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1.0 Conceptual Framework
1.1TITLE: The Impact of Employee Wellbeing on Organizational Performance: A Case Study of the Royal London Hospital (London UK).
1.2 INTRODUCTION
1.2.1 Background Information
Employee well-being is a conscious and profitable organisational decision since it helps in aligning the human resources in any organisation are vital to the realisation of the organisation's strategic goals and objectives; this is made possible by addressing both the physical and mental health of the employees. Employee well-being also creates positive social and cultural attitudes at the workplace. These are essential factors for the successful performance of any organisation. Therefore, organisations must create a strategic fit between their strategy and human resources through developing and implementing effective human resources practices, programs, and policies. (Senthil, 2021). With the intense competition, only the most competitive companies or organisations can maintain a competitive edge in their respective industries, which creates a vital position for employee well-being at the core of strategic management of organisations. 
Human capital has since been identified, in strategic business positioning, as one of the primary sources of competitive advantage that organisations leverage while striving to have a competitive edge over their competitors. In sustaining competitive advantage by an organisation, Bayhan et al. (2019) identify the need for organisations to have highly skilled employees who are perfectly aligned and motivated to promote the institution's strategy; motivation and happiness are key in the whole process and are both achieved who there is an enhancement of employee well-being (Bayhan et al.,2019). In its health and well-being at work report for 2021, the Chartered Institute of Personnel and Development(CIPD) identified six critical dimensions that employers and organisations need to manage to promote well-being at the workplace effectively. These include work-related stress and mental health; provision of well-being benefits; employee financial well-being; addressing issues to do with presentism and leavism; issues that cause absence from work; and managing persons with special conditions(CIPD, 2021). 
Since this research will focus on a healthcare institution, it will be prudent to insightfully relate the relationship between caregivers' health and well-being to patient safety. Usually, hospitals are where people first seek help when they are sick or in danger. To effectively care for others, hospital employees must stay healthy all around. According to Cranley et al. (2015), healthcare professionals under normal circumstances will report longer working hours, less time in leisure-related activities; and few hours of sleep compared to average working adults in other professions. The challenges of the healthcare professionals worsen under conditions such as the recently witnessed COVID-19 pandemic (Cranley, Cunningham and Panda, 2015). Hall et al. (2016) point to research on the association between the well-being and burnout of healthcare professionals with patient safety. From their research, Hall et al. (2016) found that of the hospital in-patient incidents in Australia and America, 16.6% and 3.7% incidents were linked to employee burnout and mental issues, respectively. The errors arising from the employee's well-being issues cost hospitals £1.3 billion in litigation fees and £2 billion in additional bed days annually (Hall et al., 2016). Most health professionals sometimes ignore their health while taking care of others. 
1.2.2 Statement of the Problem
Employee well-being, also known as workplace well-being according to the International Labor Organization (2022), refers to all the aspects of working life: quality and physical environment; workers' feelings about their work; the nature of work environment; and work organisation. All the identified factors directly impact the overall health and happiness of every employee in an organisation. As a critical factor in determining an organisation's long–term effectiveness and remaining competitive, employee well-being ensures that employees are: safe, healthy, satisfied, and highly engaged in their respective duties at the workplace (Ilo.org, 2022). Cumulatively, the well-being of individual employees is achieved by attaining: physical, emotional, financial, social, and psychological health. Since it touches every aspect of working life, employee well-being significantly impacts employee retention, engagement and, therefore, the overall performance of any organisation. The work conditions and environment significantly impact the mental health of employees; equally, employees' mental health has a significant impact on their performance in their jobs. 
However, employee well-being remains unrealised in several organisations. An independent review on mental health and employers commissioned by the UK's Department of Health and Social Care in 2017 established that, statistically, in the United Kingdom, 1 in every 6.8 employees experience challenges of mental health; women who are in full-time employment are nearly twice likely to experience mental health problems compared to their male counterparts, with percentages of 19.8% and 10.9%, respectively; and 12.7% of all sickness absence days are attributed to mental health conditions among the UK workers. There is a lot of stigmatisation of employees with mental health, a lack of appropriate support for those employees with mental health issues. The employers largely remain unsure how to provide proper support, thus losing billions of pounds and employees alike.
In the corporate world, according to the CIPD (2021), employee well-being is constantly rising and becoming part of the corporate agenda in most organisations. Following the effects of the COVID-19 pandemic, most organisations have become more proactive in implementing and supporting employee health and well-being with more tailored support to meet individual needs and providing extra help targeting those employees working remotely (CIPD, 2021). Employers objectively focus on enhancing employee well-being as part of motivating them to be more productive and aligned to the organisations' strategies. 
1.2.3 Justification of the Study
Based on the findings of most studies that directly link organisational productivity levels with the general mental health of employers, there is, therefore, a need to identify the best human resource management practices that would help promote the well-being of employees in the organisation as part of the strategies for positioning organisations for competitive performance. This research proposal shall evaluate the application of various employee well-being initiatives and their corresponding effects on the performance of different organisations. The outcomes of the research aim to benefit the employers and human resources practitioners by establishing the expectations and opinions of the employees on the application of initiatives aimed at promoting their well-being at the workplace and how they will undoubtedly be motivated to enhance their performance and productivity at work. Therefore, the findings of this research shall be critical in enabling employers to effectively plan their human resources management strategies as part of aligning their human capital with the respective strategic goals and objectives leveraged towards enhancing competitiveness in their industries. 
1.3 Objectives
This research has three objectives; one general objective and two specific objectives hypothesised on the two variables in this study, the employer and the employee.
· To identify and evaluate the effectiveness of appropriate employee well-being initiatives on the general performance of an organisation regarding business organisations in different industries. 
· To evaluate employees' opinions on the need and relevance of upholding effective employee well-being initiatives at the workplace. 
· To ascertain from HR managers the relevance of employee well-being at the workplace in alignment with an organisation's strategy and performance. 
2.0 Theoretical Framework 
2.1 LITERATURE REVIEW
 Considerably, vast amounts of research on employee well-being show that it is one of the main challenges businesses are striving to tackle to maintain healthy staffs who are contented, motivated, and interested in performing their job assignments and responsibilities. In every organisation, employees have been identified as critical assets forming the backbone and strength of a company's performance. Cultivating positive relationships between the management and the employees is a critical move toward enhancing individual employees' productivity levels within an organisation (Senthil, 2021). Therefore, organisations have continuously become interested in evaluating and applying relevant and prudent initiatives that promote employee productivity and positive relationships. 
Existing research on employee well-being and its contribution to organisational performance has dealt so much with the manufacturing sector with a lot of reference to the relevance of the factors constituting the physical work environment: health and safety requirements; and other non-financial factors. Senthil (2021) found out that in the manufacturing sector, the organisation and provision of appropriate and adequate health and safety requirements within the work environment greatly contribute to an employee's physical well-being of an employee thus motivating them to increase their output. Zakaria, Abdulatiff and Ali (2014) dealt with the role of non-financial factors as motivating factors toward employee well-being. The factors given consideration included: medical facilities, restrooms, children's education facilities, housing and recreational facilities. The non-financial factors were proven to motivate the employees to be dedicated to delivering their organisational assignments. Despite the increased motivation levels, there were still instances of concern for mental health among most respondents. Based on the limitations of the past research, several gaps still exist in the relationship between employee well-being and organisational performance, especially in certain sectors, such as the relationship between healthcare professionals. 
 
 Employee well-being is a phenomenon largely contributed by a combination of several factors, both physical and non-physical. A large percentage of the existing research on the relationship between employee well-being and organisational performance has not considered improving teamwork and workplace processes as critical aspects of enhancing energy levels and problem-solving among employees, especially during emergencies. The COVID-19 Pandemic presented unprecedented challenges to healthcare professionals contributing to elevated stress levels due to: heavier workloads, lack of psychological safety, and long shifts. Professionals' psychological distress effects include depression, anxiety, and burnout. The cumulative effects of these factors are the impaired well-being of the individuals. The gaps in the research on the well-being of healthcare professionals form the basis of promoting self-care, improving the workplace processes, and teamwork to stimulate increased motivation and attitude to work, develop greater energy, and adopt the ability to solve a problem to facilitate healthcare institutions achieve their respective obligations. 
Based on the importance of employees in organisations, organisations' performance on aspects of growth, customer satisfaction, and profitability are all tied closely to the individual performance of employees. Past studies have demonstrated that the value of every employee's performance, which can be measured in their actions, behaviours, and results in which employees engage, is directly linked to the organisational goals. Therefore employee performance is driven by several factors that help develop organisational citizenship behaviour (OCB) (Senthil, 2021). Described as all the positive and constructive actions and behavioural activities that employees render to their organisations, organisational citizenship behaviour usually does not constitute part of any job description but rather are acts done out of free will, which, however, demonstrate levels of employee satisfaction of employees in their organisations. According to Verlinden (2021), three critical aspects of OCB that are relevant in promoting an organisation's performance include; altruism, the act of employees assisting others in executing different responsibilities without expecting any rewards; civic virtue, the act of employees appropriately representing their organisations in ways that promote a sense of community within an organisation; and conscientiousness, the act of demonstrating going an extra mile in ensuring that aspects of workload are timely executed to enable the organisation to achieve its strategic goals and objectives. 
A more interesting trend in employee well-being is the need to maintain a positive work-life balance, especially among the millennial employees currently constituting the most significant percentage of the global workforce. The millennial workforce is more focused on pursuing and enjoying the processes of overcoming challenges around work-life balance, with most companies' concern being the recruitment of productive, willing to grow with the company and enhance its performance (Senthil, 2021). As part of this study, there is a need to establish a dialectical relationship between recruiting and maintaining the well-being of the millennials in complementing each other towards achieving positive organisational performance results. 
3.0 Methodological Framework
3.1 RESEARCH STRATEGY AND METHODOLOGY
 	This research will involve an empirical approach. Both primary and secondary methods of data sourcing will be comprehensively applied. The primary data source for this research shall involve interviews with the targeted respondents. The research targets to interview an adequate number of respondents from the sampled institutions, precisely targeting 50 respondents (n=50) who shall constitute: human resources managers, employees, and employers; this population of respondents will help give various observations and information that, when corroborated will help gain more insights on the research question. Further, the choice of this minimum number of respondents is informed by a combination of important factors: most people are likely to give similar responses to the research questions, therefore a smaller population of the respondents will enhance efficiency and effectiveness of the data collection process; there is minimum time and funds allocated for the research, a large population would demand much more time and money than is available; and attaining a minmum of 10 respondents assures the achievement of valid and reliable results. The interviews will focus on the effects of employee well-being initiatives in enhancing organisational performance.
 Leveraging the interview methodology will facilitate gathering data to be applied by comparing the existing theoretical assertions on the phenomenon. The research will see the use of different forms of interviews: standardised and non-standardised interviews. Using different interview forms will be critical in achieving both exploratory and descriptive aspects of the research (Delozier, 2021). Due considerations will be given to the different aspects of the interviews to ascertain: data quality by considering reliability, possible forms of bias, and validity; information to be supplied by the interviewees, and the appearance of the researcher. 
Secondary data sources in this research shall involve a comprehensive literature review of past studies on employee well-being and organisational performance. Five literature materials from human resources and management journals shall be analysed (Valcheva, 2022). The secondary literature review of peer-reviewed scholarly articles will be vital in providing expert perspectives and insights, especially from past analysis, saving on both costs and time of obtaining information and allowing for longitudinal analysis of the issue under research. 
3.2 LOGISTICAL AND ETHICAL CONSIDERATIONS 
 	Ultimately, the research will potentially recruit different participants as respondents from diverse backgrounds and analysis of different published journal articles. Both sources of information on the research will require application and observance of relevant ethical requirements; these shall include: voluntary participation of the potential respondents; obtaining informed consent from the identified respondents; observing aspects of anonymity and confidentiality in the relationship with the respondents and interviewees; maintaining intellectual honesty and obtaining appropriate permissions in using the journals identified for analysis (Meert et al., 2008). Observing the ethical standards is critical in enhancing the reliability and validity of this research's outcomes. 
4.0 Analytical Framework 
4.1 OUTCOMES 
 	Analysis and interpretation of the interview results will be carried out through regression analysis on the organisational performance as the dependent variable. Regression analysis is the most reliable method for this research as it shows the existence of a relationship between the two variables: the independent variable, employee well-being, and the dependent variable, organisational performance (Ranstam and Cook, 2018, p.1348) statistically. Regression analysis will make it easier to understand the correlation between the variables, thus drawing up critical conclusions applicable in decision-making processes in human resource management. 
References
Bayhan Karapinar, P., Metin Camgoz, S. and Tayfur Ekmekci, O., 2019. Employee Well-being, Workaholism, Work–Family Conflict and Instrumental Spousal Support: A Moderated Mediation Model. Journal of Happiness Studies, 21(7), pp.2451-2471.
CIPD, 2021. HEALTH AND WELL-BEING AT WORK 2021. [online] pp.1-5. Available at: <https://www.cipd.co.uk/Images/health-wellbeing-work-report-2021_tcm18-93541.pdf> [Accessed 16 July 2022].
Cranley, N., Cunningham, C. and Panda, M., 2015. Understanding time use, stress and recovery practices among early career physicians: an exploratory study. Psychology, Health &amp; Medicine, 21(3), pp.362-367.
Delozier, A., 2021. Seton Hall University Libraries: Primary Sources - An Introductory Guide: What is a Primary Source?. [online] Library.shu.edu. Available at: <https://library.shu.edu/primarysources#:~:text=Primary%20sources%20are%20original%20materials,time%20or%20event%20is%20occurring.> [Accessed 1 July 2022].
Emerald Publishing, 2020. Conduct empirical research. [online] Emerald Publishing. Available at: <https://www.emeraldgrouppublishing.com/how-to/research-methods/conduct-empirical-research#:~:text=Empirical%20research%20is%20research%20that,based%20on%20real%20life%20experience.> [Accessed 1 July 2022].
GOV.UK, 2017. Thriving at work: a review of mental health and employers. [online] Available at: <https://www.gov.uk/government/publications/thriving-at-work-a-review-of-mental-health-and-employers> [Accessed 1 July 2022].
Hall, L., Johnson, J., Watt, I., Tsipa, A. and O'Connor, D., 2016. Healthcare Staff Wellbeing, Burnout, and Patient Safety: A Systematic Review. PLOS ONE, 11(7), p.e0159015.
Ilo.org, 2022. Workplace well-being. [online] Ilo.org. Available at: <https://www.ilo.org/safework/areasofwork/workplace-health-promotion-and-well-being/WCMS_118396/lang--en/index.htm#:~:text=Workplace%20Wellbeing%20relates%20to%20all,at%20work%20and%20work%20organization.> [Accessed 1 July 2022].
Meet, K., Eggly, S., Dean, J., Pollack, M., Zimmerman, J., Anand, K., Newth, C., Willson, D. and Nicholson, C., 2008. Ethical and Logistical Considerations of Multicenter Parental Bereavement Research. Journal of Palliative Medicine, 11(3), pp.444-450.
Ranstam, J. and Cook, J.A., 2018. LASSO regression. Journal of British Surgery, 105(10), pp.1348-1348.
Senthil, A., 2021. IMPACT OF EMPLOYEE WELL BEING ON ORGANISATIONAL PERFORMANCE IN WORKPLACE. Wesleyan Journal of Research, [online] 14(30), pp.27-36. Available at: <https://www.researchgate.net/publication/356001595_IMPACT_OF_EMPLOYEE_WELL_BEING_ON_ORGANIZATIONAL_PERFORMANCE_IN_WORKPLACE> [Accessed 1 July 2022].
Valcheva, S., 2022. Secondary Data: Advantages, Disadvantages, Sources, Types. [online] Blog For Data-Driven Business. Available at: <https://www.intellspot.com/secondary-data/> [Accessed 1 July 2022].
Verlinden, N., 2021. Organisational Citizenship Behavior: Benefits and 3 Best Practices. [online] AIHR. Available at: <https://www.aihr.com/blog/organizational-citizenship-behavior/> [Accessed 1 July 2022].
Zakaria, M., Abdulatiff, N. and Ali, N., 2014. The Role of Well-being on Performance in Services Sector. Procedia - Social and Behavioral Sciences, 164, pp.358-365.












