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Executive Summary
The modern technological world has adopted the concept of wellbeing for efficiency and better outcome in different of one’s life. One of the major area of discussion is taking into consideration employee’s wellbeing to improve the productivity of organization.
Organizations nowadays, are developing and evolving, understand the importance of employees hold for an organization. For this purpose, employees’ needs and issues should be addresses within the organization. One of the important concepts with regard to employees are building wellbeing in the employees.
Wellbeing is associated with numerous health, social, emotional, job, family and economic benefits. Building wellbeing in employees’ foster good mental health and improved their work-related quality of life.  The research conducted within organization has revealed that investing in employee’s wellbeing is associated with resilience, better employee engagement, reduce health related issues, burn out, exhaustion, interpersonal conflict, and stress management.
In the current report, importance of wellbeing is explained with respect to organizational context. The importance of wellbeing is illustrated with the case example of firm Korn ferry. Korn Ferry is a well-respected global consulting firm that specializes in offering a wide range of Human Resource Management (HRM) services to businesses across the world.  Their services include talent management services, executive search services, workforce transformation services, and leadership development services. 
These services are beneficial for career development, talent assessment, and succession planning finding and recruiting candidates, implementation of compensation packages that attract and retain top talent, workforce transformation, developing effective leadership strategies etc. The company provides innovative and effective HRM solutions that enhance business success and help organizations achieve their goals.
The report provides overview of the strategies the Firm Korn ferry, has adopted for building employee’s wellbeing, areas of improvement in fostering wellbeing. Future recommendation was given to improve the working dynamics in fostering wellbeing.
Introduction 
This report will highlight the importance and impact of employee’s well-being in an organization.
Employee well being 
In the developed world, technological advancement and competition has become an integral part of an organization. For this purpose, employees with special skill set are the backbone of an organization. It has become increasingly important for organizations to retain the skill full employees.  Employee retention has become a challenging task in the fast-paced world, where majority of the people are experiencing high levels of stress. Therefore, to make the employees better functioning the concept of employee’s wellbeing is adapted within the context of work place (De Clercq et al., 2019).
Employee’s well-being is defined as an overall, physical, mental, emotional and economic health of employees, which is influenced by numerous factors such as relationships with coworkers, decision-making, access to resources, job satisfaction and security, work place safety, working hours etc (Dewe & Cooper, 2012). 
Lot of emphasis is being given on employee’s well-being as an adult spend one quarter of its life at work place, for pursuit of improving one’s quality of life. Feeling good and functioning well are the key factors in  improving well-being of employee’s with an organization, which in turn is important for efficient and smooth functioning of organization (Hone et al., 2015).
Employee well-being and HRM
The growing attention to work place well-being has also encompassed the work place. The new concept has emerged at workplace is “working for healthier tomorrow” . Galvanized interest in well-being is an important area of concern for both employees and organizations.  It is reported in HR literature that companies are developing strategies to reduce stress of employees (Kowalski, Loretto, & Redman, 2015). Human capital could provide competitive advantage to the companies, therefore, supporting the work place well-being has become, the fore front of HR strategy in 21st century (Mallett,  & Wapshott, 2017). 
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Fig 1: showing model of employees wellbeing in corporate sector


Types of well-being
Literature has postulated different types of well-being to highlight its significance encompassing different aspect of life (Bakker, 2015).
Mental and emotional well-being
Mental health is an important aspect in an employee’s life and well-being. Employees has to work long hours at time away from home in remote areas, bearing tough working condition. Along with that, employees have to interact with colleagues, bosses and maintaining the work life balance. All these aspects of life require to cope up with stress without decreasing the productivity (De Witte et al., 2015).
Physical well-being
Physical well-being encompasses maintaining active physical life style to cope with the fatigue and inactivity that be encountered in work place, to avoid hazards and ensure physical safety of the employee. Therefore, most of the organizations are providing the facilities of Gym, meditation classes, well-being coach, and online fitness training (Devonish, 2016).
Social well being 
Social wellbeing is important for daily social interactions.  Social distancing and remote working
make employees feel isolated and lonely, eventually effecting the efficiency of employees, increased absenteeism, lower work motivation and effecting productivity of the company. Therefore, companies are arranging team bonding virtual meetings, hosting picnics and outdoor activities to improve social well-being of employees (Jo et al., 2020).
Professional well being 
Companies values the professional wellbeing and wellness of employees by encouraging them to develop skills by providing training courses, peer tutoring, arranging workshops and seminars. To reduce turnover and improve employees retention, variety of talent retention techniques, online coaching program have been introduced to enhance learning and professional development (Aked et al., 2009). 
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Fig 2: showing types of wellbeing in employees
Models of well being 
Two different perspective have defined well-being at work. According to the hedonic perspective, wellbeing is described as happiness. This aspect described the importance of three components i.e. life satisfaction, the presence of positive mood and absence of negative mood. The eudemonic perspective described wellbeing in terms of self-actualization. This perspective proposed that an individual engage in activities that foster growth, autonomy, self-acceptance, purpose of life, mastery, positive relatedness that are the essential elements in increasing well-being at work place (Kaluza et al., 2021).
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Fig 3: showing employee wellbeing and engagement matrix
[bookmark: h3]One of the framework employee engagement and well- being posited the importance of well-being for an organization. As shown in fig area of distressed but functional believed that this area encompasses high levels of performance and employees engagement, despite of being stressed. These people discuss issues of stress that are more align with the organizational climate such as motivation, time management, staff retention and interpersonal problems (Cavanagh & Buckley, 2014). The second quadrant comprised of area of distressed and dysfunctional. These individuals are both low in performance and wellbeing. For example, crises focused social work agencies might have larger proportion of employees in this quadrant. It could be attributed to the factors burnout, bullying, compensation claims and toxicity. Employees in this quadrant experience higher levels of mental health problems and lower job performance and well-being. Whereas on interpersonal level employees could show passive aggressive behavior and low performance. The Acquiescent “Happy Non worker area encompasses good mental, high well-being and low performance. These workers accept the job objectives but lack commitment in fulfilling them. These employees are physically and emotionally present at work place, with regular attendance, but are not proactively engaged in meeting the goals of an organization. Area of flourishing and high performance encompasses both high performance and high well-being. These individuals are highly engaged in their work, have positive relationship with co-workers. These individuals believed in high quality of work, i.e. to work smarter not harder. These workers are highly required in an organization as they agile, creative, problem solver, and facilitate growth and development (Hebdon & Noh, 2013).
Benefits of wellbeing at work place 
Organizations across the globe are realizing the fact the building employees well being is advantageous in many ways:
Reduce abseentism and health care cost
One of the benefits of building wellbeing is building employees wellbeing prevents issues such as burnout, stress, reduce absenteeism and turn over intention.  Studies have found that 63% of the employees take sick leaves as a result of exhaustion and burn out.
For example: the company Johson and Johnson estimated that wellness program of their company saved $ 250 million dollar of health care cost.
Increase employee engagement
Well being also enhanced the employees’ engagement in an organization. Those companies who are taking initiatives in recognizing efforts of employees, providing constructive feedback, it holistically enhanced the company’s performance. In a study it was reported that 85% of the employees reported improved engagement in the tasks, feel more connected, has elevated mood, and feel happy, where focus was given on the employees wellness and well-being (Sohiers et al., 2019).
Improved productivity 
Well-being enable employees to improve their productivity and performance. Optimizing employees wellbeing is the only way to increase productivity and efficiency within an organization (Richa & Deepika, 2017).
 Improved morale of employees.
The companies who have introduced well –being initiatives such as mental health workshops, fitness programs were better able to boast the morale of the employees.
Attractive employer branding 
To retain the competitive, highly qualified, talented employees that provide benefits to the company such as revenue, credibility and increased productivity of the organization. Studies have shown that 78% of the companies are offering employees wellness programs to attract talented employees (Fisher, 2014).
Empirical evidence between Employee wellbeing and organization performance 
A plethora of research studies have highlighted that wellness program in the work place reduces health care costs and increases productivity of an organization (Shuck & Reio, 2014) . The studies have shown that the results indirectly correlated to monetary values, and generating revenues. The studies concluded that employee engagement, wellbeing and business outcomes are directly correlated with each other (William et al., 2019).  The employee’s wellbeing is related to increase productivity and tangible benefits for the company.  Similarly, studies have find out that there was a positive correlation between engagement of workers, employee performance, employee’s loyalty, and negative correlation with employee’s turnover (Ward & Neve, 2019).
Examples of organization promoting wellbeing.
A recent study conducted by Korn ferry consulting firm, it was found that 89% of the employees are suffering from burnout and exhaustion, making it difficult to utilize their potential, causing lower engagement and lower productivity. 
For this purpose after 2020 companies are taking employee wellbeing in perspective and devising strategies to improve it. For example: a company Johnson and Johnson’s offices have wellbeing standard built in with sit/ stand desks, exercise, and relaxation spaces, nutrition guidance in the staff restaurant. They are providing holistic wellbeing program to make long lasting impact on an individual. Similarly, in New Zealand several companies like Unilever are trailing four –day work week. The company are showing empathy through various communication channels i.e. video calls or zoom meeting, for employees for remote working employees, remote employees are also encouraged to take walking breaks, opportunities for social interaction. Furthermore, the company is designing wellbeing initiatives which helps in reducing compensation claim for physical and mental health problems.
Negative consequences for organization 
The negative consequences of poor wellbeing for organization could be increased stress level and mental health problems of employees  that could effect their physical and interpersonal relationships with coworkers. All these factors have adverse effect for organization in terms of decline in productivity, meeting required goals of the company, increasing health care cost, higher turnover rate, ultimately, increases financial cost for the company (Warr & Nielsen. 2018)

Case Example of Korn Ferry
Korn ferry is a global consulting agency, specializing in HRM known for its services in leadership development and succession planning. The company was established in 1969, by Richard Ferry and was expended to 50 countries worldwide. The main objective of the company was to help organizations to retain employees and providing effective business solution.
The company provides consultation on the following areas: talent management, executive search, compensation and benefits, workforce transformation, and leadership development. One of the critical areas in which they excel is talent management. The company has a team of experts that use a data-driven approach to assess and identify top talent, enabling organizations to make informed hiring decisions. Korn Ferry is highly regarded is leadership development, to help organizations create effective leadership strategies that drive business success (Nigel, 2016). Additionally, executive search services are also in high demand, with the company helping organizations find and recruit the best candidates for senior leadership positions, using a rigorous search process. Compensation and benefits consulting is another area in which Korn Ferry provides services, to the organizations. In 2021 the company’s revenue was increased to 24% , and the stock price reached to $84.17 per share (Joann, 2015). 
[image: Korn Ferry Is Trading At The Largest Discount In Years]
Fig 4: showing Korn ferry organization profitability year wise
One of the major success factors in the company is the deep understanding of latest trends, particularly enhancing employee’s wellbeing. 
Meeting motivational needs
Korn Ferry company may work with an organization to develop a purpose-driven mission statement or to create opportunities for employee development and training. The enterprise's approach to meeting employee motivational needs is focused on creating a work environment that is supportive, engaging, and empowering. The company helps organizations create a workplace culture that is conducive to employee satisfaction, productivity, and success.
Meeting needs of the employees
Korn Ferry has included Maslow hierarchy of need into its people management strategy, to enhance employee’s wellbeing (Neal, 2007). 
1. Physiological Needs: Korn Ferry makes sure that its employees have access to basic comforts like clean water and wholesome food options as well as a safe and comfortable working environment.
2. Safety requirements: At Korn Ferry, safety needs are covered through a broad spectrum of employee benefits, including health insurance, retirement programmes, and paid time off.
3. Social Needs: Korn Ferry promotes a culture of cooperation and teamwork and acknowledges the importance that society demands. The workplace promotes open communication and gives staff members chances to get to know one another through social gatherings, team-building exercises, and voluntary work.
4. Esteem needs:  Korn Ferry values rewards and recognition of employee’s performance. The business values the input of its employees and regularly recognizes their accomplishments through performance evaluations, bonuses, incentives and perks.
5. Self-Actualization Korn Ferry gives its employees chances to grow and develop. This includes having access to mentorship opportunities, career pathways that are clear, and training & development.
The company offers training and development programs under the Growth and Development pillar to aid employees in developing their abilities and advancing their careers. To promote employee well-being and engagement, the organization offers flexible work schedules and supports a positive work-life balance. The organization has developed an atmosphere where people feel respected, encouraged, and inspired to perform at their best.
Weaknesses of Korn ferry organization
Despite of its ongoing research and emphasis on developing wellness program in the company, it still lack proper implementation to reduce stress in employees. 
The company offers virtual wellness program, but employees were not satisfied as it was not good fit with the company’s culture and values. Studies have shown that many wellness program within the company was considered lack luster, desired results were not obtained. It mainly attributed to the reason that company is not taking into account the needs of their employees. Spending less expenditure on research to understand employee needs, stressors, high job stress, lack of organizational commitment, misalignment of organizational leadership style are effecting employees mental, physical and emotional wellbeing, which has adverse on the employees and indirectly on the productivity of the company (Marescaux et al., 2018).
The survey has shown in the organization that ignoring different facets of wellness in employees has become costly for the company. According to survey, it was found that mental health issues cause 200 million lost workdays, resulting in annual cost of $17 billion to $44 billion to employers. The above-mentioned factors are causing high turnover rate, absenteeism, and reduced employees morale and efficiency.  It is directly effecting by increased health care cost, lower growth and development, and difficulty in retaining qualified/ skilled workers (Lauren, 2014).
Recommendations 
Experts and analysts at Korn ferry believed that following areas could be improved to enhance employee’s performance in future:
1. Team leaders should understand the needs of the employees. Many employees are caregivers of children, elderly parents, maintaining work life balance becomes difficult and stressful for them. For this purpose organization provide flexible work timings, to prevent exhaustion and burnout in the employees.
2. It is important for the company to understand the multifaceted nature of wellbeing i.e. physical, emotional, social, psychological and spiritual that should be developed in employee. 
3. To build physical wellbeing company must recruit more and more staff to divide workload equally among employees. Excessive workload could cause physical and mental health problems causing abseentism and in efficiency.
4. To build social wellbeing interactive activities, trips, dinners, office trivia parties, celebrating occasions within organization to improve interpersonal relationships among employees.
5. To build psychological wellbeing, the company should hire wellness coach, or mental counsellor to effectively deal with the mental health problems.
6. Company must allocate areas for employees for rest, walk or take some time out of the hectic schedule to have a break for a while.
7. The culture of group meetings and peer mentoring should be established, within an organization. To resolve interpersonal conflict, within work place.
8. Bosses and executives should provide workshops, seminars, for continuous professional development, skill building to help those employee that difficulty in achieving targets and goals of the company.
9. Stress management, time management, self-esteem and wellbeing building training should be provided within organization.
10. The company should develop corporate wellness program for better engagement of employees.
11. To boast morale and self-esteem of the employees by providing constructive feedback, employee of the quarter or year ceremonies should be arranged to reinforce employees for better performance.
12. Incentive, perks, rewards, performance appreciation benefits, allowances should be given to employees for boosting the morale, employee involvement in meeting corporate goals.
Conclusion 
Workplace wellbeing is an important multi-faceted construct that encompasses different aspect of an employee’s life, from the physical security to feelings about the work environment, commitment to the work and organization.  Understanding and implementing the wellbeing is key determinant in an organization long-term effectiveness
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