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INTRODUCTION
Corporate well-being has become an increasingly important employer responsibility (Reilly, 2018).  

At the same time, certain wellness programs are facing strong backlash in prominent media for 

a failure to drive real results (Carroll, 2018; Frakt & Carroll, 2014). At such a junction, it becomes 

important to re-examine the empirical and academic science behind the Limeade definition and 

model of well-being, as well as the role and impact well-being plays in the workplace today.  

This paper will position the Limeade concept of well-being relative to historical definitions and  

models, highlight research on the effects of well-being in the workplace, and illustrate a path  

forward for Limeade and other employers to care about the well-being of their employees.

WELL-BEING
Luke Obermann, MAPP, Reetu Sandhu, PhD  

and Laura Hamill, PhD

LIMEADE INSTITUTE 
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DEFINING WELL-BEING 

Since the beginnings of classical philosophy, philosophers have struggled to define well-being and  

there has been a debate about whether it is simply positive affect – happiness – or something greater. 

The first historical writings in Western history written by the ancient Greeks grapple with questions 

about this exact nature of well-being and how to attain it (McMahon, 2013). As early as the fourth 

century B.C., some Greek philosophers argued that happiness is the sum of pleasurable moments, 

and that the goal in life is to maximize those experiences (Ryan & Deci, 2001). Meanwhile, Aristotle 

(2000) argued that happiness lay in acting virtuously and that it was not to be directly pursued but 

would come as a byproduct of finding an excellent balance of virtues. He eschewed the pleasurable 

approach to happiness as one that would make humans slaves to our desires (Ryan & Deci, 2001). 

This debate has raged on to this day and these separate understandings became to be classified 

respectively as hedonic and eudaimonic approaches to well-being. Any attempt to define well-being 

today therefore needs to be grounded in an understanding of these two concepts.
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HEDONIC WELL-BEING  
Hedonic well-being views well-being 

as pleasure and any pursuit thereof is 

categorized by the approach of desires and 

avoidance of pain and suffering. Through 

this lens, well-being means “feeling good”. 

Not only did the ancient Greeks understand 

well-being in this way, but philosophers such 

as Hobbes, DeSade, and Bentham all argued 

in favor of a life that pursues pleasure and 

avoids pain (Ryan & Deci, 2001). In more 

recent times, psychology has attempted to 

classify and measure this concept, with no 

model becoming more important than Ed 

Diener’s (1984) Subjective Well-Being (SWB). 

Subjective Well-Being defines well-being as 

a broad concept consisting of the presence 

of positive affect, absence of negative affect, 

and high satisfaction with life (Diener, Oishi, & 

Lucas, 2009). Through a hedonic well-being 

lens, each of these three factors can be 

classified as subjective affective experiences, 

the combination of which leads to high or low 

well-being. In other words, if you feel satisfied 

with your life and experience many positive 

emotions and few negative emotions, you 

have high well-being.  

Although inherently subjective, SWB has been 

linked to a number of objective outcomes 

(Diener, Suh, Lucas, & Smith, 1999), and 

although it measures hedonic well-being, it 

remains the predominant measure of well-

being in psychology today. From SWB research 

one thing is clear: feeling good matters. 

 
EUDAIMONIC WELL-BEING  
On the other side of the well-being divide, 

eudaimonic well-being conceives of  

well-being as separate from pure affect  

or happiness. Eudaimonia calls for people  

to live in accordance with their true selves  

or their “inner daimon” (Waterman, 1993).  

In other words, it argues that well-being can 

be found when one strives to live virtuously, 

authentically, and excellently. It is “living 

with purpose”. Such a perspective extends 

as far back as Aristotle (2000), who decried 

pursuing pleasures and viewed the pursuit 

of excellence through living virtuously as the 

ultimate aim. Modern day psychologists have 

once again sought to measure well-being from 

a eudaimonic point of view, and Psychological 

Well-Being (PWB) has emerged as its primary 

measure (Ryff, 1989). PWB conceives of  

well-being as composed of six distinct 

dimensions of wellness: autonomy, 

environmental mastery, personal growth, 

positive relations with others, purpose in life, 

and self-acceptance.  
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This framework runs counter to SWB, by 

seeking to understand well-being in terms 

of psychological flourishing as opposed to 

pleasure and positive emotions and argues 

that the pursuit of such positive functioning 

may sometimes even come at the cost of 

temporary positive emotions. Nevertheless, 

like SWB, PWB has become a commonly used 

measure of well-being and has been found  

to link to a host of objective outcomes, 

including education levels, openness to 

experience, physical health, and more 

(Heintzelman, 2018). Multiple measures  

of eudaimonic well-being have arisen since 

Ryff’s PWB model was first introduced, 

and each of them serve to illustrate the 

importance of living a life of purpose.

Although the definition of well-being has 

historically been split between hedonic and 

eudaimonic views, one thing has become 

clear: both measure important constructs  

and are critical components to any complete 

theory of well-being. Both SWB and PWB 

models have been widely used over the  

last several decades and empirically tied to 

important objective results. It is therefore 

impossible to dismiss either in its entirety. 

Both constructs can be used to assess 

well-being and statistical comparisons have 

consistently shown a great deal of overlap 

between hedonic and eudaimonic measures of 

well-being (Kesebir, 2018). Nevertheless, there 

is also evidence to suggest that they  

are measuring distinct concepts, leading to  

the argument that well-being is perhaps best  

conceptualized as a multifaceted model that 

encompasses both hedonic and eudaimonic  

dimensions (Ryan & Deci, 2001). It is from  

this balance that Limeade seeks to define  

well-being.

LIMEADE WELL-BEING 
DEFINITION  
Limeade defines well-being as a 

combination of feeling good and  

living with purpose. Feeling good refers to 

feeling healthy and happy and stems from 

the hedonic conceptualization of well-being 

as a primarily affective experience. Living with 

purpose is about being intentional and actively 

thriving, or seeking to live a eudaimonic 

life. This definition allows us to include both 

important aspects of well-being to move one 

step closer towards a whole-person approach. 
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MEASURING WELL-BEING 

While the definition of well-being has been debated and theorized for centuries, attempts  

to scientifically measure and quantify the concept have a much more modern history.  

Although Diener’s (1984) SWB model and Ryff’s (1989) PWB model were two of the first quantitative  

well-being assessments, research took a significant step forward with the creation of the field of 

positive psychology in 1998. This was the year that Martin Seligman was elected president of the 

American Psychological Association (APA) and took it upon himself to lay the foundation of positive 

psychology as a formalized field (Peterson, 2006). He had witnessed the trend of psychology towards 

investing in aiding mental deficits and disorders and in his presidential address, called for a shift to the 

positive. Shortly thereafter, Seligman and Csikszentmihalyi (2000) published their seminal introduction 

to the field, arguing that positive psychology would allow psychology to return to fulfilling its original 

three missions of “curing mental illness, making the lives of all people more productive and fulfilling, 

and identifying and nurturing high talent” (p. 6). This introduction institutionalized the formal study  

of well-being under the field of positive psychology and allowed for a significant investment into 

research on the measurement and application of models of flourishing. In the two decades since, one 

thing is clear: well-being is best measured as a subjective, whole-person, and multifaceted model.
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Because of this, subjective self-reporting is essential in any evaluation of well-being. Even Diener 

(1984) explicitly called this out in creating the name subjective well-being and argued that objective 

predictors of well-being are important but not in themselves a necessary component of measuring 

well-being. It is worth noting, however, that as a cognitive evaluation of one’s well-being, self-report 

measures can be biased towards recent events and current mood. This is not ideal when attempting 

to measure overall life well-being and can be mitigated through administering surveys and measures 

at random and frequent intervals, to account for varying shifts in affective states. In psychology, this 

approach is termed the Experience Sampling Method (Reed & Csikszentmihalyi, 2014).  

Organizations can take this into account by measuring well-being at different times throughout a 

business year. Nevertheless, research has shown that measures of SWB tend to have high levels  

of both reliability and validity, indicating that they are effective tools for assessing well-being  

(Lucas, 2018). We will therefore take this understanding into our examination of various  

measurement approaches of well-being.

A SUBJECTIVE CONCEPT  
Before discussing the different components that can factor into well-being, it is worth addressing the 

obvious but important: an individual’s well-being is an inherently subjective concept. While there are 

many objective predictors and correlates of well-being, individual circumstances and experiences do 

not affect any two individuals in the same way. Although attempts to measure well-being through 

analysis of brain activity or facial gestures such as smiling have been made to varying degrees of 

success (Scollon, 2018), these are difficult if not impossible for organizations to administer at scale to 

large employee populations.  
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WELL-BEING MODELS 

Although the institutionalization of positive psychology prompted a widespread academic push 

to measure and understand well-being, it also resulted in a plethora of diverse models and 

measurement tools hoping to categorize the various dimensions and themes that compose  

such a subjective and complex concept. It is important to understand the broader themes and 

components of these models, paying close attention to the major theories, to appreciate the  

whole-person nature of the Limeade Well-Being Assessment. 

COMPONENTS OF EIGHT  
WELL-BEING MODELS OVER TIME. 

DIENER, OISHI, & LUCAS (2009)

Presence  
of positive affect

Absence of  
negative affect

Life  
satisfaction

RYFF (1989)

Self-acceptance Positive relations  
with others

Positive relations  
with others

Purpose  
in life

Personal  
growth

SELIGMAN (2011)

Positive emotions Engagement Relationships Meaning Achievement

HUPPERT & SO (2013)

Competence Emotional stability Engagement Meaning Self-esteem

Optimism Positive emotion Positive relationships Resilience Vitality

PRILLELTENSKY ET AL. (2015)

Interpersonal 
well-being

Community  
well-being

Occupational  
well-being

Physical 
well-being

Psychological 
well-being

Economic   
well-being

GALLUP (RATH & HARTER, 2010)

Career  
well-being

Social  
well-being

Financial  
well-being

Physical  
well-being

Community

ACKERMAN, WARREN, & DONALDSON (2018)

Positive  
affect

Life  
satisfaction

Environmental 
mastery

Purpose  
in life

Positive  
relations

Vitality

LINTON, DIEPPE, & MEDINA-LARA (2016)

Mental  
well-being

Social  
well-being

Physical  
well-being

Personal  
circumstances

Spiritual  
well-being

Activities and  
functioning
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DIENER, OISHI & LUCAS 

Any analysis of models and measures of 

well-being is remiss without revisiting the 

components inherent in the SWB and PWB 

models. As mentioned earlier, subjective  

well-being measures well-being in a  

three-part model:  

 

 

 

 

 (Diener, Oishi, & Lucas, 2009). This has been 

the predominant measure of well-being in 

academia but is noticeably affective.  

 

RYFF 

Carol Ryff (1989) responded with a cognitive 

or psychological well-being model, measuring 

PWB through six distinct dimensions:  

 

 

 

 

 

 

 As discussed, because these two models of 

well-being represent hedonic and eudaimonic 

approaches, they measure distinct, but related 

constructs that overlap a great deal in overall 

measures of well-being. Nevertheless, these 

dimensions recur consistently throughout 

other models and constructs of well-being 

originating from positive psychology.

· Presence of positive affect,  

· Absence of negative affect,  

· Life satisfaction

· Self-acceptance,  

· Positive relations with others  

· Autonomy  

· Environmental mastery 

· Purpose in life  

· Personal growth 
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SELIGMAN 

The founder of positive psychology, Martin Seligman (2011), has offered his own well-being model 

for consideration. He argued that flourishing is the standard for measuring well-being, and that it 

is composed of five unique elements that are often pursued for their own sake and are measured 

independently of each other. These five elements are: 

 

 

This model is known as the PERMA model and begins to overlap with both affective and cognitive items 

within the SWB and PWB models. While it is not an empirically validated measurement tool, it is used 

often in the field of positive psychology as a means of conceptualizing well-being.

· Positive emotions  

· Engagement 

· Relationships 

· Meaning 

· Achievement 
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HUPPERT & SO 

In addition to academic measures of well-being, positive psychologists and other researchers have 

attempted to measure well-being for real-world applications. For example, Huppert and So (2013) 

sought to create a measure of well-being to assist governments in assessing the level of flourishing 

of their populations. Their conceptualization ended up measuring well-being using ten features 

consisting of both affective and cognitive components:  

· Competence 

· Emotional stability 

· Engagement 

· Meaning 

· Optimism 

· Positive emotion 

· Positive relationships 

· Resilience 

· Self-esteem 

· Vitality
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PRILLETENSKY 

Meanwhile, Prilleltensky and colleagues  

(2015) created the I COPPE scale aimed at 

measuring the distinct dimensions that  

make up community well-being. In addition  

to measuring overall well-being, they  

found six significant factors of well-being: 

 

These factors mirror the work on  

organizational well-being quite closely.  

 

GALLUP (RATH & HARTER) 

Indeed, Gallup studies illustrate that there are 

five very similar essential elements to well-being:  

 

(Rath & Harter, 2010).  

These application-focused models of  

well-being continue to illustrate the trend  

that well-being is a multifaceted concept  

with dimensions that extend across 

psychological concepts and life domains.

ACKERMAN, WARREN 

& DONALDSON 

Finally, in attempting to identify key elements 

of well-being, meta-analyses continue to 

emphasize the complexity of the concept.  

One helpful aspect of a meta-analysis in 

academic literature is that it offers a composite 

picture of a given concept. Meta-analyses 

consist of a thorough literature review on their 

topic area and summarize the overall analysis 

of that area. One such meta-analysis reviewed 

over 700 positive psychology articles utilizing 

different measures of well-being and found 

well-being is once again an extremely complex 

concept and is largely measured by scales  

that focus on one of  

 

 

 

but which are broken down into numerous 

dimensions within each conceptualization of 

well-being (Ackerman, Warren, & Donaldson, 

2018). Another study analyzed forty-two  

well-being instruments and found that they 

tended to measure well-being through the  

lens of hedonic well-being, eudaimonic  

well-being, quality of life, wellness, or a 

composite measure.  

· Interpersonal 

· Community 

· Occupational  

· Physical 

· Psychological  

· Economic well-being. 

· Career well-being,  

· Social well-being,  

· Financial well-being,  

· Physical well-being,  

· Community well-being 

· Positive mental health,  

· Psychological well-being 

· Life satisfaction 

· Subjective well-being, 
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Within these frameworks, the most common 

dimensions were positive affect, life 

satisfaction, environmental mastery, 

purpose in life, positive relations,  

vitality, and other biological factors  

(Cooke, Melchert, & Connor, 2016).  

 

LINTON, DIEPPE, &  

MEDINA-LARA 

A final study analyzed ninety-nine measures 

of well-being and identified 196 unique 

dimensions within them which clustered  

into six themes: 

 

(Linton, Dieppe, & Medina-Lara, 2016).  

While these meta-analyses combine to paint  

a disparate view of measures of well-being,  

it is clear that many of these dimensions and 

domains overlap and indicate that well-being 

is both an extremely complex concept but also 

one that is made up of consistent themes.

Reviewing the academic literature on positive 

psychology, application-based well-being 

models, and well-being measurement  

meta-analyses indicate that there are many 

variables that make up the concept of  

well-being. However, there are seven important 

variables supported by positive psychology  

that inform the Limeade product.  

Physical well-being matters: items such 

as environmental mastery and vitality are 

consistently present in PWB measures and 

meta-analyses, and physical well-being  

was identified by both Prilleltensky and 

colleagues (2015) and Rath and Harter (2010). 

Health risk is clearly a key component of 

physical well-being, though not explicitly 

measured in scales of emotional flourishing.  

Emotional well-being is perhaps the broadest 

and most common domain: it encompasses  

the entire field of SWB and hedonic well-being 

research, is identified in meta-analyses and  

application-focused theories, and even called 

out by the father of positive psychology,  

Martin Seligman (2011). Work well-being is 

also consistently identified: it is clearly present 

in all the application-focused well-being 

constructs discussed earlier and can also be 

seen in items such as purpose in life that are 

present in meta-analyses and PWB.  

· mental well-being 

· social well-being,  

· physical well-being,  

· spiritual well-being,  

· activities and functioning 

· personal circumstances 
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Reaching potential is another important component of well-being: items such as purpose in life, 

personal growth, meaning, achievement, and environmental mastery are present through positive 

psychology literature, eudaimonic models of flourishing, and meta-analyses. These items also 

contribute to capacity for change, another unique component of well-being. In addition,  

financial well-being is identified by application-focused measures of well-being and clearly could 

contribute to many of the dimensions discussed above. Together, physical well-being, emotional 

well-being, work well-being, reaching potential, capacity for change, health risk, and financial 

well-being make up the seven overarching life areas of the Limeade Well-Being Assessment.  

This assessment is therefore consistent with and supported by academic and applied research  

on positive psychology and well-being.
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LIMEADE WELL-BEING 

ASSESSMENT 

As illustrated above, any measure of well-being 

that is rooted in science must account for 

the many facets of well-being. The Limeade 

Well-Being Assessment (WBA) does exactly 

this. Developed in 2006, the Limeade Well-

Being Assessment was the first of its kind and 

aligns with the science of positive psychology 

in measuring whole-person well-being. It was 

developed using an iterative approach that 

initially consisted of a comprehensive academic 

literature review of research from positive 

psychology, behavioral science, medicine, 

sociology, organizational psychology, and other 

fields. Next, Limeade worked with stakeholders 

to develop the initial assessment items and 

tested, revised, and honed the assessment 

through multiple iterations and content  

validity sessions.  

Furthermore, regression analyses were 

performed along with item, dimension, and 

validity analyses to inform the dimensions 

of the WBA. This research is iterative and 

ongoing, and research is consistently reviewed 

to ensure that the Well-Being Assessment is 

a valid tool for measuring well-being. Based 

on this development process, the Limeade 

Well-Being Assessment is organized into seven 

overarching life areas that closely mirror those 

of the academic models discussed above:  

 

 

 

 

 

 

 

These life areas are measured by 37 

dimensions which are broken into further 

survey items. Overall, they can be summarized 

in the Limeade model of well-being that 

consists of four themes: physical, emotional, 

work, and financial. Together, this represents 

a measure of well-being that is subjective, 

whole-person, multifaceted, and consistent 

with academic research in the field. 

· Physical well-being,  

· Emotional well-being,  

· Work well-being,  

· Reaching potential,  

· Capacity for change,  

· Health risk 

· Financial well-being. 
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RESULTS OF WELL-BEING

One of the challenges of defining and measuring a subjective concept such as well-being is that it can 

be difficult to tie it to objective outcomes across different industries. Although a subjective indicator of 

well-being is inherently valuable as previously discussed, for it to fulfill Seligman and Csikszentmihalyi’s 

(2000) intent of enabling individuals, communities, and societies to flourish, it needs to be possible 

both to intentionally improve well-being and for that improvement to directly impact meaningful 

results for those entities. In one of the most comprehensive meta-analyses of interventions aimed 

directly at improving well-being, Sin and Lyubomirsky (2009) found evidence that so-called positive 

interventions do indeed significantly enhance well-being. Furthermore, the advent of positive 

psychology has introduced a host of research that indicates that higher well-being is then a  

positive predictor of health, people, and performance outcomes.
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HEALTH RESULTS 

One of the most important indicators for 

individual flourishing is physical health. 

Indeed, given that physical health is an explicit 

component of many well-being models, it 

is one of the primary outcome variables 

measured by positive psychologists. Diener, 

Pressman, Hunter, and Delgadillo-Chase (2017) 

recently examined whether SWB predicts 

physical health outcomes. Their analysis 

offered reason for both optimism and caution: 

many studies illustrated that SWB is linked to 

positive health outcomes and yet the contexts 

and mechanisms through which this occurs 

are not yet fully understood. In other words, 

improving well-being can improve health, 

although there are likely contextual variables 

which moderate this relationship that need to 

be taken into consideration. Further research 

has tied increased well-being to reductions 

in cardiovascular disease, diabetes, and even 

cancer (Boehm, 2018). Furthermore, people 

with higher well-being tend to live longer 

than those with lower well-being, and these 

trends persist when measuring people who 

were already initially diagnosed with a disease. 

In other words, improving one’s well-being 

can be effective for both healthy and sick 

populations. Such research has important 

implications for employers and organizations, 

as healthy employees will be absent from 

work less often and cost less in medical claims. 

Indeed, employer wellness programs have 

been effective at improving biometric results 

(Goetzel et al., 2014) and at reducing health 

risks in only 12 months after implementation 

(Mills, Kessler, Cooper, & Sullivan, 2007). These 

results combine to paint a compelling picture. 

Whole-person well-being is an important 

predictor of an individual’s physical health, 

and programs and interventions aimed at 

improving it can drive real health results. 

Importantly, the impact of well-being does  

not stop there.

PEOPLE RESULTS 

As previously discussed, many of the well-being 

models situate well-being in both individual 

and social contexts. It is impossible to consider 

an individual’s well-being in isolation from their 

relationship with other people, and it therefore 

follows that well-being drives positive social 

and people outcomes. Research in positive 

psychology and well-being provides support to 

this reasoning. In an extensive meta-analysis  

of positive and negative correlates with  

well-being, Lyubomirsky, King, and Diener 

(2005) found that better social relationships 

was one of their strongest supported 

outcomes.  
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In particular, individuals with higher positive 

affect or well-being were shown  

to have stronger relationships, higher marital 

satisfaction, and exhibited more prosocial 

qualities. It is often argued that this correlation 

occurs perhaps because those with stronger 

relationships are likely to have higher  

well-being. However, this relationship appears 

to go both ways (Moore, Diener, & Tan, 2018). 

Individuals with more positive affect and  

well-being tend to have relationships that are 

not only more positive and rewarding but also 

closer and more supportive. In a setting as 

social as the modern workplace, it would  

make sense that these prosocial outcomes  

of well-being would affect real people results in 

business. Indeed, this argument also holds up. 

Wright and Bonett (2007) found well-being  

to strongly predict lower turnover and  

Parks and Steelman (2008) also found that 

wellness program participation aimed at 

improving well-being is related to lower 

absenteeism rates and higher job satisfaction. 

Mann and Wood (2015) at Gallup and 

Limeade and Quantum Workplace (2015) 

have also partnered to show that well-being 

drives measurable increases in employee 

engagement. In other words, well-being plays 

a critical role in improving prosocial outcomes 

which impacts the people results of businesses.  

These individual, prosocial, and people  

results combine to drive results even  

further downstream.
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BUSINESS RESULTS 

It makes intuitive sense that if an organization 

employs people with high levels of individual  

well-being, better physical health, more 

prosocial tendencies and engagement, and 

less absenteeism and turnover that this 

would translate to downstream business 

results. Researchers have striven to support 

this argument and the results mostly back it 

up. In their large meta-analysis, Lyubomirsky 

and colleagues (2005) found evidence tying 

increased well-being to better supervisory 

evaluations, better judged customer service, 

and better income and salary. Well-being also 

has a positive impact on task performance 

and has been shown to predict an increase 

in extra-role behaviors and extra effort at 

work (Sonnentag, 2015). It is clear that some 

of these variables such as customer service 

evaluations directly impact the business results 

of employers, and further market research 

offers support. Grossmeier and colleagues 

(2016) found that companies that earned top 

scores in workplace wellness outperformed 

the 500 largest U.S. companies listed on the 

S&P 500 index by 235 percent over a six-year 

period and Fabius et al.  

 

(2013) found that companies that are 

recognized as award-winning in their approach 

to employee health and safety outperformed 

their markets by 3-5 percent. Furthermore, 

whole-person well-being is a better predictor 

of these outcomes than traditional physical 

health assessments, with evidence that health 

risk assessments offer no explanatory power 

over well-being in predicting job performance, 

presenteeism, and absenteeism (Gandy, 

Coberley, Pope, & Rula, 2016). For a review 

of additional literature on the connection 

between well-being and business results, see 

the Appendix. It should be noted that much 

of this research remains correlational as 

conducting formal experimental designs in  

a workplace setting contains many problems 

including the potential for reduced profits 

among control or experimental groups. 

Nevertheless, the growing evidence provides 

support for a model that also makes intuitive 

sense: whole-person well-being allows 

individuals to thrive both internally and 

interpersonally, which contributes to the 

people and business results of their employers.
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RECOMMENDATIONS FOR LIMEADE

As outlined in this paper, well-being has been studied as an academic concept for decades and  

much more recently in the past twenty years of the positive psychology revolution. It is a concept  

best understood as consisting of both hedonic and eudaimonic elements, and dimensions that 

encompass the whole-person. Focusing on this approach and measuring its effect illustrate the 

potential for well-being interventions to positively impact the individual well-being and health of 

employees, and organizational people and business results. It is a powerful concept with powerful 

potential, and as such, ongoing developments of the Limeade product should continue to be backed 

by academic rigor. The recommendations below serve as some examples of academically supported 

directions for Limeade to consider in the future.
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Maintain a whole-person 
measurement and  
application framework.  

As illustrated, well-being is best understood as 

a concept with both hedonic and eudaimonic 

components and consists of whole-person 

dimensions. Although many academic models 

of well-being exist, they all agree that individual 

flourishing spans several domains of life and 

contexts. Furthermore, these whole-person 

approaches to improving well-being are more 

effective than those focused only on physical 

health or a singular dimension (Gandy et 

al., 2016). Limeade leads the industry in this 

approach with the first of its kind Well-Being 

Assessment that measures whole-person  

well-being across dimensions. Furthermore,  

the platform supports hundreds of scientifically 

supported interventions that have been shown 

to measurably improve well-being (Sin & 

Lyubomirsky, 2009). It is important for Limeade 

to maintain this approach and to encourage 

customers to broaden their definitions of  

well-being metrics even as the wellness industry 

catches up. Such an approach is not only 

rooted in science but has been shown to be  

the most effective at producing real change.

1.

Utilize more frequent 
measurements of  
well-being.  

Well-being is a subjective concept that can be 

difficult to accurately measure and define as 

shown by the numerous conceptual models 

and definitions in the last few decades. 

Furthermore, it can be difficult to prove  

causal relationships in the business world 

due to an inability to create a traditional 

experimental design with adequate control 

groups. These weaknesses can be mitigated 

by more frequent pulsing of well-being 

using Limeade Interactive surveys or similar 

functionality. This approach is in line with the 

Experience Sampling Method, one of the more 

powerful methods for measuring subjective 

concepts that accounts for varying shifts in 

affective states (Reed & Csikszentmihalyi, 2014). 

By frequently and randomly pulsing participants 

with different subsets of the Limeade WBA, 

it may be possible to collect and aggregate 

more real-time data that is not confounded by 

the one-time affective state of the participant 

and can provide support for causal results 

at organizations. This will allow Limeade 

customers to provide a more compelling story 

about the importance of well-being.

2.
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Emphasize reinforcing  

existing strengths.  

A key tenet of positive psychology is the focus 

on reinforcing and building what is already 

good or flourishing. Shortly after founding the 

field, Peterson and Seligman (2004) began this 

work by identifying and classifying twenty-four 

ubiquitous individual character strengths and 

creating an assessment that they hoped  

would serve as a converse of the Diagnostic 

and Statistical Manual of Mental Disorders  

used by psychologists to diagnose disorders.  

As positive psychology has evolved, a key thread 

is that it is more effective to focus attention and 

effort on the strengths that lift individuals  

and organizations than on their weaknesses. 

The Limeade product and customers should 

follow this science by offering activities 

that are aimed at reinforcing individual and 

organizational strengths and leaning into 

those qualities that allow them to excel. 

Additionally, leveraging strengths is not only 

a key component of well-being but a key 

driver of employee engagement (Asplund & 

Blacksmith, 2011). As a company that offers 

both well-being and engagement solutions, 

Limeade can leverage this fact by integrating 

strengths-based measurement and applications 

into both products to drive real well-being and 

engagement.

Emphasize the social  

nature of well-being.  

Well-being is a concept that is not rooted 

purely in the individual. Almost all the major 

well-being models contain an element of 

positive relationships including Ryff’s (1989) 

Psychological Well-Being model and Seligman’s 

(2011) PERMA model of flourishing. Indeed, 

this concept is also woven throughout the 

dimensions of the Limeade Well-Being 

Assessment. As such, Limeade should continue 

to leverage and expand the social aspects of 

the platform, encouraging users to interact 

and support each other through the platform. 

Organizations hoping to drive well-being 

should also focus on expanding the social 

nature of their well-being programs outside of 

the Limeade technology – creating champion 

networks and well-being events that require 

interpersonal interaction. Supporting the 

interpersonal nature of well-being will allow 

those individuals and organizations to thrive.

3. 4.
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Emphasize individual  
autonomy and authenticity.  
Two other aspects of well-being that are 

pervasive and important across positive 

psychology are autonomy and authenticity. 

Ryff’s (1989) PWB model contains both 

autonomy and self-acceptance as two of the 

primary variables for well-being and forms  

of these appear in many of the well-being 

models previously discussed. Meanwhile,  

when measured as a distinct variable, 

authenticity is also strongly correlated with 

greater life satisfaction and well-being  

(Wood, Linley, Maltby, Baliousis, & Joseph, 

2008). Limeade can support this by continuing 

to allow employees to engage in whatever way 

feels most meaningful to them. Organizations 

should allow employees to participate in  

well-being activities in all dimensions so that 

they can autonomously and authentically 

improve their well-being. Furthermore, this 

research indicates the connections between 

well-being and inclusion. Organizations that 

focus on inclusion enable individuals to bring 

their whole selves to work and thereby make  

it easier for them to have higher well-being.  

It is important for Limeade and our customers 

to recognize this complex interplay.

5.

Recognize the interplay of  
well-being, engagement, 
inclusion, and communication.  

As illustrated in the analysis of the major well-

being models and conceptualizations and in  

the recommendations above, well-being is 

a complex concept that consists of many 

dimensions. While there are many important 

factors to well-being, engagement, inclusion  

and communication all play a key role. 

Supporting well-being and leaning into 

strengths is a key driver of engagement. 

Authenticity and autonomy are key 

components of both well-being and inclusion 

and are almost impossible without each 

other. And well-being is by nature a relational 

concept which can be enabled by positive 

communication. As the well-being industry 

evolves, it is critically important for Limeade 

and our customers to recognize that  

well-being is not a distinct concept that can 

be managed and strategized in a silo, but is 

complexly interwoven with other psychological 

constructs by nature. A program like Limeade 

that therefore combines several of these 

components into ONE product is best 

positioned to meaningfully impact the lives  

of employees around the world.

6.
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APPENDIX: 
Business Outcomes of Well-Being Articles  

ORG- (AND SOCIETY-)  
LEVEL OUTCOMES

Pronk, N. P., Malan, D., Christie, G., Hajat, C., & Yach, D. 
(2018). Health and Well-Being Metrics in Business: The 
Value of Integrated Reporting. Journal of Occupational and 
Environmental Medicine, 60(1), 19–22. https://doi.org/10.1097/
JOM.0000000000001167

•	 Among workers, low adherence to protective behaviors 
against physical inactivity, poor diet, smoking, and harmful 
use of alcohol has been associated with diagnosed 
conditions within a 2-year timeframe, poor mental 
health outcomes, elevated health care expenditures, lost 
productivity, and macro-economic outcomes (GDP) (Pronk 
et al, 2010; Pronk et al., 2011;  
Pronk et al., 2012). 

Fabius, R., Thayer, R. D., Konicki, D. L., Yarborough, C. M., 
Peterson, K. W., Isaac, F., … Dreger, M. (2013). The Link Between 
Workforce Health and Safety and the Health of the  
Bottom Line: Tracking Market Performance of Companies  
That Nurture a “Culture of Health.” Journal of Occupational and 
Environmental Medicine, 55, 993–1000.  
https://doi.org/10.1097/JOM.0b013e3182a6bb75

•	 Companies recognized as award winning for their approach 
to the health and safety of their workforce outperformed 
the market by 3-5%. 

Hassard, J., Teoh, K. R. H., Visockaite, G., Dewe, P., & Cox, T. (2018). 
The cost of work-related stress to society: A systematic review. 
Journal of Occupational Health Psychology, 23(1), 1–17.  
https://doi.org/10.1037/ocp0000069

•	 The total estimated cost of work-related stress (WRS) to 
society ranged substantially from US $221.13 million to 
$187 billion. Proportionally, productivity related losses 
were AZSasobse AQQCS∑∑2Weds`rved to contribute the 
majority of the total cost (70-90%), with health care  
and medical costs constituting the remaining 10-30%. 
 
 

PERFORMANCE / 
PRODUCTIVITY

Gandy, W. M., Coberley, C., Pope, J. E., & Rula, E. Y. (2016). 
Comparison of the Utility of Two Assessments for Explaining 
and Predicting Productivity Change: Well-Being Versus an HRA. 
Journal of Occupational and Environmental Medicine, 58(1), 69. 
https://doi.org/10.1097/JOM.0000000000000598

•	 Change in well-being was the most significant independent 
predictor of productivity change across job performance, 
presenteeism, and absenteeism. Comparing hierarchical 
models, well-being models performed significantly better 
than health risk assessment (HRA) models. The HRA added 
no incremental explanatory power over well-being in 
combined models. Alone, nonphysical health well-being 
components outperformed the HRA for all productivity 
measures.

Ford, M. T., Cerasoli, C. P., Higgins, J. A., & Decesare, A. L. (2011). 
Relationships between psychological, physical, and behavioural 
health and work performance: A review and meta-analysis.  
Work & Stress, 25(3), 185–204. https://doi.org/10.1080/0267837
3.2011.609035

•	 Psychological health, in the form of psychological well-
being, depression, general anxiety, and life satisfaction, 
is a moderate-to-strong correlate of work performance. 
Associations between physical health, particularly somatic 
complaints and hypertension, and performance were  
weak-to-moderate.

Sonnentag, S. (2015). Dynamics of Well-Being. Annual Review of 
Organizational Psychology and Organizational Behavior, 2, 261–
293. https://doi.org/10.1146/annurev-orgpsych-032414-111347

•	 Feelings of recovery during leisure time predict an increase 
in self-rated job performance (Binnewies et al., 2009).

•	 Poor emotional health predicted a decrease in self-rated 
performance (Shi et al., 2013).

•	 A measure comprising both positive and negative well-being 
indicators predicted an increase in performance over a 
2-year period (Wright et al., 2002).

•	 Negative well-being indicators such as burnout and poor 
emotional health are related to an increase in absence over 
time (Shi et al. 2013, Ybema et al. 2010).

•	 When persons feel better than they usually do they spend 
more effort on their tasks (Foo et al. 2009, Seo et al. 2010) 
and achieve a higher level of task performance (Seo&Ilies 
2009, Zelenski et al. 2008).
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Sears, L. E., Shi, Y., Coberley, C. R., & Pope, J. E. (2013). Overall 
Well-Being as a Predictor of Health Care, Productivity, and 
Retention Outcomes in a Large Employer. Population Health 
Management, 16(6), 397–405. https://doi.org/10.1089/
pop.2012.0114

•	 Baseline overall well-being was a significant predictor 
of health care outcomes (total health care expenditure, 
emergency room visits, hospitalizations), productivity 
outcomes (unscheduled absence, short-term disability leave, 
presenteeism, job performance ratings), and retention 
outcomes (intention to stay, voluntary turnover, involuntary 
turnover) in the following year when holding baseline 
employee characteristics constant.

•	 Change in overall well-being over 1 year also was 
significantly associated with the change in employer 
outcomes, with the exception that the relationship to 
change in manager-rated job performance was marginally 
significant.

Clarke, M. A., & Hill, S. R. (2012). Promoting employee wellbeing 
and quality service outcomes: The role of HRM practices. Journal 
of Management & Organization, 18, 702–713. http://dx.doi.
org/10.5172/jmo.2012.18.5.702

•	 Employee well-being is directly linked to service delivery 
outcomes and overall business performance and HR 
practices that address issues such as learning and 
development, employee voice and involvement and 
workplace health and safety play a significant role in 
enhancing and maintaining employee well-being.

Robertson, I. T., & Flint Taylor, J. (2008). Leadership, Psychological 
Well-Being, and Organizational Outcomes.  
The Oxford Handbook of Organizational Well Being.  
https://doi.org/10.1093/oxfordhb/9780199211913.003.0008

•	 Almost 25 percent of the variance in reported levels of 
productivity is predicted by psychological well-being, the 
perceived commitment of the organization to the employee 
and resources and communication (Donald et al., 2005).

•	“The correlation between psychological well-being and  
work performance seems to be between 0.3 and 0.4. […]  
In simple terms, with a correlation of 0.33, an increase  
in psychological well-being of 1 standard deviation would 
produce an improvement in performance of about  
one-third of a standard deviation. This improvement  
would move someone from being an average performer  
to being in the top 40 percent of performers.”

Wright, T. A., Cropanzano, R., & Bonett, D. G. (2007).  
The moderating role of employee positive well being on  
the relation between job satisfaction and job performance.  
Journal of Occupational Health Psychology, 12(2), 93–104.  
https://doi.org/10.1037/1076-8998.12.2.93

•	 Job satisfaction and psychological well-being are  
associated with supervisory performance ratings. 

•	 Psychological well-being moderates the relation 
between job satisfaction and job performance such that 
performance is highest when employees report high scores 
on both job satisfaction and psychological well-being. 
 
 

TURNOVER /  
INTENTIONS TO STAY

Wright, T. A., & Bonett, D. G. (2007). Job Satisfaction and 
Psychological Well-Being as Nonadditive Predictors of  
Workplace Turnover. Journal of Management, 33(2), 141–160.  
https://doi.org/10.1177/0149206306297582

•	 Well-being and job satisfaction predict turnover in a 
nonadditive manner. 

•	 Well-being moderates the relation between job satisfaction 
and job separation, such that job satisfaction was most 
strongly (and negatively) related to turnover when  
well-being was low.

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. http://dx.doi.org.proxy.lib.pdx.edu/10.1037/
ocp0000096

•	 Beliefs about the value of employee wellness programs 
and perceived organizational support (POS) for wellness 
are linked with wellness program participation through 
the mediation of intention to participate in the wellness 
program. 

•	 Those with greater wellness participation have higher 
performance ratings, higher job satisfaction, higher 
intention to stay, and lower turnover.  



29

INNOVATION

Huhtala, H., & Parzefall, M.-R. (2007). A Review of Employee  
Well-Being and Innovativeness: An Opportunity for a Mutual 
Benefit. Creativity and Innovation Management, 16(3), 299–306.  
https://doi.org/10.1111/j.1467-8691.2007.00442.x

•	 “Burnout in turn can be seen as an inhibitor of 
innovativeness, and work engagement as an antecedent 
to innovativeness, mediating the effects of resources and 
demands at work on innovativeness.”

Dolan, P., & Metcalfe, R. (2012). The relationship between 
innovation and subjective wellbeing. Research Policy, 41(8), 
1489–1498. https://doi.org/10.1016/j.respol.2012.04.001

•	 Creativity (innovation) is positively correlated with  
subjective well-being. 
 
 

POSITIVE PROMOTION OF ORG

Cotton, P., & Hart, P. M. (2003). Occupational Wellbeing and 
Performance: A Review of Organisational Health Research. 
Australian Psychologist, 38(2), 118–127.  
https://doi.org/10.1080/00050060310001707117

•	 The likelihood of employees positively promoting their 
organization outside of the workplace  
was significantly influenced by the emotional tone of the 
work team.


