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Task One - Prepare a written paper on Well-being at Work

AC 1.1 Theories of well-being applied to current issues

Theory of positive psychology

This theory focused on the belief of happiness which is derived from both the emotional and
mental factors. Here, the theory aims to help individuals by identifying happiness in different
moments and also focused on the happy moments which can provide mental satisfaction and
psychological support to the individuals. However, positive psychotherapy is based on the
principles of positive psychology as a professional setting and here the concept of the theory
is breakdown into five necessary components such as positive emotion, engagement,
meaning, relationship, and accomplishments (Tuzovic and Kabadayi, 2021). This theory is
highly applicable in the Repas restaurant where it emphasizes improving the employees'
well-being issues. This theory is beneficial for individuals by improving their memory,
attention, and expectation from negative factors. This theory applies to the entire organization
and individuals as the theory emphasized in considering positive psychological intervention.
This is applicable for the Repas restaurant as it helps the workers to overcome work-related
anxiety and depression as well as improve happiness which leads to increased productivity
and better perspective in the organization which is considered the advantage of this theory.
Subsequently, this theory forces individuals to see the perspective of the positive and bright
side and ignore the negative aspects of the organization which is not the proper solution to

think positively as each creates temporary happiness.
A three-component model of commitment

This theory is developed by John Mayer and Natalie Allen and where it has explained the
commitment of the individual to any organization. This theory has three distinct and
necessary components which can affect how individuals feel about the organization they
work for or provide their contribution. However, the components are fear of loss(continuous
commitment), affection for the job (effective commitment), and a sense of obligation to stay
(normative commitment). This theory is highly applicable for theRepas restaurant to deal
with current well-being issues where it evaluates the three components to point out how will
we be connected to each of them and how it helps to contribute to the employees of
satisfaction. An individual must develop affection for their job when they feel a strong
emotion of bond with their company.Besides this, fear of loss occurs when the person

weighing up the cones and pros of living the organization its simply defines when an



individual says that they need to stay at the company because of the loss they have
experienced by leaving, it is a greater benefit they are getting by gaining a new organizational
role compared to leaving the organization (Rasoolet al., 2021). sense of obligation to stay is
an important commitment that occurs when an individual fills the sense of obligation to their
organization even if they are unhappy in their role or even, want to pursue better
opportunities. In this case, the employees should stay with their organization because they
think that it is the right thing to do. The Repas restaurant can create greater positive and
effective commitment by applying this theory and it is also beneficial to deal with wellbeing
issues and the employees may feel more positive and motivated to express greater job

satisfaction.

AC 1.2 How well-being can manage and supports the organizational goals
As per the Cipd map, well-being in the organization is defined as the development of an
environment where the employees have physical and mental job satisfaction and also, they

can manage their personal and professional life.

Repas Restaurant aims to extend its business and therefore it is necessary to improve the
performance level of the employers. Well-being is a necessary factor in increasing

employees’ performance by developing efficiency and potential level (Krekelet al.,2019).

Therefore, the company is concerned with preventing increasing the absent rate and turnover
rate which is increased by the employees' stress and anxiety. Here, if the company
successfully addresses the underline issue behind the turnover rate or absenteeism rate and
develops well-being interventions and it will help to support the employees physically and

mentally (Pradhan, 2022).

Another goal of Repas is to improve the people management practices where the company
focuses on the well-being area of people management. This is because a significant number
of employees in Repas think that their company is not supporting the well-being factors.
besides this, the company must provide consistent and clear guidance to the employees for
preventing unauthorized absences. In this case, the employee assistant program plays a
significant role to design and solve the personal problems of the employees which improves

their performance level and leads to increased productivity.

It is also observed that the employees of Repas are not treated by their management fairly

which also impacted their well-being and decreases the performance level. Here the manager



has favoritism where some of the employees are highly satisfied and some employees are
highlydissatisfied. Therefore, the partial behavior of the managers in Repas makes employees
depressed. Here the people professionals promote employee well-being programs, and
employee recognition programs by changing the managerial activities which improve the

employees’ well-being.

AC 1.3 Access the potential value of adopting well-being practices in organizations
The primary want of the employer of Repas is the mental satisfaction of their staff where they

can enjoy their work and give their full contribution to achieve the goal.
Strengthening the psychological contract

Most organizations focus on considering effective psychological capital to improve the
performance of the staff and get success. Improving psychological factors helps in increasing
employee creativity and improving performance levels (Pradhan and Hati,2022). Therefore,
the employer focused on the processof straightening the psychological contract here the
employer first focused on developing and maintaining trust in the relationships of mutual
accountability. Therefore, the employees feel valued by the perceived organization of support

improves their commitment towards their organization as well as values to the organization.
Reduction of stress

The employees of the Repas restaurants are currently under mental stress condition since the
epidemic has been started. It is observed that employee stress is the significant factor behind
poor performance productivity and low employee morally and it leads to an increase in the
employee turnover rate (Gorgenyi-Hegyeser al., 2021). It has created a negative impact on
the rapist restaurant. The development of a positive environment is implied in maintaining
respect and empathy between the management, colleagues, employee, and employer. The
positive relationship between the organization and its members can create a strong bond by
which everyone feels valued as well as it increases the productivity level by fostering
employee growth and promoting open communication and collaboration. On the other hand,
the inability of an adequate workplace culture can impact negatively and develop positive

work culture and cause stress and depression among the organizational members.

AC 2.1 Interaction of well-being with other areas of people management practice

Contribution of the manager to well-being improvement



Wellbeing resources and training:The managers focused on accessing different resources
and tools which can improve the employees manage their stress and depression as well as
helps to maintain their physical and other mental conditions and build resilience. For
instance, the line manager organizes a well-being workshop that helps the employees to
improve their stress and health management as well as improve their emotional intelligence

(Juchnowicz and Kinowska, 2021).

Encouragement of maintaining work-life balance: The line manager of an organization
focused on implementing the policy by developing a flexible work schedule and also
providing breaks between working hours which helps to reduce workplace-related stress and
pressure. For instance, providing workplace flexibility is beneficial for the employees by
which they can explain their quality time with their family and children and it improves their

mental satisfaction (Juchnowicz and Kinowska, 2021).

Psychological counseling needs: The line manager focused on identifying the employees’
issues behind the stress and providing effective counseling sessions to improve their

psychological and mental health.

Financial well-being needs: For the cost of a civil crisis the employeeloses the security
regarding the financial conditions which increases the mental stress. The leaders identify and
address financial will by providing pay benefits, increasing salary hikes, and others

(Johnsonet al., 2020).
Contribution of employees to well-being improvement

Providing an unbiased opinion: It is important to collect informative data from the
employees and acknowledge the issue they are facing with the organizational factors that may
increase their stress levels. Here, the company arranges a well-being program where the
employees share their opinions and the professionals can gather informative decisions

(Abidet al., 2020).

Active participation:The employees must focus on active participation in well-being
improvement which helps to improve self-confidence, self-esteem, and self-awareness which

generates positive outcomes.

AC 2.2 Interaction of well-being with other areas
In order to promote employee well-being approaches by implementing different people

practices and ensuring employee performance and productivity (Walshand Arnold, 2020). For
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instance, one of the most important people practice area is reward and recognition which
must be implemented for the employee well-being approaches. In our workplace, I
observedthat the employee performance is poor which downgrades the overall performance,
and also the employees become demotivated from their work. After observing this issue, |
investigated the reason behind this issue by interviewing the employees and also surveying
the employees. I understand that the managers did not practice fairly in distributing rewards
to the employees. The manager must not use to practice favoritism while providing rewards
to the employees which improves their performance level as it may decrease the motivation
level of the other employees for their efforts and contribution level. In this case, I have
removed the managerial recommendation to provide the reward as it is based on the reward
management system. | implemented an employee recognition program to encourage and
motivated the employees for their contribution. After 3 months of changing those policies, |
observed that the performance rate of the employees has been increased and also improved

the job satisfaction level.

Health and safety are other people's practice area which is highly connected with employee
well-being (Tuzovic and Kabadayi, 2021). Proper maintaining well-being can foster the
physical and mental health of the employees. For instance, I emphasized maintaining a proper
work-life balance, where my concern is to foster the employees' health and safety. I observed
that the employees are suffering from excessive work pressure which causes the absenteeism
rate, and illness rate and also increase the poor performance rate. I observed that the
employees are working more than the designated working hours. I realized that the
employees are working overtime duty but they are not paid for the extra hours. Here, we
people professionals decided to implement an employee wellbeing program counseling
program to reduce mental stress and also started providing pay facility for their extra working

hours, We also arrange yoga classes, a physical exercise system to improve physical health.

AC 2.3 Analysis of organizational context in shaping well-being

External context impacting the well-being

Pandemic situation:The pandemic situation impacted negatively the health and safety policy

which affected both physical and mental health conditions.

Regulations: The Equality Act plays a significant role in reducing discrimination and helps to

satisfy physical and mental well-being and also mitigate hazardous and bullying activities.



Besides this, the UK government promotes covid-19 health management protocol which

helps to improve the health and safety condition and shape the organization (Haque, 2021).

Cost of living crisis:The employees after the pandemic face the issue of a cost-of-living
crisis for the poor economic situation which leads to stress and financial insecurity. Here, the
employer focused on improving the pay packages and also offer performance-based rewards

which improve the mental health condition of the employees.

Corporate governance: The organization should adopt corporate governance and make
investment decisions on well-being programs and engagement areas to achieve social

responsibility(Abdullahet al., 2021).
Internal context impacting the well-being

Leadership: Toxic and Ineffective leadership can affect the interpersonal relationship with
the employees. Here, the leaders use visionary-based leadership that impacts the well-being
strategy where the leaders define the objectives clearly. Additionally, leaders are also capable

to maintain dignity and shaping well-being.

Working environment:Open cultures and inclusive working environments can create
positivity within the workplace and helps to motivate the employees and provide mental and

physical satisfaction (Heet al., 2019).

Support of Line manager:It is observed that lack of managerial support can impact
negatively the Repas. Training the line managers can be helpful to maintain the well-being of

the employees.

Work Factors:Different work factors such as job roles, job design, and quality of the job
help to influence employee well-being and affect well-being initiatives (Baickeet al., 2010).
For instance, excessive workload and shortage of workers' conditions can affect their

well-being whereas this factor needs to be changed in wellbeing initiatives.



Task Two - Propose a Wellbeing Programme suitable for Repas

AC 3.1 Well-being Initiatives to meet employee wellbeing needs of Repas

1. Arising well-being needs in Repas

Work-life balance needs:The survey finding of Repas determines that the managers started
allocating holidays in informational ways (Aboobakerer al., 2019). Here, the manager first
focused on the holiday demand of parent employees before deciding the shafts ad allocating
holidays. In this case, the non-parent employees are not getting this opportunity which
impacted their work-life balance and also develops negative feelings toward the management

and colleagues.

Needs for feeling valued:The survey result of Repas indicates that the employees are
optimistic to make organizational changes (Hoand Kuvaas, 2020). Therefore, the changes are
implemented properly without understanding the opinions of the employees which they feel
negatively and impacted their wellbeing. The employees think that the company does not
concern with employees' opinions. It is very important to meet the employees' demands and

understand their concerns.

Needs of management support:The survey result of this company clearly shows that there is
a lack of management support. Managers have no concern about informal and localises
human practices which affected negatively to the environment. It is needed to support the

management-employee relationships which help to meet the well-being needs.
Two well-being initiatives that can address the needs

Flexible hours: Flexible working hours play a crucial role in positivewell-being results.
Concerning well-being needs, flexible working hours help to meet the employees' demands
and needs regarding the holidays and working hours for non-parent and parent employees
(Salas-Vallinaet al., 2021). Here, the employees are treated equally and get all kinds of
facilities by which the employees feel valued and empowered. In this case, not any conflict
will arise between the management and the employees, and also the working environment

will not be affected.

Health promotion and facilities:The stress factors influenced the issues of the pandemic
which affect the employees. This includes mental awareness program and counseling
opportunities which supports the employees mentally and the employees feel valued and

empowered for their well-being and reduces absenteeism (Boehnlein and Baum, 2022).



AC 3.2 Design a well-being
1. Wellbeing needs to address

The work-life balance needs to address the well-being issues in the organization. These needs
help to address the flexible hours in well-being intervention. It helps to understand the
employees' concerns by which the employees feel valued and empowered and reduce their
stress level. It helps the employees to balance the work-life balance where the employees get

time for the family to spend (Benraiss-Noailles and Viot, 2021).
2. Key components to deliver wellbeing program

Holistic approach:Different types of flexible hours intervention types, partially or fully
customized working hours will be considered. In this case, the customized option implies that
the staff can get their shift as per requirements and flexibility. This is because some
employees provide their better performance in the morning and have to care for their children
at night. The employees who are students performed better in the night and in the day they
can study. Here, fully and partially customized flexible hours help the employees based on
their work responsivities (Kelleret al., 2020). Additionally, flexible vacation options help the
staff for spending quality time with the family. The holistic approach helps the management

of Repas to eliminate the practice of inequality of shift and leave allocation.

Budget:Budget is a crucial component which is highly impacted employee well-being. In this
way, the company tries to find an affordable way to meet the needs of employees and
maintain their well-being. The implications of the well-being initiatives which associated
mainly with the requirements in the work operating system for making schedule which is

seen by the individuals.

Employee engagement:Before the implementation and development of the customized
flexible working hours option it is necessary to involve employees in the process of
decision-making which helps to provide opinions in the wellbeing strategy. This is beneficial
in ensuring the employees” expectations through the contracted employee wellness program

which leads to success.

Metrics and measurement:It helps in measuring the effectiveness of well-being initiatives. In
this case, employee satisfaction, turnover rate, absenteeism rate, and employee engagement

are considered metrics (Kelleret al., 2020).
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Timeframe:In order to make successful implementation in well-being intervention, the
timeframe is a necessary factor. It is observed that positive results from the metrics need to

take 6 months of well-being initiative.

Required resources:Some intangible resources such as line managers, HR professionals, and
finance managers, andtangible resources include a work operating, budget system, and

effective communication tools.
3. Involved or affected people

In order to develop a flexible working policy and implementation, HR professionals are
highly involved (Huhtalaet al., 2021). Besides this, the Line managers are also important
stakeholders who are responsible for maintaining the new arrangements by coordinating the
employees and making schedules with the employees. In this case, the employees are also
responsible as a stakeholder for contributing their opinion to make flexible working options.
Here, the CEO of the company also plays a significant role by approving andrejecting the
proposal. In order to develop any well-being initiatives, the line manager should effectively
communicate with the employees. Additionally, employee feedback is another crucial role
here to understand their engagement and satisfaction level. On the other hand, customer
feedback 1is another crucial factor after implementing in evaluating productivity

improvements.
4. Befits of this program for Repas

The well-being program not only meets the needs of work-life balance of employees it helps
to mitigate anxiety and stress levels and leads to increased employee productivity. It is
implied in the customer of Repas who would get more customer services and leads to
enhance the rating and competitive advantage. Additionally, the well-being program helps to
mitigate the stress level which leads to a decrease in the turnover rate and employee
absenteeism rate. It is observed that employee absenteeism rate and turnover rates decrease
the loss of productivity (Huhtalaet al., 2021). Apart from this, the well-being program helps
in financial savings and increases operational cost-effectiveness. The Repas restaurants help
to save money in further growth strategies by which overall workplace performance has been
increased and the employees feel engaged. Additionally, the employees feel valued which

helps the employer to attract more skilled and talented employees in the future.
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AC 3.3 Explain how the well-being program would be implemented in a way that is
suitable for Repas

The survey result of Repa's staff indicated that they are interested in changes however they
want to understand the changes and then try to accept them. Repas is a mid-size restaurant in
the UK and it has different branches in the UK the employees are few but have a high
workload. In this case, it is necessary toacknowledge the employees’ requirements properly
and accordingly make well-being initiatives to retain them. Here flexible hours will be
implicated for the employees through the well-being program. Besides this, it is necessary to
support the senior management initiative. The people professionals also arrange the training
programs for the line manager or leadership team and provide awareness regarding
well-being initiatives. Besides this, people professionals also follow the change management
model to implement new well-being initiatives. This is because an effective plan through
change management is necessary for the effective delivery of the changes and ensuring the
acceptance of the changes by the employees. In this case, a precise implication of Lewin’s
change management model helps the employees to adapt to the new organizational changes.

The implication of the stages is discussed below:

Unfreeze:The first stage is Lewin’s model is Unfreeze, which focused to deals with
preparation management and aims to support the affected stakeholder for the organizational
change (Pradhan and Hati, 2022). The People professionals of Repas focused on developing a
wellness culture and also provide descriptions to the employees about the benefits of the
wellness program. Here people professionals aim to create awareness regarding the
requirements of well-being in the workplace. In order to communicate with the wellness
program, the people professionals make a conference where they understand the benefits of

the wellness program and also can provide feedback.

Change:The next stage in the Lewins model is change where the change is implemented, in
this stage, the people professionals emphasized developing flexible working policies and also

provide training to the line manager regarding the wellness program.

Refreeze:In this stage, the individuals accept the changes and focused on achieving the goal.
For instance, here the individuals understand the new factors of the well-being program and
can adapt themselves to the new changes. The feedback from employees was also collected

along with other stakeholders in order to determinethe key success metrics.
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AC 3.4 Evaluation and monitoring of well-being initiative

Well-being initiatives aim to check the employees' health based on per month and
accordingly take actions to implement,Therefore, to progress the effectiveness of the
employee well-being initiatives different types of monitoring and evaluation processes are

adopted.

Staff survey of well-being: This is one of the crucial processes to monitor or evaluate the
progress of well-being initiatives.Here, the people professionals develop relevant
questionnaires to understand the effectiveness of the program. The employees answered
properly based on the questions and it increases the progress of the program. Here the
employees' opinions ofachieved through periodic surveys and it helps to identify the areas
which create issues for the program (Walshand Arnold,2020). The people professionals take
effective measures in order to improve the development areas and best practices for the
employees. This survey method is beneficial for the employees as it is done within lesser time
at a lower cost. In this case, the employees require a minimum time to fill the answer if the
questionnaires, and after understanding the employees' concerns and insight the people

professionals take effective action regarding wellbeing initiatives.

Employee turnover rate:This is an important metric that helps to monitor and evaluate the
well-being initiatives in this company. High stress and anxiety due to excessive work pressure
cause the employee turnover rate (Astviket al., 2014). Besides this, well-being initiative helps
to improve the mental health condition of those employees who are suffering from work
stress. In this case, properly calculating the employee turnover rate provide better insight into
the well-being program. Subsequently, reducing the rate of employee turnover causes a
positive impact on the well-being initiative. It is observed that the employees are satisfied
with their working conditions, job, work processes, responsibilities, and others which
decreases the turnover rate. It also provides satisfaction mentally and physically which leads

to improve the employee performance level.
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