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Abstract - In the contemporary business environment, employee well-being has emerged as a strategic organizational 

asset that significantly influences long-term competitiveness, workforce resilience, and sustainable organizational 

performance. Rapid technological advancements, digital transformation, hybrid work models, changing workforce 

demographics, and increasing mental health concerns have fundamentally altered organizational priorities, 

compelling managers to adopt comprehensive well-being strategies beyond traditional employee welfare programmes. 

Although previous research has established positive relationships between employee well-being and organizational 

outcomes, existing studies primarily examine isolated dimensions such as psychological health, work-life balance, 

employee engagement, or job satisfaction. Limited research has integrated these dimensions within a comprehensive 

strategic management framework capable of explaining how employee well-being contributes to organizational 

capability and sustainable competitive advantage. 

This study develops a Strategic Employee Well-being Performance Framework (SEWPF) that conceptualizes 

employee well-being as a multidimensional strategic capability influencing organizational performance through 

employee engagement, organizational commitment, innovation capability, workforce resilience, organizational 

citizenship behaviour, and knowledge sharing. The paper adopts a systematic conceptual research methodology by 

synthesizing contemporary literature on employee well-being, strategic human resource management, organizational 

behaviour, positive psychology, and sustainable management. Unlike previous studies that primarily evaluate 

employee welfare programmes from a human resource perspective, the proposed framework integrates leadership, 

organizational culture, technological support, flexible work practices, learning opportunities, and employee 

development into a unified strategic model. 

The study further discusses the role of modern management practices in promoting holistic employee well-being 

through digital well-being initiatives, inclusive leadership, flexible work arrangements, and continuous organizational 

learning. Based on an extensive review of recent literature, the paper identifies major organizational antecedents, 

mediating mechanisms, and performance outcomes associated with strategic employee well-being initiatives. The 

findings suggest that organizations adopting integrated well-being strategies experience higher employee productivity, 

stronger organizational commitment, improved innovation capability, enhanced workforce resilience, reduced 

turnover intention, and superior organizational performance. The proposed framework contributes to management 

literature by extending employee well-being research beyond traditional human resource practices and provides 

practical guidance for organizational leaders seeking sustainable competitive advantage through strategic investment 

in human capital. 
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I. INTRODUCTION 

The twenty-first-century workplace has experienced 

unprecedented transformation driven by globalization, 

digitalization, technological innovation, demographic 

diversity, and changing employee expectations. 

Organizations now operate within highly competitive and 

uncertain business environments where knowledge, 

innovation, adaptability, and human capital have become 

primary determinants of sustainable competitive 

advantage. Consequently, organizational success 

increasingly depends not only on financial and 

technological resources but also on the well-being, 

engagement, creativity, and resilience of employees. 

Modern management therefore recognizes employee well-

being as a strategic organizational capability that directly 

contributes to operational excellence, organizational 

sustainability, and long-term business performance [1]. 

Historically, employee well-being was regarded primarily 

as a welfare-oriented human resource function focusing 

on occupational health, workplace safety, employee 

benefits, and regulatory compliance. Early organizational 

practices emphasized accident prevention, compensation 

systems, and healthcare benefits while paying 

comparatively little attention to employees' psychological, 

emotional, social, and professional needs. However, 

continuous developments in organizational behaviour, 

positive psychology, and strategic human resource 

management have significantly expanded the concept of 

employee well-being. Contemporary literature defines 

employee well-being as a multidimensional construct 

encompassing physical health, psychological wellness, 

emotional stability, social connectedness, financial 

security, professional growth, and work-life integration 

[1], [2]. 

The significance of employee well-being has become 

particularly evident following the COVID-19 pandemic, 

which fundamentally reshaped work practices worldwide. 

Remote working, hybrid workplaces, digital collaboration 

platforms, flexible employment arrangements, and 

continuous virtual connectivity have transformed 

organizational operations while simultaneously creating 

new challenges associated with employee stress, burnout, 

social isolation, work-life balance, and psychological 

health [2]. These developments have compelled 

organizations to redesign traditional human resource 

practices and adopt comprehensive employee well-being 

strategies that integrate mental health support, leadership 

development, flexible work policies, digital well-being, 

and employee assistance programmes. 

Organizations increasingly recognize that employee well-

being extends beyond ethical responsibility or corporate 

social responsibility initiatives. Instead, employee well-

being has become an important strategic investment 

capable of generating measurable organizational benefits, 

including improved employee engagement, enhanced 

productivity, reduced absenteeism, stronger organizational 

commitment, increased innovation, improved customer 

satisfaction, lower employee turnover, and greater 

organizational resilience [2], [3]. Consequently, leading 

organizations now incorporate employee well-being into 

strategic planning, organizational culture, leadership 

development, talent management, and sustainability 

initiatives. 

Strategic Human Resource Management (SHRM) further 

strengthens this perspective by emphasizing that 

organizational performance depends upon the effective 

integration of human resource practices with overall 

business strategy. High-performance work systems, 

continuous learning opportunities, performance 

recognition, leadership support, diversity and inclusion, 

career development, and employee empowerment 

collectively enhance employee well-being while 

simultaneously improving organizational capability. Such 

practices transform employees from operational resources 

into strategic partners contributing to organizational 

innovation, adaptability, and long-term growth. 

Another important development concerns the growing 

recognition of employee engagement as the critical 

mechanism linking employee well-being with 

organizational performance. Employee engagement 

represents the cognitive, emotional, and behavioural 

investment that individuals make in their work roles. 

Employees experiencing higher levels of well-being are 

more likely to demonstrate enthusiasm, commitment, 

discretionary effort, collaboration, creativity, and 

organizational citizenship behaviour, thereby contributing 

positively to organizational effectiveness [3]. Recent 

empirical research further confirms that employee 

engagement mediates the relationship between employee 

well-being and organizational performance across diverse 

industries, suggesting that organizational investments in 

employee well-being indirectly improve business 

outcomes by strengthening workforce engagement [3]. 

Despite significant advancements in employee well-being 

research, important theoretical and practical gaps remain. 

First, most existing studies investigate individual aspects 

of employee well-being such as psychological health, 

work-life balance, employee engagement, or 

organizational commitment independently rather than 

integrating these dimensions within a comprehensive 

strategic management framework [1]. Second, previous 

investigations primarily examine direct relationships 

between employee well-being and organizational 

performance while offering limited explanation of the 

organizational mechanisms responsible for translating 

employee well-being into sustainable business 

performance [2]. Third, relatively few studies 

simultaneously consider leadership, organizational 
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culture, digital transformation, strategic human resource 

management, employee engagement, and workforce 

resilience within a unified conceptual model capable of 

explaining long-term organizational competitiveness [3]. 

Furthermore, the rapid emergence of artificial 

intelligence, digital workplaces, hybrid work models, and 

Industry 5.0 has created new organizational realities 

requiring updated theoretical perspectives on employee 

well-being. Modern organizations must simultaneously 

address technological advancement and employee welfare 

by creating work environments that encourage flexibility, 

inclusion, continuous learning, innovation, and 

psychological safety. Consequently, there is an increasing 

need to reconceptualize employee well-being from a 

strategic management perspective capable of supporting 

organizational sustainability under rapidly changing 

business conditions. 

To address these limitations, the present study proposes a 

Strategic Employee Well-being Performance Framework 

(SEWPF) that positions employee well-being as a 

strategic organizational capability rather than merely a 

human resource initiative. The framework integrates 

strategic leadership, organizational culture, employee 

engagement, workforce resilience, innovation capability, 

knowledge sharing, organizational citizenship behaviour, 

and sustainable organizational performance into a unified 

conceptual model. Unlike previous frameworks focusing 

predominantly on employee welfare programmes, the 

proposed model emphasizes the strategic alignment of 

employee well-being with organizational objectives, 

competitive advantage, and sustainable business 

performance. 

The contributions of this study are threefold. First, it 

extends existing employee well-being literature by 

integrating multiple theoretical perspectives, including 

Strategic Human Resource Management, Job Demands–

Resources Theory, Conservation of Resources Theory, 

Social Exchange Theory, and Positive Psychology. 

Second, it develops a comprehensive conceptual 

framework explaining the mechanisms through which 

strategic employee well-being initiatives influence 

organizational performance. Third, it provides practical 

guidance for organizational leaders, policymakers, and 

human resource professionals seeking to develop 

integrated employee well-being strategies that 

simultaneously improve employee experience and 

organizational effectiveness. 

Given increasing organizational emphasis on 

sustainability, innovation, and workforce resilience, 

employee well-being should no longer be viewed as an 

operational human resource activity but as a strategic 

organizational investment essential for achieving long-

term competitive advantage. The proposed framework 

therefore provides both theoretical insights and 

managerial guidance for organizations seeking to 

strengthen organizational performance through 

comprehensive and strategically aligned employee well-

being initiatives. 

II. LITERATURE REVIEW 

2.1 Evolution of Employee Well-being 

The concept of employee well-being has undergone 

substantial transformation over the past century. Initially, 

organizations perceived employee welfare primarily 

through the lens of occupational health and safety, 

emphasizing accident prevention, physical protection, and 

statutory compliance. During the industrial era, 

organizational success was largely measured by 

production efficiency, with limited attention devoted to 

employees' psychological or emotional needs. As 

industrial relations matured and labour regulations 

strengthened, organizations gradually introduced 

employee benefits such as health insurance, retirement 

plans, paid leave, and compensation programmes to 

improve workforce stability. 

The emergence of behavioural science and organizational 

psychology during the latter half of the twentieth century 

significantly expanded the understanding of employee 

well-being. Researchers began recognizing that 

employees' emotional health, motivation, job satisfaction, 

interpersonal relationships, and work-life balance 

substantially influence individual and organizational 

performance. Consequently, employee well-being evolved 

from a welfare-oriented concept into a multidimensional 

construct integrating physical, psychological, social, 

financial, and professional well-being [1], [2]. 

The COVID-19 pandemic accelerated this evolution by 

exposing the limitations of traditional workplace 

practices. Organizations worldwide rapidly adopted 

remote and hybrid work models, digital collaboration 

technologies, flexible scheduling, and virtual leadership 

approaches. While these transformations improved 

operational flexibility, they also introduced challenges 

such as social isolation, digital fatigue, psychological 

stress, work-life imbalance, and employee burnout. 

Consequently, organizations increasingly adopted 

integrated employee well-being programmes 

encompassing mental health support, flexible work 

arrangements, resilience training, counselling services, 

and organizational support mechanisms [2]. 

Recent literature indicates that employee well-being is 

now regarded as an essential organizational capability 

contributing directly to sustainable business performance, 

organizational resilience, innovation, and competitive 

advantage rather than merely an employee benefit 

programme [1], [3]. 
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2.2 Theoretical Foundations of Employee Well-being 

The relationship between employee well-being and 

organizational performance has been explained through 

several complementary theoretical perspectives. 

2.2.1 Job Demands–Resources (JD-R) Theory 

The Job Demands–Resources (JD-R) Theory proposed by 

Bakker and Demerouti explains employee well-being 

through the interaction between job demands and 

organizational resources [4]. Job demands include 

workload, emotional pressure, role ambiguity, 

technological complexity, and time constraints, all of 

which consume employee energy and increase stress 

levels. Conversely, organizational resources such as 

leadership support, autonomy, performance feedback, 

career development opportunities, recognition, and 

flexible work arrangements promote motivation, 

engagement, and psychological well-being. 

Organizations capable of balancing job demands with 

adequate organizational resources create supportive work 

environments where employees experience higher 

motivation, lower burnout, stronger commitment, and 

improved job performance [4]. 

2.2.2 Conservation of Resources (COR) Theory 

The Conservation of Resources (COR) Theory developed 

by Hobfoll argues that individuals continuously strive to 

obtain, retain, and protect valuable personal resources, 

including knowledge, energy, social relationships, 

emotional stability, and financial security [5]. Employee 

well-being improves when organizational practices 

enhance these resources through supportive leadership, 

professional development, flexible work arrangements, 

and organizational recognition. 

Conversely, continuous resource depletion resulting from 

excessive workload, uncertainty, role conflict, or 

inadequate organizational support leads to burnout, 

emotional exhaustion, and reduced organizational 

performance [5]. 

2.2.3 Social Exchange Theory (SET) 

Social Exchange Theory explains employee behaviour 

through reciprocal relationships between employees and 

organizations [6]. According to this perspective, 

employees who perceive organizational support, fairness, 

trust, and concern for their well-being develop stronger 

organizational commitment and reciprocate through 

increased engagement, discretionary effort, organizational 

citizenship behaviour, and higher performance. 

Strategic employee well-being initiatives therefore 

function as organizational investments that generate 

reciprocal employee commitment and sustainable 

organizational performance [6]. 

 

2.2.4 PERMA Model 

Positive Psychology introduced the PERMA model, 

which conceptualizes well-being through five 

interconnected dimensions: 

• Positive Emotion  

• Engagement  

• Relationships  

• Meaning  

• Accomplishment  

Rather than emphasizing stress reduction alone, the 

PERMA model focuses on developing positive employee 

experiences that promote motivation, creativity, resilience, 

and organizational contribution [7]. 

Organizations integrating PERMA principles into 

leadership development and organizational culture create 

psychologically healthy workplaces capable of sustaining 

long-term organizational performance. 

2.2.5 Ability–Motivation–Opportunity (AMO) Theory 

The Ability–Motivation–Opportunity (AMO) framework 

explains employee performance as the combined outcome 

of employee competencies, motivation, and opportunities 

to contribute [8]. Strategic employee well-being initiatives 

improve employee motivation while simultaneously 

strengthening learning capability, knowledge sharing, 

innovation, and organizational participation. 

2.3 Dimensions of Employee Well-being 

Employee well-being has evolved into a multidimensional 

construct consisting of several interrelated dimensions. 

Physical Well-being 

Physical well-being includes occupational safety, 

ergonomics, healthcare, nutrition, fitness programmes, 

and healthy workplace environments. Employees 

experiencing good physical health demonstrate higher 

productivity, lower absenteeism, and improved work 

quality [2]. 

Psychological Well-being 

Psychological well-being encompasses emotional 

stability, resilience, stress management, mental health, 

optimism, and psychological safety. Organizations 

investing in counselling services, resilience training, and 

supportive leadership improve employee engagement and 

organizational commitment [3]. 

Social Well-being 

Social well-being refers to interpersonal relationships, 

collaboration, teamwork, organizational belongingness, 

diversity, inclusion, and supportive organizational culture. 

Strong social relationships improve communication, 

innovation, and employee retention [1]. 
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Financial Well-being 

Financial security significantly influences employee 

motivation and job satisfaction. Competitive 

compensation, financial planning support, retirement 

benefits, and reward systems reduce employee anxiety 

and improve organizational commitment. 

Professional Well-being 

Professional well-being includes career development, 

learning opportunities, skill enhancement, leadership 

development, mentoring, recognition, and meaningful 

work. Organizations investing in continuous employee 

development experience stronger innovation capability 

and workforce resilience [8]. 

Table 1. Comparative Review of Representative Literature 

Authors Research Focus Methodology Major Findings Limitation 

Pandey et al. Employee Well-being Systematic 

Literature Review 

Multidimensional well-being framework integrating 

antecedents, mediators, moderators, and outcomes 

[1] 

No strategic management 

model 

Sanjay 

Aravind 

Well-being Initiatives Literature Review Well-being programmes improve productivity, 

engagement, retention, and organizational culture 

[2] 

Conceptual discussion only 

Kumar et al. Well-being–

Performance 

Relationship 

Quantitative 

Mediation Analysis 

Employee engagement significantly mediates 

organizational performance [3] 

Limited strategic HR 

integration 

Bakker & 

Demerouti 

JD-R Theory Theoretical Organizational resources enhance well-being and 

engagement [4] 

Limited organizational strategy 

perspective 

Hobfoll COR Theory Theoretical Resource preservation improves resilience and 

performance [5] 

Focuses primarily on 

psychological resources 

Blau Social Exchange 

Theory 

Theoretical Organizational support promotes reciprocal 

employee commitment [6] 

Limited multidimensional well-

being discussion 

Seligman PERMA Model Positive Psychology Positive emotions, engagement, relationships, 

meaning, and accomplishment improve well-being 

[7] 

Does not explicitly address 

organizational performance 

Appelbaum et 

al. 

AMO Theory Strategic HRM Ability, motivation, and opportunity jointly 

determine employee performance [8] 

Limited well-being integration 

 

2.4 Analysis of Existing Literature 

The existing literature consistently demonstrates that employee well-being positively influences organizational performance. 

However, several important limitations remain. 

1. Most studies investigate individual dimensions of employee well-being rather than adopting an integrated strategic 

management perspective [1].  

2. Existing research primarily examines direct relationships, providing limited explanation of mediating 

organizational mechanisms [3].  

3. Leadership, organizational culture, employee engagement, digital transformation, and strategic human resource 

management are frequently examined independently rather than as interconnected strategic drivers [1], [2].  

4. Limited research explains how employee well-being contributes to organizational capability, competitive 

advantage, and sustainable organizational performance.  

5. Few studies integrate emerging workplace realities such as hybrid work, AI-enabled HR systems, digital well-being, 

and workforce resilience within a unified conceptual framework. 

III. RESEARCH GAP 

Employee well-being has become one of the most widely investigated topics in organizational behaviour and strategic human 

resource management over the past decade. Numerous studies have established positive relationships between employee well-

being and organizational outcomes, including productivity, job satisfaction, employee engagement, organizational 

commitment, innovation, retention, and organizational culture [1]–[3]. However, despite this growing body of literature, 

several important theoretical and practical research gaps remain unresolved. 

First, the majority of existing studies investigate employee well-being from an operational human resource management 

perspective rather than a strategic management perspective. Employee well-being is often examined as an independent 

organizational programme focusing on health promotion, employee assistance, work-life balance, or wellness initiatives. 
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Limited research explains how employee well-being contributes to organizational capability, strategic competitiveness, and 

long-term business sustainability [1]. 

Second, existing research predominantly focuses on individual dimensions of employee well-being, such as psychological 

well-being, physical health, employee engagement, or job satisfaction, without integrating these dimensions into a 

comprehensive organizational framework. Contemporary organizations require multidimensional well-being strategies 

encompassing physical, emotional, social, financial, digital, and professional well-being. The fragmented treatment of these 

dimensions limits understanding of their combined influence on organizational performance [2]. 

Third, employee engagement has been recognized as an important mediator between employee well-being and organizational 

performance; however, relatively few studies investigate additional mediating mechanisms such as workforce resilience, 

organizational commitment, organizational citizenship behaviour (OCB), knowledge sharing, innovation capability, and 

learning culture [3]. Consequently, the organizational processes through which employee well-being generates sustainable 

competitive advantage remain insufficiently understood. 

Fourth, the rapid emergence of hybrid workplaces, digital transformation, Industry 5.0, artificial intelligence (AI), and 

flexible employment arrangements has fundamentally changed employee experiences. Nevertheless, most existing employee 

well-being frameworks were developed before these organizational transformations and therefore provide limited guidance 

for managing employee well-being within technology-enabled workplaces [1], [2]. 

Fifth, contemporary organizations increasingly pursue Environmental, Social, and Governance (ESG) objectives and 

sustainable development goals (SDGs). Despite growing recognition that employee well-being contributes to organizational 

sustainability, relatively little empirical research integrates employee well-being with sustainability-oriented organizational 

performance indicators such as innovation capability, resilience, adaptability, stakeholder trust, and sustainable competitive 

advantage [1]. 

Finally, many existing studies are either conceptual literature reviews or single-industry empirical investigations, limiting the 

generalizability of findings across organizational contexts. There remains a need for integrated conceptual frameworks that 

can guide future empirical validation across diverse industries, organizational sizes, and geographical regions [3]. 

Accordingly, the present study addresses these limitations by proposing the Strategic Employee Well-being Performance 

Framework (SEWPF). The framework conceptualizes employee well-being as a strategic organizational capability that 

influences organizational performance through multiple organizational mechanisms rather than through direct relationships 

alone. 

Table 2. Research Gap Analysis 

Existing Research Identified Gap Proposed Contribution 

Focus on employee welfare 

programmes [1] 

Limited strategic management 

perspective 

Employee well-being positioned as a strategic 

organizational capability 

Individual well-being 

dimensions [2] 

Fragmented conceptualization Integrated multidimensional well-being framework 

Employee engagement as 

sole mediator [3] 

Limited organizational mechanisms Incorporates engagement, resilience, OCB, innovation, 

knowledge sharing, and commitment 

Traditional workplace focus 

[1] 

Limited discussion of AI, hybrid 

work, and Industry 5.0 

Modern workplace management perspective 

HR-centric approaches [2] Limited organizational sustainability 

perspective 

Integration with sustainable organizational 

performance 

Industry-specific empirical 

studies [3] 

Limited generalizability Conceptual framework suitable for multi-industry 

validation 

 

3.1 Problem Statement 

Modern organizations increasingly invest in employee 

well-being programmes; however, many continue to treat 

these initiatives as isolated human resource practices 

rather than strategically integrated organizational 

capabilities. Although previous studies demonstrate 

positive associations between employee well-being and 

organizational performance, insufficient understanding 

exists regarding the organizational mechanisms through 

which well-being contributes to workforce resilience, 

innovation capability, organizational commitment, 

knowledge sharing, and sustainable organizational 

performance. Moreover, rapid technological 

transformation, hybrid work environments, and changing 

workforce expectations require new conceptual 

frameworks capable of explaining employee well-being 
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within contemporary organizational settings. Therefore, 

there is a need to develop an integrated strategic 

framework that explains how employee well-being 

initiatives create sustainable organizational value beyond 

traditional employee welfare outcomes. 

3.2 Research Questions 

The present study seeks to answer the following research 

questions: 

RQ1. How do strategic employee well-being initiatives 

influence organizational performance? 

RQ2. Which dimensions of employee well-being 

contribute most significantly to organizational 

effectiveness? 

RQ3. What organizational mechanisms mediate the 

relationship between employee well-being and 

organizational performance? 

RQ4. How do leadership, organizational culture, and 

strategic human resource practices influence employee 

well-being? 

RQ5. What role do employee engagement, workforce 

resilience, and organizational commitment play in 

improving organizational performance? 

RQ6. How can organizations integrate employee well-

being into strategic management practices to achieve 

sustainable competitive advantage? 

3.3 Research Objectives 

To develop a strategic framework explaining the impact of 

employee well-being initiatives on organizational 

performance from a modern management perspective. 

3.4 Research Hypotheses 

Based on the reviewed literature and theoretical 

foundations, the following hypotheses are proposed. 

H1 

Strategic employee well-being initiatives have a 

significant positive influence on organizational 

performance [1], [2]. 

H2 

Employee well-being positively influences employee 

engagement [3], [4]. 

H3 

Employee engagement positively influences 

organizational performance [3]. 

H4 

Employee engagement significantly mediates the 

relationship between employee well-being and 

organizational performance [3]. 

IV. RESEARCH METHODOLOGY 

4.1 Research Design 

The present study adopts a systematic conceptual 

research design to investigate the relationship between 

strategic employee well-being initiatives and 

organizational performance from a modern management 

perspective. Unlike traditional empirical studies that 

primarily examine direct associations between employee 

well-being and organizational outcomes, this research 

develops a comprehensive conceptual framework 

integrating strategic human resource management, 

organizational behaviour, employee engagement, 

workforce resilience, innovation capability, and 

sustainable organizational performance. 

The methodological foundation of this research is inspired 

by recent employee well-being studies employing 

systematic literature synthesis and conceptual framework 

development [1]–[3]. However, the present study extends 

these approaches by integrating multiple organizational 

theories into a unified strategic management perspective. 

The study follows a structured five-stage research 

process: 

1. Systematic identification of employee well-being 

literature.  

2. Critical evaluation of theoretical and empirical 

studies.  

3. Identification of research gaps.  

4. Development of the Strategic Employee Well-

being Performance Framework (SEWPF).  

5. Managerial interpretation and future research 

directions.  

This methodology enables the development of a 

theoretically robust framework suitable for future 

empirical validation across industries. 

4.2 Research Approach 

The research employs a deductive approach. 

The study begins with established organizational theories, 

including: 

• Job Demands–Resources (JD-R) Theory [4]  

• Conservation of Resources (COR) Theory [5]  

• Social Exchange Theory (SET) [6]  

• PERMA Model [7]  

• Ability–Motivation–Opportunity (AMO) Theory 

[8]  

Based on these theoretical foundations and the reviewed 

literature, the proposed Strategic Employee Well-being 

Performance Framework (SEWPF) is developed. 
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4.3 Data Sources 

The present study relies exclusively on secondary data 

obtained from high-quality academic sources. 

Table 3. Data Sources 

Source Purpose 

Scopus-indexed 

journals 

Employee well-being literature 

Web of Science 

articles 

Organizational behaviour studies 

Springer 

publications 

Strategic HRM research 

Emerald journals Employee engagement 

Taylor & Francis 

journals 

Organizational performance 

Elsevier journals Workplace well-being 

Conference 

proceedings 

Contemporary management 

practices 

Uploaded 

reference papers 

Framework development and 

methodological guidance [1]–[3] 

Only peer-reviewed publications published in English 

were considered for conceptual development. 

4.4 Research Variables 

The proposed conceptual framework consists of multiple 

constructs. 

Independent Variable 

Strategic Employee Well-being 

Dimensions include: 

• Physical Well-being  

• Psychological Well-being  

• Social Well-being  

• Financial Well-being  

• Professional Well-being  

• Digital Well-being  

Mediating Variables 

• Employee Engagement  

• Organizational Commitment  

• Workforce Resilience  

• Knowledge Sharing  

• Innovation Capability  

• Organizational Citizenship Behaviour (OCB)  

Dependent Variable 

Sustainable Organizational Performance 

Measured conceptually through: 

• Productivity  

• Employee Retention  

• Innovation  

• Customer Satisfaction  

• Organizational Effectiveness  

• Business Sustainability  

V. DISCUSSION 

Employee well-being has evolved into a strategic 

organizational capability that extends beyond 

conventional employee welfare programmes. The 

literature synthesized in this study consistently indicates 

that organizations investing in comprehensive employee 

well-being initiatives experience improvements in 

workforce productivity, organizational commitment, 

innovation capability, and long-term organizational 

performance [1]–[3]. Rather than functioning as isolated 

human resource interventions, strategic well-being 

initiatives contribute to organizational effectiveness by 

strengthening employee engagement, organizational 

citizenship behaviour (OCB), workforce resilience, and 

knowledge-sharing capabilities. 

The proposed Strategic Employee Well-being 

Performance Framework (SEWPF) advances the 

existing literature by integrating multidimensional 

employee well-being with strategic human resource 

management and organizational capability. Previous 

studies primarily focused on direct relationships between 

employee well-being and organizational performance [2], 

[3]. In contrast, the proposed framework argues that 

organizational performance is achieved through multiple 

mediating mechanisms, including employee engagement, 

organizational commitment, workforce resilience, 

innovation capability, and knowledge sharing. 

One of the most significant observations emerging from 

the literature is the multidimensional nature of employee 

well-being. Contemporary organizations increasingly 

recognize that physical well-being alone is insufficient to 

sustain employee performance. Psychological health, 

social connectedness, financial security, professional 

development, and digital well-being collectively influence 

employee motivation, creativity, resilience, and 

organizational commitment [1]. Consequently, 

organizations should adopt integrated well-being 

strategies rather than isolated wellness programmes. 

The findings also reinforce the importance of leadership 

in creating healthy organizational environments. 

Transformational, servant, and authentic leadership styles 

foster trust, psychological safety, empowerment, and 

employee participation, thereby improving employee 

well-being and organizational effectiveness [4], [6]. 

Leaders play a central role in designing supportive work 

environments that encourage innovation, learning, 

diversity, and employee development. 

Digital transformation has emerged as another influential 

factor shaping employee well-being. The adoption of 

hybrid workplaces, virtual collaboration platforms, 

artificial intelligence, and Industry 5.0 technologies has 

improved organizational flexibility while simultaneously 

increasing digital workload and psychological demands. 
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Organizations therefore need to balance technological 

efficiency with employee well-being by promoting digital 

wellness, flexible work arrangements, and healthy 

technology usage practices [2]. 

The proposed framework further highlights employee 

engagement as an important—but not the sole—

mechanism connecting employee well-being with 

organizational performance. While earlier studies 

identified employee engagement as the primary mediator 

[3], the present study extends this perspective by 

incorporating workforce resilience, organizational 

commitment, knowledge sharing, innovation capability, 

and organizational citizenship behaviour. These 

organizational capabilities collectively strengthen 

sustainable organizational performance and competitive 

advantage. 

The study also aligns employee well-being with Strategic 

Human Resource Management (SHRM). Organizations 

implementing integrated HR practices—including 

continuous learning, leadership development, 

performance recognition, career advancement, diversity 

and inclusion, and flexible work policies—are more likely 

to achieve superior organizational outcomes [8]. Such 

practices improve employees' motivation, competencies, 

and opportunities to contribute, thereby supporting the 

Ability–Motivation–Opportunity (AMO) framework. 

From a sustainability perspective, employee well-being 

contributes significantly to organizational resilience and 

long-term competitiveness. Organizations with 

psychologically healthy workforces are better equipped to 

manage uncertainty, technological disruption, 

organizational change, and economic volatility. 

Consequently, employee well-being should be viewed not 

merely as an operational HR function but as a strategic 

investment supporting Environmental, Social, and 

Governance (ESG) objectives and sustainable 

organizational development. 

VI. CONCLUSION 

Employee well-being has become one of the most 

important strategic priorities for modern organizations 

seeking sustainable organizational performance. The 

changing nature of work, technological transformation, 

hybrid workplaces, and increasing psychological demands 

have fundamentally altered organizational approaches 

toward employee management. Organizations are 

increasingly recognizing that long-term competitiveness 

depends not only upon technological capability or 

financial resources but also upon employees' physical, 

psychological, social, financial, professional, and digital 

well-being. 

The present study contributes to employee well-being 

literature by developing the Strategic Employee Well-

being Performance Framework (SEWPF). Unlike 

earlier studies that primarily examined employee well-

being from a human resource or occupational health 

perspective, the proposed framework conceptualizes 

employee well-being as a strategic organizational 

capability influencing sustainable organizational 

performance through multiple organizational mechanisms. 

The framework integrates strategic leadership, 

organizational culture, strategic human resource 

management, employee engagement, workforce 

resilience, organizational commitment, innovation 

capability, knowledge sharing, and organizational 

citizenship behaviour into a unified conceptual model. By 

synthesizing multiple organizational theories, including 

Job Demands–Resources Theory, Conservation of 

Resources Theory, Social Exchange Theory, PERMA, and 

Ability–Motivation–Opportunity Theory, the study 

provides a comprehensive explanation of how employee 

well-being contributes to organizational effectiveness. 

The findings emphasize that organizations adopting 

holistic employee well-being strategies are better 

positioned to improve productivity, innovation, employee 

retention, organizational resilience, and sustainable 

competitive advantage. Consequently, employee well-

being should no longer be viewed merely as an employee 

welfare initiative but as a strategic organizational 

investment capable of generating long-term business 

value. 

Future empirical research may validate the proposed 

framework using Structural Equation Modelling (SEM), 

longitudinal organizational studies, and cross-industry 

comparisons to further strengthen understanding of 

employee well-being within modern organizational 

environments. 
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