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Abstract: Numerous studies attest to the increasing levels of stress and reduced wellbeing reported by post-secondary academic and professional
staff. Despite the growing wealth of research on individual and organizational (workplace) wellbeing, there is a lack of synthesis on the context
and effect of interventions supporting the wellbeing of post-secondary staff. To support understanding these knowledge gaps, this literature
synthesis provides an overview of studies on organizational and individual wellbeing, focusing on interventions and considerations to support
post-secondary staff. As institutions invest in wellness programs and navigate contradictions, this review can support faculties and
administrators in higher education when seeking to address staff wellbeing. This review describes a range of practices and considerations for
supporting wellbeing and work-life effectiveness, with a focus on studies conducted in post-secondary settings whenever possible.
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Introduction

N

umerous studies attest to the increasing levels of stress and reduced wellbeing reported by post-secondary
academic and professional (i.e., those in administrative and support roles) staff 1 . The priorities of the
neoliberal model that characterize current Anglo-Western universities emphasize business-like
competitiveness, managerialist control, performance measures, and demand-driven funding (Pignata et al., 2017;
Zabrodska & Kveton, 2013). These conditions are associated with changing expectations and working conditions,
negatively impacting staff autonomy, communication, interpersonal relationships, and increasing job stress
(Tytherleigh et al., 2005). In addition to numerous adverse health effects, impacts on staff wellbeing are “likely to
have detrimental effects on student experience and attainment, and the success of the institution as a whole” (Watts
& Robertson, 2011, p. 35). Understanding wellbeing at the post-secondary level is therefore essential to the effective
functioning of the institution.
Despite the growing body of research on individual and organizational (workplace) wellbeing, there is a lack of
synthesis on the context and effect of interventions supporting the wellbeing of post-secondary staff. While studies
explore particular antecedents or influences on wellbeing in different contexts (e.g., workplace bullying,
organizational culture, workload, burnout), the disparate foci and conceptualizations can hinder the design of
comprehensive frameworks to support wellbeing (Grawitch et al., 2007). As institutions increasingly invest in
wellness programs and navigate contradictions and knowledge gaps (Song & Baicker, 2019), this review can support
faculties and administrators in higher education when seeking to improve staff wellbeing. Following a brief
contextualization of wellbeing, this article examines key topics and recommended intervention strategies from the
research literature.
This manuscript is drawn from a broader report on the same topic (Smith, 2019). This abbreviated review
presents distilled strategies from the literature based on their frequency and applicability to higher education. This
review addresses the questions: (1) What key issues in wellbeing have been identified in the higher education
literature? (2) What suggestions exist for improving the experiences of staff?
This review similarly serves as a call to action for leaders in higher education faculties and institutions to act,
despite the recognized challenges and barriers, to make wellbeing a priority institutionally. By taking purposeful
action and engaging stakeholders in cyclical improvements, institutions can realize improvements to employee
wellbeing.

Understanding Wellbeing
Wellbeing is central to the overall health and performance of individuals and the organizations they serve.
According to Day and Randell (2014), healthy workplaces are “those that incorporate practices, programs, policies,
Except where otherwise specified, terms such as ‘employees,’ ‘staff,’ and ‘colleagues’ will be used to refer collectively to both academic and
professional staff throughout this article. As many interventions are applicable across groups in designing a wellness program, these groups are
considered jointly throughout this article whenever possible.
1
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or work designs that promote or enhance positive employee health and wellbeing or that remediate or prevent
employee stress or other negative health and wellbeing” (p. 10). Given the importance of context in different
workplaces, including organizational history, culture, and employee characteristics of post-secondary institutions,
organizations need to understand wellbeing as it is experienced by these individuals and teams (Biron & KaranikaMurray, 2014).
Wellbeing is a broad and contested concept (Dodge et al., 2012), even when conceptualized in the workplace. In
these spaces, wellbeing encompasses a multitude of psychological, physiological, job-related, and situational factors
(De Jong et al., 2016). Taken together, workplace wellbeing represents:
• An employee’s holistic health (e.g., physical, mental, social, emotional, spiritual, intellectual, and
financial wellbeing),
• Satisfaction with their work (e.g., professional/occupational wellbeing),
• Work-life integration, and
• The functioning of the context (e.g., environmental, historical, relational, cultural, personal) in which
the work is situated (Loughlin & Mercer, 2014).

Models of Workplace Wellbeing Interventions
Wellbeing interventions are purposeful, usually voluntary, actions undertaken by individuals and organizations to
reduce stress and/or increase health, wellbeing, and performance. Interventions intended to improve employee
wellbeing require time, energy, and resource investment in order to achieve its goals (Loughlin & Mercer, 2014).
Interventions must be: derived from strong evidence and needs assessment (Karanika-Murray et al., 2012); tailored
to the context and needs of employees (Pignata et al., 2017); and perceived as authentic and meaningful (Randall &
Nielsen, 2012).
Some notable models in the literature include job demands-resources model (Demerouti et al., 2001), workplace
wellbeing model (Kelloway & Day, 2005), and model for employee happiness (Warr, 2008). Although numerous
studies have presented robust and influential models for investigating certain aspects of wellbeing, such as the
continuum for mental health and wellbeing (Keyes, 2002), few explicitly encompass the wide range of influences
that exist in the literature. Therefore, there is no one-size-fits-all solution to improving employee wellbeing, even
when implementing empirically-tested interventions (Day & Randell, 2014). The lack of an empirical and allencompassing model requires organizations to test interventions and to undertake their own efforts to evaluate
effectiveness (Gilbert & Kelloway, 2014).
Of course, “any solution or action plan is only as good as its implementation” (Biron & Karanika-Murray, 2014,
p. 356). The ongoing assessment of intervention allows for the early identification of new opportunities and
challenges (LaMontagne et al., 2012), and reinforces the need for long-term approaches to wellbeing, rather than
one-time efforts (Karanika-Murray et al., 2012). While an organization’s wellness strategy may involve a variety of
programs, a plan which meets the varying needs of the organization can significantly improve wellbeing measures
(Nielsen, 2014).

Bureaucratic and Systemic Challenges
Recognition
Recognition of employees and colleagues rewards or celebrates important work, milestones, or achievements. This
practice is consistently highlighted as fundamental to supporting organizational wellbeing. Recognition contributes
to positive collegial and managerial interactions, and its absence is a likely indicator of a malfunctioning work
environment (Clark & Sousa, 2018).
Recognition programs should purposefully tie rewards to performance, employee needs, and expectations. By
rewarding particular behaviours and events, organizations not only express appreciation and gratitude, but reinforce
organizational values and the presence of a supportive organizational culture (Saunderson, 2004). Organizations
must therefore be conscious of what they reward, as any recognition practices must be perceived to be meaningful
and justly awarded (Daniel & Metcalf, 2005).
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Employees should also be involved in awards committees, and in the selection of rewards, to limit opportunities
where inconsequential or disconnected recognitions are implemented (Brown & Cregan, 2008). These programs
must be effectively communicated and integrated in the workplace culture in order to take root (Saunderson, 2004).
As part of a broader survey of organizational culture, organizations might use an assessment instrument (Daniel &
Metcalf, 2005; van Straaten et al., 2016) to investigate recognition practices. This inquiry may also uncover issues of
role inequity, bullying, nepotism, or other obstacles to effective recognition (Brown & Cregan, 2008).
Job Security and Status
The nature, conditions, and context of staff appointments can have a substantial influence on wellbeing. Job security
concerns among contingent staff are one of the most serious stressors faced by these individuals (Tytherleigh et al.,
2005). Long-term contract or temporary work fails to reward these individuals with the support, recognition, and
compensation that supports effective performance (Kelloway & Day, 2005; Mudrak et al., 2018). From a wellbeing
perspective, job insecurity is associated with stress, anxiety, depression, maladaptive coping, incivility, and position
turnover (Reevy & Deason, 2014). These effects reinforce the importance of job security on both individual
wellbeing and organizational performance.
Beyond contract issues, organizational hierarchy and role autonomy create job characteristics that are frequently
associated with employee satisfaction, performance, and wellbeing. Excessive bureaucratic and administrative
demands, uneven workloads, micromanagement, and a lack of opportunity for career advancement are associated
with employee stress, reduced productivity, cynicism, and disengagement (Franken & Plimmer, 2019; Kinman,
2014).
A broad and deep review of staff positions, organizational hierarchy, and work processes is central to
addressing issues of job security, status, and autonomy (Brown & Cregan, 2008; Reevy & Deason, 2014). High
numbers of contingent positions, unmet professional needs, and limited career and job management are likely
considerable sources of stress within the organization, and possible antecedents to other outcomes which reduce
both personal and organizational wellbeing (van Straaten et al., 2016). Consulting with staff over the ways in which
they are able to influence and take meaningful control over their portfolios. Includes addressing bureaucratic,
inefficient, and excessive administrative processes; challenging inequitable hierarchies; as well as aligning duties
with organizational values can address these issues (Conrad et al., 2010). As contingent staff are also in the least
secure positions, this intervention must be initiated from a perspective of care by those in leadership positions, to
reduce the perceived threat to their positions. Zábrodská and colleagues (2018) note that reducing administrative
duties for academic staff may be particularly beneficial. Providing additional administrative support, reassigning
duties, and training resources for completing paperwork efficiently may lessen stress and renew focus on academic
work (Pignata et al., 2017).
Workload
Mounting workloads and the pressure to do ‘more with less’ are commonly cited challenges for post-secondary staff
(Kearns & Gardiner, 2007; Kinman, 2014; Watts & Robertson, 2011). Unmanageable workload is associated with
poor work-life integration, stress, burnout, disengagement, job dissatisfaction, and decreased work performance
(Stoeber & Damian, 2016; Sturges, 2012). When the quantity of job demands exceeds the employee’s current
(perceived) capacity to complete work during scheduled hours, they are more likely to take work home or stay
overtime, limiting their ability to recover (Zábrodská et al., 2018).
As noted by Kinman (2014), improving the experience of “exhausted, demoralized and dissatisfied” (p. 231)
employees should therefore be central to post-secondary planning. This requires organizations to engage in
strategies that: “redesign, reduce, and redistribute workloads” (Pignata et al., 2017, p. 6); provide opportunities to
improve performance efficiency; and, help employees become aware of their work habits, productivity, and
workload challenges (Dunn et al., 2006).
A strategic plan for fairly distributing and rewarding workload begins with a critical review of staff portfolios,
duties, and performance. Although this process will differ significantly for support staff and academic staff
(Kinman, 2014), improving work processes for both groups is an established need (Pignata et al., 2017). A review of
workload may also identify areas where additional resourcing, staffing, training, and processes can be improved.
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Helping staff learn new skills, foster positive mindsets, and develop their own resources and job aids can effectively
support coping with workload stress (Pignata et al., 2017). Similarly, job sharing strategies (e.g., team teaching or
collaborative projects), job rotations for intensive roles, differentiated workload policies, and credit systems are
recommended for balancing job demands (O’Meara et al., 2018).

Workplace Community and Culture
A foundational goal of any long-term wellbeing strategy must be a change in the workplace culture. An
organization’s culture “conveys a sense of identity and helps to share meaning among individuals interacting in a
given workplace” (Biron & Karanika-Murray, 2014, p. 98). Workplace cultures are embodied and “reinforced by
leadership styles, procedures and perceptions of what’s valued, rewarded and punished” (Purcell, 2019, para. 10).
Wellbeing interventions require the ongoing commitment, action, and communication of the ways in which the
organization is developing a culture of wellbeing (Reevy & Deason, 2014).
Leadership
The role of leadership is essential to promoting positive working conditions in academic settings (Mudrak et al.,
2018), to the extent that leaders can make or break the success of organizational change (Nielsen, 2014). The frontline, middle, and senior leaders in an organization perform both functional (i.e., in carrying out plans) and symbolic
roles (i.e., embodying the vision) in wellbeing interventions (LaMontagne et al., 2012).
Transformational leadership approaches can positively influence employee wellbeing. Supportive, considerate,
and empowering relationships (Salanova & Llorens, 2014) between managers and staff can foster: perceived
organizational support (Pignata et al., 2017); positive work attitudes (Grawitch et al., 2007); reduced stress (Biron &
Karanika-Murray, 2014); and, a sense of accomplishment, meaning, and fulfilment at work (Mellor et al., 2012).
In addition to defining and operationalizing a wellbeing strategy, transformational leaders strive to guide and
inspire staff to achieve wellbeing goals, internalize the importance of personal wellbeing, and self-direct ongoing
change (Mellor et al., 2012; Nielsen, 2014). Leaders should serve as wellbeing role models, active communicators of
the wellbeing strategy and initiatives, and a resource in supporting the wellbeing of their individual staff (Nielsen,
2014). While promoting wellbeing may manifest as another responsibility for leaders to juggle (LaMontagne et al.,
2012), a wellbeing focus can support a shift away from mainly ‘managing’ administrative duties, to ‘leading’
transformational change and ‘guiding’ teams to exemplary performance (Loughlin & Mercer, 2014).
Engagement
Engagement in workplace wellbeing literature may refer to either a) the involvement of employees in the planning
and direction of wellbeing initiatives, and b) their personal commitment toward their work and contribution to the
organization’s goals (Salanova & Llorens, 2014). Stoeber and Damian (2016) consider work engagement to be
realized when employees feel their work is meaningful, and feel involved and passionate about their work.
According to Day and Randell (2014), employee engagement is of fundamental importance “as employees must
be actively involved in the shaping of organizational practices to truly produce long-term win–win benefits for both
employees and organizations” (p. 14). Engaged and committed employees are also more likely to interpret negative
workplace events in more positive ways, experiencing fewer negative emotional responses than less committed
employees (Reevy & Deason, 2014). Therefore, these affective and physical state effects implicate engagement as a
facet of employee wellbeing.
Beyond day-to-day work engagement, employee participation in implementing wellbeing interventions is
foundational in the success of the initiatives. Employees should be included throughout the planning,
implementation, and evaluation stages, as this optimizes the fit of the intervention to the context, employee
perceptions, and improves reception of the initiative (Karanika-Murray et al., 2012; LaMontagne et al., 2012).
Participation may also help guide staff towards developing their own, personally meaningful strategies for managing
their wellbeing (Clark & Sousa, 2018). The current state of employee engagement can be regularly measured
through surveys and promoted through personal skills and collegial relationships to support the enjoyment of and
commitment to work (Salanova & Llorens, 2014).
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Work-Life Integration
Literature on work-life integration has increasingly recognized that controlling ‘work’ and ‘home’ life is not
necessarily a balance of two distinct spheres, but a continuous negotiation of how and when these domains manifest
in a person’s life (Ren & Caudle, 2016). Staff must consciously manage long-term, and often competing, goals in
each area with the demands of everyday responsibilities (Hyman et al., 2005). Boundaries are therefore always
relative to the demands of each domain, the goals of the person, and their happiness or ability to cope with the
current state of work-life. What is clear, however, is that excessive spillover from work to home life reduces a
person’s ability to recover, their perceived time to participate in family and non-work life, and negatively impacts
their wellbeing (Zábrodská et al., 2018). Academic and support staff also face distinct challenges and opportunities
in their work-life integration and may therefore require separate interventions (Pignata et al., 2014).
Strategies might include shifting working hours, workload portfolios, time management (e.g., techniques which
improve efficiency, contain work within working hours, or reinforce social or family time), interpersonal resources
(e.g., using family, friends, or support services such as child care to mitigate demands), as well as unofficial
behaviours (e.g., occasionally working from home, tele-commuting; Clark & Sousa, 2018; Kearns & Gardiner,
2007; Sturges, 2012). On the other hand, the impacts of the COVID-19 pandemic highlighted complications to
working from home which may not have been accurately represented in previous studies.
Staff who use more time management behaviours are likely to see themselves as more effective and have lower
stress levels than their colleagues (Kearns & Gardiner, 2007). Listing and prioritizing tasks, allocating time, being
organized, minimizing distractions and interruptions, and relating tasks to overall goals or plans are associated with
improved productivity and wellbeing (Clark & Sousa, 2018). Rather than focusing on continuously ‘doing more,’
organizations and individuals can also reframe perceptions of engagement towards performance-based outcomes and
improving quality over quantity. This approach reduces the simple focus on time spent performing work tasks
(Sturges, 2012). This shift aligns with the goal of helping employees maintain control of how and when the
boundaries of work-life change.
Physical and Spiritual Wellbeing
Although in different stages of integration into wellbeing programs, physical and spiritual wellbeing interventions
are converging as mindfulness-based, meditation, and non-Western exercise or relaxation programs (e.g., yoga)
become increasingly popular (Hilton et al., 2019). Although often separate in the literature, these sections are
positioned together to draw attention to sites of overlap.
Integrating yoga and movement programs into work time can “provide a time-effective, convenient and
practical method for reducing the costly effects of stress and back pain” (Hartfiel et al., 2012, p. 611). Participants in
employee yoga programs have shown significant improvements in stress, anxiety, and pain management; improved
mood, interpersonal relationships, self-efficacy, attention, energy, and satisfaction; as well as productivity (Pereira et
al., 2015). Where significant results were not found, the interventions and program participation did not show any
adverse effects (Chu et al., 2014). These researchers note the importance of adherence to the program in achieving
these benefits.
As spiritual wellbeing begins to influence conceptions of workplace wellness, scholars report a growing
importance on the value of life experience beyond simply doing work, and more on being, belonging, and becoming
in the workplace (Garg, 2017). In the workplace, spiritual wellbeing refers to staff satisfaction with their work life,
and the sense of fulfilment and meaning staff derive from their work (Garcia-Zamor, 2003). Spiritual workplaces tie
the purpose of self and work, beyond the immediate task and material gain, to a greater humanistic potential (Garg,
2017).
Meditation and mindfulness-based interventions are among the more common approaches to workplace spiritual
and overall wellbeing, and interest continues to grow in this area (Lomas et al., 2019). Systematic reviews of
literature on mindfulness and mediation report an association with improved performance, resilience, and decreased
stress, as well as a myriad range of other positive health outcomes (Hilton et al., 2019; Lomas et al., 2019).
Organizations planning to address spiritual wellbeing should be mindful that these activities are fundamentally
undermined if they are approached as an effort to manipulate employees’ commitment and perceptions, or
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approached as a short-term remedy for workplace issues (Garg, 2017). While spiritual workplaces can improve both
wellbeing and organizational performance, these efforts cannot be approached superficially, or for monetary gain.
Humanistic organizations must remain true to the articulated “higher” goals of the work in order to establish
themselves as “worthy” of employees’ commitment (Garcia-Zamor, 2003, p. 361).

Conclusion
This review highlights the possibilities for connecting “evidence-based findings from health, exercise science, and
wellness models” in the design of wellbeing strategies (Hedge & Pazell, 2017, p. 411). A healthy workplace goes
beyond the physical conditions, involving psychological, social, professional, and other contextual factors (Loughlin
& Mercer, 2014). Given the realities of workplaces, every staff group needs the capacity to work efficiently under
stress and recover effectively (Leiter & Patterson, 2014). Harrison and Stephens (2019) reference the need to embed
wellness into every aspect of the organization and each staff position, which they term “wellness-in-practice” (p.
618). As voluntary wellness initiatives are likely to be used by staff who are already motivated and engaged in
improving their health, supporting all staff towards achieving healthful behaviour is essential (Hedge & Pazell,
2017). This requires understanding the needs of these staff, and designing solutions to effectively engage all
employees in health-promoting habits.
Post-secondary organizations must acknowledge their stressors and coordinate plans for helping staff to cope in
face of their job demands (Berg & Seeber, 2016). Academic and professional staff cite common stressors that
suggest that they are responding to similar stressful job variables, such as management processes, colleague or
supervisor relationships, job demands, and contextual factors (Pignata & Winefield, 2015).
Addressing organizational and individual wellbeing requires a long-term plan, and the continual investment,
engagement, and support of all stakeholders. Understanding wellbeing in the higher education context requires
cycles of data gathering, response, and assessment, a process which the majority of institutions fail to pursue
(Mattke et al., 2013). Without a direct connection between current workplace issues and appropriate interventions,
wellbeing programs are unlikely to be value-added (Harrison & Stephens, 2019).
Post-secondary leaders should be wary of assuming that corporate best practices will transfer effectively into
higher education contexts (Pignata et al., 2015). Additional inquiry is needed to understand how and under what
conditions these benefits can be realized for staff (Karanika-Murray et al., 2012; Ott-Holland et al., 2019; Randall &
Nielsen, 2012). However, studies conducted in this context are limited, which leaves little recourse but to draw from
other areas and evaluate plans as they unfold (Gilbert & Kelloway, 2014). There is therefore a need for further
research on the effectiveness of these strategies in various post-secondary contexts, particularly on programs specific
to both academic and professional staff given the differences in their work and organizational positions in higher
education.

96

Canadian Journal for New Scholars in Education
Revue canadienne des jeunes chercheures et chercheurs en éducation

Volume 11, Issue 2
Autumn/Automne 2020

REFERENCES
Berg, M., & Seeber, B. K. (2016). The slow professor: Challenging the culture of speed in the academy. University
of Toronto Press.
Biron, C., & Karanika-Murray, M. (2014). Process evaluation for organizational stress and well-being interventions:
Implications for theory, method, and practice. International Journal of Stress Management, 21(1), 85–111.
https://doi.org/10.1037/a0033227
Brown, M., & Cregan, C. (2008). Organizational change cynicism: The role of employee involvement. Human
Resource Management, 47(4), 667–686. https://doi.org/10.1002/hrm.20239
Chu, A. H. Y., Koh, D., Moy, F. M., & Müller-Riemenschneider, F. (2014). Do workplace physical activity
interventions improve mental health outcomes? Occupational Medicine, 64(4), 235–245.
https://doi.org/10.1093/occmed/kqu045
Clark, A., & Sousa, B. (2018). How to be a happy academic. Sage Publications.
Conrad, P., Carr, P., Knight, S., Renfrew, M. R., Dunn, M. B., & Pololi, L. (2010). Hierarchy as a barrier to
advancement for women in academic medicine. Journal of Women’s Health, 19(4), 799–805.
https://doi.org/10.1089/jwh.2009.1591
Daniel, T. A., & Metcalf, G. S. (2005). The fundamentals of employee recognition [White Paper].
http://www.luc.edu/hr/pdfs/eregSHRM.pdf
Day, A., & Randell, K. D. (2014). Building a foundation for psychologically healthy workplaces and well-being. In
A. Day, E. K. Kelloway, & J. J. Hurrell Jr. (Eds.), Workplace well-being: How to build psychologically
healthy workplaces (1st ed., pp. 3–26). John Wiley & Sons, Ltd.
De Jong, T., Qiezer, N., de Weerd, M., Nielsen, K., Mattila-Holappa, P., & Mockallo, Z. (2016). The impact of
restructuring on employee well-being: A systematic review of longitudinal studies. Work & Stress, 30(1),
83–104.
Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources model of
burnout. Journal of Applied Psychology, 86(3), 499–512. https://doi.org/10.1037/0021-9010.86.3.499
Dodge, R., Daly, A., Huyton, J., & Sanders, L. (2012). The challenge of defining wellbeing. International Journal of
Wellbeing, 2(3), 222–235. https://doi.org/10.5502/ijw.v2i3.4
Dunn, J. C., Whelton, W. J., & Sharpe, D. (2006). Maladaptive perfectionism, hassles, coping, and psychological
distress in university professors. Journal of Counseling Psychology, 53(4), 511–523.
https://doi.org/10.1037/0022-0167.53.4.511
Franken, E., & Plimmer, G. (2019). Mediocre and harmful public sector leadership. International Journal of Public
Leadership, 15(4), 274–286. https://doi.org/https://doi.org/10.1108/IJPL-09-2019-0058
Garcia-Zamor, J.-C. (2003). Workplace spirituality and organizational performance. Public Administration Review,
63(3), 355–363. https://doi.org/10.1111/1540-6210.00295
Garg, N. (2017). Workplace spirituality and employee well-being: An empirical exploration. Journal of Human
Values, 23(2), 129–147. https://doi.org/10.1177/0971685816689741
Gilbert, S., & Kelloway, E. K. (2014). Positive psychology and the healthy workplace. In A. Day, E. K. Kelloway,
& J. J. Hurrell Jr. (Eds.), Workplace well-being: How to build psychologically healthy workplaces (1st ed.,
pp. 50–71). John Wiley & Sons, Ltd.
Grawitch, M. J., Trares, S., & Kohler, J. M. (2007). Healthy workplace practices and employee outcomes.
International Journal of Stress Management, 14(3), 275–293. https://doi.org/10.1037/1072-5245.14.3.275
Harrison, M. A., & Stephens, K. K. (2019). Shifting from wellness at work to wellness in work: Interrogating the
link between stress and organization while theorizing a move toward wellness-in-practice. Management
Communication Quarterly, 33(4), 616–649. https://doi.org/10.1177/0893318919862490
Hartfiel, N., Burton, C., Rycroft-Malone, J., Clarke, G., Havenhand, J., Khalsa, S. B., & Edwards, R. T. (2012).
Yoga for reducing perceived stress and back pain at work. Occupational Medicine, 62(8), 606–612.
https://doi.org/10.1093/occmed/kqs168
Hedge, A., & Pazell, S. (2017). Ergonomics and wellness in workplaces. In A. Hedge (Ed.), Ergonomic workplace
design for health, wellness, and productivity (pp. 409–423). CRC Press.
Hilton, L. G., Marshall, N. J., Motala, A., Taylor, S. L., Miake-Lye, I. M., Baxi, S., Shanman, R. M., Solloway, M.
R., Beroesand, J. M., & Hempel, S. (2019). Mindfulness meditation for workplace wellness: An evidence
map. Work, 63(2), 205–218. https://doi.org/10.3233/WOR-192922

97

Canadian Journal for New Scholars in Education
Revue canadienne des jeunes chercheures et chercheurs en éducation

Volume 11, Issue 2
Autumn/Automne 2020

Hyman, J., Scholarios, D., & Baldry, C. (2005). Getting on or getting by? Employee flexibility and coping strategies
for home and work. Work, Employment and Society, 19(4), 705–725.
https://doi.org/10.1177/0950017005058055
Karanika-Murray, M., Biron, C., & Cooper, C. L. (2012). Concluding comments: Distilling the elements of
successful organizational intervention implementation. In C. Biron, M. Karanika-Murray, & C. L. Cooper
(Eds.), Improving organizational interventions for stress and well-weing: Addressing process and context
(pp. 353–361). Routledge.
Kearns, H., & Gardiner, M. (2007). Is it time well spent? The relationship between time management behaviours,
perceived effectiveness and work‐related morale and distress in a university context. Higher Education
Research & Development, 26(2), 235–247. https://doi.org/10.1080/07294360701310839
Kelloway, E. K., & Day, A. (2005). Building healthy workplaces: Where we need to be. Canadian Journal of
Behavioural Science/Revue Canadienne Des Sciences Du Comportement, 37(4), 309–312.
https://doi.org/10.1037/h0087265
Keyes, C. L. M. (2002). The mental health continuum: From languishing to flourishing. Journal of Health and
Social Behavior, 43(2), 207–222. http://www.jstor.com/stable/3090197
Kinman, G. (2014). Doing more with less? Work and wellbeing in academics. Somatechnics, 4(2), 219–235.
LaMontagne, A. D., Noblet, A. J., & Landsbergis, P. A. (2012). Intervention development and implementation:
Understanding and addressing barriers to organizational-level interventions. In C. Biron, M. KaranikaMurray, & C. L. Cooper (Eds.), Improving Organizational Interventions for Stress and Well-Being:
Addressing Process and Context (pp. 21–38). Routledge.
Leiter, M. P., & Patterson, A. (2014). Respectful workplaces. In A. Day, E. K. Kelloway, & J. J. Hurrell Jr. (Eds.),
Workplace well-being: How to build psychologically healthy workplaces (1st ed., pp. 205–225). John
Wiley & Sons, Ltd.
Lomas, T., Medina, J. C., Ivtzan, I., Rupprecht, S., & Eiroa-Orosa, F. J. (2019). Mindfulness-based interventions in
the workplace: An inclusive systematic review and meta-analysis of their impact upon wellbeing. Journal
of Positive Psychology, 14(5), 625–640. https://doi.org/10.1080/17439760.2018.1519588
Loughlin, C., & Mercer, D. (2014). Designing healthy workplaces. In A. Day, E. K. Kelloway, & J. J. Hurrell Jr.
(Eds.), Workplace well-being: How to build psychologically healthy workplaces (1st ed., pp. 245–323).
John Wiley & Sons, Ltd.
Mattke, S., Liu, H., Caloyeras, J. P., Huang, C. Y., Van Busum, K. R., Khodyakov, D., & Shier, V. (2013).
Workplace wellness programs study. RAND corporation.
https://www.rand.org/pubs/research_reports/RR254.html
Mellor, N., Karanika-Murray, M., & Waite, E. (2012). Taking a multi-faceted, multi-level, and integrated
perspective for addressing psychosocial issues at the workplace. In C. Biron, M. Karanika-Murray, & C. L.
Cooper (Eds.), Improving organizational interventions for stress and well-being: Addressing process and
context (pp. 39–58). Routledge.
Mudrak, J., Zabrodska, K., Kveton, P., Jelinek, M., Blatny, M., Solcova, I., & Machovcova, K. (2018). Occupational
well-being among university faculty: A job demands-resources model. Research in Higher Education,
59(3), 325–348. https://doi.org/10.1007/s11162-017-9467-x
Nielsen, K. M. (2014). Leadership and climate in a psychologically healthy workplace. In A. Day, E. K. Kelloway,
& J. J. Hurrell Jr. (Eds.), Workplace well-being: How to build psychologically healthy workplaces (1st ed.,
pp. 226–244). John Wiley & Sons, Ltd.
O’Meara, K. A., Jaeger, A., Misra, J., Lennartz, C., & Kuvaeva, A. (2018). Undoing disparities in faculty
workloads: A randomized trial experiment. PLoS ONE, 13(12), 9–11.
https://doi.org/10.1371/journal.pone.0207316
Ott-Holland, C. J., Shepherd, W. J., & Ryan, A. M. (2019). Examining wellness programs over time: Predicting
participation and workplace outcomes. Journal of Occupational Health Psychology, 24(1), 163–179.
https://doi.org/10.1037/ocp0000096
Pereira, M. J., Coombes, B. K., Comans, T. A., & Johnston, V. (2015). The impact of onsite workplace healthenhancing physical activity interventions on worker productivity: A systematic review. Occupational and
Environmental Medicine, 72(6), 401–412. https://doi.org/10.1136/oemed-2014-102678
Pignata, S., Boyd, C., Gillespie, N., Provis, C., & Winefield, A. H. (2014). Awareness of stress-reduction
interventions: The impact on employees’ well-being and organizational attitudes. Stress and Health, 32(3),
231–243. https://doi.org/10.1002/smi.2597
Pignata, S., Boyd, C., Winefield, A. H., & Provis, C. (2017). Interventions: Employees’ perceptions of what reduces
stress. BioMed Research International, 2017(1), 1–12. https://doi.org/https://doi.org/10.1155/2017/3919080
98

Canadian Journal for New Scholars in Education
Revue canadienne des jeunes chercheures et chercheurs en éducation

Volume 11, Issue 2
Autumn/Automne 2020

Pignata, S., Lushington, K., Sloan, J., & Buchanan, F. (2015). Employees’ perceptions of email communication,
volume and management strategies in an Australian university. Journal of Higher Education Policy and
Management, 37(2), 159–171. https://doi.org/10.1080/1360080X.2015.1019121
Pignata, S., & Winefield, A. H. (2015). Stress-reduction interventions in an Australian university: A case study.
Stress and Health, 31(1), 24–34. https://doi.org/10.1002/smi.2517
Purcell, J. (2019). How to build a culture of employee well-being. Forbes.
https://www.forbes.com/sites/jimpurcell/2019/07/25/how-to-build-a-culture-of-employeewellbeing/#607b4a3d13d7
Randall, R., & Nielsen, K. M. (2012). Does the intervention fit? In C. Biron, M. Karanika-Murray, & C. L. Cooper
(Eds.), Improving organizational interventions for stress and well-being: Addressing process and context
(pp. 120–134). Routledge.
Reevy, G. M., & Deason, G. (2014). Predictors of depression, stress, and anxiety among non-tenure track faculty.
Frontiers in Psychology, 5, 1–17. https://doi.org/10.3389/fpsyg.2014.00701
Ren, X., & Caudle, D. (2016). Walking the tightrope between work and non-work life: strategies employed by
British and Chinese academics and their implications. Studies in Higher Education, 41(4), 599–618.
https://doi.org/10.1080/03075079.2014.942277
Salanova, M., & Llorens, S. (2014). Employee empowerment and engagement. In A. Day, E. K. Kelloway, & J. J.
Hurrell Jr. (Eds.), Workplace well-being: How to build psychologically healthy workplaces (1st ed., pp.
117–141). John Wiley & Sons, Ltd.
Saunderson, R. (2004). Survey findings of the effectiveness of employee recognition in the public sector. Public
Personnel Management, 33(3), 255–275. https://doi.org/10.1177/009102600403300302
Smith, C. W. (2019). Improving post-secondary academic and support staff wellbeing: A review of the literature.
http://hdl.handle.net/1880/112082
Song, Z., & Baicker, K. (2019). Effect of a workplace wellness program on employee health and economic
outcomes: A randomized clinical trial. JAMA, 321(15), 1491–1501. https://doi.org/10.1001/jama.2019.3307
Stoeber, J., & Damian, L. E. (2016). Perfectionism in employees: Work engagement, workaholism, and burnout. In
F. M. Sirois & D. S. Molnar (Eds.), Perfectionism, health, and well-being (pp. 265–283). Springer.
https://doi.org/10.1007/978-3-319-18582-8_12
Sturges, J. (2012). Crafting a balance between work and home. Human Relations, 65(12), 1539–1559.
https://doi.org/10.1177/0018726712457435
Tytherleigh, M. Y., Webb, C., Cooper, C. L., & Ricketts, C. (2005). Occupational stress in UK higher education
institutions: A comparative study of all staff categories. Higher Education Research and Development,
24(1), 41–61. https://doi.org/10.1080/0729436052000318569
van Straaten, L., Du Plessis, A., & van Tonder, S. P. (2016). Enhancing the well-being of support services staff in
higher education: The power of appreciation. SA Journal of Industrial Psychology, 42(1), 1–11.
https://doi.org/10.4102/sajip.v42i1.1301
Warr, P. (2008). Environmental “vitamins”, personal judgments, work values, and happiness. In S. Cartwright & C.
L. Cooper (Eds.), The Oxford handbook of organizational well being (pp. 57–85). Oxford University Press.
https://www.oxfordhandbooks.com/view/10.1093/oxfordhb/9780199211913.001.0001/oxfordhb9780199211913
Watts, J., & Robertson, N. (2011). Burnout in university teaching staff: A systematic literature review. Educational
Research, 53(1), 33–50. https://doi.org/10.1080/00131881.2011.552235
Zabrodska, K., & Kveton, P. (2013). Prevalence and forms of workplace bullying among university employees.
Employee Responsibilities and Rights Journal, 25(2), 89–108. https://doi.org/10.1007/s10672-012-9210-x
Zábrodská, K., Mudrák, J., Šolcová, I., Květon, P., Blatný, M., & Machovcová, K. (2018). Burnout among
university faculty: The central role of work–family conflict. Educational Psychology, 38(6), 800–819.
https://doi.org/10.1080/01443410.2017.1340590
ABOUT THE AUTHOR
Cameron W. Smith is a current PhD student in Education at the University of Ottawa. Cam's research interests focus
primarily on teacher education, French as a Second Language education, and educational technology. As a previous
university support staff member, Cam also has an ongoing interest in supporting the work and flourishing of postsecondary employees.

99

