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RESEARCH TOPIC
What and Why is important?

Well-being at Work is a driver of employee engagement
and organizational performance (CIPD, 2022)

The Chartered Institute of Personnel and Development, CIPD (2022) Well-being at work, https://www.cipd.co.uk/knowledge/culture/well-being/factsheet#gref



LITERATURE REVIEW

What helps to understand the topic?

Well-being at work
* acomplex concept with multiple dimensions.
« three main components: psychological, physical, and social (Grant et al., 2007).

PSYCHOLOGICAL PHYSICAL SOCIAL
well-being well-being well-being
Hedonic dimension:
* Job satisfaction e Job stress * Trust

» Social Support
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dimension Risk of injuries eader-member
- exchange
. Meaning and illnesses Cooperation

 Engagement

Grant, A. M., Christianson, M. K., & Price, R. H. (2007). Happiness, Health, or Relationships? Managerial Practices and Employee Well-Being Tradeoffs. Academy of
Management Perspectives, 21(3), 51-63.




LITERATURE REVIEW

What helps to understand the topic?

Work environment
» factors influencing well-being at work (Zutavern and Seifried, 2021)

SOCIAL WORK EMPLOYER

Environment Characteristics Characteristics

1. Work climate 1. Responsibility 1. Corporate culture

2. Internal cooperation 2. Feedback 2. External process
3. External cooperation 3. Autonomy quality

4. Relationships with 4. General work 3. Internal process
colleagues conditions quality

5. Relationships with 5. Psychological 4. Information flow

supervisors demands 5. Image

6. Cognitive demands 6. Job security
7. Quantitative demands 7. Leadership
8. Significance of work 8. Development
9

Holistic nature of opportunities
work 9. Work-life balance

10. Task variety

Zutavern, S., & Seifried, J. (2021). Exploring Well-being at Work—An Interview Study on How IT Professionals Perceive Their Workplace. Frontiers in Psychology, 12, 688219.



LITERATURE REVIEW

What helps to understand the topic?

Work environment:

» Leadership influences employee well-being at work (Zutavern and Seifried, 2021; Donley, 2021).

* Leaders’ behaviors (DeRue et al., 2011):

Task-oriented behavior Transactional leadership

Change-oriented behavior Transformational leadership
Relational-oriented behavior Supportive and empowerment
leadership

Passive and laissez-faire behavior Passive leadership

DeRue, D. S., Nahrgang, J. D., Wellman, N., & Humpbhrey, S. E. (2011). Trait and behavioral theories of leadership: an integration and meta-analytic test of their relative validity.
Personnel Psychology, 64(1), 7-52.
Donley, J. (2021). The Impact of Work Environment on Job Satisfaction: Pre-COVID Research to Inform the Future. Nurse Leader, 19(6), 585-589



LITERATURE REVIEW

What helps to understand the topic?
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Model
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Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job Demands—-Resources Theory: Ten Years Later. Https://Doi.Org/10.1146/Annurev-Orgpsych-120920-053933, 10(1), 25-53.



EMPIRICAL STUDY

What were the research questions?

Research aim: to explore how employees experience their well-being at work

Research questions:

What work- What line
How do environment managers’
employees factors do behaviors do
experience employees employees
well-being at perceive as perceive as
work? influencing influencing

their well- their well-

being at work? being at work?




METHODOLOGY AND METHODS

Who were the participants? How were the data collected?

* various occupations, organizations, and
Purposeful, industries
heterogeneous sampling  professional experience of at least 1 year
* report to a line manager for at least 1 year
 diversity of respondents’ gender, age

* semi-structured interviews with 11 employees

* conducted between April 7 and May 8, 2023

* location: nationally (Romania)

* language: Romanian

* length of the interviews : 40-74 minutes,
average of 56 minutes

Data collection



METHODOLOGY AND METHODS
Who were the participants? Participants’ Information

Gender Industry

Female Digital Commerce
Female HR Services
Male Advertising Services
Ethical Principles of the study VIR e
« Inform consent was sent to each participant Female Retail
 The particip'ation was voluntary . ' Female Energy
» Consent to interview and record the interview o
- Confidentiality and anonymity assured Fetiels JelsEamneEen
Male IT&C
Female Education
Male IT

Female Pharma
10



METHODOLOGY AND METHODS

How the interview guide was designed?

Interview guide

Topics - interview guide

Themes - interview guide

well-being at work

resources and demands from the work
environment

line managers’ behaviors

Relationships and collaboration
Social support

Feedback

Autonomy

Work-life balance

Professional development

11



METHODOLOGY AND METHODS

How were the data analyzed?

Data analysis: template analysis procedure (King et al., 2018)

L. D) 2 e, D B 3 Bveeeeeaeeennnineeean, :
Familiarization with Preliminary Clustering Developing the
the data coding Identifying possible initial template :
Listening audio, writing and 3 transcripts coded relationships and 3 topics,7 dimensions,
reading the transcripts using a priori and new grouped the themes 19 themes .
themes
Bu((rrrrnrrrrrr e Y 2R B (o vrvrnrrererrenii IR TP
Writing up Using the template Defining the “final’ Modifying the
Thematically to interpret data template template e
presentation supported 3 topics Iterative process of re- Applying the initial
by direct quotations 4 dimensions defining themes, template to the
18 themes adding and removing entire data set
new themes

12
King, N., Brooks, J., & Tabari, S. (2018). Template Analysis in Business and Management Research. In Qualitative Methodologies in Organization Studies (pp. 179-206).
Springer International Publishing



FINDINGS
What did I learn?

RN
“Employee
Well-Being”

\|/

Relationships Flexibility in Work Purposeful Work Organizational Flow Appreciation
and Climate at Responsibilities and and and Elimination and
Work Schedules Financial Satisfaction of Frustrations Celebration
N R U ~
Positive Flexibility in Finding Efficient Acknowledging
relationships | terms of work meaning in work | procedures employee
with coworkers hours and location and achieving without obstacle contributions
and managers N financial satisfaction N and achievements
Collaboration, Flexibility in Clear communication 7~ N\
open | aranging work supportive Public appreciation
— communication, tasks according environment " and celebration
and mutual support t@ls with minimal impediments N
Beimd, RN
listened to, Flexibility when
having their needed,
ideas considered despite a fix schedule
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FINDINGS
What did I learn?
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“Job

“Job
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/\/|\

interactions at a::;?:;::% ¢ Professional Feedback Unpredictability ~ Task Diversity Physical
work in Work y Development in the workplace and Overload  and Ambiguity  Environment
communication ~ Task ™\ - | Nature, | Task changes Too many tasks | Limited space
and rapport organization _ITDraln:ng andt source and and lack of prior [ from various in the office
L —ecisi - evelopmen impact communication departments
with colleagues deglbsill(i)t; ?25'”9 opportunities of feedback N i/ ~—
safe-paced work \_/
. Knowledge in /—\ /_\ VRN
Line manager ~performing iob L Balanced | Dealing with Ambiguity and Physical
performing jo - .
w I/r‘c\ requirements @ intense workload unclear L discomfort
mportance ‘\/ decision making when working
—  of trust \_/ —
process from home
in creating positive /—\
Social network wWent Informal learning High pressure N——
— from organization on the job

N

target
environment

N
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RN

“managers’
behaviors”

\I/

FINDINGS
What did I learn?

Conducive to
well-being

That prevent

at work
v

Supervisory
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N—

N

Appreciation
and
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N
N
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and
support

\_/
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Le@;ﬁp\md

Management
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e
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to emotions

N S
VRN

Proactive,

N

| Facilitating
team activities

N

Involving

regular
communication

N

Create a safe

task
management

space
for discussions

the team in
“strategy related
discussions

N

well-being

Supervisory
Practices

N—

N

Emphasizing
mistakes
more than
achievements

Relational
Practices

Leadership ahd
Management

Practices

S
“Tack of™

| knowing the
working style
of subordinates

N

~Tack of\,

specific
instructions
for allocated

w
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availability
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N

N

ackof
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— taking
responsibility
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discussions
beyond work
related tasks

~Tack of ™™
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DISCUSSION

The influence of
social environment
on employee

well-being

Social support from
colleagues

Lack of collaboration or
support from colleagues
Face-to-face, social
interactions, and effective
coordination when working
remotely

The influence of
work characteristics
on employee
well-being

Flexibility in working hours,
location, and task
organization

Specific and relevant
feedback

Unpredictability, ambiguity,
and workload

Physical discomfort when
working remotely

The influence of

managers’ behaviors

on employee

well-being

“Initiating structure” or
“task-oriented “managers
“Considerate” managers
who are responsive and
celebrate achievements
Excessive control, failure to
allocate resources or
manage workloads,
unbalanced or unjust
treatment

The influence of

contextual factors

on employee

well-being

Type of occupation and
industry

Organization specifics
Job responsibilities or
environment

Available resources and
demands

Working from home

16



CONCLUSIONS

How do employees
experience
well-being at work?

What work-environment factors
do employees perceive as
influencing their

well-being at work?

What line managers’ behaviors
do employees perceive

as influencing their

well-being at work?

« positive working atmosphere
* job flexibility

* asense of purpose

« financial satisfaction

- efficient organizational flow
* recognition of achievements

autonomy and flexibility
professional development
opportunities

relevant feedback
unpredictability and
overload

managing ambiguity
dealing with multiple tasks
without adequate resources
physical discomforts when
working from home

« appreciation and recognition

* responsiveness

« support and clarity

» care and regular
communication

» foster a safe and
collaborative environment

* lack of responsiveness,
excessive control

« failure to allocate resources
or manage workloads

17



RECOMMENDATIONS

From the experience of participants

ooNOUVTHh WNR

Encourage social support within the organization

Create a psychologically safe environment

Implement an employee recognition program
Promote autonomy and flexibility in work
Encourage a learning culture that includes both informal and formal learning

Create a feedback culture

Develop clear procedures and provide clarity on objectives and requirements

Create policies for working from home

18



STRENGTHS, LIMITATIONS AND FUTURE RESEARCH

Strengths Limitations Future research
« Limited sample size » Larger number of participants,
« Exploring employees’ » Majority of participants diverse employee groups
perceptions from the private sector and employment sectors
« Qualitative research *  Focus only on employees’ * Additional components of
approach perceptions well-being at work
* Rigorous methodology ~ « Cross-sectional nature * Longitudinal research designs
« Findings align of the study * Final consultations with

No final consultation participants
with participants

* Potential information loss

when translating into

English

with previous research

19
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