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PART ONE – INTRODUCTION AND MODELS 
 

Well-being (WB) has become an increasing concern for both employers and employees, heightened 

due to the pandemic and increasing challenges of competition requiring businesses to undergo 

frequent changes. A healthy work-life balance drives engagement, productivity, and retention. 

Emphasis on well-being programs took on more importance in the first years of the 21st century and 

today are top of mind by both employers and employees.  

 

For many people, remote and hybrid work have completely changed our work habits, schedules, 

where and when we get work done, as well as the boundaries we have between work and home. 

While some knowledge workers already had access to work-issued technology like a smartphone, 

and video,  the pandemic exacerbated our technology use. For many, video calls were the only 

means of communication and socialization for a moment in time. 

 

(WB) is a series of adjustments to work and life, allowing people to feel that work and life are under 

control. Well-being involves juggling workplace stress with the daily pressures of families dealing 

with multiple responsibilities of personal and professional life. An effective workplace support 

program provided to employees helps to maintain well-being. Well-being has been defined as “The 

state of less role conflict with better satisfaction and good functioning at work and home”.  

 

Importance of Well-being 

Employees with an improved well-being are more likely to feel motivated with less stress. 

• Employees with an improved well-being increase company productivity, reduce conflicts 

between coworkers and management, and exhibit increased motivation and less stress. 

• Companies that encourage improved well-being are more attractive. 

• Companies encouraging well-being often enjoy higher employee retention rates and lower 

absenteeism. 

 

Evolution of Well-being  

Well-being programs began their existence in the 1930’s when the W.K. Kellogg Company 

implemented a shift process. The term well-being was formally coined for the first time in the 

1970’s, to state the balance between one’s work and personal life. In the 1980’s many companies 

started to offer child care programs and employee assistance programs (EAP’s).  The 1990’s was the 

major era when well-being programs were identified as a vital topic for women. The first wave of 

these programs started primarily to support women and children through work-life solutions.  
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What is a Good Work-life Balance? 

By definition, work-life balance involves the minimization of work-related stress, and the 

establishing of a stable and sustainable way to work while maintaining health and general well-

being. As a manager, it’s important to not only find that balance for yourself – and lead by example 

– but to also help employees find their balance, as well. 

 

The key to achieving work-life balance relies on not just what you do while you’re working (i.e., 

doing meaningful work, finding purpose in your work, feeling like what you do matters, and that 

you make a positive contribution), but what you do outside of work, as well.  In other words, finding 

fulfillment in hobbies or having go-to methods for restoration are equally important to striking that 

balance.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Holly and Mohnen (2012) in their research study “Impact of Working Hours on Well-being” have 

tried to observe the link between working hours and satisfaction with desirable work-life balance. 

The balance is specific to each person and relates to satisfaction with job and all other parts in life, 

especially family life and free time.  

 

Flexible work hour arrangements decrease satisfaction when compared with fixed working hours. 

High working hours and overtime in general do not lead to decreased satisfaction. Compensated 

overtime has a positive effect on job satisfaction. The overall number of hours by which employees 

want to reduce their working time is driven mainly by overtime compensation.  

 

McMillian, et. al. (2011) in their work “Constructs of the Work-life Interface: A Synthesis of the 

Literature and Introduction of the Concept of Work-life Harmony” tried to identify the practical 

understanding of Human Resources Departments (HRD) definitions and measurement tools of 

Work-life interface conceptions such as conflict, enrichment, and balance. HRD interventions 

should address organizational nature and the implications of creating value of employees’ Work-

life interface. These HRD interventions need to promote organizational and individual development, 

change initiatives, and performance improvement.  
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  3  

Keene, and Quadagno (2004) in their study “Predictors of Perceived Work-Family Balance: Gender 

Difference or Gender Similarity?” has examined issues such as the relationship of work 

characteristics, family characteristics, and work-family spill over to perceptions of work-family 

balance and models of gender difference versus gender similarity. They demonstrated that work 

demands such as number of hours worked per week and work spill over into family life is the most 

striking predictors of imbalance for both women and men.  

 

Women respond differently than men in competing demands and also interpret the meaning of 

competing demands differently. Women report more balance when they give priority to family and 

men report less balance when they have no personal time for themselves, and more balance when 

they make scheduling changes due to family.  Both men and women report that they make more 

 adjustments at home  to necessitate work requirements.   

 

A recent Qualtrics study of more than 1,000 U.S. employees revealed that Forty-four percent of 

employees say they plan to look for a new job in the next year, while 39% say they’ll stay, and 17% 

say they don’t yet know. Younger workers, minorities, and leaders are especially likely to say they 

will leave, thus supporting the new wave termed The Great Resignation. 

https://www.qualtrics.com/blog/labor-shortage-study/ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Companies are reporting a record number of open positions with resignation rates highest among 

mid-career employees and highest in the technology and healthcare industries. 

 

These trends highlight the importance of understanding why people are leaving and what can be 

done to prevent The Great Resignation. It also calls for a data-driven approach to determine not 

just how many people are quitting, but who exactly has the highest turnover risk. 

The pandemic has had serious repercussions on people’s mental health. According to the National 

Center for Health Statistics’ Household Pulse Survey more than 30% of Americans reported 

symptoms of anxiety disorder or depressive disorder from March 30 through April 11 2022.  Prior 

to the pandemic, in 2019, that number was 10.8%.  Many companies are stepping up to address the 

issue.  

  

The Great Resignation predicts a large 

number of people leaving their jobs after 

the COVID pandemic ends and life returns 

to "normal."  

 

Managers are now navigating the ripple 

effects from the pandemic, as employees 

re-evaluate their careers and leave their 

jobs in record numbers.  

 

 



 

  4  

While Canada has not seen the Great Resignation wave to the same extent as U.S. companies, 

the underlying factors leading to an unprecedented number of Americans quitting their jobs are 

also at play in Canada. A January, 2022, survey from the Bank of Canada revealed 19.3 per cent of 

workers expect to quit their current job in the next 12 months. The bank notes the record high 

number of Canadians planning to change jobs likely reflects a pent-up demand for change in a 

market of increasing opportunities. 

 

 

 

 

 

 

 

 

Last year 18 per cent, and 15 per cent in Canada, said they left for greener pastures, but a much 

larger number are considering leaving this year. Younger workers, especially, are feeling the call to 

look for something new: 52 per cent of generation Z and millennials, both globally and in Canada, 

said they would think about quitting this year. Overall, 43 per cent, and 37 per cent in Canada, are 

open to other opportunities. Those numbers are up from last year, Microsoft said, signalling a 

continuation of what it calls the Great Reshuffle. 

 

Two years into the pandemic, people have a new perspective on what’s most important to them, 

and work no longer takes top billing, according to Microsoft’s 2022 Work Trend Index. That means 

many people are now putting greater focus on their well-being.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Globally, 53 per cent 

of people said 

they’re prioritizing 

their physical and 

mental health 

47 per cent said 

they’re putting time 

spent with family 

and friends over 

their work lives. 
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1. Working Hours Model 

 

 

 
 

 

The Working Hours Model illustrates the interlink between long working hours and work/family 

conflict. This model states that at a personal level work-family conflict precipitates to emotional 

exhaustion while at the organizational level it is translated into potential loss of female talent.  

Woman managers feel a strong pull to maintain balance between work and family due to extended 

working hours. Longer working hours,  schedule inflexibility, work stressors lead to work-family 

conflict. Shorter working hours, i.e., 5-7 hours helps women employees maintain well-being.  

 

Therefore, Working Hours Model suggests that organizations should have shorter working hours 

such from five to seven hours for the female workforce so that they will have a better WB and the 

corresponding contribution to organizational productivity.  

  

Well-being Models 
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2) Career Progression Model  

 

 

 

 

 

 

 

 

 

 

 

Well-being practices that make it possible for employees to pursue further studies, engage in 

research productivity and create opportunities for career advancement are significant sources of 

job satisfaction, employee retention and career development. WB practices reduce absenteeism 

and result in increased morale and retention. Reducing work-life conflict could help to create a 

healthier, productive and motivated workforce and help to position the organization as an employer 

of choice.   

 

3) Emotional Exhaustion Model  

  

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Work-family conflict and family-work conflict impact the job outcomes of performance and 

turnover intentions both directly as well as indirectly through the mediating role of emotional 

exhaustion. Therefore, Emotional Exhaustion Model views that employees facing conflicts from 

their work and family lives become emotionally exhausted. Gender acts as a moderator of 

relationships between emotional exhaustion and job outcomes. The organizations can reduce the 

emotional exhaustion of employees by developing and implementing gender specific mechanisms.  

  

The Career Progression Model identifies 
that if more women employees are present 
in the organization, well-being practices 
must be deliberately designed by the 
organizations. This model suggests that 
family life has a negative effect on the 
career progression of female employees. 
 

The Emotional Exhaustion Model 

developed by Yavas, et.al, (2008) 

reveals that the inter-role conflicts 

arising from the demands of the two 

domains, i.e., adult life, work and 

family leads to emotional exhaustion. 

Poor job performance and a higher 

propensity to leave the organization 

are the results of emotional 

exhaustion.  
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The model identifies that well-
being and job satisfaction are 
important for developing and 
enhancing organizational 
commitment. Enhanced well-being 
of employees builds job 
satisfaction. The organizational 
commitment among employees also 
improves if well-being is achieved. 
Management support and 
commitment are required to 
implement a work commitment 
well-being. 

4) Work Commitment Model  

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

5) Job Satisfaction Model  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Well-being programs take two basic approaches — policies that provide employees more 
flexibility on schedules and location, and self-management programs that reduce stress 
and increase work effectiveness and satisfaction on the job and off. 
 

  

Family life Balance, work and 
organizational factors have direct 
links towards well-being of 
employees. There is also a 
favourable link between individual 
factors suggesting that positive 
work and family-life balance have 
a significant positive correlation 
with job satisfaction of employees.  
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 REASONS FOR ORGANIZATIONS TO IMPLEMENT WELL-BEING PROGRAMS  

 

1. Well-being Programs Increase Productivity 

Minds that are focused, organized, and energized get more done in less time. A report by the 

Corporate Executive Board, which represents 80% of Fortune 500 companies, found that 

employees who feel they have good well-being work 21% harder than those who don’t.  

Work-life policies increase effort by giving people the support to work in the most effective way—

reducing stress, improving energy, increasing time management skills, improving morale and 

commitment, and making it easier to handle professional and personal responsibilities.  

 

2. Work-Life Policies Are the Most Cost-Effective Way to Boost Revenues  

Organizations with robust work-life and the highest employee engagement produce triple the 

shareholder return, according to Hewitt Associates. With that kind of payoff, a work-life program 

is a small outlay compared to the dividends it generates per employee.  
 

3. Effective Work-Life Practices Are the Best Retention Tool 

The Fortune 500-dominated Corporate Executive Board ranks well-being as the second most 

important workplace attribute—only behind compensation— in importance to employees. At 

firms with the lowest engagement, 40% want to leave. At high-engagement firms, only 10% are 

thinking of leaving, reports Towers Watson. 

 

4. Work-Life Programs Build Engagement  

The Conference Board reports that the most engaged workers are 28% more productive. There is 

a lot of talk about engagement, but it can’t truly happen without an effective work-life program.  

The key dimensions of engagement—dedication, vigor, and absorption (that’s full attention, or 

optimal performance)—all come from better work-life strategies, adjusting task practices and 

motivation in a way that fuels initiative and recognition and gives people a sense they have a stake 

in every task they do. A sustainable work-life program builds the mental drive and physical energy 

that are the foundation of engagement.  

 

5. Work-Life Programs Cut Medical Costs and Absenteeism  

One of the clearest signals that a work-life program is needed is the level of tension and stress at 

work. Highly stressed employees see their doctors 26% more than low-stress individuals and 

specialists 27% more.  U. C. Irvine researcher Peter Schnall calculates the cost of stress-related 

issues to business each year at $407 billion, from absenteeism to medical bills and recruiting and 

training.  Some 50% of employees cite stress as the reason they quit their jobs. High-stress 

employees rack up 46% higher health costs (Health Advancement Research Organization). 

  



 

  9  

The Benefits for Employees to Engage in Well-Being Programs  

 

• Well-being means less stress. 

• Well-being will improve your mental health. 

• Having balance means better physical health. 

• Well-being enhances your ability to be present. 

• Being balanced improves your relationships. 
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Promoting a healthy work-life means looking at the big picture – workload, health, well-being, 

socializing, restoration, and more – and taking a holistic approach to integrate all of those facets 

into a careful balance that sustains, nourishes, and motivates employees to be their best in and 

outside of the workplace. 

 

1. Help employees manage their workload 

Workload is a powerful buffer to workforce safety, resilience, and well-being. Research from 

Qualtrics’s 2020 Global Workforce Resilience Report revealed that employees who were at 

capacity in terms of workload felt the best about their safety, resilience, and well-being.  

Conversely, those employees with workloads far below their capacity expressed negative views of 

the same factors. 

 

2. Prioritize employees’ physical health 

Employees’ physical health plays a major role in their overall well-being, as well as 

their engagement and attitudes towards work. When employees practice unhealthy habits – such 

as not getting enough sleep or eating diets low in necessary nutrients – not only do they not feel 

their best, they can’t perform their best at work. Wellness programs, such as on-site (or virtual) 

yoga classes, fitness challenges, nutrition coaching, sleep coaching, and more, can help promote 

healthy habits and a better work-life balance. 

 

3. Provide mental health resources 

Stress and burnout are two of the biggest threats to employee well-being. To help employees cope 

with stress and find a better balance, organizations can offer mental health resources – such as 

counseling – through an Employee Assistance Program (EAP) or other stress management 

resources. These could include (on-site or virtual) stress management classes, courses in 

meditation or yoga, or chair massages. 

 

4. Support employees with making social connections 

Employees who have supportive connections in the workplace are more likely to feel connected to 

their jobs and more engaged with their work. For those employees who lack social connection, 

organizations can help by facilitating like-minded connections in a healthy setting.  Whether it’s 

through book clubs, running (or walking) clubs, on-site fitness classes, or virtual fitness challenges, 

employees feel more engaged (and happier!) when they can connect with their colleagues outside 

of work, as well. 

  

10 Ways to Balance Work and Life 
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5. Encourage restorative time 

One of the more common misconceptions about burnout from work is that work alone is the 

problem. When, in reality, what we do outside of work is just as important to preventing burnout. 

The key here is to choose activities that aren’t work-related – and better yet, don’t involve looking 

at a screen. No one activity is better than the other; encourage employees to pick one or rotate 

through their favorites – it’s completely up to them. 

 

6. Support occupational well-being 

Work-life balance and productivity go hand in hand. Employers benefit from supporting healthy 

habits that boost work performance.  For example, companies can encourage employees to take 

regular breaks throughout the day, go for a walk when they are feeling stressed, and provide 

healthy, energy-boosting snacks in lunch and break rooms. 

 

Some organizations are going a step further to reimagine the workweek, and have adopted working 

four days a week instead of the traditional Monday through Friday 9 to 5. 

 

7. Create boundaries between personal and workplace technology 

When you’re working from home, keep your phone out of your office/workspace to prevent the 

blurring of home life and work. Likewise, create boundaries with your personal phone and work. 

 

Also, try removing work-related apps, such as email from your personal phone, or try moving the 

apps to a folder for less visibility when using your phone when not engaged in work. And definitely 

turn off work-related notifications after hours, weekends, and when taking time off. 

 

8. Take time off from work 

For many people, taking meaningful time off was difficult during COVID because they 

couldn’t travel for a vacation.  And while a staycation can be restorative, the temptation to check 

work might still be there.  

 

9. Be mindful of the example you’re setting 

Practice what you preach, especially if you're a leader setting an example for your team. Instead of 

sending an email after work hours or on a weekend, use technology to your advantage and 

schedule emails and Slack messages to send during work hours only. That way, the recipient won’t 

feel pressured to respond or even passively check in when they’re not working.  

 

10. Tune in to your employees’ needs for balancing work and life 

Striking a healthy work-life balance takes listening to your people, and taking action on their needs. 

For example, a recent study by the Future Forum revealed that flexibility is now one of the top 

factors influencing attraction and retention at organizations. Indeed, nearly all (93%) knowledge 

workers want a flexible schedule, while 76% want flexibility in where they work. 

 

Knowing what employees’ expectations are can help organizations understand their needs and 

preferences – including how and where they want to work, as well as what matters most to them 

– and then take action on those expectations. 
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PART TWO – PROGRAM DESIGNS 
 

The research identified ways to balance work and life.  It is important to put these 

recommendations into Policies and Programs.  The following provides program examples: 

 

FLEXIBLE LEAVE POLICIES 

In recent years, many organizations have changed their leave policies. Instead of offering specific 

amounts of sick or vacation days, they’ve combined them into a general category called PTO (paid 

time off). Creating flexible leave policies is an initiative employees’ truly value, as they don’t feel 

like they have to account for how they're using their time off. 

 

Many employees consider their time flexibility to be just as important as insurance or pay. While 

health, vision and dental insurance are a more reactive approach to one's well being, paid time off 

is a more preventative measure that people might tend to overlook when applying for a job. 

 

The overwhelming feedback on flexible time off policies is that it’s a win-win. Companies win by 

keeping time off balances off their books while keeping engaged and happy employees. Employees 

win by relieving pressure on time they can take for any reason. Even though millennials have been 

the first generation to take a stand for flexibility in the workplace, employees of all generations are 

enjoying the new policies. 

 

FLEXIBLE SCHEDULING 

• Change into a results-oriented work environment, where people can work as many or as few 

hours as necessary to complete their projects. 

• Reduced Workweek. This flex option allows employees to work a reduced schedule of hours 

but still get benefits, and is particularly helpful for new parents. A standard program allows 

employees who work 35-40 hours per week to do 10-hour days for four days a week, instead 

of eight-hour days over five days. The extra day off goes a long way to bumping up life balance. 

• Job share or part-time options. Some employees may be unable to commit to a full-time job 

but are able to contribute half-time. Employees who would like to work less but the job requires 

40 hours or more per week can divide the job with another person, each of them working 20 

hours while the position is being fully staffed. Parents with young children are prime for this 

approach. See if this makes sense for certain areas in the organization. 

 

POSITIVES CHALLENGES 

Schedule can be adopted to fit family needs. More difficult to arrange meetings with 

teams. 

Ability to put personal needs before work can 

help you find more joy throughout your day.  

Lines between work and life blur more 

drastically. 

Employees can work whenever they’re most 

productive. 

Not much structure at home. 

 

Avoid long commutes. More difficult to create a bonded team. 

Employees achieve a sense of autonomy.  

You can recruit and retain better talent.  
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REMOTE WORK 

In a digital world more organizations are turning to telework from home at varying frequencies. 

It’s ideal for organizations that can accommodate this design and for teams that are spread 

around the country, for people with long commutes, and to signal trust to employees. 

 

HEALTHY WORK ENVIRONMENT INITIATIVES 

Work can contribute to health problems, especially if employees spend most of their time sitting 

in front of a screen. Finding ways to get the team more active is a great example of a strong well-

being initiative. Examples include: 

• Allowance to purchase standing desks or other office materials that might improve work setup.  

• Gym memberships or healthy events through the company, such as after-hours yoga. 

• Time for meditation, therapy, exercise, etc.  

• Meetings to discuss things outside of work.  

 

CREATE A FAMILY-FRIENDLY WORK ENVIRONMENT 

• Some organizations offer to sponsor childcare.  

• Offer after-school programs and occasional outings with families. 

• Paid or unpaid family leave.  

 

CHANGE MANAGEMENT TECHNIQUES 

During organizational change, often employees are required to work overtime, change roles and 

departments, etc. It is important to include leadership training on how to best support teams.  

 

CREATIVE INCENTIVES 

• Vacation vouchers or extra time off. 

• Afternoons or mornings off so people can have long weekends. 

• Personal time at work to pursue one’s own ideas. 

 

EDUCATIONAL SUPPORT 

 

 

  

• Tuition assistance to pursue ongoing education.  

• Reimbursement for employees to attend development sessions. 

• Personal development initiatives. 

• Culture of coaching and mentoring 
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TEAM-BUILDING ACTIVITIES 

Team-building is about getting people to work together to reach a common goal. It can be an 

incredibly effective way of improving relationships. However, many people don't realize that team 

building can be beneficial for work-life balance as well.  One of the best ways to build a better work-

life balance is to plan activities that bring your team together enjoyably. While getting everyone 

together might not be possible, you can often design exercises or events that bring some team 

members together. 

 

• Communication activities. 

• Problem solving and decision-making activities. 

• Adaptability and planning activities. 

• Trust-building activities. 
 
 

 

 

Workamajig has presented examples of indoor, outdoor and remote activities for team 

building exercises. https://www.workamajig.com/blog/team-building-activities 
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PART THREE –WELL-BEING DIMENSIONS  
 

 

 

 

“Balance is not better time management, but better boundary management. Balance means making 

choices and enjoying those choices.”– Betsy Jacobson. 
 

Learn how each dimension of wellness helps create an environment that nurtures and builds a 

healthy lifestyle. 
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EMOTIONAL 
Emotional wellness encompasses the knowledge and skills to identify personal feelings and the 

ability to handle those emotions. National Institutes of Health describe emotional wellness as “the 

ability to successfully handle life’s stresses and adapt to change and difficult times” (NIH, 2018).  

 

SPIRITUAL 
Spiritual wellness encompasses all aspects of wellbeing pertaining to the search for purpose and 

meaning in life. This may include the belief in a higher power, but spiritual wellness does not have 

to be aligned with a religion.  

 

INTELLECTUAL 
Intellectual wellness encompasses all aspects of wellbeing pertaining to brain health and growth via 

thought-provoking mental activities. 

 

PHYSICAL 
This dimension encompasses all areas of health that relate to physical aspects of the body including, 

nutrition, exercise, weight management, ergonomics, tobacco use, disease, disease prevention, and 

more.  

 

ENVIRONMENTAL 
This dimension encompasses all areas of health that relate to the environment and in turn, how the 

environment can impact human health. Environmental wellness includes eco-friendly 

considerations, active participation in recycling and proper disposal of electronics and medicine, 

energy, fuel, and water conservation, and the use of sustainable products. 

 

FINANCIAL 
Financial wellness encompasses all aspects of wellbeing pertaining to finances including knowledge 

and skills of financial planning and managing expenses.  

 

OCCUPATIONAL 
Occupational wellness encompasses all aspects of wellbeing pertaining to personal satisfaction in 

your job/career.   

 

SOCIAL 
Social wellness encompasses all aspects of wellbeing pertaining to social connections, relationships, 

and personal expression.  
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PART FOUR – OUTCOMES 
 

A Decrease in Employee Health Problems 

Humans have a specific limit of endurance. For employees who are already under a lot of pressure, 

overwork can prove fatal both for their mental and physical health. If these issues aren’t checked 

on time, then it could give rise to various chronic illnesses too. And all of these directly affect their 

productivity and decision-making skills at work. 

 

By implementing and maintaining a wellness program the organization encourages employees to 

take measures for ensuring a healthy work-life balance helping employees cope with stress and 

reduce the risk of various diseases. 

 

Enhanced Employee Mindfulness 

Employees working under work pressure are prone to mental ailments like workplace stress and 

anxiety. It is a known fact that demotivated employees tend to lose their focus at work which 

hampers their productivity. 

 

As a result, organizations too suffer from the challenges of an unproductive workforce. A healthy 

balance between work and life helps to eliminate this issue to a great extent. When employees feel 

relaxed and satisfied at their work, they develop a better focus and gain more control over their 

work, delivering the best results. 
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Decreased Employee Burnout Rate 

Employees who continually work under pressure get exhausted both physically and mentally. 

Taking measures for stress management to establish a well-balanced work-life is the best way to 

ease the workload. 

 

Increased Employee Engagement at Work 

A poor work-life balance contributes to demotivation, absenteeism, fatigue, and an array of 

illnesses, hindering employee engagement. Having better employee engagement also helps the 

organization attract top talent, improve loyalty, commitment, motivation and productivity.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Business Results 

Balance in employees’ lives has shown to enhance business results such as: 

• Increasing competitiveness and productivity 

• Boosting staff morale 

• Improving customer service 

• Reacting to changing market conditions more effectively and meeting customer demands 

through flexibility  

• Meeting seasonal peaks and troughs in the business 

• Reducing staff turnover and minimizing recruitment costs  

• Attracting top talent 

  

Academy to Innovate HR 
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Conclusion 
 

Well-being is best viewed as a state of human life that leads to achievement of satisfaction in 

professional and personal life. Schedule inflexibility, work stressors, long working hours, poor job 

performance and emotional exhaustion negatively impact well-being. Enhanced well-being of 

employees builds job satisfaction and leads to organizational commitment.  

 

Organizations need to identify the different factors that affect well-being of employees and need to 

provide well-being strategies that reduce work-family conflict.  

 

  

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

End Notes 
https://criteriaforsuccess.com/12-examples-of-work-life-balance-initiatives/ 

https://cdn2.hubspot.net/hubfs/156026/Top%205%20Reasons%20for%20WLB.pdf?t=151674097

8965 

https://www.ntaskmanager.com/blog/improve-work-life-balance/ 

https://blog.hubspot.com/marketing/flexible-schedule 

https://www.aihr.com/blog/employee-engagement-metrics/ 

https://www.qualtrics.com/ - hyper links in report 

 


