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Executive Summary 

Employee relations typically refer to the actions or efforts made by an 

organisation to develop and sustain strong and positive relationships with the 

employees. This study focuses on evaluating the impact of managing employee well-

being by the organisations on their business outcomes. Employee well-being is a 

physical or mental state that results because of the workplace dynamics. Employees 

are the key resource of an organisation as they are responsible for completing the 

organisational tasks, handling customer concerns, and managing the organisational 

strategy. Given the same consideration, the majority of the scholars agree with the 

relationship between employee well-being and business outcome in terms of 

productivity. However, there is a clear difference existing between those researches 

related to the achievement of these benefits by the employers either directly or 

indirectly but still, it is a considerable and critical factor. Therefore, business 

organisations need to adopt effective well-being approaches to keep the employee 

satisfied and motivated to generate a wide range of business outcomes amongst 

which the most effective ones include higher profits, low turnover rate, high loyalty, 

and high commitment. Here, business organisations could make use of different 

approaches like Herzberg's Two Factor Theory, and Alderfer’s ERG Theory. The 

fulfilment of monetary needs for the employees to manage their well-being might not 

be possible for the business organisation in all cases as it might affect the 

competitiveness of the business organisation in the market. To overcome this issue, 

the study recommended the usage of the performance management system for the 

organisations based on the Vrooms Expectancy Theory by which the employer must 

develop and maintain a proper relationship with the employees in terms of rewards. 

Despite having clear knowledge about the importance of employee well-being, many 

organisations still struggle to manage this aspect effectively amongst the workforce by 

not involving psychological or emotional elements. Therefore, the organisational 

leadership built on Human Relations Theory must take positive actions in this regard 

to set up a positive culture and meet the employee well-being needs positively.  
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Introduction  

Employee relations typically refer to the actions or efforts made by an 

organisation to develop and sustain a strong and positive relationship with the 

employees (Garg, 2017). With the improvement in employee relations, Dijkhuizen et 

al. (2017) argue that the employer or organisation expects to receive better 

performance from the employees with a high amount of loyalty. However, it is 

imperative to mention that employment relations are a quite broad aspect involving a 

wide range of actions or areas. For instance, Hendriks et al. (2020) mention some key 

aspects or areas in this regard like well-being, equality and diversity, employee 

engagement, employee voice, and others. Principally, Garg (2017) argues that an 

organisation needs to ensure proper attention and focus on all of these aspects to 

receive better responses from the employee side. Some of the key business outcomes 

in this regard include the intention to quit, retention rate, work engagement, job 

satisfaction, and others. The study cannot cover all of the employment relations in this 

particular report; therefore, the study focuses on evaluating the impact of managing 

employee well-being by the organisations on their business outcomes.  

Huang, Xing, & Gamble (2016) mention employee well-being as a physical or 

mental state that results because of the workplace dynamics. In simple terms, it 

defines the satisfaction level of the employees at the workplace and the amount by 

which they feel positive or good at the workplace. Focusing on physical well-being in 

this regard, then the employee shall feel healthy and energetic at the workplace; 

otherwise, they shall look disturbed and demotivated at the workplace. Inceoglu et al. 

(2018) provide information about motivation as per which the employees take value 

from the self-excitement and encouragement to carry out all of their allocated tasks 

with complete responsibility and accountability. Hendriks et al. (2020) provide a similar 

advantage of the employee well-being by which the employee starts feeling connected 

positively to the employer or organisation. Therefore, they do not hesitate to carry out 

effective actions for delivering high performance to boost the business profit or 

productivity for the organisation.  
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Critical Analysis  

Employee well-being is one of the critical aspects to be maintained by 

organisations to develop and sustain a healthy and positive relationship with the staff 

members at the workplace and keep them interested in their particular roles. Huang, 

Xing, & Gamble (2016) provide a rationale to the same that employee well-being is 

something that is not limited to a particular employee or set of the employee; instead, 

it covers the entire organisation including all the business functions like marketing, 

finance, operations, and others requiring an inclusive and effective approach from the 

employer side. Hendriks et al. (2020) agree to the same extending this element to 

highlight the criticality for the organisation that the employee well-being is not 

particularly dependent on the benefits being offered by them to the employee; instead, 

this area is linked majorly with the living and working conditions at the workplace. 

Inceoglu et al. (2018) refer to the same aspect as the culture of an organisation that 

needs to be set positively by the organisation to ensure that proper support and 

encouragement are available to all the employees to keep them satisfied and 

motivated; otherwise, it is going to create adverse results for the employer.  

Employees are the key resource of an organisation as they are responsible for 

completing the organisational tasks, handling customer concerns, and managing the 

organisational strategy (Nielsen et al., 2017). McLellan (2017) argues similarly by 

making use of Human Capital Theory. As per this theory, the employees are the key 

entities responsible for translating the organisational strategy into the resources to 

generate better positive results. Inceoglu et al. (2018) assert similar findings here by 

making use of the Resource-Based View Theory. As per this theory, the employees 

provide great support to the business employers for developing and sustaining a 

competitive edge in the business market. it allows the business companies to remain 

competitive in the business market. To ensure achieving decent support and 

performance from all the employees in this regard, Nielsen et al. (2017) recommend 

that organisations pay attention to employee well-being and satisfaction to generate 

the above-mentioned results. This recommendation comes with a belief that good or 

satisfied workers are productive for the organisation because the well-being acts 

authoritatively for the employees at the workplace benefitting the organisation to 

achieve its strategic goals positively.  
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In continuation to the last section, McLellan (2017) also mention that employee 

well-being is linked with the high productivity of the organisation in terms of employee 

satisfaction linked with monetary values. However, it is an arguable aspect because 

employee well-being is generally linked with the development of a positive culture at 

the workplace resulting in improved employee productivity as an indirect benefit. To 

resolve this issue, Krekel, Ward & Neve (2019) investigated to evaluate the link 

between employee well-being and tangible benefits for the business. The study 

findings informed that there is a positive correlation existing between employee well-

being customer loyalty and employee performance; whereas this element contains a 

negative correlation with employee turnover at the workplace. The research findings 

also mention that the monetary benefits like profits are not determined immediately by 

the organisation; however, a process is generated at the organisation in which the 

employees continue to deliver strong performance creating monetary benefits as well 

as indirect findings. Sohierset et al. (2020) findings are similar here despite the 

involvement of the employees in the research ageing more than 50 years. As per this 

research findings, the employee despite their age factor constantly looks for well-being 

support and encouragement from the employer side to remain to motivate and 

productive at the workplace.  

Krekel, Ward & Neve (2019) carried out research discussing a wide range of 

job-linked and context-free well-being elements like supervisor support, salary, leaves, 

and others to evaluate their impact on the employee's constructive or innovative 

behaviour. The researcher made use of the satisfying worker-productive theory here 

mentioning that the employees with a high level of well-being achieve their targeted 

objectives positively as compared to the employees having a low amount of well-being. 

Coffey, Warren, & Gottfried (2014) assert similar findings; however, the research 

mentions that employee well-being is a context-free element that is needed by the 

employees to remain satisfied and motivated at the workplace showcasing the 

existence of a substantial relationship between the employee well-being and 

productivity. Aryan & Kathuria (2017) carried out research involving 100 respondents 

from the IT companies operating in India to inform that employee well-being is capable 

of making a difference at the workplace.  

It is quite clear from the critical analysis so far that majority of the scholars agree 

with the relationship between employee well-being and business outcome in terms of 

productivity. However, there is a clear difference existing between those researches 



6 
 

related to the achievement of these benefits by the employers either directly or 

indirectly (Nielsen et al., 2017). Despite having clear knowledge about the importance 

of employee well-being, many organisations still struggle to manage this aspect 

effectively amongst the workforce. To counter this issue, Ogbonnaya, Tillman, & 

Gonzalez (2018) mention Herzberg's Two Factor Theory. As per this theory, there are 

intrinsic as well as extrinsic needs for the employee's well-being at the workplace. The 

intrinsic elements in this regard include supervisor support, and work-time flexibility; 

whereas the extrinsic element in this regard comes in the form of rewards or salary. 

Although, it seems like a simple approach; however, Page & Nilsson (2017) argue that 

it is not always possible for organisations to offer all of these rewards or needs 

completely to the employees at their will. It is quite understandable because the 

offering of a high salary by the organisation to all the employees might end up 

increasing the operational cost of the business making them non-competitive in the 

business market. To counter this issue, Sivapragasam & Raya (2017) inform about 

the Vrooms Expectancy Theory by which the employer must develop and maintain a 

proper relationship with the employees in terms of rewards. It means that the 

employee must be rewarded fairly based on the efforts being made from his side.  

Ogbonnaya, Tillman, & Gonzalez (2018) provide information about Alderfer’s 

ERG Theory in which there are three critical needs of the employee at the workplace 

including existence, growth, and relatedness. An organisation needs to manage all of 

these three needs of the employee to keep them satisfied and fulfil their well-being 

needs. However, Page & Nilsson (2017) argue about these aspects do not come with 

clear guidelines meaning that it makes it difficult for the organisation to manage and 

measure the achievement and delivery of all of these elements to the employee 

creating an obstacle for them to achieve high well-being. However, some 

organisations find creative ways to resolve this issue ending up with high well-being 

and business outcomes. For instance, Wilson (2021) inform about Next Jump i.e. An 

ecommerce based company that initiated different health support and psychological 

and emotional coaching programs at the workplace from which they were able to 

increase their annual profits by 100 to 120%. Similarly, Wilson (2021) shares an 

example about Johnson and Johnson operating for the last 50 years in more than 70 

countries that promoted a mental and physical health culture at the workplace to boost 

and meet the employee well-being level resulting in achieving an improvement in its 

business profits by 20%.  
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From the above aspects, it is quite clear that employee well-being is certainly 

challenging for business companies; however, it is a completely rewarding one as well 

with the availability of sufficient self-explanatory examples. However, it is imperative 

to mention here that employee well-being does not exist in the physical form only; 

instead, there is a great involvement of psychological element in this regard as well. 

For instance, Shuck & Reio (2013) carried out research in which they evaluated the 

impact of poor workplace satisfaction on the results of an organisation. As per the 

study findings, there is a direct correlation existing between the emotional exhaustion, 

personal attainment, and depersonalisation of the employee on their engagement and 

well-being level after involving about 216 healthcare workers from different regions 

including the United States, Canada, and Japan. Sivapragasam & Raya (2017) found 

similar results mentioning the strong impact of the psychological elements on 

employee well-being that ultimately affects business outcomes adversely. Hendriks et 

al. (2020) understand a similar issue mentioning the leadership role in this regard. 

Taking value from the Human Relations Theory, a business leader or line manager 

needs to ensure the development and sustain a strong relationship with the employees 

or team members. It allows the organisation to take proper care of the employees' 

well-being needs leading to the generation of the best possible results in terms of 

business outcomes.  

As mentioned earlier that the business outcomes emerging from the employee 

well-being are not limited to the monetary aspect only as it delivers a wide range of 

non-monetary benefits as well to deliver more results to the organisation. Dijkhuizen et 

al. (2017) argue similarly finding a strong correlation between organisational 

commitment and employee well-being. Consistent with the Nielsen et al. (2017) 

findings, Adams Equity Theory validates these results mentioning that the employer's 

behaviour and attitude are improved positively towards the organisation that takes 

proper care of him by offering him necessary rewards and benefits linked to the effort 

made from his side. This benefit is then extended to the reduced turnover rate or 

intention to quit for the employees at the workplace. Now, Hendriks et al. (2020) link 

these non-monetary benefits with the monetary benefits for the organisation by which 

there is no disturbance experienced by the organisation within their operations due to 

the low employee turnover delivering improved profits. Apart from that, the HR cost for 

the organisation is also reduced as they do not have to spend frequently on the 

advertisement of the vacant positions and hiring of new employees causing cost-
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cutting for the organisation (Ogbonnaya, Tillman, & Gonzalez, 2018). It means that 

employee well-being carries a strong and positive link with the business outcomes for 

an organisation. These business outcomes come in both monetary and non-monetary 

aspects that allow the business companies to offer consistent service to the customers 

for keeping them satisfied and generating high profits in the business market to 

improve their revenue (Page & Nilsson, 2017).  

Recommendations  

Based on the above critical analysis, there is a wide range of recommendations 

existing for business organisations related to employee well-being as follows: 

Employee well-being is one of the critical aspects for the organisation through 

which they could gain monetary as well as non—monetary benefits. Given the same 

consideration, an organisation must focus on meeting the employee well-being 

requirements. Nielsen et al. (2017) recommend the usage of Maslow's Theory of 

Hierarchy in this regard supporting the organisation to fulfil all of the employee 

motivational needs through which the organisation could suitably achieve the 

employee well-being level leading to the generation of higher profits, low turnover rate, 

high loyalty, and high commitment. 

The fulfilment of monetary needs for the employees to manage their well-being 

might not be possible for the business organisation in all cases as it might affect the 

competitiveness of the business organisation in the market. To overcome this issue, 

Sivapragasam & Raya (2017) inform about the Vrooms Expectancy Theory by which 

the employer must develop and maintain a proper relationship with the employees in 

terms of rewards. It means that the employee must be rewarded fairly based on the 

efforts being made from his side. In other terms, this framework is linked with the 

performance management system through which the business organisations could 

effectively review and improve employee performance effectively to generate and 

sustain desired results including higher profits, low turnover rate, high loyalty, and high 

commitment (Ogbonnaya, Tillman, & Gonzalez, 2018).  

The psychological or emotional aspects also play a critical role in the 

employee's well-being. It is one of the key aspects that must be fulfilled by the 

organisational leadership with the development of an effective and positive culture at 

the workplace. Hendriks et al. (2020) understand a similar issue mentioning the 
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leadership role in this regard. Taking value from the Human Relations Theory, a 

business leader or line manager needs to ensure the development and sustaining of 

a strong relationship with the employees or team members. It allows the organisation 

to take proper care of the employees' well-being needs leading to the generation of 

the best possible results in terms of business outcomes. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



10 
 

References 

Aryan, R., & Kathuria, D. (2017). Psychological Well-being at Workplace:-An Analytical 

Study on It Sector. International Journal of Advanced Research in Computer 

Science and Software Engineering, 7(6), 223–228. 

https://doi.org/10.23956/ijarcsse/v7i6/0150 

Coffey, J. K., Warren, M. T., & Gottfried, A. W. (2014). Does Infant Happiness Forecast 

Adult Life Satisfaction? Examining Subjective Well-Being in the First Quarter 

Century of Life. Journal of Happiness Studies, 16(6), 1401–1421. 

https://doi.org/10.1007/s10902-014-9556-x 

Dijkhuizen, J., Gorgievski, M., van Veldhoven, M., & Schalk, R. (2017). Well-Being, 

Personal Success and Business Performance Among Entrepreneurs: A Two-

Wave Study. Journal of Happiness Studies, 19(8), 2187–2204. 

https://doi.org/10.1007/s10902-017-9914-6 

Garg, N. (2017). Workplace Spirituality and Employee Well-being: An Empirical 

Exploration. Journal of Human Values, 23(2), 129–147. 

https://doi.org/10.1177/0971685816689741 

Hendriks, M., Burger, M., Rijsenbilt, A., Pleeging, E., & Commandeur, H. (2020). 

Virtuous leadership: a source of employee well-being and trust. Management 

Research Review, ahead-of-print(ahead-of-print). https://doi.org/10.1108/mrr-

07-2019-0326 

Huang, Q., Xing, Y., & Gamble, J. (2016). Job demands–resources: a gender 

perspective on employee well-being and resilience in retail stores in China. The 

International Journal of Human Resource Management, 30(8), 1323–1341. 

https://doi.org/10.1080/09585192.2016.1226191 

Inceoglu, I., Thomas, G., Chu, C., Plans, D., & Gerbasi, A. (2018). Leadership 

behavior and employee well-being: An integrated review and a future research 

agenda. The Leadership Quarterly, 29(1), 179–202. 

https://doi.org/10.1016/j.leaqua.2017.12.006 

Krekel, C., Ward, G., & De Neve, J.-E. (2019). Employee Well-being, Productivity, and 

Firm Performance. SSRN Electronic Journal. 

https://doi.org/10.2139/ssrn.3356581 



11 
 

McLellan, R. K. (2017). Work, Health, And Worker Well-Being: Roles And 

Opportunities For Employers. Health Affairs, 36(2), 206–213. 

https://doi.org/10.1377/hlthaff.2016.1150 

Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Känsälä, M., Saari, E., & Isaksson, K. 

(2017). Workplace resources to improve both employee well-being and 

performance: A systematic review and meta-analysis. Work & Stress, 31(2), 

101–120. https://doi.org/10.1080/02678373.2017.1304463 

Ogbonnaya, C., Tillman, C. J., & Gonzalez, K. (2018). Perceived Organizational 

Support in Health Care: The Importance of Teamwork and Training for 

Employee Well-Being and Patient Satisfaction. Group & Organization 

Management, 43(3), 475–503. https://doi.org/10.1177/1059601118767244 

Page, N. C., & Nilsson, V. O. (2017). Active Commuting: Workplace Health Promotion 

for Improved Employee Well-Being and Organizational Behavior. Frontiers in 

Psychology, 7. https://doi.org/10.3389/fpsyg.2016.01994 

Shuck, B., & Reio, T. G. (2013). Employee Engagement and Well-Being. Journal of 

Leadership & Organizational Studies, 21(1), 43–58. 

https://doi.org/10.1177/1548051813494240 

Sivapragasam, P., & Raya, R. P. (2017). HRM and Employee Engagement Link: 

Mediating Role of Employee Well-being. Global Business Review, 19(1), 147–

161. https://doi.org/10.1177/0972150917713369 

Sohier, L., Van Ootegem, L., & Verhofstadt, E. (2020). Well-Being During the 

Transition from Work to Retirement. Journal of Happiness Studies. 

https://doi.org/10.1007/s10902-020-00228-6 

Wilson, A. (2019). 10 companies getting workplace well-being right | Workstars. 

Www.workstars.com. https://www.workstars.com/recognition-and-

engagement-blog/2019/11/20/10-companies-getting-workplace-well-being-

right/ 

 


