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ABSTRACT 

BACKGROUND 

With the outbreak of COVID-19 the emotional health problems of healthcare workers have been further aggravated. If 

now left unaddressed this can lead to distress as well affect their effectiveness at work. It becomes essential to look at 

those specific emotional needs of healthcare workers, enabling them experience emotional well –being at different levels. 

OBJECTIVE 

This study examines the Human Resource (HR) Champion approach in combating the emotional health problems of 

healthcare workers. The objectives of the study included identifying the different emotional needs of Health care workers, 

mapping the various Human Resource Champion roles towards each of the identified emotional needs of workers and 

the different levels of emotional well-being. The study further looks at the feasibility/availability of the various identified 

employee champion roles in healthcare. 

METHODS 

Based on a mini review the purpose of the paper is to create a unique synthesis and proposal for utility of healthcare 

organizations The exploration included terms of search in combination and in particular related to emotional fitness of 

healthcare workers, COVID-19, HR role in managing employee stress, workplace stress, employee champion and HR 

champion. The potential chances of subjectivity in selection of the papers cannot be overlooked though the various 

databases used for review include Google Scholar, Web of Science, Semantic Scholar which provides the most cited 

work  

RESULTS 

The study reports a negative influence of pandemic on HCW’s mental health. The identified needs of healthcare workers 

during the pandemic include caring, protecting, hearing, preparing and supporting them. The identified needs have 

been mapped towards the various HR champions i.e., physical, social, financial, emotional, work-life integration and 

meaning in work champion. The various practices that were available and were considered feasible have also been 

evaluated. The fulfillment of the specific emotional needs of HCW’s can lead to emotional well- being at different levels 

including essentials, belonging, purpose and flourishing. But the fact remains that many of the champion roles are way far 

from being implemented in healthcare due to the nature of work and to an extent attitude of the management. 

CONCLUSIONS 

The findings of the study reveal that different employee champions can nurture the specific emotional needs of 

healthcare workers thereby leading to fulfillment of their emotional well-being at different levels. Some champion roles 
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are more visible (physical and financial champions) as compared to work- life integration, social, emotional, meaning in 

work champions in healthcare organizations.  

LIMITATIONS 

The potential chances of subjectivity in selection of papers cannot be overlooked though the study made use of Semantic 

Scholar, Google Scholar, Web of Science which provides the most cited work. Since the core purpose of this paper is to 

provide a unique synthesis and proposal of value to healthcare workers, this mini review has its use in contribution towards 

a conceptual model that can be subject to empirical attestations in future research to further establish the role of different 

HR champions towards the increased emotional well-being of Healthcare workers at the workplace. 

KEYWORDS

healthcare workers; emotional well-being; mental health; pandemic; COVID-19; healthcare; employee champion; 

human resource management; stress 

 

 

INTRODUCTION 

STRESS OF HEALTHCARE WORKERS DURING PANDEMIC 

In spite of exhaustion, personal risk of infection, fear of 

transmission of infection to family members, sickness or 

demise of colleagues and friends and loss of numerous 

patients, health-care workers have constantly provided 

services. However, their ability to cope has also been 

affected by many additional and at times unavoidable 

factors of stress including long shifts combined with 

unprecedented population, anxiety, restrictions including 

self-isolation. [41]  

 

Healthcare workers are prone to depression, anxiety, 

burnout, moral distress, insomnia and post-traumatic stress 

disorder as they are impacted by severe burnout syndrome 

under unusual working conditions with as many as 33% in 

the category of critical care nurses and 45% in the group of 

critical care physicians. [45] Chronic stress affects  

healthcare workers after the eruption of the acute 

respiratory syndrome in 2003 was reported to last for months 

to years.[ 40] It has been reported in a Chinese study that 

the healthcare workers treating patients with COVID-19 

experienced high rates of distress (72%), anxiety (45%), 

depression (50%) and insomnia (34%).[33] Studies 

conducted in France and Italy reported that staff working 

directly with COVID-19 patients, being female, working as 

a nurse and younger age are prone to experience high 

burnout, risk factors for contrary psychological outcomes, 

post-traumatic stress disorders and depressive symptoms. 

[13, 7] With 40% of physicians having reported burn-out and 

almost 74% of physicians surveyed conveying symptoms of 

burn-out as compared to 25% of the general workforce, it 

has been demonstrated through multiple studies that the  

 

licensed healthcare providers have rates of depression 

nearly three times the national average. [28, 57, 31] while 

the major contributors being unparalleled levels of daily 

stress, exposure to trauma and extremely long hours of 

working. [52]   

 

Working in an environment that is highly demanding and 

strained, healthcare workers are experiencing poor quality 

of life and psychosocial risk factors. [6] The most important 

psychosocial risk factors for nurses identified during COVID-

19 in city of Ahvaz, Iran included stress, work- family conflict, 

emotional needs, job dissatisfaction and burnout [46] 

which are strong risk factors to poor health, work related 

outcomes, burnout and job dissatisfaction. [23] 

 

The above studies and a review of available literature 

reveal the main stress related issues of health care 

professionals as anxiety, stress, insomnia, depression, 

fatigue and burnout which have further been aggravated 

in the pandemic due to physical exhaustion and emotional 

strain, shortages of personal equipment’s, providing care to 

co-workers, concerns about transmitting infection to 

families, assuming new and unfamiliar clinical roles and 

shortages of ventilators. [48] 

  

The work-related psychological distress, burnout and 

anxiety are unavoidable occupational health issues 

especially during a pandemic. [12] Burnout experienced as 

an outcome of poor quality of life, poor physical and 

psychological health among healthcare workers not only 

affected their job satisfaction but their general well-being 

as well. Hence hospital management should initiate health 

facilities that essentially improve the working conditions 

thereby reducing job stress and in turn, reducing burnout at 
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work thereby improving the well-being of healthcare 

workers. [6] Moreover, mental problems have been a major 

issue for the healthcare workers especially during the 

pandemic and hence a timely intervention that 

addressees these mental problems are vital. [24] 

 

This paper aims at addressing the commonality of the 

psychological distress experienced amongst the 

healthcare professionals through employee champion role 

of human resources (HR) thereby ensuring different levels of 

emotional well- being. The study attempts to determine the 

needs of healthcare workers (HCW) during the pandemic; 

align the different roles of employee champion to the 

needs of HCW; mapping the fulfilled needs to the different 

levels of emotional well- being of HCW.  As HR champions 

can cater towards systems that facilitate not only the 

mental health needs of employees but also increase their 

efficiency at work. [8] 

 

THEORETICAL BACKGROUND 

EMPLOYEE CHAMPION ROLE OF HUMAN RESOURCES 

The workplace plays a major role on the well-being of 

employees, but at the same time it can also be used as an 

ideal setting to promote health [16] - both physical and 

mental health. In order to build a well-being support system, 

management or HR can develop the organizational 

context which cater both to organizational and individual 

factors [14, 59] which in turn, can be driven by pro-health 

ideologies, valued leadership, safe screening and 

assessment mechanisms. [5] 

 

It has been found that organizations committed to 

employee well-being and a work unit well-being champion 

are better providers of employee satisfaction, employee 

engagement, and personal well-being which in turn 

contribute towards a promising perception of the 

organization.[62]  An organization that is associated with 

intensely supportive benefits at multilevel, towards a robust 

well-being champion program can have an overwhelming 

impact on the psychological, physical and social well-

being of personnel. By embracing and emphasizing 

employee welfare HR can become true “employee 

champions” and can work towards enhanced employee 

well-being. [60, 61].   

 

A Workplace Champion Program that has been well 

defined is found in philosophies of behavior change and 

finds its base in social cognitive theory as research has 

established the significance of social networks and peer 

support for individual behavior. [62]  

 

The well-being champion model as depicted in Table 1, 

focuses on six pillars of well-being including social, work-life 

integration, physical, emotional, financial and meaning in 

work which has been proved beneficial at the Mayo Clinic 

(USA) and have been delivered by expert driven, 

evidence-based programs and employee champions 

including supervisors [15,62].

TABLE 1: EMPLOYEE CHAMPION ROLES OF HUMAN RESOURCE MANAGEMENT 

 

Source:: [ 63 p.108]   
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The overall success, understanding and awareness of an 

employee health and wellness program can be ensured by 

the management through a well-being champion that is 

employee–led.[19]  

 

The measures implemented need to be matched to the 

problems they are intended to address, which would imply 

a high measure-to--challenge communication at the 

operational-level workplace interventions aimed towards 

improved employees’ health efforts and working 

conditions.[2] 

 

Well-being Champions, hospital management 

departments and psychological experts can collaborate 

to implement different interventions that addresses 

problems of depression which has been on a rise after the 

pandemic. [ 42] They can provide the critical peer support 

needed to maintain and improve healthy behaviors 

among coworkers [25] as they may have a better 

understanding and knowledge of personal challenges, 

workplace, health/wellness problems and apprehensions 

and organizational concerns that are most central to the 

employees and their families and colleagues.[20]   

 

With a readiness towards educating and supporting their 

colleagues and investing in their own wellness, the wellness 

champions are potential agents of change [9, 32, 36, 63].  

A wellness champion in the healthcare workforce can 

communicate health-wellness activities and resources as 

well as motivate their colleagues to contribute to the 

wellness opportunities. 

 

Rather than embracing the “best practice” approach (or 

“one size fits all”) [ 27, 38HR managers should deliver the 

tailored “best fit” strategies of HR that are aligned to 

organizational goals.  In the current context HR champion 

roles can be tailored best fit in accordance with the 

healthcare through a wellness champion program, while 

the common thread being the need for “good practice” in 

human resource management (HRM) is appreciated, while 

good practice may or may not often be a common 

practice.  

 

MATERIALS AND METHODS 

Based on a mini review designed to address the research 

goals mentioned in the previous section this paper aims to 

create a unique synthesis and proposal for utility of 

healthcare organizations. While reporting the maximum 

relevant findings mini reviews condense the most significant 

concepts related to a topic.[21] The study is based on 

research papers available in Web of Science, Google 

Scholar, PubMed, Semantic Scholar on HR champions and 

the emotional distress of healthcare workers, especially 

during the current pandemic. The search terms include in 

particular and in combination were - employee champion; 

HR champion; workplace stress; emotional fitness of 

healthcare workers; emotional distress; healthcare workers, 

COVID-19; pandemic; emotional well-being of healthcare 

workers. 

 

Articles that have been cited have been included in the 

study, as scholarly associations in available publications are 

shaped when one work cites another.[4] Since the number 

of studies on emotional fitness and well-being of healthcare 

workers were limited, the studies on HR strategies and 

psychological studies on combating stress also formed a 

part of the review. Moreover, reports that specifically dealt 

with the emotional distress of health care workers were also 

included in the study.  

 

Enabling meaning in the data and themes becomes 

evident initially in the review process through routine 

piloting of large systematic reviews and in turn adds on to 

the efficiency and validity of the review. Hence a study that 

looks at a review of 20 or more included studies can use a 

purposive sampling method to include up to 10 papers 

from the pool of comprised trials. [37]. The researcher took 

up a routine pilot of a sample of 10 papers all through to 

the stage of evidence synthesis from the included trials of 

35 papers. This was done to judge the potential of the 

extracted data to answer the review questions at an early 

stage. The data extracted from the sample papers were 

processed up to the synthesis stage before going ahead 

with the full review.  

 

Understanding from the stage of pilot synthesis helped the 

researcher to adapt measures in the data extraction form, 

as only information that was targeted at employee wellness 

and the current distress of healthcare workers as well as 

strategies that could be integrated towards HR 

Championing role were included in the study. Insights from 

pilot synthesis enable modifications that ensure the most 

useful information to be extracted from the lot of available 

papers in a single phase without having to revisit each 

paper at the later stage. [44] 

 

The researcher initially identified the needs of the HCW’s  
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during the pandemic and later arrived at the different roles 

of Employee Champion (EC). The different needs of HCW’s 

were then aligned with each of the identified EC roles. The 

needs and the aligned EC roles were further mapped to 

the different levels of emotional fitness of HCW’s. The 

feasibility/ opinion on the EC roles within the context of 

health care was undertaken using a one- to- one interview) 

with a sample of 20 healthcare workers including nurses, 

frontline workers and HR and administrative staffs to 

understand the feasibility and the extent to which these 

champion roles were evident in the health care.  

 

A total of 32 articles were selected through initial screening, 

of which 3 were reports, 20 were original research articles, 

2 were correspondence articles/commentaries, 5 were 

review articles and 2 were ideas/viewpoints. 

 

EMOTIONAL FITNESS LEVELS OF HEALTHCARE 

WORKERS 

Emotional fitness is the ability to build in emotional strength, 

flexibility and endurance while being able to meet one’s 

needs including the basic essentials of cultivating a sense 

of purpose, securing a sense of belonging as well as finding 

prospects to flourish (Aon, Empower results, 2020). Table 2 

summarizes the different levels of emotional fitness and 

well-being of employees. 

 

TABLE 2:  LEVELS OF EMOTIONAL FITNESS/WELL –BEING 

 

Source: adapted from Reith and Kuehl et al. [ 51,39] 

 

 

Certain key functions that include linkage to medical 

resources and care; emotional and social provisions to 

encourage disease management behaviors; backing 

designed to withstand health behavior change; as well as 

coping with negative emotions are integral to the role of a 

wellness champion. [9, 32, 63, 3] This in turn, can ensure a 

sense of belonging, creating a purpose, meeting their 

essential needs and exploring opportunities for employees 

to flourish in health care. 

 

FINDINGS 

ADDRESSING THE CONCERNS OF HEALTHCARE 

WORKERS THROUGH THE CHAMPION ROLES OF HR 

The various EC roles of HR can address the shared aims of 

the needs of psychologically distressed healthcare 

professionals which in turn can contribute to their emotional 

well- being. The needs of the healthcare workers during the 

pandemic include Hear me; protect me; prepare me; care 

for me; support me [56] can be aligned to the various HR 

champion roles. [63] The commonalities of the needs of  
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HCW can be further mapped towards the state of 

emotional well- being of healthcare workers as depicted in 

table 3 

 

Table 3 summarizes the concerns, needs and 

apprehensions of HCW’s through feedback and input 

channels during the pandemic, which have been mapped 

to the required HR support that needs to be ensured 

through the various champion roles which in turn can 

contribute to the different levels of emotional well- being. 

Table 4 also records the opinion/ feasibility of the identified 

EC strategies by the HCWs. 

 

TABLE 3: MAPPING EMPLOYEE CHAMPION ROLE TOWARDS HEALTHCARE WORKERS NEEDS AND EMOTIONAL WELL-BEING 

 

Source: [ 56, 15, 62, 50, 39].

Proposing in lines of a strategy which is high reach that 

enhances employee participation in the broader wellness 

programs, the well- being programs initiated by Employee 

champions can be beneficial as they foster a culture of 

wellness and health at workplace thereby impacting 

positively the workplace healthy living behaviors.[47] Here 

measures that ensure security and safety; care; support; 

driving connections; compassion; self-care; learning and 

growing; understanding impact of their jobs; and creating 

meaning in their work has to be made available [1]  This 

can be ensured by making appropriate provisions of 

resources including quick access to occupational health 

and expert testing, follow-ups,  fostering wellness programs, 

providing peer support, improving and maintaining healthy 

and supportive behavior amongst co-workers, and 

nurturing a culture towards instituting the significance of 

emotional well-being of the HCWs. Within the context of an 

organization, the potential benefits of interventions that 

involve support from peers including well-being champions 

are boundless [36] 

 

Interventions aimed to improve mental health in the 

workplace are effective when objective methods are 

made use of as these approaches are participative. Here 

the employees are encouraged to be a part of the support 

mechanisms with co-workers and groups for participation 

at both employer and employee level. [18,34] Modified 

roles of EC that foster participatory approaches by 

strengthening the feedback loops between organization 

and individuals as well the collective systemic methods that 

address the specific needs of HCW can lead to different 

levels of their emotional well- being. Collective ‘systemic’ 

methods that look at interventions both at individual and 

organizational level and involve methods of ‘primary 

prevention’, e.g., by sustaining individual wellbeing and 

nurturing healthy organizations and methods of 

“secondary prevention”, e.g., improved working around 

managing risks or reducing stressors tend to work better 

than those single objective methods for sustainability. [ 35, 

55, 22].  
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TABLE 4: MAPPING HEALTHCARE WORKERS CONCERNS, NEEDS AND APPREHENSIONS TO THE CHAMPION ROLES OF HUMAN RESOURCE MANAGEMENT - A FEASIBILITY ANALYSIS 

Concerns Needs Apprehensions HR support Champion Role  Reasoning Feasibility/ opinion 

“Protect Me” Ease out the 

threat of health 

care 

professionals 

being infected 

or transmitting 

infections to 

family members  

Bothered about 

taking infection 

home to family 

members; availability 

and access to the 

personal protective 

equipment; 

unavailability of 

prompt access to 

tests through 

occupational health, 

if need be. 

Provision of resources so 

as to avoid carrying 

infection home; access 

to the required personal 

protective equipment as 

well quick access to 

occupational health 

with expert testing and 

follow- up if symptoms 

exist. 

Physical Champion (PC) and 

Financial Champion(FC) 

Caring the Caregivers: Ensuring an 

environment that provides tutoring, 

maternal health, back-up-care and 

vendors for eldercare and child 

care; Ensuring flexibility while 

sensitizing the team to be flexible 

thereby allowing employees fix the 

boundaries they need; promptly 

reaching out to employees by 

identifying their emergent needs. 

Security and Safety: Ensuring listing 

the assistance/local means or 

resources available for employees 

towards their basic needs including 

safety, shelter and food; Clear 

communication to ensure 

psychological and physical protocol 

based on roles and industry. 

Job demands that include high 

workloads and emotional 

demands from employees can 

lead to reduced well –being of 

employee health.[54] 

Employee champions are high 

reach strategy towards ensuring 

employee participation in 

broader wellness programs 

towards specific needs of the 

organization [25] 

Job resources or the aspects of 

the job can facilitate towards 

employees’ work goals as well 

buffer the negative aspects of 

well-being that arise out of job 

demands. [54]. 

There was mixed opinion of 

HCW’s on the HR support as 

many felt that the hospital 

administration took care while 

an equal number of them felt 

that they have not been 

extended enough provisions. 

Security and safety needs were 

rated as most feasible and were 

practiced to quite an extent 

except for the clear 

communication which could not 

be ensured at all times. 

Less feasible/ available PC and 

FC strategies: Support services 

including strategies that prepare 

employees as to what is ahead; 

internal resources that cater and 

support the mental health of 

employees; psychological first 

aid on a virtual platform 

“Support Me” Support system 

that empathizes 

and understands   

limitations of 

individuals 

during times of 

uncertainty, 

long work hours 

and extreme 

exposure to 

critical and ill 

patients. 

Requirement of 

support at both 

family and personal 

level looking into the 

demands and 

increased work 

hours. Ensuring 

facilities including 

support services for 

physical needs, 

hydration and 

healthy meals while 

A support system that 

ensures emotional and 

psychological first aid on 

a virtual platform 

through webinars which 

are delivered directly to 

each unit especially on 

topics that deal with 

practicing self – care, 

dealing with insomnia 

and anxiety, dealing 

with moral distress and 

Providing Support: Collecting, 

recognizing and analyzing all 

available internal resources towards 

supporting the mental health of 

employees and ensuring easy 

access to contact information; A 

policy that supports the behavioral 

wellness partners and the health 

plan to prepare the employees as 

to what is going to come, be it the 

risk of grief, violence, bereavement, 

anxiety and uncertainty; effective 

  Feasible/ available PC and FC 

strategies: communication and 

clear instructions, environment 

that fosters maternal health, 

back-up- care and vendors for 

eldercare and childcare (to an 

extent); flexibility at the team 

level towards fixing the 

boundaries they need(limited); 

medical treatment support; 

transportation and food support.   
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at work, 

Transportation 

assistance to sleep 

deprived workers, 

housing facilities for 

those who are on 

rapid shifts and those 

who stay far from the 

hospital vicinity and 

childcare support 

services 
 

supporting one another 

and providing individual 

support for those 

undergoing greater 

distress 

communication towards the 

coverage costs related to COVID -

19.  

“Care for Me” Ensure a holistic 

support for the 

person and 

his/her family in 

case they need 

to be 

quarantined 

Uncertain whether 

the individual will be 

taken care of by the 

organization. An 

uncertainty as to if 

the health care 

professional 

develops an 

infection will the 

organization extend 

support. 

Ensure housing support 

for people who are not 

staying with their 

families; support for 

physical needs including 

childcare food etc.; 

paid time off in case of 

quarantine and ensure 

emotional support. 

Social Champion(SC) and Emotional 

Champion (EC) 

Driving Connections; Sharing the 

good Inspiring individuals at 

workplace to pick a workplace 

buddy with whom they can attach 

and connect on a day-to-day basis; 

increasing opportunities for 

camaraderie and social connection 

through virtual coffee, happy hours 

and online meetings; Training 

champions to recognize employees 

who stay unaccompanied and 

require extra support and hand 

holding. 

Demonstrating Empathy and 

Compassion:  

Trying to feature the CEO sharing 

their consistent updates, 

experiences and stories of 

connecting and   adjusting to 

normalize, humanize and reassure 

emotions and feelings; encouraging 

leaders to be available as well 

involve in genuine conversations 

with individuals and teams probing 

Employees are motivated by not 

only maintaining of existing 

resources but also new 

resources, as loosing resources 

would mean leading to 

experiencing high levels of stress 

[ 26]. 

A HRM system that is strong 

ensures that employee 

experience high level of 

consensus, consistency and 

distinctiveness in the HRM [10]. 

The HCW’s felt that HR support 

services  for ‘Caring ‘were 

available by relying on each 

other and asking for help when 

need be within the work group, 

while  child care support and 

housing support may be further 

improved upon. 

Less feasible/  not available SC 

and EC strategies: Efforts 

towards ensuring contact 

information in case of assistance 

(for mental health); health plan 

towards preparing employees as 

to what is going to come, efforts 

towards driving connections. 

Not Feasible SC and EC 

strategies: Practices towards 

inspiring employees to pick a 

workplace buddy; social 

connections through virtual 

coffee and happy hours: 

demonstrating empathy and 

compassion through consistent 

updates; sharing experiences 

and stories by the director or top 
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how they are doing and what they 

need. 

management; stories of 

connecting and adjusting to 

normalize and reassure emotions 

and feelings by the leaders. 
 

“Prepare Me” Ensure support 

and training that 

facilitate high-

quality care to 

patients 

Worried whether one 

shall be able to offer 

proficient medicinal 

care/ nursing/if 

positioned to new 

area (As all nurses for 

e.g., may be 

required to be 

intensive care unit 

nurses). Moreover, 

the rapid change in 

the communication/ 

information 

challenge is again 

bothersome 

Provide quick support 

and training for the 

basic essential 

knowledge and skill and 

allow adequate access 

and backup to 

specialists. 

Unambiguous and clear 

communications at all 

times and rapid trainings 

to support the basic 

critical knowledge base 

followed by the required 

access as well backup 

to experts. 

Work –Life Integration Champion 

Role( WLI champion) 

Learning & Growing; Strengthening 

Resilience; Practicing self -care 

Ensuring learning and growing at 

both personal and professional level 

of employees;  facilitating 

mentorships; efforts to connect with 

others in the workplace, industry 

certifications; allowing time for 

reinvention and innovation ;can 

help bring in business opportunities 

and initiate professional growth 

opportunities. 

Initiating activities to ensure 

connecting job tasks to the 

influence it has on the world. (It can 

be ensured by sharing patient 

success stories that let the 

employees know how their jobs are 

creating an impact). Flourishing at 

personal level through: Encouraging 

employees to make use of 

additional time they might have 

from shelter in place for connecting 

and with old friend; bonding with 

family; daily walks or starting a book 

club etc.  
 

The HR practices have been 

interpreted based on resources 

available at work and the 

demands of work [29, 49,30] 

which can exist at different 

levels, including the kind of social 

relations like getting support from 

coworkers; job security at 

organizational level; clarity in the 

job role at the job level; 

autonomy in work at the task 

level [54]. 

Employee champions not only 

invest in themselves but also are 

a great support to their co-

workers   as they educate and 

support them [ 36]. 

There was a mixed opinion on 

this aspect with equal number of 

HCW’s making use of the 

support for training and 

communication, and the same 

number of HCW’s grading this 

strategy as not feasible. 

Feasible/   available  WLI 

champion strategies : Focus by 

management to a great extent 

on ensuring learning and 

growing at professional level; 

availability of expertise in areas 

including critical care and 

infection control; emergency 

medicine and emotional health; 

facilities including support 

services for physical needs, 

hydration and healthy meals.   

Less feasible/ not available WLI 

champion strategies: provisions 

for encouraging industry 

certifications; allowing time for 

reinvention and innovation; 

helping bring about business 

opportunities; initiating 

professional growth 

opportunities. 
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“Hear Me” Attend to and 

act on 

healthcare 

professionals’ 

proficiency and 

frontline 

understanding. 

Look into their 

apprehensions 

to an extent that 

leaders and 

management 

are capable. 

Uncertain as to 

whether leaders are 

recognizing the most 

bothering problem of 

the frontline health 

care professionals; 

whether the local 

physician expertise in 

areas including 

critical care, 

infection control, 

emergency 

medicine and 

emotional health are 

being made use of in 

order to progress 

towards 

organization-specific 

responses? 

Ensuring opinions of the 

Healthcare workers are 

a part of the decision-

making practice by 

creating feedback and 

input channels through: 

Suggestion Box; Emails; 

Leader interactions; 

listening groups; visits by 

leaders 

Meaning In Work Champion (MIW 

champion)  

Giving Back; Creating Meaning; 

Understanding Impact 

Creating a vision testimonial of how 

the organization has been 

contributing completely and 

supporting through the pandemic. 

Encouraging employees to talk one-

on-one while reflecting on ways and 

areas which they made a change 

during the week can further create 

meaning; charitable donations can 

be made through employee 

participation including community 

giving or healthy habits or through 

activities like mask-making, run 

mileage/weekly walk, food shelf 

donation etc. 

A strong HRM systems ensures 

that employees experience high 

consensus, distinctiveness, and 

consistency in the HRM 

systems.[10] 

The various domains of well -

being that include team 

building, volunteerism, physical 

activity, stress management, 

social interaction new 

experiences and financial well-

being for the work group are 

promoted by the HR champions. 

[63] 

Inputs are generally ensured 

through visits by leaders/ 

supervisors and leader 

interactions at work. Suggestion 

box and mails are generally not 

used and were rated not very 

feasible. 

Not Feasible/ not Available MIW 

champion strategies: Creating 

meaning at work and 

understanding impact was 

considered less feasible by 

HCW’s. There were no provisions 

for: sharing patient success 

stories; community participation; 

leveraging organization social 

media sites to share the feelings 

of gratitude; sharing success 

stories to let employees know 

how their job is creating an 

impact; Testimonials of how the 

organization has been 

contributing and supporting 

during the pandemic; 

encouraging employees to 

talking one-on-one ; staying 

active, eating healthy for 

energy, getting good sleep, 

ensuring a schedule that is 

regular inclusive of breaks as well 

prioritizing personal hygiene); 

Support at both family and 

personal level looking into the 

demands and increased work 

hours and closure of day-cares 

and schools. 

Source: Ref: [1, 56]  
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The one –to –one interview with a random sample of 20 

HCW’s which included nurses, frontline workers, HR and 

administrative staffs from both government and private 

hospitals revealed that the feasibility of some of the 

champion roles of HR were less and there remains a need 

for specific initiatives that typically look at meaning in work; 

social and emotional support; work- life integration of 

HCWs. Though within physical and financial needs there 

were few practices that have been taken up to some 

extent during the pandemic. Over time there are examples 

and cases that have been described specific to the 

organization, although there is no agreed upon standard 

that has been established in  health care with regard to the 

responsibilities of a wellness champion.[9, 32 , 63, 3] The 

findings reveal that the champion roles of HR have not 

really been practiced to a great extent both due to the 

nature of work and to an extent approach of the hospital 

management. 

 

In an organizational setting the workplace environment 

highly influences the emotional fitness of the individual 

workers and the work force as a whole when considered as 

a population. [50,51] In this context, a direct supervisor 

agreement form that ensures the direct supervisor support 

and support of top leadership including Human resource 

managers who look at the organizational support becomes 

critical. A program that is well designed with means that 

covers all six aspects of well-being of HCWs while giving 

champions the autonomy to encourage programs of 

personal interest and the work group can facilitate 

emotional well-being at workplace. 

 

Within particular workplace settings, the role of HR 

champion can be encouraged through meetings with the 

team leaders and in- charge supervisors for the preliminary 

development and planning which contribute towards the 

internal leadership and initiatives that lead to positive 

mental health. The potential of champions to create an 

impact depends on their current (paid job) roles, the work 

settings, motivation and skills. [53] 

 

HR can make use of metrics to track and measure the 

increase in wellness programs/events by measuring 

program involvement rates, the overall effect and/or 

tracked by facility or location thereby mapping it towards 

the impact on emotional fitness levels of HCW’s. 

Satisfaction of employees with precise aspects of the 

program that might be affected by the wellness 

champions; shifting some of the traditional rules and a 

culture assessment thereof can be made use of. [19] 

Ascertaining the champion role of HR in healthcare sector 

can contribute towards nurturing the emotional needs of 

the Healthcare workers. The set of scales between roles 

and positions can vary within and between hospitals. Terms 

used can also be different between hospitals with 

‘workplace health champions’, HR champions and 

wellness champions, all being used. With individuals 

articulated as activators and facilitators without 

recognizing that they are champions.  

 

DISCUSSION 

Increased social connections within the team, mostly 

through one-on-one dialogues, guarding against feelings 

of demoralization and isolation thereby creating space for 

people to speak up and share their thoughts [ 58] can 

create a sense of belonging, help drive connections, 

demonstrate empathy and compassion. Well-being 

champions tend to play the role of positive influencers 

within the work setting. A well-being champion coupled 

with a comprehensive employee well-being strategy at 

workplace leads to better and favorable perception of the 

organization. [ 63] In order to facilitate employee 

engagement in the workplace champion wellness 

program, there must be proper support of wellness 

champions by managers [ 43] and hospital administrators 

within the healthcare settings. Payback, asset out by 

employees towards an employee champion, include 

better sense of provision and support for attaining a healthy 

lifestyle, rise in consciousness of wellness prospects and 

better perceived wellness and health. [ 63] 

 

The different employee champions: physical, financial, 

social, emotional, meaning in work and work-life 

integration champions [15,62] need to be further evolved 

and worked upon in the healthcare so as to fulfill   the 

various needs of the HCW which include: “Protecting, 

supporting, caring, preparing and hearing them. [ 56 This in 

turn can lead to HCW’s experiencing different levels of 

emotional fitness or mental well-being which basically exists 

at four levels i.e., essential, belonging, purpose and 

flourishing. [1]   

 

While ensuring and defining the different employee 

champions and their roles, the healthcare environment 

can nurture the emotional needs of their workers, thereby 

contributing to the fulfillment of emotional well-being at 

different levels and therefore allowing them to flourish and 

revitalize in the workplace setting. 
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CONCLUSION AND FUTURE RESEARCH 

The purpose of the paper is to suggest avenues for actions 

for HR managers from a perspective of an employee 

champion role towards enhancing the emotional well-

being of HCWs. The apprehensions and concerns of HCWs 

- ‘Hear me’, ‘Care for me’, support me’ ‘protect me’ and 

‘prepare me’ [ 56] can be best addressed through the 

employee champion roles of HR. The six pillars of well-being 

champions i.e., social, work-life integration emotional, 

physical, financial and meaning in work has proved to be 

beneficial [15,62], which in turn, can contribute to different 

levels of emotional well-being: belonging, essentials, 

flourishing and purpose of HCW.[1]  

 

The study also reveals that there are certain champion roles 

that are more visible (physical and financial champions) as 

compared to Work-life Integration, Social, Emotional, 

Meaning in Work champions in healthcare organizations. 

HCWs opined that the nature of work, and to an extent the 

management approach, make strategies that revolve 

around social interactions at workplace, emotional 

wellness and integrating work-life balance less feasible. But 

yes, given options, the higher end strategies shall make the 

employees more happy and satisfied as activities that 

foster employee comfort can be valuable for employees 

both in terms of relationship and happiness forms of well -

being as well as the performance of the organization. [30] 

 

Not many articles have examined the emotional well-being 

of healthcare workers from a HR perspective. The paper 

supports to expand the possibility of research on emotional 

well-being of health care workers from the champion 

perspective of HR as well it provides insights for HR 

practitioners and top management towards meeting the 

well-being needs of the HCWs.  

 

The contribution however should be reflected in light of 

certain limitations. Though the work has been based on a 

review of various databases which provides the most cited 

work (including Semantic Scholar, Web of Science, Google 

Scholar) one cannot overlook the potential chances of 

subjectivity in selection of papers.  Since the main purpose 

of this paper is to provide meaningful information to both 

management and HR managers from the perspective of 

improving emotional well-being of healthcare workers 

through HR Champions, this review can find its contribution 

to a conceptual model that builds on to HR Champions 

Roles in the healthcare. This can be subject to empirical 

attestations in future research to further establish the role of 

different HR champion towards increased emotional well-

being of healthcare workers.  Moreover, the survey which 

had one-to-one interview with HCW’s on the different 

employee champion roles was confined to a small group 

of healthcare employees and hence a rigorous study that 

looks at the dynamism and importance of the various 

champions in the healthcare sector should be undertaken.   

An empirical attestation that looks at the different 

employee champion roles in order of their feasibility in both 

government and private hospitals can be explored.  

 

This article contributes towards well-structured and well 

condensed information obtained from a mini review. Future 

research can look at a quantitative analysis as well as the 

level of impact of different HR champions on HCWs 

emotional well –being. Even more future research can look 

at studies that confirm the causal relationship of EC role on 

the mental health of HCW’s keeping in account the 

moderating factors including the marital status, years of 

experience, physical health of the individual, organization 

size etc which have not been explored in the paper.  

 

ABBREVIATIONS 

HCW- Healthcare workers  

HR- Human Resources  

EC- Employee champion  

PC- Physical Champion  

FC- Financial Champion  

SC –Social Champion  

WLI champion- Work Life Integration Champion  

MIW champion- Meaning in Work Champion 

 

 

References: 

1.  Afshari D, Nourollahi-Darabad M, Chinisaz N. 

Psychosocial factors associated with resilience among 

Iranian nurses during COVID-19 outbreak. Frontiers in 

public health. 2021:1092. 

2. Akerstrom M, Corin L, Severin J, Jonsdottir IH, Björk L. 

Can Working Conditions and Employees’ Mental 

Health Be Improved via Job Stress Interventions 

Designed and Implemented by Line Managers and 

Human Resources on an Operational Level?. 

International Journal of Environmental Research and 

Public Health. 2021 Feb;18(4):1916. 

3. Amaya M, Melnyk BM, Buffington B, Battista L. 

Workplace wellness champions: lessons learned and 

implications for future programming. Building Healthy 



Ensuring Emotional Fitness of Healthcare Workers Through Employee Champion Role of Human Resource Management 13 

Asia Pacific Journal of Health Management  2022; 17(3):i1521.  doi: 10.24083/apjhm.v17i3.1521 

Academic Communities Journal. 2017 May 31;1(1):59-

67. 

4. Strengthening Emotional Fitness for Healthcare Workers 

[Internet]. 2020. Available from: 

https://www.aon.com/getmedia/fe13fd62-0b2d-

42b2-9ae5-94bb67d39496/COVID-19-Employee-

Emotional-Fitness-2020-05-20.aspx 

5. Appio FP, Cesaroni F, Di Minin A. Visualizing the 

structure and bridges of the intellectual property 

management and strategy literature: a document co-

citation analysis. Scientometrics. 2014 Oct;101(1):623-

61. 

6. Archer S. Health is wealth: The rise of workplace 

wellness. IDEA Fitness Journal. 2012;9(5):37. 

7. Asante JO, Li MJ, Liao J, Huang YX, Hao YT. The 

relationship between psychosocial risk factors, burnout 

and quality of life among primary healthcare workers 

in rural Guangdong province: a cross-sectional study. 

BMC health services research. 2019 Dec;19(1):1-0. 

8. Azoulay E, Cariou A, Bruneel F, Demoule A, Kouatchet 

A, Reuter D, Souppart V, Combes A, Klouche K, Argaud 

L, Barbier F. Symptoms of anxiety, depression, and 

peritraumatic dissociation in critical care clinicians 

managing patients with COVID-19. A cross-sectional 

study. American journal of respiratory and critical care 

medicine. 2020 Nov 15;202(10):1388-98. 

9. Berry LL, Mirabito AM, Baun WB. What’s the hard return 

on employee wellness programs. Harvard business 

review. 2010 Dec 1;88(12):104-12. 

10. Bloom S. Employee wellness programs. Professional 

Safety. 2008 Aug 1;53(8):41-2. 

11. Bowen DE, Ostroff C. Understanding HRM–firm 

performance linkages: The role of the “strength” of the 

HRM system. Academy of management review. 2004 

Apr 1;29(2):203-21. 

12. Brownson RC, Eyler AA, Harris JK, Moore JB, Tabak RG. 

Getting the word out: new approaches for 

disseminating public health science. Journal of public 

health management and practice. 2018 Mar 

1;24(2):102-11. 

13. Cai H, Tu B, Ma J, Chen L, Fu L, Jiang Y, Zhuang Q. 

Psychological impact and coping strategies of frontline 

medical staff in Hunan between January and March 

2020 during the outbreak of coronavirus disease 2019 

(COVID-19) in Hubei, China. Medical science monitor: 

international medical journal of experimental and 

clinical research. 2020;26:e924171-1. 

14. Carmassi C, Foghi C, Dell'Oste V, Cordone A, Bertelloni 

CA, Bui E, Dell'Osso L. PTSD symptoms in healthcare 

workers facing the three coronavirus outbreaks: What 

can we expect after the COVID-19 pandemic. 

Psychiatry research. 2020 Oct 1;292:113312. 

15. Chin WS, Rasdi RM. Protean career development: 

Exploring the individuals, organizational and job-

related factors. Asian Social Science. 2014 Nov 

1;10(21):203. 

16. Christakis NA, Fowler JH. The spread of obesity in a large 

social network over 32 years. New England journal of 

medicine. 2007 Jul 26;357(4):370-9. 

17. Chu C, Breucker G, Harris N, Stitzel A, Gan X, Gu X, 

Dwyer S. Health-promoting workplaces—international 

settings development. Health promotion international. 

2000 Jun 1;15(2):155-67. 

18. Clark MM, Warren BA, Hagen PT, Johnson BD, Jenkins 

SM, Werneburg BL, Olsen KD. Stress level, health 

behaviors, and quality of life in employees joining a 

wellness center. American Journal of Health Promotion. 

2011 Sep;26(1):21-5. 

19. Corbière M, Shen J, Rouleau M, Dewa CS. A systematic 

review of preventive interventions regarding mental 

health issues in organizations. Work. 2009 Jan 1;33(1):81-

116. 

20. Seaverson ELD, Seaverson ELD. Building a Wellness 

Champion Network [Internet]. SHRM. SHRM INDIA 

CORPORATE INFORMATION; 2015 [cited 2022 Nov 5]. 

Available from: 

https://www.shrm.org/resourcesandtools/hr-

topics/benefits/pages/wellness-champion-

networks.aspx 

21. Elfar JC. Introduction to Mini-Review. Geriatric 

Orthopaedic Surgery & Rehabilitation. 2014 

Jun;5(2):36-. 

22. Fertman CI. Workplace health promotion programs: 

planning, implementation, and evaluation. John Wiley 

& Sons; 2015 Sep 10. 

23. Giga SI, Noblet AJ, Faragher B, Cooper CL. The UK 

perspective: A review of research on organisational 

stress management interventions. Australian 

Psychologist. 2003 Jul;38(2):158-64. 

24. Goetz K, Berger S, Gavartina A, Zaroti S, Szecsenyi J. 

How psychosocial factors affect well-being of practice 

assistants at work in general medical care? –a 

questionnaire survey. BMC family practice. 2015 

Dec;16(1):1-7. 

25. Guo WP, Min Q, Gu WW, Yu L, Xiao X, Yi WB, Li HL, Huang 

B, Li JL, Dai YJ, Xia J. Prevalence of mental health 

problems in frontline healthcare workers after the first 

outbreak of COVID-19 in China: a cross-sectional study. 

Health and quality of life outcomes. 2021 Dec;19(1):1-

0. 



Ensuring Emotional Fitness of Healthcare Workers Through Employee Champion Role of Human Resource Management 14 

Asia Pacific Journal of Health Management  2022; 17(3):i1521.  doi: 10.24083/apjhm.v17i3.1521 

26. Halbesleben JR, Neveu JP, Paustian-Underdahl SC, 

Westman M. Getting to the “COR” understanding the 

role of resources in conservation of resources theory. 

Journal of management. 2014 Jul;40(5):1334-64. 

27. Renwick D. HR managers: Guardians of employee 

wellbeing? Personnel Review. 2003 Jun;32(3):341–59. 

28. IsHak WW, Lederer S, Mandili C, Nikravesh R, Seligman 

L, Vasa M, Ogunyemi D, Bernstein CA. Burnout during 

residency training: a literature review. Journal of 

graduate medical education. 2009 Dec;1(2):236-42. 

29. Jackson SE, Schuler RS, Jiang K. An aspirational 

framework for strategic human resource 

management. Academy of Management Annals. 

2014 Jan 1;8(1):1-56. 

30. Leslie K. Medscape National Physician Burnout, 

Depression & Suicide Report 2019 [Internet]. 

Medscape.com. 2022 [cited 2022 Dec 28]. Available 

from: https://www.medscape.com/slideshow/2019-

lifestyle-burnout-depression-

6011056?icd=login_success_email_match_norm 

31. Kuehl H, Mabry L, Elliot DL, Kuehl KS, Favorite KC. Factors 

in adoption of a fire department wellness program: 

champ and chief model. Journal of occupational and 

environmental medicine/American College of 

Occupational and Environmental Medicine. 2013 

Apr;55(4):424. 

32. Lai J, Ma S, Wang Y, Cai Z, Hu J, Wei N, Wu J, Du H, Chen 

T, Li R, Tan H. Factors associated with mental health 

outcomes among health care workers exposed to 

coronavirus disease 2019. JAMA network open. 2020 

Mar 2;3(3):e203976-. 

33. LaMontagne AD, Keegel T, Louie AM, Ostry A, 

Landsbergis PA. A systematic review of the job-stress 

intervention evaluation literature, 1990–2005. 

International journal of occupational and 

environmental health. 2007 Jul 1;13(3):268-80. 

34. Lelliott P, Tulloch S, Boardman J, Knapp M. Mental 

Health and Work [Internet]. 2008. Available from: 

https://assets.publishing.service.gov.uk/government/u

ploads/system/uploads/attachment_data/file/212266

/hwwb-mental-health-and-work.pdf 

35. Linnan L, Fisher EB, Hood S. The power and potential of 

peer support in workplace interventions. American 

journal of health promotion: AJHP. 2013 Sep 

1;28(1):TAHP2-10. 

36. Long L. Routine piloting in systematic reviews—a 

modified approach? Systematic reviews. 2014 

Dec;3(1):1-5. 

37. Marchington, M, Wilkinson A. People Management 

and Development. 2nd edition. Chartered Institute of 

Personnel and Development, London.; 2000. 

38. Abraham M. Motivation and personality. Nueva York: 

Harper & Row, Publishers. 1954. 

39. Maunder RG, Lancee WJ, Balderson KE, Bennett JP, 

Borgundvaag B, Evans S, Fernandes CM, Goldbloom 

DS, Gupta M, Hunter JJ, Hall LM. Long-term 

psychological and occupational effects of providing 

hospital healthcare during SARS outbreak. Emerging 

infectious diseases. 2006 Dec;12(12):1924. 

40. Mehta S, Machado F, Kwizera A, Papazian L, Moss M, 

Azoulay É, Herridge M. COVID-19: a heavy toll on 

health-care workers. The Lancet Respiratory Medicine. 

2021 Mar 1;9(3):226-8. 

41. Mendy A, Stewart ML, VanAkin K. A leader’s guide: 

Communicating with teams, stakeholders, and 

communities during COVID-19. McKinsey & Company. 

2020 Apr:1-9. 

42. Miao X, Wang W, Chen Y, Huang X, Wang R. 

Psychological stress and influencing factors of hospital 

workers in different periods under the public health 

background of infectious disease outbreak: A cross‐

sectional study. Health Science Reports. 2022 

Sep;5(5):e834. 

43. Mitchell L, Amaya M, Battista L, Melnyk B, Andridge R, 

Kaye G. Manager support for wellness champions: A 

case study for consideration and practice implications. 

Workplace Health & Safety. 2021 Mar;69(3):100-8. 

44. Moher D, Tsertsvadze A, Tricco A, Eccles M, Grimshaw 

J, Sampson M, Barrowman N. When and how to 

update systematic reviews. Cochrane database of 

systematic reviews. 2008(1). 

45. Moss M, Good VS, Gozal D, Kleinpell R, Sessler CN. An 

official critical care societies collaborative statement: 

burnout syndrome in critical care health care 

professionals: a call for action. American Journal of 

Critical Care. 2016 Jul;25(4):368-76. 

46. Terry PE. Do wellness champions have a job big enough 

for their talents? American journal of health promotion: 

AJHP. 2013;28(1):TAHP10-2. 

47. Pappa S, Ntella V, Giannakas T, Giannakoulis VG, 

Papoutsi E, Katsaounou P. Prevalence of depression, 

anxiety, and insomnia among healthcare workers 

during the COVID-19 pandemic: A systematic review 

and meta-analysis. Brain, behavior, and immunity. 2020 

Aug 1;88:901-7. 

48. Peccei RE, Voorde FC van de, Veldhoven MJPM van. 

HRM, well-being and performance: A theoretical and 

empirical review. HRM & Performance: Achievements 



Ensuring Emotional Fitness of Healthcare Workers Through Employee Champion Role of Human Resource Management 15 

Asia Pacific Journal of Health Management  2022; 17(3):i1521.  doi: 10.24083/apjhm.v17i3.1521 

& Challenges [Internet]. 2013;15–46. Available from: 

https://research.tilburguniversity.edu/en/publications/

hrm-well-being-and-performance-a-theoretical-and-

empirical-review 

49. Pronk N, Kleinman DV, Goekler SF, Ochiai E, Blakey C, 

Brewer KH. Practice Full Report: Promoting Health and 

Well-being in Healthy People 2030. Journal of Public 

Health Management and Practice. 2021 

Nov;27(6):S242. 

50. Pronk NP, Pronk SJ. Emotional Fitness at the Workplace. 

ACSM's Health & Fitness Journal. 2017 Sep 1;21(5):51-4. 

51. Reith TP. Burnout in United States healthcare 

professionals: a narrative review. Cureus. 2018 Dec 

4;10(12). 

52. Robinson M, Tilford S, Branney P, Kinsella K. 

Championing mental health at work: emerging 

practice from innovative projects in the UK. Health 

promotion international. 2014 Sep 1;29(3):583-95. 

53. Schaufeli WB, Bakker AB. Job demands, job resources, 

and their relationship with burnout and engagement: 

A multi‐sample study. Journal of Organizational 

Behavior: The International Journal of Industrial, 

Occupational and Organizational Psychology and 

Behavior. 2004 May;25(3):293-315. 

54. Seymour L, Grove B. Workplace interventions for 

people with common mental health problems (2005). 

London, British Occupational Health Research 

Foundation, Ref Type: Report. 

55. . Shanafelt T, Ripp J, Trockel M. Understanding and 

Addressing Sources of Anxiety Among Health Care 

Professionals During the COVID-19 Pandemic. JAMA 

[Internet]. 2020 Apr 7;323(21).  

56. Temple KM. Healthcare Professionals’ Mental Health 

Needs: Where Can They Go? [Internet]. The Rural 

Monitor. 2020. Available from: 

https://www.ruralhealthinfo.org/rural-

monitor/healthcare-professionals-mental-health/ 

57. Thompson AE, Anisimowicz Y, Miedema B, Hogg W, 

Wodchis WP, Aubrey-Bassler K. The influence of gender 

and other patient characteristics on health care-

seeking behaviour: a QUALICOPC study. BMC family 

practice. 2016 Dec;17(1):1-7. 

58. Tu HT, Mayrell RC. Employer wellness initiatives grow, 

but effectiveness varies widely. National Institute for 

Health Care Reform. 2010 Jul;1:1-3. 

59. . Alge B. Human resource champions, by David Ulrich. 

(1996). Boston: Harvard Business School Press. 281 pp., 

$29.95. Human Resource Development Quarterly. 

1997;8(2):186–90.  

60. Ulrich D. A new mandate for human resources. Harvard 

business review. 1998 Jan 1;76:124-35. 

61. Umberson D, Karas Montez J. Social relationships and 

health: A flashpoint for health policy. Journal of Health 

and Social Behavior [Internet]. 2010 Mar;51(suppl):S54–

66. Available from: 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3150

158/ 

62. Van De Voorde K, Paauwe J, Van Veldhoven M. 

Employee well‐being and the HRM–organizational 

performance relationship: a review of quantitative 

studies. International Journal of Management Reviews. 

2012 Dec;14(4):391-407. 

63. Wieneke KC, Schaepe KS, Egginton JS, Jenkins SM, 

Block NC, Riley BA, Sifuentes LE, Clark MM. The 

supervisor’s perceived role in employee well-being: 

Results from Mayo Clinic. American Journal of Health 

Promotion. 2019 Feb;33(2):300-11. 

 

https://research.tilburguniversity.edu/en/publications/hrm-well-being-and-performance-a-theoretical-and-empirical-review
https://research.tilburguniversity.edu/en/publications/hrm-well-being-and-performance-a-theoretical-and-empirical-review
https://research.tilburguniversity.edu/en/publications/hrm-well-being-and-performance-a-theoretical-and-empirical-review

