality of workplace well-being, which
further lends credence to the difficulty in achieving a universally acceptable definition for the
term, is the positive organisational scholarship (POS) theory. This theory emphasises giving
attention to only the positive aspects of organisations. Peterson and Park (2006) highlight the
POS theory's key concerns: worker satisfaction and morale, transformational leadership,
organisational innovation and creativity, and individual and municipal virtues. The theory
essentially seeks to explicate only those conditions that promote positive outcomes, such as
resilience, hope, and optimism, and how organisations can help their employees derive these
attributes. Thus, the theoretical perspective rejects the reliance on any rigid definition of
workplace well-being; instead, it encourages a dynamic construct tied to positive organisational
and employee outcomes. Employee outcomes include capability, capacity, flourishing, high
morale, and job and life satisfaction.

Machery's (2009) heterogeneity theory provides another noteworthy insight into the multi-
dimensionality of workplace well-being. This theory is premised on the diversity of views,
ideas, and opinions, suggesting the impracticality of everyone facing one direction about any
phenomenon. Indeed, there will always be different approaches to everything and issues. These
different approaches represent the pluralistic nature of cognition and perception of reality.
Therefore, discussions about workplace well-being are bound to be divergences of subjective
workplace well-being, psychological well-being, eudaimonic well-being, and physical well-
being (Rook et al., 2020; Wilcox & Koontz, 2022). All of these constructs are valid and co-
exist with the multifaceted issue of workplace well-being.

The last theoretical perspective on the challenge of the definition of workplace well-being that
this study considers is critical realism. This theory builds on the philosophical proposition that
knowledge can be developed, interpreted and described (Bukowska, 2021). It strongly
emphasises understanding the role and influence of underlying factors in generating observable
events. The crux of the theory lies in distinguishing between an event and the underlying factors
that cause it (Bhaskar, 2007). While reality exists, individual understanding will likely differ
due to different backgrounds, exposures, and cognitive limitations, among several underlying
factors. This theoretical perspective suggests that while a universally acceptable definition of
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workplace well-being may yet be realistic, it is susceptible to contextual limitations and the
different factors that shape individual perceptions of reality. Thus, individual interpretations
will play a significant role in any definition of workplace well-being.

The various theories demonstrate the multi-dimensional nature of workplace well-being and
explain the multiplicity of perspectives responsible for the differences in opinions on its
definition. These theories provide different lenses for studying this subject, shaping its
conceptualisation and different academic disciplines, professions, and occupational practices.
While some theoretical perspectives outrightly suggest that achieving a universally acceptable
definition is impossible, others suggest that a standardised definition may not be impossible
but will depend on various subjective, domain, or structural factors.

2.2  Empirical literature

Spence (2015) conducted a study that focused on programs for the promotion of workplace
well-being termed 'WorkWell' programs and the problem of employees' participation in them.
The 'WorkWell programs are initiatives organisations design to improve their employees'
physical, psychological, and social well-being. However, the study mainly addressed the
deficiencies in previous studies, which narrowed their focus on the impact of well-being or
‘WorkWell' programs on business areas like financial performance and productivity. The study,
however, deviates from the approaches of previous studies to explore individual and
organisational factors that influence employee participation in "WorkWell' programs.

In setting the tone for the study, Spence (2015) adopted the 1948 seminal definition by the
World Health Organisation (WHO), which described well-being as "a state of complete
physical, mental, and social well-being and not merely the absence of disease and infirmity."
This definition was deemed sufficient for considering employer-sponsored wellness programs
relevant in providing employees with a complete state of good health or well-being. The
strength of this definition lies in its acknowledgement that well-being is multifaceted and does
not simply imply the absence of illness. Therefore, well-being is a desirable positive state of
health, including psychological and social conditions, in which the individual seeks a better
quality of life.

The shortcomings of this definition lie in its broadness and the possibility of developing
extensive workplace well-being programs beyond what employees need from the organisation.
Findings from the particular study suggest that this definition may inform organisations to
invest resources in employees' well-being programs that exceed the needs of employees,
therefore resulting in a low return on investment. Secondly, the broad definition breeds a
significant gap that borders on the effective measurement and evaluation of workplace well-
being initiatives, aligning with the concern expressed by LaMontagne et al. (2014), De Simone
(2014), and Chari et al. (2018). Consequently, a more nuanced definition that expands the scope
beyond employees’ physical and implicit psychological health and incorporates their
perspective on what workplace well-being is to them would be more appropriate.

Slemp et al. (2015) conducted a quantitative study to evaluate the relationship between job
crafting and autonomy support on the one hand and workplace well-being on the other. The
study gathered data from 250 working-class adults. It adopted the structural equation model
(SEM) to confirm the hypothesis that autonomy support is a predictor of job crafting, which,
in turn, predicts workplace well-being. The study highlighted the significance of workplace
well-being in achieving organisational success, elucidating the concept through terms
reflecting workers' job expectations.
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The study defined the concept of workplace well-being by the three subjective components of
workplace positive and negative effects and job satisfaction. The measures for the three
components were developed from the affective well-being scales and the Michigan
Organisational Assessment Questionnaire, respectively developed by Warr (1990) and
Cammann et al. (1979), both works cited by Slemp et al. (2015). This definition leans towards
a subjective well-being approach by viewing the subject from employees' workplace
experiences of affection and cognition. This definition provides a theoretical approach that was
absent in the previous definition by Spence (2015) and views workplace well-being as the
acknowledgement of positive and/or the absence of negative experiences. However, the focus
of the definition only on hedonic features implies some degree of inadequacies. This definition
may not have fully taken into cognisance the eudaimonic aspect (Fisher, 2014; Rook et al.,
2020), which deals with factors such as the meaning, purpose, or career growth, which are
important aspects of workplace well-being. The definition did not consider the importance of
the impact of other organisational conditions like physical environment (Brennan et al., 2002;
Nieuwenhuis et al., 2014), social connections (Ozcelik & Barsade, 2018; Putra et al., 2023),
work-life balance (Allen et al., 2013; Kelliher et al., 2019). Another factor that the definition
neglects is cultural and individual differences (Leifels & Bowen, 2021; Atan, 2023).

Incorporating the eudaimonic aspect of well-being initially ignored can be introduced as a way
of improving the definition by Slemp et al. (2015). Similarly, addressing other factors such as
the social dimensions of the workplace, the impact of work-life balance on job satisfaction and
well-being in off-job situations, consideration for individual characteristics, workplace
conditions, and cultural influences will contribute to the robustness of the definition.

Chari et al. (2018) provide an improved definition of workplace well-being over that of Slemp
etal. (2015), which only explored the subjective perspective. In a study based on the conceptual
framework developed by the National Institute of Occupational Safety and Health (NIOSH),
Chari et al. (2018) translated theoretical concepts of well-being into suitable measurement
models. Developing the models involved the systematic review of various literature on worker
well-being and building on the inputs from expert panellists, who assisted in prioritising the
constructs for the measurement instrument.

The authors viewed the concept of worker well-being as both a subjective and an objective
phenomenon that extends beyond the work environment and encompasses the quality of an
individual's healthy life as impacted by the work environment and other psychosocial
conditions. In addition, the authors stated that specific attributes must be present or experienced
for employees to thrive and achieve their full potential. Rasool et al. (2021) identify these
attributes as including employees' positive perception of the job, the prevailing ambience
within the organisation, and the nature of employees' social interactions outside the workplace.

This workplace well-being concept integrates subjective and objective views and
acknowledges that worker well-being is affected by factors outside the workplace. Another
noteworthy insight is the multi-dimensional framework, consisting of five domains and twenty
flexible subdomains that can be further refined and operationalised to provide a more subtle
understanding of the concept. However, the subjective aspect may introduce challenges that
can impact measurability and objective comparison of well-being outcomes between
individuals and across groups. The definition suggests an imbalance in the employer's and
employee's responsibility for well-being. This blurred line may result in employers perceiving
that too many resources are devoted than is necessary to meet their traditional occupational
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health and safety responsibilities. On the other hand, employees may perceive that they bear
much of the responsibility for their well-being. These limitations can affect the implementation
of the framework.

While the definition is comprehensive by covering subjective and objective well-being angles
and acknowledging the influence of non-work contexts on worker well-being, some important
areas are still not covered. For instance, technology significantly impacts the workplace, the
execution of tasks, and employees' well-being. The twenty subdomains of the framework put
forward by the study can be made more robust by including subdomains for digital or
technological well-being, diversity, equal opportunities, work-related social media impact, and
ethical concerns.

Krekel et al. (2019) examined over 300 research studies to determine the relationship between
employee well-being, productivity, and firm performance. The meta-analysis involved a survey
of evidence from over 200 firms across 49 industry sectors, including those in the Gallup
database. The review also included studies that employed laboratory or field experimental
research design and real-life business events. The study's main goal was to propose a position
on whether or not organisations stand to derive any benefits from their investments in employee
well-being. However, the study did not define employee or workplace well-being; instead, the
authors used measures such as employee satisfaction and employee engagement to describe it.
The scholars acknowledge that employee well-being is broader than employee satisfaction and
engagement and includes positive effects such as job and life satisfaction. By not stating an
explicit definition of employee or workplace well-being, the study flexibly explored the subject
matter from a broad perspective, including employee satisfaction, employee engagement, and
positive effects. This broad application paved the way for the findings and their relevance
across different industrial organisations. The study's lack of a specific definition for employee
or workplace well-being may suggest a blurred understanding of the concept and/or
oversimplification.

Aryanti et al. (2020) reviewed 18 journal articles on workplace well-being in a study that
concluded that it is a key element for every organisation. The study suggests that workplace
well-being is an important factor that fosters 'healthy and highly productive' employees and
thus benefits organisations. The review study conceptualises workplace well-being as a general
feeling of prosperity derived by workers and includes intrinsic and extrinsic work values. This
definition draws strength from Herzberg's two-factor theory of motivation, which argues that
the workplace consists of intrinsic values, such as responsibility, achievement, recognition, and
advancement, and extrinsic factors, such as company policies, pay, supervision, work
environment, and interpersonal relationships.

The combination of these factors results in the positive psychological core effect experienced
by employees reflected in the definition of 'sense of prosperity," demonstrating that workplace
well-being is a multifaceted concept. The definition appears comprehensive, considering
employees' emotional state, cognitive evaluations of work values, balancing of intrinsic and
extrinsic factors, and the perception of workplace well-being as an outcome of combining
individual experience and the work environment. Its focus is mainly on psychological well-
being as it neglects several other aspects of workplace well-being, such as employee physical
health and social relationships. Another limitation is that the definition has neglected the
importance of contextual factors such as the type of industry, cultural influences, and the
impact of specific job roles on workplace well-being. The definition focuses on subjective
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experience rather than objective measures, thus enabling the possibility of different
interpretations of the central themes 'sense of prosperity' and 'general feelings' of the definition.

In order to improve upon this definition, the following suggestions are worth considering.
Firstly, the definition should establish and be more specific on the indicators for determining
what constitutes and how to determine a 'sense of prosperity' and 'general feelings.' Secondly,
scholars can expand the definition by including the important aspects of well-being, such as
the omitted physical and social aspects. Furthermore, acknowledging contextual factors such
as the type of industries in which organisations operate, the cultural environment, and the
nature of the job will make the definition more robust and applicable to different work settings.

3 METHODOLOGY

The study adopts the qualitative methodology of the thematic analysis method to review
existing literature on workplace well-being. The study adopts a thematic analysis method
combining the six-step guidelines provided by Braun and Clarke (2006) with the NVivo version
12 software tool. While the six-step guidelines by Braun and Clarke (2006) guided the review
and extraction of descriptors of workplace well-being from the selected literature, NVivo v.12
software was employed for the coding and grouping these descriptors into themes and sub-
themes.

3.1  Theoretical framework

Although this study expresses concerns about the lack of a universally acceptable definition
for workplace well-being and seeks to propose a definition of its own, it recognises the multi-
dimensional and multifaceted nature of the concept. In this regard, it adopts the heterogeneity
theory as its guiding framework. This theoretical alignment implies that although it may not be
feasible to have a singularly acceptable definition for workplace well-being, there may be a
possibility for some convergence of the multi-dimensional perspectives about it. Therefore,
this study proposes a definition and framework of workplace well-being that aligns with the
JD-R model, deriving insights from the identified descriptors and themes.

3.2  Data collection inclusion criteria

The study sourced its inputs from relevant scholarly literature on workplace well-being. The
literature search was conducted across five (5) databases comprising Google Scholar,
ProQuest, ScienceDirect, Semantic Scholar, and ResearchGate, using varying search terms
such as ‘workplace well-being/well-being’, 'employee well-being/well-being’, and ‘worker
well-being/wel-being'. The search for scholarly literature was limited to fifteen years, from
2010 to 2024.

3.3 Inclusion and sample selection

The criteria for filtering and reducing the pool of materials generated from the databases were:
1) type of literature - limited to only articles published in scholarly journals; 2) year of
publication between 2010 and 2024; 3) at least one variation of the search term in the title or
keywords; 4) language of the publication - original publication or translation into English
language; and 5) open accessibility of the full text of the article.

Figure 1 shows the search output flow chart and the final sample size, including the 75 journal

articles selected for review. The final selection comprised five (5) journal articles purposively
selected from the top five results for each year.
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Fig. 1 - Flow diagram of literature inclusion and number of articles reviewed for the study.

Total number of search outputs for all the years from all the databases
n =330,978

Output after reduction to articles published in scholarly journals only
n = 44,658

Output after de-duplication/removal of articles appearing in more than one
database
n=27,795

Number of original publications in or translated to English language
n=7,975

Search term found i or among keywords
n=7,,982

Number of articles with full text accessibility
n =5,407

Number of studies included in qualititative review
n=75

Source: Authors process of eliminating literature that are not need in the study

4 RESULTS AND DISCUSSIONS OF FINDINGS

The findings from the thematic analysis of the various literature on workplace well-being reveal
seven (7) broad themes based on the various descriptors. These themes and descriptors address
the first research question and lay the ground for the proposed definition and development of
the framework for workplace well-being.

4.1  Results
Research question 1: What descriptors, expressions or themes have researchers used to
conceptualise workplace well-being?

Theme 1. Psychological and emotional well-being

This theme is reflected in several of the literature reviewed. Its various sub-themes included
positive and negative effects of workplace well-being, subjective feelings, and the perception
of either a thriving or a job and life full of distress (Marin-Garcia & Bonavia, 2021; Chang &
Hsu, 2022; Gupta et al., 2024). Additional descriptors associated with this theme of workplace
well-being are enthusiasm, vigour, pleasure, displeasure, depression, and tiredness (Rook et
al., 2020). Furthermore, psychological and emotional well-being results from individuals'
subjective experiences, often influenced by their perception of emotional and cognitive states
(Vescovelli et al., 2018; Mitrushina & Tomaszewski, 2019).

Theme 2. Physical health and a safe workplace

The second theme addressed the foundational role of physical health in sustaining employee
well-being. An employee's physiological make-up and the work environment conditions can
impact physical health. Su and Swanson (2019) identified physical discomforts such as
musculoskeletal pain and gastrointestinal problems as conditions of poor well-being. Similarly,
some of the studies reviewed perceived workplace well-being as an obligation of the
organisation to provide a safe environment for employees to perform their assigned tasks with
minimal or no risk of accidents, injuries, or physical harm (Faez et al., 2021). Consequently,
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Marin-Garcia and Bonavia (2021) assert that physical well-being is reflected in good body
health, including musculoskeletal and cardiovascular wellness, implying that workplace well-
being encompasses physical vitality and safety.

Theme 3. Job satisfaction and engagement

This third theme of workplace well-being is connected to the descriptors of the feeling of
engagement, fulfilment, and satisfaction employees derive from their job roles and the
organisations in which they work. More than half of the studies that make up the review
described workplace well-being in terms of job satisfaction and/or burnout (Bakker, 2015;
Krekel et al., 2019; Sapra et al., 2023; Vorma et al., 2024). The other descriptors fondly
associated with this theme include enthusiasm, vigour, and happiness (Albrecht, 2012; Hall et
al., 2016; Bartels et al., 2019; Gupta et al., 2024). Workplace well-being was also described by
such indicators as employee productivity and performance (Nielsen et al., 2017; Krekel et al.,
2019; Chang & Hsu, 2022).

Theme 4. Social relationships and support

Research supports social relationships' positive impact in formal and informal organisations.
Research has identified that social interactions among colleagues in an organisation influence
workplace well-being across various organisational contexts (Nielsen et al., 2017). This fourth
theme emanates from such descriptors as relationship with unions (Verwijmeren & Derwall,
2010), social integration, acceptance, and coherence (Canibano, 2013), the ability to maintain
good interpersonal relationships, gain respect, and enjoy support from both colleagues and
superiors (Vorma et al., 2024). Other studies that expressed social relationships as a form of
workplace well-being include Ho and Kuvaas (2019), Gulzar et al. (2020), and Lizano et al.
(2021). Additional descriptors under this theme include justice, equity, collaboration, and
support (McLellan, 2017; Marin-Garcia & Bonavia, 2021).

Theme 5. Life satisfaction and personal fulfilment

This theme revolves around the positivity of employees' experiences at the workplace and
beyond. The impact of workplace experiences often transcends into workers' broader life
sphere, affecting their well-being in both on- and off-job situations. The thematic descriptors
include having meaningful lives, realising lifetime goals, flourishing, gratefulness, happiness,
living well, being self-worthy, and contentment (Adams, 2019; Krekel et al., 2019; Anitha &
Shanthi, 2020). Another description that falls under this thematic category is employees' feeling
of happiness and pleasure and having a mental state that is congruent with and authenticates
their beliefs and values (Bartels et al., 2019).

Theme 6. Work-life balance and flexibility

This theme also repeatedly featured among several definitions and descriptors of workplace
well-being. The repetitive appearance of this descriptor in several conceptualisations of
workplace well-being in the studies reviewed suggests it is a synonymous term for workplace
well-being. Work-life balance and flexibility emphasised the benefits of balancing personal
and professional responsibilities. For example, Kossek et al. (2012) emphasise that workplace
well-being entails flexibly shifting between work and family roles. Boxall and Macky (2014)
perceive work-life balance as a measure that helps reduce job-induced stress and conflicts
between job and family roles. Similarly, Adams (2019) explained that work-life balance
enables employees to manage stress and function optimally in life and work contexts.
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Theme 7. Organisational commitment and performance

The descriptors categorised under this final theme are related to the organisation. They include
those organisational features that influence and contribute to the subjective and cognitive
evaluations of the organisation and employees' conditions. The organisational culture, value
system, support, investments made in employees, and autonomy support are among the
organisational features that contribute to the perception of workplace well-being.  The final
theme harmonises descriptors identifying organisational structure and values as key drivers of
well-being. Von Bonsdorff et al. (2010) suggest that job autonomy enables psychological
satisfaction and enhances employees' sense of job satisfaction and organisational commitment.
Monteiro and Joseph (2023) reinforce the position that organisational culture and value systems
impact employees' holistic well-being, thereby positively shaping their trust and commitment
to supportive organisations. Such commitments lead employees to be productive and perform
well in the workplace, which Juchnowicz and Kinowska (2021) describe as finding purpose
and making meaningful contributions to the organisation.

Table 1 summarises these findings highlighting the themes, sub-themes, and brief explanations.

Table 1 - Summary of thematic findings

Theme

Sub-theme

Description

Psychological
and emotional

Positive affect and happiness

Focuses on emotional satisfaction, happiness,
enthusiasm.

Flourishing vs. distress

A continuum from flourishing to

well-being burnout/depression.
Subjective experience Individual state of arousal or pleasantness
. Physical wellness Absence of physical illness or discomfort.
Physical

wellness and
safe workplace

Healthy body and functioning

Cardiovascular and muscular health as part of
well-being.

Safe work environment

Positive outcomes from health-focused practices.

Job satisfaction
and engagement

Job involvement and flow

Active participation and deep engagement in
tasks.

Satisfaction and burnout

Direct and indirect relationship with job
satisfaction and burnout respectively.

Productivity and performance

Well-being enhances organizational performance.

Social
relationships and
support

Peer support

Social and emotional support from colleagues and
co-workers.

Leadership and justice

Perception of fairness and leader engagement
influence well-being.

Collaborative culture

Working together fosters a sense of belonging and
social well-being.

Life satisfaction
and personal

Meaning and purpose

Experiencing significance in the workplace and
life.

Authenticity and self-acceptance

Being true to oneself and accepted at work.

fulfilment Self-actualization Achieving one’s  potential and living
meaningfully.

Role flexibility Ability to manage personal and work obligations.

Work-life Time and space control Autonomy over work hours, flexibility of work
balance and arrangements.

flexibility Reduced conflict Balancing demands to prevent stress and

overload.

Organisational
commitment and
performance

Organisational support

Resources and policies promoting employee
health and happiness.

Job control & retention

Empowerment, autonomy, and reduced turnover.

Meaningful work

Contribution and recognition in organizational
mission.

Source: Authors summary from thematic analysis output using NVivo v.12 software
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Research question 2 - Can the insights from these descriptors, expressions, or themes be
synthesised to formulate and propose a definition for workplace well-being?

At this juncture, following the identification of the themes and sub-themes about different ideas
of workplace well-being and in fulfilment of one of the fundamental objectives and research
questions of this study, the definition below is proposed.

"‘Workplace well-being is a concept that seeks to balance the totality of job demands, its types,
forms, processes, organisation's practices, and resources on the employee's ability to make
impactful contributions to the achievement of desired organisational and personal goals, and
his/her capacity to cope, derive a sense psychological safety, good ergonomic conditions, job
and life satisfaction, and being able to engage in positive social connections with colleagues
and others in both work and non-work environments'.

The above definition leans mainly on Bakker and Demerouti's (2017) JD-R model. Also, it
draws support from the psychological safety theory (Edmondson, 1999) and the concept of
ergonomic well-being (Dul et al., 2012). The definition's core components, strengths, and
weaknesses are discussed in the succeeding section.

Research question 3 - Can the resulting conceptualisation of workplace well-being be used
to develop a framework for workplace well-being?

Below is a proposed framework for workplace well-being based on the proposed definition.

Figure 2: Framework of workplace well-being developed from the proposed definition.

Work and non-work environments with permeable boundaries

wv
2
= wn
-rgu Organisational inputs Individual capacities 2
3 E
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= '- Autonomy support Work-life balance & post- —g
'-Training & development work happiness =

Work and non-work environments with permeable boundaries

Source: Framework developed from the Authors’ definition for workplace well-being.

4.2 Discussions

Although this study leans on the heterogeneity theory (Machery, 2009), which suggests the
multiplicity and differences of views about any phenomenon, it still proposes a comprehensive
definition. This definition brings together various perspectives to conceptualise workplace
well-being. The definition has six parts drawing from various theoretical frameworks such as
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Bakker and Demerouti's (2017) Job Demands-Resources (JD-R), Edmondson's (1999)
psychological safety, and ergonomic well-being (Dul et al., 2012) models. Other components
of definition are job and life satisfaction, social connections, and the integration of work and
non-work situations.

The first principal component in the proposed definition of workplace well-being is job
demands, which consist of the types, forms, processes, organisation practices, and resources.
Every job demands physical, psychological, and social efforts, and even specific organisational
expectations such as workload, time pressure, and output. On the other hand, organisations
provide resources to help employees work effectively and achieve set goals; some examples of
resources are supervisory support and job autonomy. When the resources available to
employees are inadequate to perform optimally and meet the job demands, they experience
burnout, strain, and stress. In contrast, they are better motivated when resources are sufficient
to meet the job's demands (Schaufeli & Taris, 2014). Bakker and Demerouti (2017) posit that
positive workplace well-being is a balance between job demands and the resources available
to employees to carry out their assigned tasks.

Secondly, according to Edmondson (1999), employees find psychological safety in the shared
belief that risk-taking as a collective team promotes individual workplace well-being.
Psychological safety reduces the anxiety and stress experienced by an employee arising from
the possible consequences of their ideas or actions resulting in mistakes or adverse outcomes
because it enables employees to express themselves, admit their errors, and collaborate.
Psychological safety reduces the fear of negative repercussions, fosters better focus on the tasks,
increases job engagement and improves general well-being in the workplace (Newman et al.,
2017). The definition also features physical safety by emphasising the importance of
maintaining good ergonomic conditions. A workplace keen on employees' well-being will
incorporate measures to optimise their ability to function and perform well in its design
measures. Such a workplace will seek to reduce physical strains, prevent accidents, and protect
employees from injuries and musculoskeletal problems (Dul et al., 2012; Su & Swanson, 2019).

Job and life satisfaction are another component in the proposed definition of workplace well-
being. Job and life satisfaction are positive emotions, subjective well-being, and the result of
good work experiences. Job and life satisfaction imply that an employee is happy with the
quality of his/her life, enabled by the ability to maintain an adequate work-life balance.
Research has established links between job satisfaction and improved mental health, job
retention, and organisational commitment (Faragher et al., 2005; Sehunoe et al., 2019). On the
other hand, Greenhaus and Allen (2011) affirm the link between work-life balance and life
satisfaction. Thus, job and life satisfaction embraces well-being beyond the workplace.

The definition also highlighted employees' positive social connections to workplace well-being.
Social connections, such as interpersonal relationships with colleagues, have been linked with
the tendency to trust and collaborate and the perception of belongingness in the workplace.
Furthermore, interpersonal relationships among co-workers, community members, and others
outside the workplace have reduced stress, improved job performance, improved job and life
satisfaction, and enhanced general well-being.

Finally, the proposed definition recognises that employee well-being is a concept that extends

beyond the boundary of the workplace. It demonstrates that employee well-being encompasses
an open system in which work and life elements are interdependent, interact, and influence
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each other. Thus, the proposed definition's incorporation of work and non-work environments
gives it a holistic view.

5. CONCLUSION AND POLICY RECOMMENDATIONS

This study aimed to identify common descriptors and/or themes, propose a definition, and
develop a framework for workplace well-being based on a review of selected published
scholarly articles. The study achieved its objectives by identifying the taxonomies of workplace
well-being and categorising them into broad themes. The insights gained from these descriptors
and themes were helpful in the formulation of a proposed definition and in consolidating this
definition into a framework for the concept of workplace well-being.

5.1  Contributions and implications of the study

The aggregate of the objectives met, and the research questions addressed are the novel
contributions the study brings to the discourse on workplace well-being. Some of the unique
contributions of this study are:

A straightforward and unambiguous integration of different theoretical models. The proposed
definition's core is the fusion of psychological safety with the traditional job demands-
resources (JD-R) model of workplace well-being. Although previous works have established
links between psychological safety and reducing stress and burnout (Agarwal & Farndale,
2017), few have directly linked psychological safety and the JD-R model to employee well-
being outcomes. The proposed definition makes psychological safety a significant pillar of
workplace well-being.

The proposed definition emphasises physical well-being by elevating ergonomic conditions as
a significant pillar. Many definitions of workplace well-being often emphasise psychosocial
over physical factors among the determinants of workplace well-being (Bartels et al., 2019;
Singh et al., 2021). The reference to ergonomic well-being in the proposed definition reinforces
the call for adequate attention in designing and making a healthy workplace.

Unlike most perspectives on workplace well-being, which tend to hold a productivity-centric
view (Krekel et al., 2019), the proposed definition emphasises the importance of attaining
organisational and employees' personal goals (Boskma et al., 2022). Although the self-
determination theory stresses autonomy and purpose (Ryan & Deci, 2020) in contrast to other
models that emphasise organisational outcomes, this proposition is one-sided and insufficient.
The proposed definition aligns with the view of Nielsen et al. (2017), which suggests the co-
dependence nature of both organisational success and employees' fulfilment on workplace
well-being.

A further novel contribution of the proposed definition is its pitching of workplace well-being
as a dynamic bidirectional interdependent system between work and non-work domains
(Turner & Lingard, 2016; Reiman & Vayrynen, 2018). Many previous studies treated
workplace well-being as the 'spillover ' effect of the work environment on the non-work
environment (Staines, 1980; Hecht & Boies, 2009). This proposed definition aligns with and
operationalises the work-life harmony perspective (Kelliher et al., 2019) in the context of
workplace well-being.

The proposed definition aligns with Nielsen et al.'s (2017) view that workplace well-being is a

multilevel issue by synthesising both macro organisational factors (processes, practices, and
resources) and employee factors (abilities, make-ups, and coping strategies). The integration
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of these multilevel factors brings together the strengths in both the Conservation of Resources
(COR) theory (Hobfoll, 1989) and Pfeffer's position on the possibility of work arrangements
in ways that benefit the employer and employees (Osterman, 2019).

Lastly, the definition stresses the impact of social connections not being limited to
organisational co-workers. External social networks, such as good relationships with family,
community, and others, play important roles in helping employees achieve wholeness and live
purpose-filled lives (Onnis, 2018; Caines & Treuren, 2023).

The proposed definition and framework of workplace well-being advanced in this study have
multi-dimensional implications across various human endeavours. Organisations and
employers can adopt this perspective by developing and aligning policies to achieve the
organisation's and its employees' dual objectives. The dual-agenda policies will help the
organisation achieve its productivity goals while simultaneously enabling the fulfilment of
employees' personal goals. Another policy insight is introducing psychological safety training
for all employees, including organisation managers. Such training and development policies
will aim to engender a workplace that is not vindictive and does not seek to mete out punitive
measures to subordinates for speaking up.

Government regulators and policymakers can also take cues from the definition and framework
to introduce compliance standards and measures to promote workplace well-being. For
instance, government regulators and policymakers can consider initiatives such as regular
audits of workplace ergonomic conditions and tax incentives to encourage organisations to
invest in programs to improve workplace well-being or introduce the measurement of well-
being at the state or national level. These measures can engender positive outcomes that include
reducing musculoskeletal injuries to employees and associated health costs, employee
participation in well-being and work-life balance, consequently reducing work-life conflicts,
and a basis for monitoring employee well-being at the state or national level.

Additionally, organisations must recognise the complexity and multifaceted nature and the
influence of psychological, physical, social, and organisational factors on workplace/employee
well-being. These imply that effective strategies should be more than simply preventing
burnout, anxiety, and stress to actively promoting an agenda that helps employees flourish and
thrive on and off the job. Organisational practices should be aligned with the diverse needs of
employees in order to ensure that the organisation succeeds and guarantees meaningful lives
for the employees.

5.2 Limitations and suggestions for future studies

While this study may have provided valuable insights into the multifaceted nature of workplace
well-being, it acknowledges its limitations. The limitations likely reflect shortcomings in its
objectives, study design, methodology, scope, and other areas. Therefore, these limitations are
potential areas that future studies can explore and address.

This literature-based literature-based study relied only on published scholarly articles as its
input source. It did not incorporate empirical primary data in any form, thereby limiting the
ability of the study to capture the perspectives of employees, managers, and even the owners
of the organisation on their understanding of workplace well-being. The limited number of
databases for sourcing literature further exacerbates this limitation. The sourcing of literature
from only five databases may have resulted in the omission of valuable literature indexed in
the excluded databases and impacted the conceptualisation and framework of workplace well-
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being in this study. A similar limitation applies to the period of the literature that constitutes
the inputs for the study; although the publication window covered fifteen years from 2010 to
2024, several older and possibly newer publications were not considered.

The selection criteria included the exclusion of publications not published in the English
language. This criterion may have impacted the robustness of the study due to the exclusion of
potential quality studies that were neither published in nor translated into English. The
sampling method, the resulting sample size, and the adoption of thematic analysis impose
specific limitations on the study. These limitations may not be limited to sampling bias, lack
of representation of disciplinary areas, regions, diversity, and depth of studies on
workplace/employee well-being. The lack of quantitative validation is another limitation of the
study. Future research may incorporate empirical data by adopting an appropriate research
design that enables the testing and validating of conceptual propositions and frameworks in a
real-world context, ensures practical relevance, and enhances understanding beyond literature-
based insights.

Funding and conflict of interest
This study received no form of external funding. The authors declare that there is no conflict
of interest.

References

Adams, J. M. (2019). The value of worker well-being. Public Health Reports, 134(6), 583-586.
https://doi.org/10.1177/0033354919878434

Agarwal, P., & Farndale, E. (2017). High-performance work systems and creativity
implementation: The role of psychological capital and psychological safety. Human
Resource Management Journal, 27(3), 440-458. https://doi.org/10.1111/1748-
8583.12148

Albrecht, S.L. (2012). The influence of job, team and organizational level resources on
employee well-being, engagement, commitment and extra-role performance: Test of a
model. International Journal of Manpower, 33(7), 840-853.
https://doi.org/10.1108/01437721211268357

Allen, T. D., Johnson, R. C., Kiburz, K. M., & Shockley, K. M. (2013). Work—family conflict
and flexible work arrangements: deconstructing flexibility. Personnel Psychology, 66(2),
345-376. https://doi.org/10.1111/peps.12012

Aryanti, R. D., Sari, E. Y. D., & Widiana, H. S. (2020). A literature review of workplace well-
being. Advances in Social Science, Education and Humanities Research, 477, 605-6009.
https://www.scribd.com/document/540862942/A-L iterature-Review-of-Workplace-

Well-Being
Atan, A. (2023). Beyond the surface: A deep dive into culture and happiness at work. Dokuz
Eyliil Universitesi Isletme Fakiiltesi Dergisi, 24(2), 1-12.

https://doi.org/10.24889/ifede.1266973

Bakker, A. B. (2015). Towards a multilevel approach of employee well-being. European
Journal of Work and Organizational  Psychology, 24(6), 839-843.
https://doi.org/10.1080/1359432X.2015.1071423

Bakker, A. B., & Demerouti, E. (2017). The job demands-resources model: State of the art.
Journal of Managerial Psychology, 22(3), 309-328.
https://doi.org/10.1108/02683940710733115

Bautista, T. G., Roman, G., Khan, M., Lee, M., Sahbaz, S., Duthely, L. M., Knippenberg, A.,
Macias-Burgos, M. A., Davidson, A., Scaramutti, C., Gabrilove, J., Pusek, S., Mehta, D.,
& Bredella, M. A. (2023). What is well-being? A scoping review of the conceptual and

361|Page


https://doi.org/10.1177/0033354919878434
https://doi.org/10.1111/1748-8583.12148
https://doi.org/10.1111/1748-8583.12148
https://doi.org/10.1108/01437721211268357
https://doi.org/10.1111/peps.12012
https://www.scribd.com/document/540862942/A-Literature-Review-of-Workplace-Well-Being
https://www.scribd.com/document/540862942/A-Literature-Review-of-Workplace-Well-Being
https://doi.org/10.24889/ifede.1266973
https://doi.org/10.1080/1359432X.2015.1071423
https://doi.org/10.1108/02683940710733115

Journal of Economics and Allied Research Vol. 10, Issue 2, pp. 346-364 (June, 2025) Print ISSN: 2536-7447 and E-ISSN: 3043-6591

operational definitions of occupational well-being. Journal of Clinical and Translational
Science, 7(1). https://doi.org/10.1017/cts.2023.648

Bhaskar, R. (2007). Critical realism and dialectic. In M. Archer, R. Bhaskar, A. Collier, T.
Lawson, & A. Norrie (Eds.), Critical Realism: Essential Reading, 575-640. Centre for
Critical Realism. https://doi.org/10.4324/9781315008592

Boskma, A., Braak, K. v. d., Ansari, N., Hooft, L., Wietasch, G., Franx, A., & Laan, M. v. d.
(2022). Assessing the well-being at work of nurses and doctors in hospitals: Protocol for
a scoping review of monitoring instruments. JMIR Research Protocols, 12, e43692.
https://doi.org/10.2196/preprints.43692

Boxall, P., & Macky, K. (2014). High-involvement work processes, work intensification and
employee well-being. Work, Employment and Society, 28(6), 963-984.
https://doi.org/10.1177/0950017013512714

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research
in Psychology, 3(2), 77-101. https://doi.org/10.1191/1478088706qp0630a

Brennan, A., Chugh, J. S., & Kline, T. (2002). Traditional versus open office design.
Environment and Behavior, 34(3), 279-299.
https://doi.org/10.1177/0013916502034003001

Bukowska, M. (2021). Critical realism: one of the main theoretical orientations of the social
sciences in the twentieth and twenty-first centuries. Journal of Critical Realism, 20(4),
441-447. https://doi.org/10.1080/14767430.2021.1975212

Caines, V., & Treuren, G. J. M. (2023). The importance of external social support for
workplace-related stress as we grow older. Australasian Journal on Ageing, 43(1), 123—
130. https://doi.org/10.1111/ajag.13252

Canibano, A. (2013). Implementing innovative HRM: Trade-off effects on employee well-
being. Management Decision, 51(3), 643-660.
http://dx.doi.org/10.1108/00251741311309706

Chang, S. Y., & Hsu, H. C. (2022). Validation of the double mediation model of workplace
well-being on the subjective well-being of technological employees. Frontiers in
Psychology, 13. https://doi.org/10.3389/fpsyq.2022.838723

Chari, R., Chang, C., Sauter, S. L., Sayers, E. L. P., Cerully, J. L., Schulte, P., Schill, A. L., &
Uscher-Pines, L. (2018). Expanding the paradigm of occupational safety and health: A
new framework for worker wellbeing. Journal of Occupational and Environmental
Medicine, 60(7), 589-593. https://doi.org/10.1097/JOM.0000000000001330

Cvenkel, N. (2020). Workplace well-being: Understanding psychologically ‘WELL’
employees and the sustainable healthy workplace. In D. Crowther & S. Seifi (Eds.), Well-
Being in the Workplace: Governance and Sustainability Insights to Promote Workplace
Health, Approaches to Global Sustainability, Markets, and Governance, 25- 62.
https://doi.org/10.1007/978-981-15-3619-9 3

Danna, K., & Griffin, R. W. (1999). Health and well-being in the workplace: A review and
synthesis of the literature. Journal of Management, 25(3), 357-384.
https://doi.org/10.1177/014920639902500305

De Simone, S. (2014). Conceptualizing wellbeing in the workplace. International Journal of
Business and Social Science, 5(12), 118-122.
https://ijbssnet.com/journals/vol 5 no_12 november 2014/14.pdf

Dul, J., Bruder, R., Buckle, P., Carayon, P., Falzon, P., Marras, W. S., Wilson, J. R., & van der
Doelen, B. (2012). A strategy for human factors/ergonomics: Developing the discipline
and profession. Ergonomics, 55(4), 377-395.
https://doi.org/10.1080/00140139.2012.661087

Edmondson, A. (1999). Psychological safety and learning behavior in work teams.
Administrative Science Quarterly, 44(2), 350-383. https://doi.org/10.2307/2666999

362|Page


https://doi.org/10.1017/cts.2023.648
https://doi.org/10.4324/9781315008592
https://doi.org/10.2196/preprints.43692
https://doi.org/10.1177/0950017013512714
https://doi.org/10.1191/1478088706qp063oa
https://doi.org/10.1177/0013916502034003001
https://doi.org/10.1080/14767430.2021.1975212
https://doi.org/10.1111/ajag.13252
http://dx.doi.org/10.1108/00251741311309706
https://doi.org/10.3389/fpsyg.2022.838723
https://doi.org/10.1097/JOM.0000000000001330
https://doi.org/10.1007/978-981-15-3619-9_3
https://doi.org/10.1177/014920639902500305
https://ijbssnet.com/journals/vol_5_no_12_november_2014/14.pdf
https://doi.org/10.1080/00140139.2012.661087
https://doi.org/10.2307/2666999

Journal of Economics and Allied Research Vol. 10, Issue 2, pp. 346-364 (June, 2025) Print ISSN: 2536-7447 and E-ISSN: 3043-6591

Faez, E.; Zakerian, S.A.; Azam, K.; Hancock, K.; Rosecrance, J. (2021). An assessment of
ergonomics climate and its association with self-reported pain, organizational
performance and employee well-being. International Journal of Environmental Research
and Public Health, 18, 2610. https://doi.org/10.3390/ijerph18052610

Faragher, E. B., Cass, M., & Cooper, C. L. (2005). The relationship between job satisfaction
and health: A meta-analysis. Occupational and Environmental Medicine, 62(2), 105-112.
https://doi.org/10.1136/0em.2002.006734

Fisher, C. D. (2014). Conceptualizing and measuring wellbeing at work. In P. Y. Chen, & C.
L. Cooper (Eds.), Work and Wellbeing: A Complete Reference Guide, 11, 9-33. Wiley
Blackwell. https://doi.org/10.1002/9781118539415.wbwell018

Grawitch, M. J., Gottschalk, M., & Munz, D. C. (2006). The path to a healthy workplace: A
critical review linking healthy workplace practices, employee well-being, and
organizational improvements. Consulting Psychology Journal, 58(3), 129-147.
https://doi.org/10.1037/1065-9293.58.3.129

Greenhaus, J. H., & Allen, T. D. (2011). Work-family balance: A review and extension of the
literature. In J. C. Quick, & L. E. Tetrick (Eds.), Handbook of Occupational Health
Psychology, 165-183.  https://www.researchgate.net/publication/259280583 Work-
Family Balance A Review and_Extension_of the_ Literature

Hall, L. H., Johnson, J., Watt, 1., Tsipa, A., & O’Connor, D. B. (2016). Healthcare staff
wellbeing, burnout, and patient safety: A systematic review. PloS One, 11(7), 1-12.
https://doi.org/10.1371/journal.pone.0159015

Ho, H., & Kuvaas, B. (2019). Human resource management systems, employee well-being,
and firm performance from the mutual gains and critical perspectives: The well-being
paradox. Human Resource Management, 59(3), 235-253.
https://doi.org/10.1002/hrm.21990

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress.
American Psychologist, 44(3), 513-524. https://doi.org/10.1037/0003-066x.44.3.513

Jarden, R. J., Sandham, M., Siegert, R.J., & Koziol-McLain, J. (2018). Strengthening
workplace wellbeing: Perceptions of intensive care nurses. Nursing in Critical Care, 24(1),
15-23. https://doi.org/10.1111/nicc.12386

Jarden, R. J., Siegert, R. J., Koziol-McLain, J., Bujalka, H., & Sandham, M. H. (2023).
Wellbeing measures for workers: A systematic review and methodological quality
appraisal. Frontiers in Public Health, 11. https://doi.org/10.3389/fpubh.2023.1053179

Kaushal, N. (2013). Role of International Labour Organization (ILO) and World Health
Organization (WHO) in the protection and promotion of occupational health and safety.
Dynamics of Public Administration, 30(2), 207-227. https://doi.org/10.5958/].0976-
0733.30.2.017

Kelloway, E. K., & Day, A. L. (2005). Building healthy workplaces: What we know so far.
Canadian Journal of Behavioural Science, 37(4), 223-235.
https://doi.org/10.1037/h0087259

Kossek, E. E., Kalliath, T., & Kalliath, P. (2012). Achieving employee wellbeing in a changing
work environment. International Journal of Manpower, 33(7), 738-753.
https://doi.org/10.1108/01437721211268294

Krekel, C., Ward, G., & De Neve, J. (2019). Employee wellbeing, productivity, and firm
performance. Social Science Research Network. https://doi.org/10.2139/ssrn.3356581

Machery, E. (2009). Doing Without Concepts, 52-75. Oxford Academic.
https://doi.org/10.1093/acprof:0s0/9780195306880.001.0001

Marin-Garcia, J. A., & Bonavia, T. (2021). Empowerment and employee well-being: A
mediation analysis study. International Journal of Environmental Research and Public
Health, 18(11), 5822. https://doi.org/10.3390/ijerph18115822

363|Page


https://doi.org/10.3390/ijerph18052610
https://doi.org/10.1136/oem.2002.006734
https://doi.org/10.1002/9781118539415.wbwell018
https://doi.org/10.1037/1065-9293.58.3.129
https://www.researchgate.net/publication/259280583_Work-Family_Balance_A_Review_and_Extension_of_the_Literature
https://www.researchgate.net/publication/259280583_Work-Family_Balance_A_Review_and_Extension_of_the_Literature
https://doi.org/10.1371/journal.pone.0159015
https://doi.org/10.1002/hrm.21990
https://doi.org/10.1037/0003-066x.44.3.513
https://doi.org/10.1111/nicc.12386
https://doi.org/10.3389/fpubh.2023.1053179
https://doi.org/10.5958/j.0976-0733.30.2.017
https://doi.org/10.5958/j.0976-0733.30.2.017
https://doi.org/10.1037/h0087259
https://doi.org/10.1108/01437721211268294
https://doi.org/10.2139/ssrn.3356581
https://doi.org/10.1093/acprof:oso/9780195306880.001.0001

Journal of Economics and Allied Research Vol. 10, Issue 2, pp. 346-364 (June, 2025) Print ISSN: 2536-7447 and E-ISSN: 3043-6591

McLellan, R. K. (2017). Work, health, and worker well-being: Roles and opportunities for
employers. Health Affairs, 36(2), 206-213. https://doi.org/10.1377/hlthaff.2016.1150
Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Kansél4, M., Saari, E., & Isaksson, K. (2017).
Workplace resources to improve both employee well-being and performance: A
systematic review and meta-analysis. Work & Stress, 31(2), 101-120.
https://doi.org/10.1080/02678373.2017.1304463

Onnis, L. (2018). HRM and Remote Health Workforce Sustainability: The Influence of
Localised Management Practices, 93-106. Springer. https://doi.org/10.1007/978-981-
13-2059-0

Osterman, P. (2019). Book review: Dying for a paycheck: How modern management harms
employee health and company performance, and what we can do about it. By Jeffrey
Pfeffer. ILR Review, 72(5), 1278-1279. https://doi.org/10.1177/0019793919864557

Ozcelik, H., & Barsade, S. G. (2018). No employee an island: Workplace loneliness and job
performance. =~ Academy of  Management Journal, 61(6), 2343-2366.
https://doi.org/10.5465/amj.2015.1066

Putra, A. S. B., Kusumawati, E. D., & Kartikasari, D. (2023). Unpacking the roots and impact
of workplace well-being: A literature review. International Journal of Multidisciplinary
Approach Research and Science, 2(01), 312-321.
https://doi.org/10.59653/ijmars.v2i01.433

Sherman, B. W., Stiehl, E., Wator, C., & Pratap, P. L. (2023). Why don’t employees participate
in well-being programs? A Research-Informed Systems-Based model. Journal of
Occupational and Environmental Medicine, 66(2), 156-160.
https://doi.org/10.1097/jom.0000000000003012

Singh, S., Rai, S., Thakur, G., Dubey, S., Singh, A., & Das, U. (2021). Prevalence and impact
of workplace bullying on employees' psychological health and well-being. International
Journal of Health Sciences, 1380-1390. https://doi.org/10.53730/ijhs.v6ns10.14015

Slemp, G. R., Kern, M. L., & Vella-Brodrick, D.A. (2015). Workplace well-being: The role of
job crafting and autonomy support. Psych  Well-being, 5(7), 1-17.
https://doi.org/10.1186/s13612-015-0034-y

Sonnentag, S. (2015). Dynamics of well-being. Annual Review of Organizational Psychology
and Organizational Behavior, 2(1), 261-293. https://doi.org/10.1146/annurev-orgpsych-
032414-111347

Spence, G. B. (2015). Workplace wellbeing programs: If you build it they may not come ...
because it's not what they really need! International Journal of Wellbeing, 5(2), 109-124.
https://doi.org/10.5502/ijw.v5i2.7

Staines, G. L. (1980). Spillover versus Compensation: A review of the literature on the
relationship between work and nonwork. Human Relations, 33(2), 111-129.
https://doi.org/10.1177/001872678003300203

Su, L., & Swanson, S. R. (2019). Perceived corporate social responsibility’s impact on the well-
being and supportive green behaviors of hotel employees: The mediating role of the
employee-corporate  relationship. ~ Tourism Management, 72,  437-450.
https://doi.org/10.1016/j.tourman.2019.01.009

Verwijmeren, P., & Derwall, J. (2010). Employee well-being, firm leverage, and bankruptcy
risk. Journal of Banking & Finance, 34(5), 956-964.

Wilcox, A., & Koontz, A. (2022). Workplace well-being: Shifting from an individual to an
organizational framework. Sociology Compass, 16(10).
https://doi.org/10.1111/s0c4.13035

364|Page


https://doi.org/10.1377/hlthaff.2016.1150
https://doi.org/10.1080/02678373.2017.1304463
https://doi.org/10.1007/978-981-13-2059-0
https://doi.org/10.1007/978-981-13-2059-0
https://doi.org/10.1177/0019793919864557
https://doi.org/10.5465/amj.2015.1066
https://doi.org/10.59653/ijmars.v2i01.433
https://doi.org/10.1097/jom.0000000000003012
https://doi.org/10.53730/ijhs.v6ns10.14015
https://doi.org/10.1186/s13612-015-0034-y
https://doi.org/10.1146/annurev-orgpsych-032414-111347
https://doi.org/10.1146/annurev-orgpsych-032414-111347
https://doi.org/10.5502/ijw.v5i2.7
https://doi.org/10.1177/001872678003300203
https://doi.org/10.1016/j.tourman.2019.01.009
https://doi.org/10.1111/soc4.13035

