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ABSTRACT
The aim of this paper is two aspects: to provide an overview of organizational wellbeing (OW) research;
to present a new model of OW focusing on successful outcomes and its operationalization of the construct and the recommendations for future. A summary literature review of the OW literature, focusing
on organizational well-being and its possible consequences. The literature is used to develop and propose a new model of OW and its success indicators. Testable relationships are proposed between these
indicators. The research model has not been tested empirically. It is an external representation, is a
new and untested concept in the OW literature. The paper provides a model that leaders, managers and
newcomers may find useful to successfully establish the OW process. The model proposed is novel and
raises the important issue of appropriate OW success indicators. New propositions are made regarding
relationships between antecedents and output variables.

INTRODUCTION
Well-being plays an important role in a variety of ways. It impacts an employer’s approach to traditional
benefits and HR policies. But just as important, making employee well- being a priority will have a positive return on the organization’s workforce availability and performance, labor-related costs, and output
— including innovation, customer service, and quality of products and services. Research undertaken in
various social science disciplines supports the adoption of well-being — in all its many dimensions — as
a concrete, achievable employer goal. Creating a future-ready approach to employee well- being requires
a vision of the end-state and a strategy. It should start with an analysis of the employer’s expectations and
needs and objectives to identify areas of greatest need and the corresponding effort required for success.
Using an opportunity analysis enables an employer to prioritize and plan actions that will produce the
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best return on investment by using all parameters of wellbeing. To implement wellbeing in the workplace,
employers must first understand the nature and process of well-being. First, an individual’s experience
at work obviously affects the person while she or he is in the workplace. In addition, these experiences
also “spill over” into non-work domains. Workers almost spend one-third of their waking hours at work,
they don’t necessarily leave the job behind when they leave the work site. Indeed, the overlap between
non-work and work leads to the observation that a person’s work and personal lives are interrelated and
intertwined. Second, there is a growing awareness that certain elements in the workplace pose risks for
workers. Unsafe work practices, sexual harassment, disturbing supervisor-subordinate relationship, and
uncontrolled aggression are such potential threats. Third, health problems adversely affect outcomes.
Workers experiencing poor health may be less productive, make lower quality decisions, exhibit higher
absenteeism and make consistently diminishing overall contributions to the organization. The need for
regulating new business growth is usually prompted by social and psychological perception of the employees. We need to understand the key predictors and the process of well-being.
Now there is a greater awareness on the role of employee’s wellbeing in the business organization. But
there is less attention has been paid to its ramifications for employee wellbeing. Current research is now
demonstrating the benefits of organizational wellbeing which is a strong criterion for business success.
The pursuit of wellbeing is an important goal for many organizations. Few scientific researches have
focused on the question of how wellbeing can be increased and then sustained. In the pursuit of happiness, empirical evidence suggests that the ability to be happy and contented with life is a central criterion
of adaptation and positive mental health. Lyubomirsky and her colleagues recently complied evidence
showing that happiness has numerous positive byproducts that appear to benefit individuals, families,
and communities (Lyubomirsky, King, & Diener, 2004; Fredrickson, 2001). Furthermore, Lyubomirsky
et al.’ analysis revealed that happy people gain tangible benefits in many different life domains from
their positive state of mind, including larger social rewards (higher odds of marriage and lower odds
of divorce, more friends, stronger social support, and richer social interaction; e.g., Harker & Keltner,
2001; Marks & Fleming, 1999; Okun, Stock, Haring, & Witter, 1984), superior work outcomes (greater
creativity, increased productivility, higher quality of work, and higher income, e.g., Estrada, Isen, &
Young, 1984; Staw, Sutton, & Pelled, 1995) and more activity, energy, and flow (e.g., Csikszentmihalyi
& Wong, 1991).

ORGANIZATIONAL WELLBEING
With the growth of companies, in terms of employee numbers, and in terms of service quality and complexity, they provide the human factor which has become a prime competitive advantage on the market.
Organizational wellbeing is a holistic concept. It can be operationalized from multiple variables. It
requires the congruence between the needs and values of employees and the organization and enabling
conditions include providing a safe and supportive environment for shared meaning-making effective
boundary management, and engaging, invigorating and inspiring employees.
A study run by Gallup on 5000 employees proves that individual wellbeing now produces long-term
effects on the organization, in year 1 and 2 after the investments, in terms of enhanced engagement
at the workplace. These individuals tend to see their workplace as positive, productive and engaging.
Moreover, managers will collect the results stemmed from investments in wellbeing in terms of an open

37

15 more pages are available in the full version of this document, which may
be purchased using the "Add to Cart" button on the publisher's webpage:
www.igi-global.com/chapter/organizational-well-being/287921

Related Content
Holding Out for a Hero: Leadership Discourse in College and University Presidential Job
Postings in a 20-Year Span
Regina L. Garza Mitchell, Erika A. Carr, Lisa R. Garcia, Luke E. Steinman, Marlene Kowalski-Braun and
Andrea L. Beach (2019). Challenges and Opportunities for Women in Higher Education Leadership (pp.
156-175).
www.irma-international.org/chapter/holding-out-for-a-hero/217966

African-Born Female Academics in the U.S. : Experiences of Inclusion, Exclusion, and Access Building Careers on Marginalized Identities
Rosaire Ifedi (2017). International Journal of Bias, Identity and Diversities in Education (pp. 1-12).
www.irma-international.org/article/african-born-female-academics-in-the-us-/169965

An Integral Analysis of Labeling, Inclusion, and the Impact of the K-12 School Experience on
Gifted Boys
Laurie Alisat and Veronika Bohac Clarke (2020). Accessibility and Diversity in Education: Breakthroughs in
Research and Practice (pp. 995-1021).
www.irma-international.org/chapter/an-integral-analysis-of-labeling-inclusion-and-the-impact-of-the-k-12-schoolexperience-on-gifted-boys/241021

Describing Undergraduate Students' Intercultural Learning through Study Abroad in Terms of
Their ‘Cultural Responsiveness'
Susan Oguro and Angela Giovanangeli (2016). International Journal of Bias, Identity and Diversities in
Education (pp. 29-38).
www.irma-international.org/article/describing-undergraduate-students-intercultural-learning-through-study-abroad-interms-of-their-cultural-responsiveness/156496

Effects on Employee Motivation of Working Conditions in National/International F&B Enterprises:
Kirklareli Case
lke Baarangil and Emre Altnta (2022). Research Anthology on Changing Dynamics of Diversity and Safety
in the Workforce (pp. 1175-1195).
www.irma-international.org/chapter/effects-on-employee-motivation-of-working-conditions-in-nationalinternational-fbenterprises/287981

