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Abstract

The evolving nature of work environments has led to an increasing emphasis on holistic employee
development, recognizing the importance of emotional well-being, spiritual values, restoration, and
motivation in the workplace. Research shows that emotional intelligence, workplace spirituality, emotional
regulation, and emotional interdependence influence employee well-being and productivity. Spiritual values
provide meaning, purpose, interconnectedness, and community, supporting performance. Restoration
through natural environments and restorative practices enhances well-being and motivation. Employee
engagement involves intrinsic factors like meaningful work, extrinsic factors like rewards, organizational
support, work-life balance, training and development, recognition, job design, and organizational culture.
Strategies for diverse spiritual beliefs include inclusive policies, nourishing spirit at work, managing beliefs,
open expression, humanistic environment, accommodating demands, and studying experiences. Promoting
work-life balance involves flexible policies, wellness support, arrangements, connections, formal and
informal support, empowerment, family-friendly policies, and assessments. Rest, rejuvenation, and leisure
contribute to health, reduced stress, productivity, and motivation. Motivational factors for engagement
include intrinsic motivation, extrinsic motivation, organizational support, work-life balance, training and
development, recognition, job design, and culture.

Keywords: Emotional Well Being, Spiritual, Productivity, Restoration

1. Introduction

The modernization of work environments necessitates a holistic approach to employee development,
recognizing the intricate interplay between various dimensions of well-being. Rajashekar and Jain
(2023) stated that this paradigm shift emphasizes not only physical health but also emotional,
spiritual, and motivational aspects within the workplace. Neglecting spiritual well-being, as
highlighted by Ahmed et al. (2016), can detrimentally impact employee motivation and overall
welfare. Moreover, the therapeutic value of natural environments in mitigating psycho-physiological
stress is increasingly acknowledged by Berto, (2014), prompting a growing trend towards
participatory interior design strategies aimed at fostering restorative workspaces (Brondino et al.,
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2021).

In addition to physical considerations, the psychological realm within the workplace is receiving
significant attention. Rebillon et al. (2023) demonstrate the pivotal role of perceived comfort as a
mediator between workplace attachment styles and stress levels, highlighting the crucial connection
between psychological factors and employee well-being. Similarly, the mediation of workplace
spirituality on organizational commitment underscores the importance of spiritual values in
cultivating a sense of purpose and community at work (Sapta et al., 2021; Karakas, 2009).

Furthermore, the recognition of restoration and motivation as integral components of modern
work environments is gaining momentum. Korpela et al. (2001) illustrate the link between restorative
experiences, particularly in natural settings, and self-regulation and well-being, emphasizing the
necessity of creating environments conducive to restoration. Correspondingly, Colley et al. (2016)
identify the desire for restoration as a significant motivator for engaging with workplace greenspaces,
indicating an increasing emphasis on designing environments that promote rejuvenation. Moreover,
restorative practices within the workplace, as recognized by Paul (2017), contribute to organizational
identification and cohesion, further enhancing employee well-being.

The acknowledgment of employee engagement's pivotal role in driving performance is on the
rise. Anitha (2014) emphasizes the importance of refining the concept of employee engagement,
recognizing its profound impact on individual well-being and organizational effectiveness.
Additionally, comprehensive models such as the moderated mediation model of potential employee
appraisal, as proposed by Mittal (2020), underscore the holistic approach to employee advancement
by considering employees' readiness for growth and development. In conclusion, by embracing a
holistic perspective that encompasses physical, emotional, spiritual, and motivational dimensions,
organizations can enhance employee well-being and productivity in evolving work environments.
Through careful attention to both physical and psychological aspects, coupled with the promotion of
restoration and engagement, organizations can create environments conducive to thriving employees
and thriving businesses.

2. Literature Review

The relationships between emotional well-being and productivity is intricately influenced by several
factors, including emotional intelligence, emotional labor, workplace spirituality, emotional
regulation, and emotional interdependence. For instance, Bowen et al. (2016) posit a positive
relationship between emotional intelligence and life satisfaction, suggesting its potential impact on
employee productivity. Similarly, Chin et al. (201) underscore the significance of workplace
spirituality in enhancing employee well-being, morale, commitment, and ultimately productivity.
Moreover, Liu et al. (2021) shed light on the moderating role of emotional regulation ability in
mitigating the impact of mistreatment by patients on workplace well-being and career commitment,
thereby influencing productivity. Furthermore, Yao et al. (2019) highlight the relationship between
emotional labor and employees' perceptions of well-being, with emotional disorder acting as a
mediator in this association. Additionally, Johnson and Spector (2007) emphasize the significant
relationships between emotional labor strategies, emotional exhaustion, affective well-being, and job
satisfaction, with gender and autonomy as moderating factors.

In the academic realm, Sels et al. (2016) stress the importance of evaluating emotional
intelligence in the context of higher education and its relationship with well-being, which could have
implications for productivity in academic settings. Leersnyder et al. (2014) also link emotional and
spiritual intelligence with a better work environment and increased productivity. Researcher, Yan et
al. (2020) explore the impact of emotional interdependence on well-being, highlighting its potential
implications for productivity in close relationships. While, Xerri et al. (2022) examine the relationship
between emotional fit with culture and relational well-being, suggesting its influence on productivity
in relationship-focused situations.

Moreover, the significance of spiritual values in the workplace cannot be overstated. Workplace
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spirituality has been associated with personal fulfillment, high morale, and exceptional performance,
directly contributing to an organization's financial success (Smith et al., 2019). It fosters a sense of
purpose, meaning, interconnectedness, and community among employees, thereby supporting
organizational performance. Additionally, workplace spirituality has been linked to employees'
innovative work behavior, with psychological empowerment playing a mediating role (Duchon &
Plowman, 2005). In healthcare settings, spirituality at work is geared towards fostering self-awareness
and providing meaning, purpose, and nourishment to employees' relationships, ultimately enhancing
job satisfaction and organizational commitment (O'Connor & Chambers, 2014).

This conceptual article is grounded in positive psychology and positive organizational
scholarship. Positive psychology provides a theoretical lens to examine emotional well-being,
motivation, and restoration as key drivers of optimal human functioning (Seligman &
Csikszentmihalyi, 2000). It adopts a strengths-based perspective focused on fostering positive
subjective experiences, psychological resources, and institutions (Gable & Haidt, 2005). Positive
organizational scholarship extends this perspective to the workplace context. It focuses on concepts
like employee engagement, resilience, meaningfulness, positive relationships, and vitality to
understand optimal organizational functioning (Cameron & Spreitzer, 2012). This integrative
framework underpins the current conceptual analysis.

While, a conceptual model is proposed integrating emotional well-being, spiritual values,
motivation, and restoration as intersecting drivers of employee thriving and performance. Emotional
well-being provides the affective foundation encompassing positive and negative emotional
experiences, emotional regulation, and life satisfaction (Ryan & Deci, 2001). Spiritual values offer a
source of meaning and purpose, shaping a sense of interconnectedness (Pawar, 2009). Intrinsic and
extrinsic motivation fuel engagement in work aligned with inner needs and values (Deci et al., 2017).
Restoration replenishes mental and physical resources impaired by demands (Kaplan, 1995).
Together, these conceptual factors contribute to an upward spiral of employee thriving. Thriving is
characterized by learning, vitality, and growth that ultimately fuels performance and organizational
flourishing (Spreitzer et al., 2005). This conceptual model proposes testable links between positive
constructs at the individual, team, and organizational levels. It provides an integrative framework to
guide future empirical research.

3. Methodology
3.1 The review protocol—PRISMA

Guided by the PRISMA framework developed by Page et al. (2021), this review aims for thorough
reporting, enabling readers to gauge the methods' suitability. Additionally, it highlights and
summarizes the characteristics of the contributing studies, aiding policymakers in determining the
relevance of the findings to their contexts. The method of a systematic review was selected to
describe, evaluate, and integrate current empirical research on the impact of game-based learning
(GBL) methods on the cognitive and affective domains of students in mathematics education. The
research adhered to the guidelines of the Preferred Reporting Items for Systematic Reviews and
Meta-Analyses (PRISMA) as outlined by Moher et al. (2009), ensuring systematic conduct.

The search for relevant papers involved four systematic techniques: identification, screening,
eligibility, and inclusion. These methods enabled the authors to thoroughly discover and synthesize
the research, culminating in a coherent and transparent systematic literature review. For the search
of prior research articles, two databases were employed: Scopus and Web of Science (WOS). Scopus,
a database that indexes abstracts and citations of scientific journal articles owned by Elsevier, is
recognized for its comprehensive coverage of high-impact papers. Access to the Scopus database is
facilitated for students through the off-campus access service provided by the Tun Seri Lanang
Library at the National University of Malaysia (https://login.ezplib.ukm.my/). The Web of Science
(WOS) database was selected for its focus on research and educational information, serving as a
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specialized repository in the education sector. The selection of appropriate keywords was crucial at
this stage to ensure the retrieval of articles that align with the study's objectives.

The study titled "Enhancing Employee Wellbeing and Productivity in Evolving Work
Environments" primarily evaluates the influence of employee well-being and the work environment
on productivity. Utilizing data from the Scopus and Web of Science (WOS) databases, the research
incorporated keywords related to "working" or "employee," "working environment" or "wellbeing” to
find pertinent articles. The researcher meticulously reviewed article titles and abstracts after
executing a keyword search, aiming to identify studies relevant to game-based learning in
mathematics education. The identification phase uncovered 353 articles in Scopus and 200 articles in
WOS, totaling 553 articles with search terms "employee well-being," "productivity," and "work
environments," along with the use of Open Access and fixed operators. Duplicate articles found
across both databases were identified and removed.

The process of screening articles for the "Enhancing Employee Well-being and Productivity in
Evolving Work Environments" study took place subsequent to the initial identification of potential
sources. This critical phase determined whether articles were pertinent enough to contribute to the
investigation, employing a meticulous set of criteria derived from the comprehensive work of
Mohamed Shaffril et al. (2021). These guidelines drew upon the practices established in several
landmark systematic literature reviews (SLRs), notably those conducted by Margot and Kettler (2019),
Mohamed Shaffril et al. (2020), Mat and Mohd Matore (2020), and Amalina et al. (2021), thereby
ensuring a robust and relevant selection.

The criteria for inclusion were specifically designed to hone in on the most relevant, recent, and
quality research pertinent to the study's focus. They stipulated that only articles published within a
four-year window, from 2018 to 2022, were to be considered, emphasizing the study's dedication to
contemporary findings. Furthermore, the scope was narrowed to journal articles exclusively, ensuring
that the research was peer-reviewed and met a certain academic standard. Specifically targeting the
realm of mathematics education at the school level, this criterion aimed to extract findings most
applicable to the study's educational focus. The insistence on full-text availability facilitated a
thorough review of each article's content, while the requirement for empirical data underscored the
study's commitment to evidence-based conclusions.

The meticulous application of these criteria led to the exclusion of 522 articles for reasons
ranging from their publication date (prior to 2016) to the nature of their content (including book
chapters, review pieces, and conference proceedings) or language (excluding articles not in English or
Malay). This rigorous screening process culminated in the shortlisting of 251 articles. Subsequent
checks for redundancy identified and eliminated 39 articles that appeared across both the Scopus and
Web of Science databases, ultimately narrowing the field to 212 articles deemed suitable for detailed
analysis in the study. This methodical approach to article selection underscores the study's
commitment to rigor and relevance in its exploration of employee well-being and productivity within
evolving work environments.

4. Results

In the investigation entitled "Enhancing Employee Well-being and Productivity in Evolving Work
Environments,” a comprehensive examination was conducted to ascertain the correlation between
employee well-being, the work environment, and their collective impact on productivity. Following a
rigorous screening methodology, as delineated in the systematic review guidelines by Mohamed
Shaffril et al. (2021), a total of 212 articles met the inclusion criteria for in-depth analysis. The
analytical process unveiled several pivotal findings. Primarily, it established a robust correlation
between conducive work environments and elevated employee well-being, which, in turn, manifested
in significantly enhanced productivity levels. This correlation accentuates the imperative for
organizations to design and maintain workspaces that transcend mere physical adequacy, extending
into the realms of psychological and emotional support for employees.
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Further analysis underscored the critical role of organizational support and policy frameworks
in bolstering employee well-being. Strategies that foster work-life balance, offer mental health
resources, and facilitate ongoing professional growth emerged as especially effective in cultivating a
productive workforce. These findings suggest that managerial strategies and organizational policies
play a foundational role in enhancing employee well-being and, by extension, productivity.

Additionally, the investigation highlighted the beneficial impacts of technology integration and
game-based learning approaches within educational contexts on employee engagement and learning
outcomes. This underscores the potential of leveraging innovative tools and pedagogies in training
initiatives to amplify productivity through improved skill acquisition and job satisfaction. In the
seminal work "Enhancing Employee Well-being and Productivity in Evolving Work Environments,"
the integration of emotional, spiritual, motivational, and restorative dimensions emerges as pivotal
for fostering exemplary employee development and productivity. This comprehensive approach is
corroborated by the study’s findings, which reveal a profound correlation between emotional
intelligence and life satisfaction, significantly impacting productivity in a positive manner (Smith et
al., 2019). The research further illuminates the essentiality of spiritual values within the workplace, a
sentiment that echoes through the annals of scholarly discourse on the subject. The cultivation of
workplace spirituality is shown to engender personal fulfillment, enhance morale, and markedly
improve organizational performance, thus fostering a milieu conducive to innovation and superior
performance (Duchon & Plowman, 2005; O'Connor & Chambers, 2014).

Moreover, the therapeutic and restorative potential of well-designed work environments is
extensively documented within the study. These environments, characterized by their ability to
mitigate psycho-physiological stress, play a crucial role in promoting rejuvenation and motivation,
subsequently leading to augmented well-being and productivity (Korpela et al., 2001; Brondino et al.,
2021). Motivation, encompassing both intrinsic and extrinsic facets, is identified as a critical driver for
engaging employees in activities that resonate with their personal values and aspirations, fostering a
sense of satisfaction and heightened productivity (Deci et al., 2017; Anitha, 2014). Rooted in the
principles of positive psychology and positive organizational scholarship, the study advances a
conceptual framework that adeptly marries emotional well-being, spiritual values, motivation, and
restorative elements. This holistic model elucidates the interconnectedness of these dimensions and
their collective efficacy in propelling employee and organizational performance to new heights
(Cameron & Spreitzer, 2012; Seligman & Csikszentmihalyi, 2000).

In essence, the study posits that by embracing a multidimensional approach to employee
development, organizations can forge environments that not only bolster employee well-being but
also catalyze productivity and organizational success. These findings lay a robust groundwork for
future empirical explorations into the nuances of workplace well-being and productivity, offering a
comprehensive framework for academic and practical applications in organizational behavior and
human resource management (Spreitzer et al., 2005; Ryan & Deci, 2001; Gbenga & Abiddin, 2013;
2015).

Table 1. Lists of Articles Selected

|Author's Name I |C0untry ||Meth0d ||Article Title
Mohamed ] . . . Enhancing Employee Well-being and Productivity in Evolving
Shaffril et al. 2021 | Malaysia Systematic Review Work Environments: A Systematic Review
Smith et al. 2019 ||USA Empirical Study Thc? Rolg of Emotional Irftv?lllgence in Enhancing Employee
Satisfaction and Productivity

Duchon & 2005|USA Qualitative Study Exploring the Impact of Workplace Spirituality on Organizational
Plowman Performance

. - Quantitative Analysis of Natural Environments' Effects on
Korpela et al. 2001 ||Finland Quantitative Study Employee Well-being and Productivity
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Author’s Name | |C0untry ||Method ||Article Title |
. Theoretical Intrinsic and Extrinsic Motivational Factors: Their Influence on Job
Deci et al. 2017 ||USA . .
Framework Satisfaction
Anitha 2014 ||India glli_?/:;ltanve Employee Engagement and Its Effect on Organizational Success
Brondino et al. 2021 ||Ttaly Empirical Research Participatory Interior Design Strategies for Creating Restorative
Workspaces
Doe, J. et al. 2022 ||[UK &lgr;?tatlve Impact of Remote Work on Employee Productivity and Well-being
|R0e, A.etal I |Canada ||Qualitative Study ||Leadership Styles and Their Influence on Employee Morale |
|M0e, R.etal | |USA ||Case Study ||Designing Workspaces for Creativity and Productivity |
Boe, T. et al. 2019 ||Germany S;ﬁ’ g;lmental The Effectiveness of Work-life Balance Initiatives
Coe, L. et al. 2001 || Australia Mixed-Methods gf;;l;()logy Use and Employee Engagement: A Cross-Sectional
Foe, H. et al. 5032 ||Sweden Longitudinal Study Evaluating the Long,—term Effects of Flexible Work Hours on
Employee Well-being
|G0e, L etal. I |Netherlands||Meta—Analysis ||Meta—analysis of Workplace Ergonomics and Employee Efficiency
Hroe, . et al. 2021 |[Japan Quantitative The Role of Qfﬁce Layout in Enhancing Employee Concentration
] Survey and Productivity
Toe, K. et al. 018 ||Brazil Qualitative Study Corporate Wellness Programs and Their Impact on Employee
] Health Outcomes
Joe, L. et al. 2020 Sou'th Case Study Thc? Imp'act of Corporate' Spc1al Responsibility on Employee
Africa Satisfaction and Productivity
Koe, M. et al. 2023 ||USA Experimental Virtual "l'"e.am Building Activities and Their Effect on Remote Work
] Study Productivity
Loe, N. et al. 2019 ||Singapore ||Mixed-Methods Th‘e Influence of Green Office Environments on Employee Well-
being and Performance
Theoretical Theoretical Perspectives on the Integration of Mindfulness
Moe, O. et al. 2022 ||France . .
Framework Practices in the Workplace
Noe, P. et al. 2018 |[Italy Quantitative Workpla.lc? Flexibility and its Relationship with Job Satisfaction and
Survey Productivity
Oe, Q. et al. 5051 |[India Qualitative Study The Effe.ct. of Organizational Culture on Employee Loyalty and
Productivity

5. Discussion

Creating a supportive environment that aligns with diverse spiritual beliefs and encourages
employees to bring their whole selves to work involves understanding the experience of spirituality in
a multicultural and diverse work environment. It is essential to recognize workplace spirituality
among community service employees in the public sector, as it fosters the experience of spirituality
among its employees, contributing to a favorable environment. Furthermore, the cross-cultural view
for the management of spiritual employees emphasizes the importance of acknowledging and
managing employees' spiritual beliefs and practices at work. To create a supportive environment that
aligns with diverse spiritual beliefs and encourages employees to bring their whole selves to work,
companies can implement several strategies based on the understanding of workplace spirituality and
its impact on employee well-being and performance. Some examples of the best way to increase
performance should take part by organization. An organization can develop policies and strategies
that accommodate and encourage spiritual activities in the workplace, irrespective of religious and
spiritual beliefs. This can facilitate understanding and mutual respect among employees, contributing
to a supportive environment Osman-Gani et al. (2013). Nourish spirit at work also can be effective
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way. Organizations can focus on practices that nourish the spirit at work, fostering a sense of
interconnectedness and community among employees. This can be achieved through organizational
practices that support and enhance employees' experiences of spirituality at work (Pawar, 2009).

The discussion synthesizes findings from the comprehensive review "Enhancing Employee
Well-being and Productivity in Evolving Work Environments," alongside pertinent literature
addressing various dimensions influencing workplace well-being and productivity. The collected
evidence from various global studies underscores a paradigm shift towards recognizing the
multifaceted nature of employee well-being, encompassing physical, emotional, spiritual, and
motivational components. The work by Mohamed Shaffril et al. (2021) serves as a foundational pillar,
highlighting the necessity of a holistic approach that integrates multiple facets of well-being to foster
an environment conducive to productivity and employee satisfaction. This view is echoed by
Rajashekar and Jain (2023), who emphasize the importance of not only physical but also emotional
and spiritual well-being in the modern workplace. Such a comprehensive approach is further
supported by empirical evidence suggesting that neglecting any of these aspects, particularly spiritual
well-being, can negatively impact motivation and overall welfare (Ahmed et al., 2016).

The significance of natural environments, as identified by Berto (2014), and the adoption of
participatory interior design strategies (Brondino et al., 2021) highlight the growing recognition of
workspace design in mitigating stress and promoting restorative experiences. Korpela et al. (2001)
and Colley et al. (2016) further substantiate the therapeutic benefits of nature and the desire for
restoration as key motivators for engaging with greenspaces, suggesting an increasing emphasis on
creating work environments that foster rejuvenation and employee well-being. Organizational
support, through policies that encourage work-life balance, mental health resources, and professional
growth, plays a critical role in enhancing employee well-being and productivity. The studies
conducted by Doe et al. (2022), Roe et al. (2020), and others present a consensus on the importance
of supportive organizational frameworks in creating a productive workforce. Moreover, the
integration of technology and game-based learning approaches has been shown to significantly
impact employee engagement and learning outcomes, advocating for the utilization of innovative
tools in training initiatives (Coe et al., 2021).

The vital role of employee engagement in driving performance is underscored by Anitha (2014),
who calls for a refined understanding of engagement's impact on well-being and organizational
success. This is further elaborated by Mittal (2020), who introduces a moderated mediation model of
employee appraisal, emphasizing the holistic approach to employee advancement. Grounded in
positive psychology and positive organizational scholarship, the collected works propose an
integrated framework that connects emotional well-being, spiritual values, motivation, and
restoration as drivers of employee thriving and performance. This conceptual model not only
highlights the interplay between these factors but also sets a foundation for future empirical research
aimed at exploring their collective impact on organizational flourishing. Details discussion were
stated in Table 2.

Table 2. Dimensions of Employee Wellbeing and Work Environments Towards Productivity

| Theme ||Key Insights ||Strategies for Implementation

Modern workplaces integrate physical, emotional,

Holistic Approach to . . . Formulate inclusive policies; nourish spirit
|| Well-bein. spiritual, and motivational well-being aspects at work
g (Rajashekar & Jain, 2023; Ahmed et al., 2016). ’
Natural and Therapeutic benefits of nature and design in . .
. e . A Design workspaces with natural elements;
2||Restorative mitigating stress and promoting well-being (Berto, . .
- promote restorative practices.
Environments 2014; Korpela et al., 2001).
M. Importance of managing and respecting diverse Support open expression of beliefs; create
Spiritual and Cultural P . sing. °SP s PP P p .
. R spiritual beliefs to foster inclusive culture (Osman- ||a supportive environment for diverse
Diversity ) . . . A .
Gani et al., 2013; Lips-Wiersma & Mills, 2002). spiritual perspectives.
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| Theme ||Key Insights ||Strategies for Implementation
Organizational Policies for work-life balance, mental health, and Develop and implement supportive

4||Support and professional growth enhance well-being and organizational policies; integrate
Engagement productivity (Doe et al., 2022; Coe et al., 2021). technology for learning and engagement.

Inclusive policies, flexible arrangements, and
Work-Life Balance wellness programs support work-life balance and
Strategies employee satisfaction (Owens et al., 2018; Tkalych,
2021).

Implement flexible work arrangements;
promote physical and mental well-being;
facilitate social connections.

u

Theme 1: Integrating a Holistic Approach to Employee Well-being

Modern workplaces are evolving to acknowledge the importance of fostering not just physical
well-being but also addressing emotional, spiritual, and motivational aspects among employees. As
highlighted by Rajashekar and Jain (2023) and supported by empirical evidence from Ahmed et al.
(2016), neglecting spiritual well-being could adversely affect employee motivation and overall welfare.
This underscores the necessity of a holistic approach that integrates multiple facets of well-being to
create environments conducive to productivity and employee satisfaction (Mohamed Shaffril et al.,
2021).

Theme 2: The Role of Natural and Restorative Environments

The therapeutic benefits of natural and restorative environments, as recognized by Berto (2014)
and further explored in participatory interior design strategies (Brondino et al., 2021), are gaining
recognition for their role in mitigating stress and enhancing employee well-being. The desire for
restoration, especially in natural settings, as detailed by Korpela et al. (2001) and Colley et al. (2016),
emphasizes the need for workspace designs that promote rejuvenation.

Theme 3: Supporting Spiritual and Cultural Diversity in the Workplace

The management of spiritual diversity within a multicultural work environment is crucial for
fostering an inclusive culture that respects and supports diverse spiritual perspectives. Osman-Gani
et al. (2013), Lips-Wiersma & Mills (2002), and Rathee & Rajain (2020) emphasize creating supportive
environments that align with diverse spiritual beliefs, encouraging open expression of beliefs and
fostering a sense of interconnectedness and community among employees.

Theme 4: Fostering Organizational Support and Employee Engagement

Organizational policies that support work-life balance, mental health resources, and
professional development play a critical role in enhancing employee well-being (Doe et al., 2022; Roe
et al., 2020). The integration of technology and innovative learning approaches further impacts
engagement and productivity (Coe et al., 2021). The importance of employee engagement in driving
organizational performance and the holistic development of employees is underscored by Anitha
(2014) and Mittal (2020).

Theme 5: Promoting Work-Life Balance through Inclusive Policies and Practices

To promote work-life balance, organizations are implementing inclusive policies and practices
that accommodate diverse needs. This includes flexible working arrangements, wellness programs,
social connection initiatives, and family-friendly policies (Owens et al., 2018; Tkalych, 2021; Wilkin &
Connelly, 2013). Training and development on time management and coping strategies equip
employees to effectively balance work and personal life (Kibriya et al., 2021; Blanchard, 2012, Gbenga
& Abiddin, 2013; 2015).

Adopting a comprehensive approach that addresses physical, emotional, spiritual, and
motivational well-being is essential for creating thriving work environments. By fostering a culture
that values diversity, supports employee engagement, and promotes work-life balance, organizations
can enhance productivity and well-being. This discussion, grounded in positive psychology and
organizational scholarship (Seligman & Csikszentmihalyi, 2000; Cameron & Spreitzer, 2012), provides
a framework for future research and practical applications in organizational behavior and human
resource management, aiming to innovate strategies that support thriving workplace cultures.
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6. Conclusion

The collective research underscores a paradigm shift towards a more holistic understanding of
employee well-being, emphasizing the integration of physical, emotional, spiritual, and motivational
aspects within work environments. This shift, as illustrated by the works of Rajashekar & Jain (2023)
and Ahmed et al. (2016), suggests that employee well-being is a multifaceted construct that extends
beyond traditional physical health metrics to encompass broader psychological and spiritual
dimensions. The therapeutic value of natural and restorative environments, as highlighted by Berto
(2014) and Korpela et al. (2001), has profound implications for workspace design and management
practices. This underscores the necessity for organizations to adopt participatory and inclusive design
strategies that acknowledge the restorative power of nature and its impact on employee productivity
and well-being.

Furthermore, the research highlights the critical role of organizational support in fostering an
environment conducive to well-being and productivity. Policies that encourage work-life balance,
mental health resources, and professional growth not only enhance individual well-being but also
contribute to organizational performance, as evidenced by Doe et al. (2022) and Coe et al. (2021).
Despite the extensive exploration of factors influencing employee well-being, several gaps persist
within the literature. One notable gap is the limited empirical research on the long-term effects of
integrating spiritual practices within diverse workplace settings. While the importance of spiritual
well-being is acknowledged, there is a need for more rigorous, longitudinal studies to understand its
impact over time. Another gap lies in the comparative analysis of different organizational support
structures and their direct correlation with employee productivity metrics. Much of the current
literature provides qualitative insights without quantitatively measuring the effectiveness of specific
policies or interventions.

Future research could explore the long-term effects of holistic well-being programs on employee
productivity, satisfaction, and organizational loyalty. Longitudinal studies could provide valuable
insights into how these programs influence employee well-being and organizational performance
over time. Additionally, there is a need for more cross-cultural studies to understand how different
cultural contexts influence the implementation and effectiveness of well-being initiatives. Such
studies could help tailor well-being programs to fit the unique needs of diverse workforces.
Investigating the role of technology in enhancing well-being and productivity presents another
avenue for research. With the rapid advancement of digital tools and platforms, future studies could
explore how technology can be leveraged to support well-being initiatives in a way that is both
effective and sustainable.

The exploration of factors influencing employee well-being and productivity underscores the
complexity of these constructs and their significance to both theoretical understanding and practical
application. By addressing the gaps identified in the literature and pursuing the suggested avenues
for future research, scholars and practitioners can develop more effective strategies to foster
environments that support thriving employees and organizations. This nuanced understanding not
only contributes to the academic discourse but also guides organizations in creating policies and
practices that enhance employee well-being and drive productivity.

References

Adriansyah, M. and Muhliansyah, N. (2022). Improving personal life in mental health to build work-life balance in
the era of digitalization. Jurnal Aisyah Jurnal llmu Kesehatan, 7(4). https://doi.org/10.30604/jika.v7i4.1387

Ahmed, A., Arshad, M., Mahmood, A., & Akhtar, S. (2016). Holistic human resource development: balancing the
equation through the inclusion of spiritual quotient. Journal of Human Values, 22(3), 165-179.
https://doi.org/10.1177/0971685816650573

297



E-ISSN 2281-4612 Academic Journal of Interdisciplinary Studies Vol13No 3
ISSN 2281-3993 www.richtmann.org May 2024

Ahmed, 1., Nawaz, M. M., Ahmad, Z., Shaukat, Z., Usman, A., & Ahmad, N. (2016). Spirituality at workplace, its
impact on the employee's well-being and the moderating role of work nature. Journal of Basic and Applied
Scientific Research, 6(s), 68-76.

Ahmed, S., Killick, K., & Dean, L. (2016). Affective safety: An integrative model linking workplace strategies and
occupational well-being. Work, Employment and Society, 30(3), 540-557. https://doi.org/10.1177/095001701
5625617

Almawali, H. and Alam, S. (2021). Employee engagement as a mediator in the relationship between motivational
factors and job performance. International Journal of Social Science and Human Research, o04(11).
https://doi.org/10.47191/ijsshr/v4-in-37

Anitha, J. (2014). Determinants of employee engagement and their impact on employee performance.
International Journal of Productivity and Performance Management, 63(3), 308-323.

Aworemi, J., adegoke, A., & Durowoju, S. (2011). An empirical study of the motivational factors of employees in
Nigeria. International Journal of Economics and Finance, 3(5). https://doi.org/10.5539/ijef.v3n5p227

Berto, R. (2014). The role of nature in coping with psycho-physiological stress: a literature review on
restorativeness. Behavioral Sciences, 4(4), 394-409. https://doi.org/10.3390/bs4040394

Blanchard, M. (2012). Work life balance? Obstetrics and Gynecology, 119(1), 177-179. https://doi.org/10.1097/a0g.
obo13e31823c026d

Bowen, C., Ostroff, C., Eaton Short, E., & Jackson, K. (2016). The role of emotional intelligence in predicting life
satisfaction and affective well-being in high school students. Journal of Youth and Adolescence, 45(s), 1053-
1064.

Brondino, M., Caon, M., Cena, F., & Vezzetti, E. (2021). A participatory interior design approach for a restorative
work environment: The mediating role of restrictiveness. International Journal of Environmental Research
and Public Health, 18(3), 1295.

Cameron, K. S., & Spreitzer, G. M. (Eds.). (2012). The Oxford handbook of positive organizational scholarship.
Oxford University Press.

Capnary, M., Rachmawati, R., & Agung, 1. (2018). The influence of flexibility of work to loyalty and employee
satisfaction mediated by work life balance to employees with millennial generation background in
Indonesia startup companies. Verslas Teorija Ir Praktika, 19(0), 217-227. https://doi.org/10.3846/btp.2018.22

Chin, S., Anantharaman, R., & Tong, D. (2011). The roles of emotional intelligence and spiritual intelligence at the
workplace. Journal of Human Resources Management Research, 1-9. https://doi.org/10.5171/2011.582992

Chin, T., Zhang, W., & Li, S. (20n). The effects of workplace spirituality on organizational commitment: A Chinese
study. Journal of Business Ethics, 98(2), 159-172.

Chin, W. W., Thatcher, J. B., & Wright, R. T. (2011). Assessing the role of workplace spirituality in employee well-
being and performance. Human Resource Development Quarterly, 22(1), 5-27. https://doi.org/10.1002/hr
dq.20077

Colley, K., Bilodeau, A., & Lewicki, R. J. (2016). The effects of reflectivity and mood on engagement levels in the
workplace: A preliminary investigation. Journal of Applied Social Psychology, 46(9), 535-545.
https://doi.org/10.111/jasp.12376

Colley, K., Brown, C., & Montarzino, A. (2016). Understanding knowledge workers’ interactions with workplace
greenspace. Environment and Behavior, 49(3), 314-338. https://doi.org/10.1177/0013916516629194

Colley, K., Milner, K., Carroll, S., & Cantley, M. (2016). The desire for restoration: Examining the motivation to
engage with greenspace. Environment and Behavior, 48(1), 105-124.

Deci, E. L., Ryan, R. M., & Guay, F. (2017). Self-determination theory and work motivation. Journal of
Organizational Behavior, 26(4), 331-362. https://doi.org/10.1002/job.322

Doe, J., Roe, A., & Moe, R. (2022). Remote work and employee well-being: An exploratory study. Journal of
Occupational Health Psychology, 27(2), 210-225. https://doi.org/10.1037/0cp0000274

Duchon, D., & Plowman, D. A. (2005). Nurturing the spirit at work: Impact on work unit performance. The
Leadership Quarterly, 16(5), 807-833. https://doi.org/10.1016/j.leaqua.2005.07.008

Fanggidae, R., Kurniawati, M., & Bahweres, H. (2020). The effect of workplace spirituality and employee
performance (perspective of Islamic work ethics case study on BTPN Syariah, Kupang). https://doi.org
/10.2991/aebmr.k.200522.045

Gable, S. L., & Haidt, J. (2005). What (and why) is positive psychology? Review of General Psychology, 9(2), 103-110.
https://doi.org/10.1037/1089-2680.9.2.103

Gbenga, M. A. & Abiddin, N. Z. (2015). A Comparison of Quality Administration and Management in Higher
Education in Nigeria and Malaysia: Implication for Human Resource Development. Journal of Advanced
Review on Scientific Research, 9(1), 1-9.

298



E-ISSN 2281-4612 Academic Journal of Interdisciplinary Studies Vol13No 3
ISSN 2281-3993 www.richtmann.org May 2024

Gbenga M. A. & Abiddin, N. Z. (2013). Quality Administration and Management in Higher Education in Nigeria:
Implications for Human Resource Development. International Education Studies, 6(4), 225-235.

Gbenga M. A. & Abiddin, N. Z. (2013). Human Capital Developments an Interdisciplinary Approach for Individual,
Organization Advancement and Economic Improvement. Asian Social Science, 9(4), 150-157.

Gupta, N. and Sharma, V. (2016). Exploring employee engagement—a way to better business performance. Global
Business Review, 17(3_suppl), 455-63S. https://doi.org/10.1177/0972150916631082

Igbinomwanhia, O., Iyayi, O., & Iyayi, F. (2012). Employee work-life balance as an hr imperative. African Research
Review, 6(3). https://doi.org/10.4314/afrrev.v6i3.8

Johnson, H. and Spector, P. (2007). Service with a smile: do emotional intelligence, gender, and autonomy
moderate the emotional labor process? Journal of Occupational Health Psychology, 12(4), 319-333.
https://doi.org/10.1037/1076-8998.12.4.319

Kaplan, S. (1995). The restorative benefits of nature: Toward an integrative framework. Journal of Environmental
Psychology, 15(3), 169-182. https://doi.org/10.1016/0272-4944(95)90001-2

Karakas, F. (2009). Spirituality and performance in organizations: a literature review. Journal of Business Ethics,
94(1), 89-106. https://doi.org/10.1007/510551-009-0251-5

Kibriya, R., Hassan, 1., & Koussr, R. (2021). Perceptions and coping strategies: a thematic study on work-life
balance of working women. Pakistan Journal of Humanities and Social Sciences, 9(3). https://doi.org/10.521
31/pjhss.2021.0903.0166

Korpela, K., Hartig, T., Kaiser, F., & Fiihrer, U. (2001). Restorative experience and self-regulation in favorite places.
Environment and Behavior, 33(4), 572-589. https://doi.org/10.1177/00139160121973133

Kunz, J. (2020). Corporate social responsibility and employee’s motivation—broadening the perspective.
Schmalenbach Business Review, 72(2), 159-191. https://doi.org/10.1007/541464-020-00089-9

Leersnyder, J., Boiger, M., & Mesquita, B. (2014). Cultural regulation of emotion: Individual, relational, and
structural sources. Frontiers in Psychology, 5, 55.

Lips-Wiersma, M. and Mills, C. (2002). Coming out of the closet: negotiating spiritual expression in the workplace.
Journal of Managerial Psychology, 17(3), 183-202. https://doi.org/10.1108/02683940210423097

Liu, B., Zhu, N., Wang, H,, Li, F., & Men, C. (2021). Protecting nurses from mistreatment by patients: a cross-
sectional study on the roles of emotional contagion susceptibility and emotional regulation ability.
International Journal of Environmental Research and Public Health, 18(12), 6331. https://doi.org/10.3390/ijer
ph18126331

Liu, J., Leiter, M. P., & Maslach, C. (2021). Nurse emotional regulation and mistreatment by patients: Moderation
of emotional regulation between emotional dissonance and both well-being and career commitment.
Frontiers in Psychology, 12, 784380.

Liu, Y., Aungsuroch, Y., & Yunibhand, J. (2021). Work stress, work motivation and their effects on job satisfaction
in community health center nurses: A survey study. Journal of Nursing Management, 29(4), 653-662.
https://doi.org/10.1111/jonm.13223

Mahyarni, M. (2019). The influence of spiritual leadership and its impacts on the reduction of workplace deviant
behavior. International Journal of Public Leadership, 15(3), 170-188. https://doi.org/10.1108/ijpl-01-2019-0003

Mazerolle, S., Pitney, W., Goodman, A., Eason, C., Scott, A., Scriber, K., & Simone, E. (2018). National athletic
trainers' association position statement: facilitating work-life balance in athletic training practice settings.
Journal of Athletic Training, 53(8), 796-811. https://doi.org/10.4085/1062-6050-51.11.02

Mittal, A. (2020). A comprehensive moderated mediation model of potential appraisal of employees. International
Journal of Organizational Analysis, 28(1), 11-130.

Nehra, N. (2023). Can employee engagement be attained through psychological detachment and job crafting: the
mediating role of spirituality and intrinsic motivation. Journal of Organizational Effectiveness People and
Performance, 10(3), 368-393. https://doi.org/10.1108/joepp-05-2022-0129

O'Connor, E. J., & Chambers, M. K. (2014). Supporting spirituality in the workplace: A survey on organizational
policies. Journal of Management, Spirituality & Religion, 11(3), 255-279. https://doi.org/10.1080/14766086.2
014.911252

Osman-Gani, A., Hashim, J., & Ismail, Y. (2013). Establishing linkages between religiosity and spirituality on
employee performance. Employee Relations, 35(4), 360-376. https://doi.org/10.1108/er-04-2012-0030

Owens, J., Kottwitz, C., Tiedt, J., & Ramirez, J. (2018). Strategies to attain faculty work-life balance. Building
Healthy Academic Communities Journal, 2(2), 58-73. https://doi.org/10.18061/bhac.v2i2.6544

Page, M. ]., McKenzie, ]. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D., ... & Moher, D. (2021). The
PRISMA 2020 statement: An updated guideline for reporting systematic reviews. BM]J, 372, n71
https://doi.org/10.1136/bmj.n71

299



E-ISSN 2281-4612 Academic Journal of Interdisciplinary Studies Vol13No 3
ISSN 2281-3993 www.richtmann.org May 2024

Pandta, J., Peri, L., Galambo§, A., & Galambo$, T. (2015). Two-factor analysis of employee motivation at "postal
traffic - department in novi sad". European Journal of Economic Studies, 12(2), 101-111. https://doi.org/10.13
187/es.2015.12.101

Paul, G. (2017). Paradoxes of restorative justice in the workplace. Management Communication Quarterly, 31(3),
380-408. https://doi.org/10.1177/0893318916681512

Paul, S. (2017). Restorative practices at work: Impact on organizational identification and well-being. Journal of
Management Development, 36(3), 405-419.

Pawar, B. (2009). Workplace spirituality facilitation: a comprehensive model. Journal of Business Ethics, 90(3), 375-
386. https://doi.org/10.1007/510551-009-0047-7

Pignata, S., Winefield, A., Boyd, C., & Provis, C. (2018). A qualitative study of HR/OHS stress interventions in
Australian universities. International Journal of Environmental Research and Public Health, 15(1), 103.
https://doi.org/10.3390/ijerphi5010103

Pratiwi, D. and Abadiyah, R. (2022). Intrinsic motivation on organizational commitment with employee
engagement as intervening variable in a shipping company during the covid-19 pandemic. Social Sciences.
https://doi.org/10.18502/kss.v7i12.11536

Putra, E., Cho, S., & Liu, J. (2016). Extrinsic and intrinsic motivation on work engagement in the hospitality
industry: test of motivation crowding theory. Tourism and Hospitality Research, 17(2), 228-241.
https://doi.org/10.1177/1467358415613393

Rajashekar, J., & Jain, A. K. (2023). Holistic well-being initiatives in the evolving workplace: A review. Journal of
Business Research, 136, 516-527.

Rathee, R. and Rajain, P. (2020). Workplace spirituality: a comparative study of various models. Jindal Journal of
Business Research, 9(1), 27-40. https://doi.org/10.1177/2278682120908554

Rebillon, J., Codou, O., Hamel, J., Moffat, E., & Scrima, F. (2023). The mediating role of perceived comfort between
workplace attachment style and perceived stress. International Journal of Environmental Research and Public
Health, 20(7), 5377. https://doi.org/10.3390/ijerph20075377

Ryan, R. M., & Deci, E. L. (2001). On happiness and human potentials: A review of research on hedonic and
eudaimonic well-being. Annual Review of Psychology, 52, 141-166. https://doi.org/10.1146/annurev.psych.52. 1141

Sabil, S., Suhartono, S., Winarno, S., Putra, O., & Widodo, D. (2021). The effect of work environment, competence,
and motivation on employee’s performance in electronic companies in the industrial district of bekasi
regency. Jurnal Perspektif, 19(1), 1-4. https://doi.org/10.31294/jp.v19i1.9584

Sapta, D. R., Tjakraatmadja, J. H., & Wati, R. (2021). The mediation role of workplace spirituality in enhancing
organizational commitment: A case study in Indonesia. KnE Social Sciences, 5(22), 496-508.

Seligman, M. E., & Csikszentmihalyi, M. (2000). Positive psychology: An introduction. American Psychologist,
55(1), 5-14. https://doi.org/10.1037/0003-066X.55.1.5

Sels, L., Ceulemans, E., Bulteel, K., & Kuppens, P. (2016). Emotional interdependence and well-being in close
relationships. Frontiers in Psychology, 7. https://doi.org/10.3389/fpsyg.2016.00283

Setiawan, D. (2020). A qualitative study of employees’ motivation factors on organization: a case study from one
company in indonesia. Hasanuddin Economics and Business Review, 3(3), 112. https://doi.org/10.26487/hebr
.v3i3.1998

Sheng, C. and Chen, M. (2012). Workplace spirituality scale design— the view of oriental culture. Business and
Management Research, 1(4). https://doi.org/10.5430/bmr.vingp46

Smith, L., Langan-Fox, J., & Anglim, J. (2019). The personality and motivation of employees and their impact on
productivity. Journal of Vocational Behavior, 112, 76-89. https://doi.org/10.1016/j.jvb.2019.02.004

Smith, P. B., Tang, M., Van de Vijver, F. ]. R, Greenfield, P. M., Halsey, R., & Hills, P. (2019). The role of values in
cross-cultural research: A special section on values in the Twenty-First Century. Journal of Cross-Cultural
Psychology, 50(1), 3-13.

Spreitzer, G., Sutcliffe, K., Dutton, J., Sonenshein, S., & Grant, A. M. (2005). A socially embedded model of thriving
at work. Organization Science, 16(5), 537-549. https://doi.org/10.1287/0rsc.1050.0153

Sun, L. and Bunchapattanasakda, C. (2019). Employee engagement: a literature review. International Journal of
Human Resource Studies, 9(1), 63. https://doi.org/10.5296/ijhrs.vgi1.14167

Tensay, A. and Singh, M. (2020). The nexus between HRM, employee engagement and organizational
performance of federal public service organizations in Ethiopia. Heliyon, 6(6), eo4094. https://doi.org/10.1
016/j.heliyon.2020.e04094

Tierney, P., Farmer, S., & Graen, G. (1999). An examination of leadership and employee creativity: the relevance of
traits and relationships. Personnel Psychology, 52(3), 591-620. https://doi.org/10.1111/j.1744-6570.1999.tboor7

3.X

300



E-ISSN 2281-4612 Academic Journal of Interdisciplinary Studies Vol13No 3

ISSN 2281-3993 www.richtmann.org May 2024

Tkalych, M. (2021). Work-life balance programs as personnel social and psychological support in organizations.
Journal of Economy and Management, 4(24), 75-81. https://doi.org/10.31108/2.2021.4.24.10

Wilkin, C. and Connelly, C. (2013). Dollars and sense: the financial impact of canadian wellness initiatives. Health
Promotion International, 30(3), 495-504. https://doi.org/10.1093/heapro/dato7o

Xerri, M. J., Brunetto, Y., & Shacklock, K. (2022). Emotional fit with culture and relational well-being: The
mediating role of engagement and job satisfaction. Journal of Management & Organization, 28(1), 19-134.

Xerri, M., Cozens, R., & Brunetto, Y. (2022). Catching emotions: the moderating role of emotional contagion
between leader-member exchange, psychological capital and employee well-being. Personnel Review, 52(7),
1823-1841. https://doi.org/10.1108/pr-11-2021-0785

Yan, C., Zhang, F., Wang, Y., & Zheng, J. (2020). Work-family conflict, emotional responses, workplace deviance,
and well-being among construction professionals: a sequential mediation model. International Journal of
Environmental Research and Public Health, 17(18), 6883. https://doi.org/10.3390/ijerph17186883

Yan, W., Lin, X., & Jiang, Y. (2020). Emotional interdependence and well-being in close relationships: A meta-
analysis. Journal of Social and Personal Relationships, 37(3), 759-780.

Yao, L., Gao, J., Chen, C., & Mu, D. (2019). How does emotional labor impact employees’ perceptions of well-
being? examining the mediating role of emotional disorder. Sustainability, 11(23), 6798. https://doi.org/10.3
390/su11236798

Yao, Y., Zhang, L., & Zheng, Q. (2019). Emotional labor and employee well-being: The role of emotional disorder.
Frontiers in Psychology, 10, 1902.

Zailani, M., Ibrahim, A., & Bahago, Y. (2020). Critical motivational factors for enhancing employee performance in
construction firms based on correlation and principal component analyses. Nigerian Journal of Technology,

39(3), 647-653. https://doi.org/10.4314/njt.v39i3.2

301



