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 ABSTRACT 
Purpose: The paper attempts to explore the various linkages between work, workplace 
and well-being. Various components of  workplace well-being were explored in order to 
understand how and whether these components interact with each other and result in 
employee’s experience of  well-being at work.

Design/ Methodology/ Approach: The paper is based on the synthesis of  the existing 
literature on work needs & motives, workplace related factors and workplace well-
being.

Findings: Well-being at Work results from the match between the work need and 
motives that derive people to work and the various factors at workplace. The more 
workplace offer and supports what people (employees) are looking for, higher is the 
well-being.

Originality/Value: The unique contribution of  the study lies in the understanding that 
well-being at work is driven by two major contributors- work needs and the workplace 
environment. 
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Introduction
Workplace well-being is the domain specific well-being 

and defines well-being in the context of  a person’s job using 
various	measures	such	as	 job/career	satisfaction,	stress	and	
strain, work-life balance, job engagement, career development 
and many others. Workplace well-being is also commonly 
referred to as ‘Employee Well-being’. Several authors have 
attempted to define workplace well-being. Juniper et al. 
(2009)	defined	workplace/	employee	well-being	as	a	part	of 	
an employee’s overall well-being that is primarily determined 
by	 the	 work	 he/she	 does	 and	 is	 mainly	 affected	 by	 the	
workplace	 interventions.	 According	 to	 Dejoy	 and	 Wilson	
(2003; as cited in Grawitch et al. 2006) employee well-being 
is the physical, psychological and emotional aspects of  an 
employee’s health that synergistically affect people in an 
intricate manner (p. 134)

International Labor Organization (ILO) states that 
workplace well-being relates to all facets of  an employee’s 
working life ranging from the safety and quality of  the 
physical work environment to the experience of  employees 
about	their	work/	job,	the	climate	at	work	and	the	working	
environment	(Workplace	Well-being,	ILO,	n.d.).	Bakker	and	
Oerlemans (2011) defined work-related well-being as a state 
of  well-being achieved when an employee is satisfied with 
the job and experience more of  positive emotions such as 
engagement,  happiness at work, and satisfaction and less of  
negative emotions such as burnout, stress, and anxiety, thereby 
resulting in increased job performance. 

According	to	Bakker	and	Demerouti	(2014),	employee/	
workplace well-being is a function of  the work environment 
and majorly comprise of  two types of  job characteristic- ‘Job 
Demand and Job Resources’ (JD-R theory); where ‘Job 
demands’ refers to the roles and responsibilities associated 
with the job which requires considerable energy and efforts, 
and ‘Job resources’ refers to that aspect of  the job which 
enables an employee meet the demands of  the job successfully 
for example organizational support, autonomy and clear 
work roles. Evidence suggests that when job resources exceed 
job demands, employees experience increased performance, 
satisfaction, engagement, and well-being at work (Demerouti 
et	al.,	2001;	Bakker,	2015).

Aryanti	 et	al.	 (2020)	 reports	 that	Workplace	well-being	
relates to the feeling and satisfaction that employees derive 
from their work in terms of  the  intrinsic and extrinsic 
values; where company policies, remuneration, social 
and interpersonal relationships, working conditions, and 
leadership are some of  the extrinsic factors related to the 
job and achievement, responsibilities, awareness of  the 
achievements and progress made are the intrinsic factors.

Research suggests that workplace well-being leads to 
increased individual as well as organizational performance, 
by enabling organizations to capitalize on their human capital 

and reap benefits of  the thriving, satisfied and an engaged 
workforce. Happy workers tend to be more productive, 
show higher organizational citizenship behavior, reflect low 
counterproductive work behaviors, have high intentions to 
stay,	 and	 report	 less	 absenteeism	 (Danna	&	Griffin,	 1999;	
Judge	et	al.,	2001;	Ilies	et	al.,	2009;Taris	&	Schreurs,	2009;	
Harries et al., 2006; as cited in Ilies et al., 2015).

When employees perceive that organization do not care 
about their wellbeing it is likely to negatively impact their 
level of  commitment, motivation and performance. However, 
when employees perceive that their employers support them, 
care for them and can be trusted, they reciprocate with 
increased commitment and high motivation towards the 
organization resulting in improved and better performance 
(Baptiste,	2008).It	has	been	found	that	promoting	employee	
well-being	results	in	positive	outcomes	at	many	levels.	At	the	
individual level, employees with high well-being tend to have 
better	mental	health	(stress-free	life)	and	physical	health.	At	
the organization level, employers can capitalize on the human 
capital and draw competitive advantage resulting from the 
increased	performance	and	productivity	of 	employees.	And	
at the society level, people tend to ‘flourish’, resulting in a 
society where people are active, have enthusiasm for life, and 
engage	with	each	other	(Yeung	and	Berman,	1997;	Goetzel,	
2003;	Keyes,	2002;	Huppert,	2009;	Bakker	and	Oerlemans,	
2011;	as	cited	in	Kazemi,	2017).

It is evident from the research cited above that well-
being of  employee is essential for organizational success and 
effectiveness. Happy employees make a productive workplace. 
Having established the concept and importance of  workplace 
well-being and its impact on job and overall life satisfaction, 
it is time to examine the components of  workplace well-
being. It is suggested that workplace well-being is affected 
by the nature of  work people do in the organization, the 
environment in which they work, and the fact whether 
workplace is offering them what they are looking to achieve 
in life through work, i.e., the interplay between work and 
workplace. Subsequent section will explore the suggested 
links between the variables.

Review of literature
Review of  literature will be discussed under three 

sections. Section 1- ‘Work and Well-being’, this section will 
explore the link between the work and well-being, Section 2- 
‘Workplace and Well-being’, which will discuss the literature 
highlighting how workplace impact well-being of  employees, 
and Section 3- Interplay of  Work and Workplace.

2.1 Work and Wellbeing

One of  the important components of  workplace wellbeing 
is the ‘Work itself ’. The nature of  work people do at the 
workplace/	organization	 impacts	 their	 sense	of 	well-being.	
This section will discuss the relevant literature to establish 
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that	 work	 impacts	 wellbeing	 of 	 employees.	 	 Meaning	 of 	
Work	 (MOW)	 International	 Research	 Team	 (1987)	 refers	
work as, ‘an activity carried out in organizational settings for 
pay, and in employment relationships’. However, work is not 
just	a	9	to	5	job	there	is	much	more	to	it.	Work	is	central	to	
human existence. It not only serves as a medium for personal 
identity and affects personal growth & development, but it 
also helps boost self-esteem and well-being of  the person. 
Through work an individual finds the purpose of  existence in 
the world, develops identity, build up new relations, utilizes 
skills and talents, learn new things, and develop a sense of  
belonging	(Morin,	2004)

Work fulfills a wide range of  needs- means of  living, 
providing status and social engagement, offering source of  
identity, and also opportunity for self-growth & development 
(Budd	&Spencer,	2014;	Schwartz,	2015).	 	 In	 its	most	basic	
form, work act as a source to earn livelihood, enabling a 
person	live	a	decent	life.	And	if 	such	work	has	meaning	and	
purpose, it enables a person experience joy and feeling of  
fulfillment.	“Access	to	fulfilling,	paid	work	has	long	been	a	
significant determinant of  people’s wellbeing. Economically, 
fulfilling work provides a secure income, while in social terms; 
such work can offer a sense of  purpose, social connections 
and personal agency” (White, 2016, p. 2).

People	list	a	wide	range	of 	monetary	and	non-monetary	
reason	for	doing	their	work.	.	For	some	people	work	is	only	a	
means of  earning their livelihood, to accumulate materialistic 
wealth and to afford luxury. While some people say work 
provides them with respect and status. To some, work and 
work place is a medium to meet new people, interact with 
people from diverse backgrounds. These people do their work 
because it is an opportunity for social engagement. To some 
others,	work	/job	give	them	something	to	strive	for.	They	feel	
sense	of 	accomplishment/	achievement.	And	for	some	others	
work is an opportunity for evolution, improving well-being, 
self-growth and development (Schwartz, 2015).

People	 spend	 maximum	 time	 at	 work	 and	 thus	 work	
becomes an integral and inseparable part of  their life. They 
are increasingly looking for greater meaning in life through 
work. Employees’ expectations from the workplace and the 
work are expanding and theyare increasingly looking for 
employment opportunities that offer platform for personal 
development,	 fulfillment,	 and	 well-being.	 People	 are	 more	
and more seeking to derive social connections, happiness, 
meaningful work, and opportunities for learning and 
development at professional as well as on personal level 
(Slemp	et	al.,	2015).	Clearly	 reasons/motives	 for	people	 to	
work ranges across a wide continuum with money on one 
end to well-being, growth & development on the other end. 
People	may	have	different	motives	 for	work,	but	all	people	
work because workplace is providing them something that 
they need from work.

When	a	person	engages	himself 	in	a	meaningful	work,	he/	
she experience a sense of  self, personal development, dignity 
and	worth.	 Further,	 by	 accomplishing	 results	 they	 tend	 to	
develop their self-esteem and move towards self-actualization 
and	a	state	of 	well-being	(Morin,	2004).	Work	significantly	
contributes to happiness and well-being of  people (Warr, 
2007;	Fisher,	 2010).	 Job/	Wok	being	 an	 important	 part	 of 	
one’s	life	and	this	it	affects	well-being	(Agarwal	&	Sharma,	
2011). 

Thus it can be seen from the above stated studies, that 
work is a key determinant of  well-being. The kind of  work 
a person does have an impact on their satisfaction and well-
being. Work tends to fulfill a wide range of  needs in people’s 
life and most people connect deeply with their work. Work 
that offers good monetary benefits coupled with opportunities 
for social interaction, leaning and development, is in line with 
interest of  employee, allow utilization of  skills and talents, 
lead to experience of  well-being at work. Having established 
the relation between work and well-being, we shall now be 
discussing the second important component of  workplace 
well-being i.e., ‘The Workplace’. 

2.2 Workplace and Wellbeing

Workplace plays an important role in the life of  every 
working professional, and an employees’ well-being 
considerably depends on the experiences they undergo 
at	 workplace.	 People	 in	 general	 spend	 their	 maximum	
productive hours at workplace and therefore their experiences 
at workplace affect their sense of  well-being. Experiences of  
people at work be it emotional or social in nature not only 
affects the person rather they spill over other non-work 
domains. Employees are spending majority of  their time and 
lives at workplaces; and therefore it has become difficult to 
segregate	matters	of 	personal	life/family	and	work.	Thus	the	
quest to find happiness and fulfillment continues even at the 
place of  work andi s not only limited to one’s personal life 
anymore	(Srirangarajan	&	Bhaskar,	2011).	

Employees expect their workplace to not only offer 
employment opportunities but they are actively looking for 
platforms for personal development, fulfillment and well-
being, i.e., their expectations from workplace are rising 
(Slemp et al., 2015).  It is widely believed by practitioners 
and leaders that making employees healthier and happier 
increases	their	productivity,efforts	and	contributions	(Fisher,	
2003;	as	cited	in	Grant	et	al.,	2007).	There	are	several	factors	
at workplace that have an impact on the well-being of  
employees. Leadership quality, HR practices, social climate 
at work, organization’s culture, physical work environment 
are some of  the factors reported in literature that are found to 
impact the perceptions of  well-being at work.

According	 to	 Wilson	 et	 al.	 (2004),	 organizations	 acts	
as a key driver in determining and affecting the well-being 
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of  employees at work. Organization’s structure, the way 
it functions, its policies and procedures and fabric of  the 
organization impacts the health and well-being of  employees 
and	 results	 in	 increased	organizational	 effectiveness.	Buffet	
et al. (2013) reported that organizational factors such as 
employee involvement, communication, work-life balance, 
employee growth and development, employee health 
and safety have a considerable impact on organizational 
functioning and the well-being of  employees.

Warr’s	(1994)	‘Vitamin’-model	is	the	classic	representation	
of 	 how	 work	 environment	 can	 impact	 the	 mental/
psychological and physical well-being of  employees. Warr’s 
model identifies nine environmental factor that are significant 
for the well-being of  employees, namely, opportunity for 
control (implying discretion, autonomy at work); opportunity 
for skill use (job fit and job design); variety (in job content, 
roles & responsibilities); externally generated goals (work 
demands, work pressure); environmental clarity (availability 
of  information, feedbacks); physical security (good working 
conditions); opportunity for interpersonal contact; availability 
of  money (competitive package); and valued social position. 
According	 to	Warr	 (1994),	 impact	 of 	 these	 environmental	
features on mental health of  employee is analogous to impact 
of  vitamins on physical health of  person.

Danna	and	Griffin	(1999)	also	proposed	a	comprehensive	
framework of  well-being at workplace. They discussed several 
person-centric (i.e. personality type) and organizational 
factors that have an impact on the health and well-being of  
employees. The organizational factors as proposed by them 
are:	work	setting	comprising	of 	safety	hazards,	health	hazards	
and other workplace perils such as ergonomics at workplace, 
safety equipments- fire extinguishers, smoke detectors, regular 
inspections and so on; and occupational stress comprising 
of 	 factors	 intrinsic	 to	 the	 job,	 i.e.,	 work	 overload/	 under	
load, use of  technology, long hours and shift work; role in 
organization covering role ambiguity, responsibility at work, 
role conflict; relationships at work with seniors, colleagues and 
subordinates; career development; organizational climate and 
structure covering politics at work, poor communication, lack 
of  feedback, low participation; and work-home interference 
referring to spill over of  work over non-work domain leading 
to conflict and emotional exhaustion.

Similarly, Dejoy and Wilson (2003) proposed a model of  
healthy work organization and suggested that factors such as 
job design covering demands and characteristics associated 
with the job; organizational climate involving employees’ 
perception concerning participation, interpersonal relations 
at	 work,	 communication;	 job	 future:	 covering	 equity	 and	
fairness, job security, opportunities for career development; 
and	psychological	work	adjustments:	referring	to	how	people	
respond to work environment such as perceived stress, 
satisfaction and so forth, have an impact on the performance 
and well-being of  employees.

Given the amount of  time people spend at work, 
workplace policies and practices increasingly tend to impact 
their health and well-being. Thus, above literature suggests 
that	organizational/	workplace	factors	are	indeed	crucial	in	
determining well-being of  employees. Where on one hand, 
a good and supportive working environment can boost the 
well-being of  employees resulting in job and life satisfaction 
on the other hand unhealthy work practices can cause severe 
damage to the health and well-being of  employees.

Having discussed the linkages between ‘Work and Well-
being’ and ‘Workplace and Well-being’; it will be interesting 
to explore if  work and workplace interplay together and 
impacts the sense of  well-being at work. Literature below will 
discuss the same.

2.3  Interplay of Work and Workplace impacting 
Well-being:

The present papersuggests that an opportunity to fulfill 
work	 needs	 through	 meaningful	 work/	 job	 coupled	 with	
favorable organizational policies and practices will lead to an 
experience	of 	well-being	at	work.	An	employee,	who	enters	
an organization, comes with a set of  needs that he wishes to 
fulfill through work. If  the organization is able to provide 
an environment that is conducive and supportive towards 
fulfillment of  those needs, it results in employees’ experience 
of  well-being at work. In other words, Well-being at work is 
the outcome of  the interaction between work and workplace

According	 to	 Rath	 and	 Harter	 (2010),	 “wellbeing	 at	
work is experienced as the result of  the combination of  our 
love for what we do each day, the vibrancy of  our physical 
health, the security of  our finances, the quality of  our 
relationships, and the pride we take in our contribution to 
the	 community”.	 	 Conceptual	 framework	 as	 proposed	 by	
Heerwagen	et	al.	 (1995)	discusses	 three	components	and	 is	
based on the person-environment congruence theory, which 
postulates that people prefer to work in an environment that 
is in line with their work preferences and work needs. The 
three components discussed in the framework are

1)  Identifying basic employee needs in the context of  work 
settings; 

2)  Identifying various organizational factors that tend to 
affect the fulfillment of  employee’s needs; and 

3)  Resulting indicators of  “fit” and “misfit” leading to either 
state of  well-being or stress at work. 

On	similar	lines,	Brandstatter	et	al.	(2016)	also	mentions	
that person-environment interaction and fit is the essential 
prerequisite for employee well-being. They mention two 
types of  person-environment fit

Demands-abilities fit refers to the fit between the •	
demands of  the work environment and employees’ 
abilities; and 
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Needs-supplies fit referring to the fit between employees •	
need and resources available in the work environment. 

According	 to	 them,	 it	 is	 this	 fit	 that	 determines	 the	
level	of 	well-being	experienced	by	employees.	Using	needs-
supplies fit as the premise for their study, they reported the 
interaction between work motivation (need for power, need 
for autonomy and need for affiliation) and job characteristics 
and its resultant impact on the well-being of  employees.

Nielson	 et	 al.	 (2008)	 on	 the	 other	 hand	 used	 work	
characteristics such as role clarity, meaningful work and 
growth and development opportunities as mediating variable 
impacting the relationship between organizational factor, 
i.e., leadership style and psychological well-being. Similarly, 
Gillet et al. (2011) in their study discussed the mediating 
role of  psychological work needs (i.e. the needs discussed 
by Ryan & Deci (2000) in their Self-determination theory) 
between organizational factors which includes supervisor’s 

interpersonal style and perceived organizational support and 
hedonic and eudaimonic well-being measured in terms of  
happiness, job satisfaction and self-realization. 

In	 another	 study	 by	Xu	 et	 al.	 (2014),	 relation	 between	
work needs, organizational factor and well-being was 
explored, whereby subjective well-being was treated as the 
mediating variable between work needs and organizational 
commitment.	 According	 to	 them,	 “subjective	 well-being	
has the potential to increase understanding of  how work 
motivation is related to the way employees’ envision 
themselves in a workgroup, which may also be associated 
with their organizational commitment” (p. 1).

Thus, it can be seen from the above stated studies that 
many researchers have explored the relation between work 
needs, organizational factors and well-being of  employees. 
Table-1 below summarizes the review of  literature for all the 
variables under study.

Table-1: Summary of Review of literature

Author Title Nature of Paper/ 
Methodology

Variable/ Constructs 
Studied Finding

Agarwal,	M.,	
&	Sharma,	A.	
(2011)

Effects of  Hospital 
Workplace	Factors	
on	the	Psychological	
Well-being and Job 

Satisfaction of  Health 
Care	Employees.

Empirical,

Multiple	Regression

Job Satisfaction, 
Psychological	well-being,	

Workplace factors

Workplace has positive 
effect on both physical 

and psychological health 
of  employees

Aryanti,	R.	D.,	
Diah	Sari,	E.	Y.,	
and Widiana, H. 
S. (2020).

A	Literature	Review	of 	
Workplace	Well-Being

Conceptual

Structured Literature 
review

Workplace well-being, 
Employee productivity, 

Papers	discusses	concept	
of  workplace well-being, 
its importance, models 

and impacts of  workplace 
well—being

Brandstatter,	
V., Job V., and 
Schulze	B.	
(2016).

Motivational	
Incongruence and Well-
Being	at	the	Workplace:	
Person-Job	Fit,	Job	

Burnout,	and	Physical	
Symptoms.

Empirical

Polynomial	
regression

Person-Environment	Fit,	
Job	demands	,Burnout,	
and	Physical	Symptoms,	
Job	Characteristics,	
Implicit affiliation & 

power	motives,	Physical	
well-being

Study suggests 
interventions to rectify 

imbalances in the needs-
supplies fit, thereby 
reducing the risk of  

impairment of  employee 
well-being.

Budd,	J.	W.,	&	
Spencer,	D.	A.	
(2014).

Worker well-being and 
the	importance	of 	work:	

Bridging	the	gap
Conceptual	paper Meaning	of 	work,	

Worker well-being, 

Paper	proposed	
a comprehensive 

framework to worker 
well-being

Buffet,	M.	A.,	
Gervais, R. L., 
Liddle,	M.,	&	
Eechelaert, L. 
(2013).

Well-Being	at	Work:	
Creating	a	Positive	Work	

Environment.
Conceptual	report

Work Environment, 
Workplace Well-being, 
Psychological	healthy	

workplace, Occupational 
safety & health

European	Agency	Report

Danna,	K.,	&	
Griffin, R. W. 
(1999).

Health	and	Well-Being	in	
the	Workplace:	A	Review	

and Synthesis of  the 
Literature

Conceptual	paper

Work Settings, 
Occupational Stress, 
Personality	traits,	

Employee health, Well-
being

A	model	was	
conceptualized with the 

select variables 
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Author Title Nature of Paper/ 
Methodology

Variable/ Constructs 
Studied Finding

Dejoy,	D.	M.,	&	
Wilson,	M.	G.	
(2003).

Organizational health 
promotion:	broadening	

the horizon of  workplace 
health promotion.

Conceptual	paper

Core	Organizational	
attributes- policies, job 

design; values & beliefs; 
Psychological	work	

adjustment, Job future; 
Organizational health

Paper	emphasizes	that	
in order to maximize 

health and well-being of  
employees,improvements 

should be made to the 
characteristicsof  the job 

and the organization.

Fisher,	C.	(2010). Happiness at Work Conceptual

Job 
satisfaction,Happiness at 
work, Job involvement, 
Commitment,	work	

motivation,Engagement, 
Vigor& Thriving

Paper	discusses	the	
concept of  happiness 

and work, and its 
consequences at 

individual as well as 
organizational level

Gillet, N., 
Fouquereau,	
E.,	Forest,	J.,	
Brunault,	P.,	&	
Colombat,	P.	
(2011).

 The Impact of  
Organizational	Factors	
on	Psychological	Needs	
and Their Relations with 

Well-Being.

Empirical 

Structural Equation 
Modelling

Psychological	work	
needs, Interpersonal 
style,	Perceived	
organizational 

support, Need & Work 
Satisfaction, Self- 

realization, Happiness, 
Need thwarting

Perception	of 	supervisor	
autonomy support and 

perceived organizational 
support  was positively 
related with satisfaction 

of  basic needs& 
negatively with need 

thwarting

Grant,	A.	M.,	
Christianson,	M.	
K.,	&	Price,	R.	
H.	(2007)

Happiness, health, 
or relationships? 

Managerial	practices	
and employee well-being 

tradeoffs. 

Conceptual	paper

Work Redesign, 
Employee well-being, 

Reward	&	Compensation	
practices, Team building 

practice, Employee 
health & safety practices

Effects of  various

managerial practices are 
discussed on employee’s  
psychological, social and 

physical well-being

Heerwagen, J. 
H., Heubach, 
J. G., 
Montgomery,	J.,	
&	Weimer,	W.	C.	
(1995).

Environmental design, 
work,	and	well	being:	

managing occupational 
stress through changes 

in the workplace 
environment

Conceptual

Work	needs,	Physical	
Environment, 

Occupational Stress, 
Person-Environment	fit,

Individual & collective 
well-being, 

Physical	work

setting positively relates 
to the productivity and 

well being of

Employees and the 
organizations.

Morin,	E.	M.	
(2004)

The meaning of  work in 
modern times Conceptual	paper Meaning	of 	work,	Work	

vales, Work coherence

Paper	discusses	
concept, dimensions 
and characteristics of  
Meaningful	work

Nielsen,	K.,	
Randall, R., 
Yarker,	J.,	&	
Brenner,	S-O.	
(2008).

The effects of  
transformational 

leadership on followers’ 
perceived work 

characteristics and 
psychological	well-being:	
A	longitudinal	study

Empirical

Longitudinal design, 
Structural Equation 

Modelling

Transformational 
leadership, Work 

characteristics, Well-
being, 

Employees’ perception 
of  work characteristics 

mediated the relationship 
between transformational 

style of  leadership and 
employee’s psychological 

well-being.

Rath, T. and 
Harter, J. (2010)

Your well-being is a serious 
business matter. Article

Paper	discusses	various	
dimensions of  workplace 

well-being

Slemp, G. R., 
Kern,	M.	L.,	&	
Vella-Brodrick,	
D.	A.	(2015)

Workplace	Well-Being:	
The	Role	of 	Job	Crafting	
and	Autonomy	Support.

Empirical

Structural Equation 
Modelling

Autonomy,	Job	crafting,	
Support,Positive	and	
negative affect, Job 

satisfaction, Workplace 
Well-being,

Paper	highlighted	the	
importance of  individual 

and contextual factors 
in supporting workplace 

well-being.

Srirangarajan, G. 
S.,	&	Bhaskar,	R.	
K.	(2011).

Key	Dimensions	of 	Spirit	
at	Work—An	Indian	

Perspective.
Conceptual	paper

Spirit at work, 
Meaningful	work,	 
spirituality at work

Paper	discusses	various	
dimensions and models 

of  Spirit at work
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Author Title Nature of Paper/ 
Methodology

Variable/ Constructs 
Studied Finding

White, D. (2016) Work and Well-being. Discussion	Paper
Availability	and	Quality	

of  Work; Work and  
Well-being 

Wilson,	M.	G.,	
Dejoy,	D.	M.,	
Vandenberg, R. 
J., Richardson, 
H.	A.,	&	
McGrath,	A.	L.	
(2004).

Work characteristics 
and employee health 

and	well-being:	Test	of 	a	
model of  healthy work 

organization

Empirical

Structural Equation 
Modelling

Job Design,Job future, 
Core	organizational	

attributes, Organizational 
climate,	Psychological

work adjustment, 
Employee health and 

well-being.

Employees’ perceptions 
of  organization affect 
their perception of  the 
organizational climate  

impacting the way 
employees see their future 

in the organization and 
relate	to	their	job/work;	
which further impacts 

their health, work 
adjustment and well-

being.

Xu,	S.,	Choi,	Y.,	
&	Lv,	Q.	(2014).

Subjective well-being, 
work motivation 

and organizational 
commitment of  

Chinese	hotel	frontline	
employees:	A	moderated	

mediation study.

Empirical

Mediation,	
Moderated	
Mediation

Employee work

motivation, job 
enrichment, 

organizational 
commitment

and subjective well-being 
(SWB)

SWB	partially	mediates	
between work motivation 

& organizational 
commitment.	And	job	
enrichment programs 
positively influence 

employees’ subjective 
wellbeing

Source:	Compiled	by	Author

linkages between Work, Workplace 
and Well-being:

Based	 on	 the	 above	 discussed	 literature,	 it	 can	 be	
established that well-being at work gets impacted by three 
important	linkages:

First	 link	 is	 the	 nature	 of 	 work	 employees	 do	 at	 the	1. 
organization; which implies that if  people are engaged in 
meaningful work that satisfies their needs and motives, 
they experience a sense of  well-being. Every employee 
expect their work to provide them with something- 
it can be the financial independence, a network of  
people, a platform to express ourselves, source of  
identity, and many more. The more work is in line with 
employee’s	needs/	motives,	or	in	other	words	the	more	
employees’needs are fulfilled through work, higher is the 
satisfaction and sense of  well-being.

The second important link is the environment in 2. 
which they work, i.e., various factors at workplace 
that impactswellbeing. When an employee enters an 
organization,	 he/	 she	 comes	 with	 a	 certain	 set	 of 	
expectations, they expect their workplace to provide 
support system, fair remuneration, flexible and employee 
centric work policies, impartial leadership, opportunities 
to perform and many more. So it is expected that more 
the organizational environment is providing the support 
employees’ expects; higher would be the sense of  well-
being.

The third important link is the interaction between the 3. 
work and workplace, which in some way hints towards 
the person-environment fit. Having established that 
people join an organization to fulfill certain needs 
and motives, upon entering they come across a set of  
organizational systems and policies, so the interaction 
here points at the fit between the two. That is, more the 
workplace	satisfies	 the	motives/	needs	of 	employee	or	
offers support systems that enables them to experience 
and achieve their work outcomes, higher would be the 
perceptions of  well-being.

Figure 1: linkages between Work, Workplace, and 
Workplace Well-being

Source: Developed by author
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Conclusion:
The present study establishes the linkages between work, 

workplace and workplace well-being. Well-being of  employees 
is of  utmost importance for success of  the organizations. 
Happy employees make a productive work place. Every 
employee who joins the organization comes with certain goals 
which	he/she	 aspire	 to	 accomplish	 through	work;	 and	with	
a	 set	of 	expectations	he/she	has	 from	the	organization	 they	
join; making ‘Work’ and ‘Workplace’ important components 
of  workplace well-being.The more the work enables an 
employee	 to	 achieve	 goals/	 motives	 they	 want	 to	 achieve	
through work; they experience a sense of  satisfaction and well-
being.	And	while	they	work	presence	of 	certain	organizational	
factors such as conducive work environment, support from 
organization, fair treatment, opportunities for advancement, 
and alike furthers their sense of  well-being; which brings us to 
the	link	that	it	is	the	interaction	of 	‘Work	X	Workplace’	that	
results in employee experience well-being at the workplace. 

More	 the	 employees’	 feel	 their	work	 values	 are	 in	 line	
with organizational values, higher would be the experience 
of  well-being. In other words, higher the fit between people’s 
work aspirations and values and the organizational work 
environment, higher would be the perceptions of  well-being. 
On the other hand, any misfit between work and workplace 
will negatively impact their experience of  well-being.

Recommendations & Future 
Implications:

The important recommendations for managers that 
follows from the linkages explored in the study are firstly, 
managers/	leaders	must	understand	and	explore	the	various	
needs and motives employee wish to fulfill through work. 
The more managers are clear about the needs and motives 
of  their employees, more they can assign the work that is 
in line with their expectations and aspirations, resulting in 
increased commitment from employees. Secondly, managers’ 
needs to explore what are the various organizational factors 
that have a greater impact on the perceptions of  well-being 
as	compared	to	others.	For	example	employees	may	consider	
flexible work policies more favorable to balance their 
work life as compared to fixed hour schedule. So more the 
managers/	leaders	understand	the	expectations	of 	employees	
and develop mechanisms to ensure employees feel they are 
being understand and supported, higher are the chances 
employees feel motivated and contribute towards success of  
the	organization.	And	lastly,	it	is	imperative	that	managers/	
leaders ensure there is a fit between employee’s work aspirations 
and motives, and the nature of  work and support being given 
to them from the organization. This person-environment fit 
will result in experience of  well-being and satisfaction.

Based	 on	 the	 above	 discussion,	 the	 future	 implication	
that follows are the linkages established through theory are 
tested and verified with the help of  multivariate data analysis 
techniques.	 A	 mixed	 method	 approach	 can	 be	 followed,	
where in through qualitative study, one can gauge the various 
work motives and needs that employees wish to accomplish 
through work, and the various organizational factors they 
consider are important for smooth functioning and will 
enable them to accomplish their goals. Later the same can be 
validated through model building and testing.
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