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Learning Objectives:



Definition of Wellness

• Wellness is a conscious, self-directed and evolving process of 
achieving full potential 

• Wellness is multidimensional and holistic, encompassing 
lifestyle, mental and spiritual well-being, and the environment 

• Wellness is positive and affirming

• The definition of wellness, long used by the National Wellness 
Institute is consistent with these tenets. Wellness is an active 
process through which people become aware of, and make 
choices toward, a more successful existence.

Ref:  National Wellness Institute - http://www.nationalwellness.org/?page=Six_Dimensions





Occupational Wellness

• Occupational Wellness is the ability to achieve a balance between 
work and leisure time, addressing workplace stress and building 
relationships with co-workers.

Ref:  https://wellness.ucr.edu/occupational_wellness.html

https://wellness.ucr.edu/occupational_wellness.html


Our Workplace 

Ref: http://vifreepress.com/wp-content/uploads/2016/01/aramco.jpg



• (a) means an activity, arrangement, circumstance, event, occurrence, 
phenomenon, process, situation or substance (whether arising or 
caused, within or outside a place of work) that is an actual or 
potential cause or source of harm; and 

• (b) includes 

• (i) a situation where a person’s behavior may be an actual or 
potential cause or source of harm to the person or another person; 
and 

• (ii) without limitation, a situation described in subparagraph I 
resulting from physical or mental fatigue, drugs, alcohol, traumatic 
shock, or another temporary condition that affects a person’s 
behavior.

Ref: Healthy Work, Managing stress and fatigue in the workplace. NZ 2003

Definition Hazard



Cox and Griffiths in 2005:

Aspects of the design and management of work, and its social and 
organizational contexts that have the potential for causing 
psychological or physical harm.

Psychosocial hazards



Stress

Stress can be defined as a response or reaction of our body and mind 
to a real or perceived threat, event, or change. It is a feeling of physical 
or mental tension.



Stress curve



Fatigue reword

• Defined as a feeling of lack of energy and motivation that can be 
physical, mental or both.

• Fatigue is usually described in a number of terms such as: tired,  
weary, exhausted, malaise, listless, lack of energy and feeling run 
down.

Ref:  https://www.emedicinehealth.com/fatigue/article_em.htm



The bucket model of fatigue



Organizational Uncertainty 

The ever-changing environment of an organisation creates uncertainty. 
It can create either opportunity, or challenges; both the employer/ 
management and employees need to play a positive and constructive 
role to make it successful.



Change Management

Change management is a term used for all approaches to preparing 
and supporting individuals, teams, and organizations in making 
organizational change.



Top Change Management 
Model

Kurt Lewin

Kurt Lewin's Unfreeze-Change-Refreeze model is popular as it's easy to understand and focuses on process. It's also inspired many similar 3-step 
change models that are really a spin on the Lewin model.

ADKAR®

The ADKAR® model is frequently used in organisations. A practical model of change that is simple to learn, makes sense, and focuses on the actions 
and outcomes required for change.

Kotter's 8-Step Model of Change
John Kotter's influential 8-step process for change: This page has been updated to include Kotter's 2014 book 'Accelerate' in which he creates a 
contemporary framework for the original 8-step change model.

Stephen Covey: 7 Habits Model

Kubler-Ross: Stages of Change

The Kubler-Ross model describes typical responses to grief. These have been applied to understand change on an individual level and in the 
workplace.  When I use this model I find people are relieved to identify their feelings regarding change. But they most enjoy being able to identify 
and understand how other people respond to change. They immediately get a better sense of their own behaviour and why colleagues behave in a 
particular way.

http://www.change-management-coach.com/kurt_lewin.html
http://www.change-management-coach.com/adkar.html
http://www.change-management-coach.com/john-kotter.html
http://www.change-management-coach.com/kubler-ross.html


Wellbeing and Change

Wellbeing
Health vs Wellbeing 

Physical vs Psychological 

Perception management

Change
Controlled/ desired change vs 
uncontrolled change

Impact of change



Organizational Factors

• Workforce engagement, 

• improved communications (organizational, 

• interdepartmental and between direct manager/supervisor), 

• clear and realistic goals, 

• job security (where possible), 

• timely feedback, 

• providing required resources, 

• valuing the employee’s input and voiced concerns and effective shift 
patterns. 



Individual Factors

• to be positive, 

• accept change, 

• be engaged at work, 

• look after his/her health and fitness, 

• follow policies and procedures, 

• provide constructive comments/ feedback on how processes and 
procedures can be improved, 

• report incidents and accidents, 

• identify opportunities to improve the safety of the organization.







All Work and No Play? A Meta-Analytic Examination of the 
Correlates and Outcomes of Workaholism



6 Tips For Work-Life Balance

1. Positive paradigm

2. Prioritization (80/20)

3. Time management/ organize

4. Practical approach (keep it simple)

5. Learn not to burn

6. Social network (family, work, & friends) 

By: Dr Zaidi
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