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Abstract

Purpose: The present study aimed to propose an organizational well-being model for Islamic Azad
University.

Methodology: This study followed a qualitative research approach with a content analysis
method. The research setting included primary sources, reputable scientific databases in the field of
well-being studies, and international articles indexed between 2000 and 2024, as well as national
articles indexed between 2019 and 2024. The research instrument consisted of interviews with
faculty members, and the sampling method was purposive criterion-based sampling. The instrument
used for data collection was a semi-structured in-depth interview. After categorizing the initial 128
questions, their content validity was assessed using both qualitative (expert opinions of 10
specialists) and quantitative methods (examining the agreement level of each question using the
Content Validity Ratio [CVR]). Questions with low validity were removed. Using Holsti’s
coefficient, the questionnaire's reliability was estimated at 90%.

Findings: Data analysis using content analysis with an inductive approach revealed that the variables
of organizational balance with four components, communication with two components, individual
well-being with two components, leadership well-being with three components, organizational
structure well-being with four components, environmental well-being with two components,
organizational dynamism with five components, self-care with two components, organizational
branding with four components, and meaning-making with three components constitute the
organizational well-being factors.

Conclusion: Considering the critical role of well-being in advancing the educational goals of
universities, guiding competent individuals toward the labor market and society, and the significance
of human life quality in the modern era, the proposed criteria in the suggested model can serve as
one of the pathways to improving the condition of our universities.
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Detailed Abstract

Introduction: In today's highly competitive organizational environment, instit
necessitates a strong focus on employee well-being. Organizational well-being is a crucia
satisfaction and productivity (Akintoye & Afobruku, 2022; Wokoma & Obasi, 2023). The evolu

the implementation of innovative welfare programs that encompass a wide range of initiatives, includin

organizational well-being, and continuous development opportunities (Wokoma & Obasi, 2023). Research ights the significant

relationship between organizational well-being and employee satisfaction, emphasizing its impact on workforce motivation and overall
organizational performance (Gbarage & Ololube, 2022). Organizational well-being refers to an organization's ability to promote
and maintain the physical, psychological, and social health of its employees across all levels (Torri & Toniolo, 2010).
Organizations worldwide recognize employee well-being as a key driver of productivity, engagement, and retention (Ololube,
2019). Studies have demonstrated that a positive sense of well-being at work contributes to employees’ psychological and
physical health, ultimately improving organizational performance (Coli & Rissotto, 2015). Furthermore, organizational well-
being is linked to factors such as physical security, meritocracy, knowledge appreciation, and the development of employees’
capabilities to fulfill their roles effectively (Montazeri & Ferdowsi Pour, 2018). Studies indicate that improving organizational
well-being through strategic initiatives can enhance employee engagement and job satisfaction, leading to higher productivity
and retention rates (Kizrak & Yeloglu, 2024). Ampong (2024) found that employee welfare and reward systems form the
backbone of human resource policies, which significantly impact long-term organizational performance. Recent research
suggests that early maladaptive schemas and job boredom negatively influence organizational well-being and must be addressed
to improve employee outcomes (Moradi et al., 2021). Additionally, workplace bullying and perceived procedural injustice
have been found to have a negative relationship with organizational well-being, with organizational silence acting as a mediating
factor (Esmailnasab & Mir Yousefi, 2020; Farahbakhsh et al., 2017; Fida et al., 2022). Given the growing recognition of
organizational well-being as a fundamental component of institutional success, this study aims to propose a comprehensive
well-being model for Islamic Azad University to address current challenges and optimize employee satisfaction and

performance.

Methodology: This study adopted a qualitative research design using content analysis. Data were collected through semi-
structured, in-depth interviews with faculty members selected via purposive criterion-based sampling. Primary sources
included reputable scientific databases and indexed articles from 2000 to 2024. After categorizing an initial set of 128 interview
questions, content validity was assessed using expert opinions and quantitative evaluation via the Content Validity Ratio
(CVR). Questions with low validity were excluded, and the final reliability of the instrument was estimated at 90% using

Holsti's coefficient.

Findings: The findings of this study identified key factors contributing to organizational well-being at Islamic Azad University
through an inductive content analysis approach. The analysis revealed ten primary components that constitute organizational
well-being: organizational balance, comprising equal opportunity, anti-discrimination, meritocracy, and power balance;
communication, including intra-organizational and inter-organizational interactions; individual well-being, covering physical
and psychological aspects; leadership well-being, focusing on risk-taking, resource efficiency, and talent guidance;
organizational structure well-being, emphasizing independence, cohesion, resilience, and transparency; environmental well-
being, addressing cultural and environmental adaptability; organizational dynamism, incorporating continuous improvement,
and learning; self-care, involving preventive measures and strategic foresight; organizational
dignity, openness, and positive thinking; and meaning-making, which encompasses
hope. These components provide a holistic framework for enhancing the work

nd fostering institutional success.

ndings of this study underscor ance of organizational well-being as a fundamental factor in achieving

s and enhancing employee engagement. igned well-being model can improve the quality of academic

s by fostering a healthy work environment and guiding co ividuals towards productive societal roles. The proposed
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model highlights the need for a comprehensive approach to well-being that integrates organizational, environmental, and
individual factors. Organizational balance, achieved through equal opportunities and fairness in power distribution, creates a
sense of justice and inclusion among employees. Effective communication strategies, both within and outside the organization,
enhance collaboration and synergy, fostering a culture of openness and mutual respect. Leadership well-being plays a crucial
role in shaping organizational culture and driving performance. Effective leaders who embrace risk-taking, resource
optimization, and talent management contribute significantly to organizational success. Similarly, an adaptive organizational
structure that emphasizes resilience, transparency, and cohesion ensures long-term stability and growth. Environmental well-
being, which encompasses cultural adaptability and workplace harmony, is essential for sustaining organizational productivity.
Institutions must proactively address environmental factors to create a supportive atmosphere that encourages employee
engagement and satisfaction. Organizational dynamism, characterized by continuous improvement, teamwork, and learning
initiatives, facilitates adaptability and innovation in response to evolving challenges. The integration of self-care practices,
including strategic foresight and preventive measures, ensures that employees maintain their physical and mental well-being
in the workplace. The branding of an organization, emphasizing employee welfare, dignity, and openness, enhances its
reputation and attractiveness to potential talent. Meaning-making, through instilling a sense of purpose and hope, contributes
to overall job satisfaction and motivation. In conclusion, the proposed organizational well-being model provides a
comprehensive framework for improving the overall work environment at Islamic Azad University. By implementing the
suggested strategies, universities can enhance employee satisfaction, boost productivity, and achieve their long-term

educational and social objectives.
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