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The well-being and engagement of administrative employees are critical to
creating a productive and sustainable work environment. This study
investigates causes of university administrative staff well-being and
professional involvement. This study examines: i) employee engagement
and well-being; ii) administrative employees’ biggest workplace challenges;
and iii) how wellness programs promote personal and professional progress.
This study used a concurrent triangulation mixed-method research approach.
Gallup’s employee engagement survey found that 124 employees have
overall favorable attitudes, with a composite mean score of 4.36
demonstrating moderate to high levels of engagement across key workplace
indicators. The inconsistent recognition may have an impact on involvement,
with the lowest mean of 3.80 and the biggest variability of 1.09. Meanwhile,
semi-structured interviews were conducted with 12 administrative
employees from a university in region 4A. The findings highlight factors
influencing well-being, such as effective communication, work-life balance,
positive office environments, and opportunities for promotion. Stress, heavy
workloads, and insufficient recognition were seen to be significant
challenges, whereas coping strategies including task prioritization, emotional
regulation, and peer support were regarded as critical. The results show that
well-being boosts commitment and productivity, whereas engagement
improves mental health and job happiness. Universities must offer stress
management, professional development, and recognition to improve results
and staff engagement.
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1. INTRODUCTION

The mutual benefits model suggests that human resource management (HRM) should benefit both
individuals and organizations [1]. Nevertheless, the main ideas in HRM theory and research continue to put
too much weight on ways to improve performance, while employee concerns are only barely considered
important. It concurs that improving performance outcomes through people management has been a central
focus of HRM theory development [2]. Research shows that the field of HRM has only recently begun to pay
attention to the correlation between employee engagement and performance, suggesting that this relationship
may be the mechanism by which HRM practices affect both individual and organizational output. Human
resource (HR) and organization development (OD) experts have the responsibility of boosting productivity
and morale in the workplace [3]. They also emphasized the positive effects of perceived organizational

Journal homepage: http://ijere.iaescore.com


https://creativecommons.org/licenses/by-sa/4.0/

3516 O3 ISSN: 2252-8822

support and psychological capital (PsyCap) on employees’ work-related happiness (i.e., work engagement),
career-related happiness (i.e., career satisfaction), and life-related happiness (i.e., subjective well-being
(SWB)). High levels of well-being were found to indicate high levels of commitment to the organization and
a lower intention to leave. Engagement predicts happiness, while happiness predicts emotional commitment
and inclinations to quit [4].

University administrative employees commonly report feeling underappreciated and unsupported in
their jobs. They express feeling overlooked and underappreciated, with little help or recognition for their
accomplishments [5]. Administrative employees at universities are usually asked to balance multiple
responsibilities and a hefty workload. Administrative workers reported feeling overworked and worried [6].
They commonly complain about a lack of employment development opportunities and confusing career
paths. Administrative employees acknowledged limited professional advancement opportunities and
expressed dissatisfaction with the lack of possible career possibilities [7]. University administrative
professionals regularly describe difficulties in establishing a work-life balance, which can lead to burnout and
stress. They reported feeling pressurized and overworked, with little time for self-care or work-life balance
[8]. There has been minimal research into the well-being of university administrative employees, with most
studies focusing on faculty or students. Meanwhile, there is a lack of study on the experiences of
administrative and support employees in higher education [9].

The study focuses heavily on professional engagement, as it seeks to investigate the factors that
contribute to the engagement and well-being of university administrative employees. The project can provide
valuable insights into how the university can enhance the working conditions and support mechanisms for its
administrative employees, resulting in increased job satisfaction and productivity. Personal development is
also a crucial aspect of this endeavor. This study investigates the influence of wellness programs on the
personal growth and development of administrative employees. The project’s findings could assist the
university in designing wellness programs that foster personal growth and development, resulting in
enhanced employees’ performance and job contentment. In addition, the initiative has significant
implications for the professional development of university administrative employees. The research
investigates how wellness programs can contribute to the professional growth of employees by enhancing
their skills, knowledge, and abilities. The project’s findings could be used to develop training programs that
support the professional development of employees, resulting in a more skilled and competent workforce.
The significance of this project rests in its ability to address the university’s research priorities by providing
valuable insights into how wellness programs can promote professional engagement, personal growth, and
professional development among administrative employees. This project’s findings may have significant
implications for the university’s policies and practices, resulting in a more engaged, productive, and fulfilled
workforce.

The study examines the following factors affecting university administrative staff well-being. Many
studies show that workload and job demands can negatively affect health. Their well-being also depends on
employment security, autonomy, work-life balance, and supervisor and colleague support. Administrative
personnel struggle with heavy workloads, stress, and limited career advancement. Employee well-being and
engagement are closely linked to employee happiness, motivation, and dedication. Therefore, it is crucial for
institutions to foster involvement and provide administrative staff with opportunities to make decisions,
engage in relevant projects, and receive recognition. Moreover, the researchers seek to answer the following
objectives: explore Gallup’s employee engagement work, determine the factors that influence the well-being
of university administrative employees, identify how the administrative employees overcome the challenges
that they encounter in their workplace, and know how engagement relates to employees’ well-being. With
these, the study offers significant insights to university management regarding the current state and demands
of administrative employees to enhance workplace efficiency and contribute to the development of a wellness
framework, programs, and activities aimed at assisting administrative employees in attaining a balanced
well-being for enhanced productivity.

2. METHOD

The study utilized a concurrent triangulation mixed-methods approach which integrates both
quantitative and qualitative data collection and analysis to more comprehensive understanding of university
administrative personnel’s well-being, work problem-solving, and engagement. This approach allows for the
validation and corroboration of findings by comparing different data sources, enhancing the reliability and
depth of the study’s conclusion. Additionally, researchers examined the well-being and engagement of
university administrative employees using a descriptive research methodology that included a survey and
qualitative case studies. This design fully captured university administrative personnel experiences, opinions,
and concerns [10], [11]. This strategy examined workplace features, personal coping strategies, institutional
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regulations, and quality services. This study emphasizes the necessity for targeted policy actions to meet one
university’s administrative staff’s particular issues and improve institutional performance.

The participants are administrative staff at a region 4A university. To ensure diversity, quantitative
participants are university administrative employees picked by purposive sampling. The Kaiser-Meyer-Olkin
(KMO) measure was used by the researchers to assess the adequacy of sample size for factor analysis [12].
The computed KMO measure results were 0.921, which falls in the “excellent” range. This indicates that the
sample is highly adequate for analysis. Similarly, the survey included 124 administrative employees, 74
females and 50 males. Its age ranges from 23 to 62, showing a broad workload in university offices with
young professionals and seasoned people. Meanwhile, the qualitative part requires administrative employees
to have five years of service. This ensures participants understand and experience the university’s projects,
activities, and rules. This also allows individuals to demonstrate their university growth over time.
Additionally, the participants are a broad mix of university administrative employees from several offices.
Eight women and four men participated, with diverse experiences and qualifications. Most are between 26
and 50, with a significant mix of single and married people. Some participants are secretaries, but most are
clerical. These variances enable a wide view of workplace involvement, problems, and well-being.

The quantitative part of the study utilized a survey to investigate what factors affect university
administrative employees’ well-being, how they handle work challenges, how engagement and well-being
relate, and how to improve both. It is demonstrated that Cronbach’s alpha of Gallup instrument was 0.82 which
signifies that all the items of the Gallup had acceptable alphas because all the items have greater than 0.70
alphas [13]. Additionally, the 12-item Gallup Q12 questionnaire examines the relationship between employee
engagement and performance management factors [14]. Thus, this study used a semi-structured questionnaire.
The questionnaire covers these key ideas: 1) factors affecting university administrative employees’ well-being;
ii) the biggest challenges they face and how they handle them; iii) strategies to improve their well-being; and
iv) ways universities promote their well-being. This interview guide underwent expert validation through three
field experts to ensure its relevance, clarity and alignment to the research objective. This also ensures the
refinement of wordings and structure to enhance validity and reliability.

Before data collection, the Research Ethics Committees (REC) approved this study under REC
number 2024-098 on April 1, 2024. Following a comprehensive validation by five field experts in physical
education and mixed methods research, the questionnaire was piloted to assess its face validity and
reliability. Based on the results, the researchers restructured the questionnaire for broader dissemination.
Consent was obtained from the president of the participating university in region 4A. Additionally,
interviews followed an initial approach to ensure a smooth and organized information-gathering process.
Prior to the interviews and the validation procedure, consultations were held with the experts. The survey was
administered in both online and paper-based formats to ensure accessibility, with a pre-survey briefing
provided to explain the study’s purpose and obtain informed consent.

This quantitative data was analyzed using descriptive statistics. The mean and standard deviation
were calculated. This provides response distribution and involvement. However, qualitative data analysis
requires coding acquired data to conceive it by categorizing it. Three coding schemes were used: open, axial,
and selective. Line-by-line open coding highlights key concepts and phrases before dividing them into
subcategories and categories. This lets researchers theorize or reflect on the data. Second, axial coding
determines data links and connections. Selective coding, the third stage, finds the main category and links it
to others.

3.  RESULTS AND DISCUSSION

This study’s results offer significant insights into the determinants affecting the well-being and
engagement of university administrative employees, along with the techniques employed to navigate
workplace challenges. Administrative employees are essential to the institution’s everyday operations,
rendering their well-being and engagement crucial to overall organizational success. The results provide
valuable insights into the experiences of administrative employees, highlighting the level of engagement at
work, factors affecting their well-being, challenges they face, and the coping mechanisms they employ.

3.1. Employee engagement work

The results of Gallup’s employee engagement work provide valuable insights into the factors
influencing workplace productivity, employee satisfaction, and organizational success. Gallup’s research
highlights the critical role of engagement in driving performance, retention, and overall workplace well-
being. Table 1 shows the findings of Gallup’s employee engagement survey show that employees have
generally positive attitudes, with a composite mean score of 4.36 indicating moderate to high levels of
engagement across key workplace metrics. The highest-scoring items, such as “Does your supervisor, or
someone at work, seem to care about you as a person?” (mean: 4.7). “At work, do you have the opportunity
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to do what you do best every day?” The mean score of 4.55 indicates that individuals feel respected and can
effectively apply their abilities in their employment. Items such as “Does the mission/purpose of your
company make you feel your job is important?” yield consistent responses. (mean: 4.45, SD: 0.60), and “Are
your associates committed to doing quality work?” (mean: 4.53, SD: 0.66), indicating a common
understanding of organizational purpose and teamwork. However, the survey reveals a significant
discrepancy in recognition practices, with the question “In the last seven days, have you received recognition
or praise for doing good work?” having the lowest mean (3.80) and the greatest variability (SD: 1.09). This
data suggests inconsistency in the way recognition is offered, which may have an impact on overall
involvement. While the survey results highlight strong organizational practices in fostering personal care,
strengths utilization, and teamwork, they also identify areas for improvement in ensuring consistent and
meaningful recognition, as well as regular feedback and development opportunities for employees. The
results underscore critical factors such as efficient communication, work-life equilibrium, nurturing
surroundings, career advancement, and stress mitigation. Moreover, the findings elucidate how these
employees confront challenges and discern chances for enhancing workplace dynamics. This section
examines these themes, analyzing their consequences for institutional policies and practices, and provides
ideas for cultivating a healthier, more engaged workforce. The following themes are generated from the
gathered data.

Table 1. Gallup’s employee engagement work

Item Mean  SD
Do you know what is expected of you at work? 447  0.67
Do you have the materials and equipment to do your work right? 427 093
At work, do you have the opportunity to do what you do best every day? 4.55  0.60
In the last seven days, have you received recognition or praise for doing good work?  3.80  1.09
Does your supervisor, or someone at work, seem to care about you as a person? 457  0.69
Is there someone at work who encourages your development? 444  0.72
At work, do your opinions seem to count? 441  0.65
Does the mission/purpose of your company make you feel your job is important? 445  0.60
Are your associates (fellow employees) committed to doing quality work? 4.53  0.66
Do you have a best friend at work? 415 0.85
In the last six months, has someone at work talked to you about your progress? 423  0.78
In the last year, have you had opportunities to learn and grow? 440 071

Composite mean 4.36

3.2. Determinants affecting the well-being of university administrative employee

Communication with clients and stakeholders is highlighted as an essential element in fostering a
positive work culture. Engaging with clients and stakeholders, particularly those of higher standing or
influence within the organization, not only enhances job performance but also provides learning
opportunities. Effective communication supports the development of both professional and social skills. One
participant expressed:

“[ think the most important aspect of my job is to be able to communicate with different people at
all times, especially not just ordinary people but also well-respected individuals in the institution.
Thus, I can learn from them and apply that knowledge to my work and daily life, especially in
socializing with others outside the workplace.” (Female, 27)

Meanwhile, achieving work-life balance is key to employee satisfaction. Participants note that when work is
balanced with personal life, their sense of fulfillment and well-being improves. Having time for both
professional contributions and personal needs fosters a more productive and satisfied workforce. It supports
the statement

“[ feel most fulfilled when I can contribute meaningfully to the team, achieve work-life balance,
and work in a supportive and respectful environment.” (Female, 34)

Moreover, a positive work environment and culture play a critical role in cultivating a healthy
culture. Employee’s value working in environments that are respectful, inclusive, and safe. Positive
relationships with colleagues also contribute significantly to a healthy work culture. The ability to handle
diverse clients and situations further strengthens interpersonal skills and workplace dynamics. One
participant is mentioned that:
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“... a healthy work environment, a positive, safe and inclusive workplace, contributes to overall
mental and emotional health.” (Female, 40)

Additionally, career development and learning opportunities, such as learning new skills and adapting to
evolving work environments, are seen as essential for both personal and professional growth. Participants
highlight the importance of providing learning opportunities that support growth, which contributes to job
satisfaction and retention. As mentioned by the participant:

“Helping our clients with their concerns and having opportunities for growth through learning
new skills.” (Female, 35)

Simultaneously, administrative and organizational support, such as managing time records, is part of the
routine work that contributes to a structured and organized work environment. Organizational systems that
ensure smooth operations and proper work management enhance the overall work experience. This claim was
based on the participants’ statement that “a daily transaction to an employee, especially my duties as an
individual in question is the administrator of the university’s daily time record.” The university can cultivate
a healthy and sustainable work culture for its employees by enhancing communication, supporting work-life
balance, and providing growth opportunities.

3.3. Difficulties, conditions, and coping mechanisms of administrative employees

Administrative employees face challenges including managing confidentiality, heavy workloads,
time constraints, and workplace conflicts, which can hinder communication and increase stress. To cope, they
prioritize tasks, stay organized, and seek collegial support. Humor, collaboration, emotional regulation, and
work-life balance help maintain productivity and well-being. A supportive workplace culture enhances
communication, job satisfaction, and efficiency.

3.3.1. Difficulties and conditions experienced by administrative employees

Confidentiality and managing expectations of stakeholders can pose significant communication
challenges. Participants are careful in balancing privacy concerns with the need to provide quality service,
often navigating complex or high-stakes communication scenarios. One participant (male, 31) stated that
“handling confidential information and managing expectations.” The participants emphasized the importance
of stress and time management. Heavy workloads and time constraints create stress that hinders effective
communication. Participants often face challenges when they have to balance multiple tasks, manage
deadlines, and maintain clear communication under pressure, which was supported by the statement

“Time management and heavy workloads can be stressful, along with navigating unclear
instructions or communication gaps.” (Female, 34)

Additionally, interpersonal conflicts, whether with co-workers or customers, are common communication
issues in the workplace. Dealing with employees who fail to follow rules or maintain appropriate behavior
can create communication barriers, affecting team dynamics and service delivery. A female participant stated
that “conflicts with co-workers.”

3.3.2. Coping mechanism to manage challenges in day-to-day work

The participants emphasized task prioritization and organization. The importance of staying
organized and prioritizing tasks to manage workload effectively. These strategies allow them to maintain
productivity and reduce stress, facilitating better communication and collaboration. One of the participant
(female, 34) noted:

“[ prioritize tasks, stay organized, and take short breaks to recharge. Talking to colleagues and
finding humor during the day helps too.”

Likewise, collaboration and collegial support are also highlighted, in which humor and camaraderie among
colleagues are key elements that foster positive communication and create a supportive work environment.
Sharing light moments and collaboration help in navigating workplace challenges. The participant (male, 44)
mentioned that:

“The best coping mechanism I had is my colleague, because we just laugh at every single detail
we encounter in the office.”
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Simultaneously, emotional regulation and relaxation techniques highlight by the participants the
value of maintaining a calm demeanor, humility, and practicing relaxation techniques to manage workplace
communication effectively. Emotional regulation helps individuals navigate difficult conversations and
interactions. A 30-year-old male participant expressed the importance of “focusing on my work and engaging
with relaxation techniques.” Establishing clear work-life boundaries and incorporating regular breaks are
essential strategies that enable individuals to recharge and maintain effective communication during work
hours. As one participant (female, 42) shared, “I prioritize tasks, stay organized, and take short breaks to
recharge.” Similarly, maintaining focus and commitment to one’s role by fulfilling job responsibilities and
meeting workplace expectations fosters trust and strengthens communication. This is reflected in another
participant (male, 31) statement “I’ll just do my best at my job.” The findings highlight the importance of
creating a work environment that promotes seamless communication, ultimately enhancing productivity and
employee satisfaction. By implementing these strategies, organizations can cultivate a positive and
communicative workplace culture that benefits both individuals and the company as a whole.

3.4. Engagement and well-being levels of administrative employees

This examines how employees perceive their work engagement and its impact on their overall
well-being. Work engagement reflects motivation and dedication, while well-being encompasses physical,
mental, and emotional health. A positive balance between these factors enhances job satisfaction,
productivity, and workplace harmony.

3.4.1. Perception of oneself of work engagement levels

High engagement and commitment to quality work are central to participants’ professional
dedication, as they strive to deliver excellent results and consistently exceed expectations. This strong sense
of responsibility drives them to maintain high-quality output and actively contribute to their work
environment. One participant expressed:

“My level of engagement in my work is high. I am fully committed to providing thoughtful,
accurate, and helpful responses. I strive to understand the user’s needs and offer relevant,
insightful support for each unique situation” (Female, 43)

Closely linked to engagement is the pursuit of continual learning and professional growth. Participants
recognize the importance of skill enhancement and view learning as an integral part of their roles, reinforcing
both job satisfaction and motivation. A participant noted:

“I can really tell that I am doing my job right. It is really on my mind to do my job accordingly
since it is the work that I am paid for, and it is also a continuous learning for me.” (Female, 27)
“I'm committed to continuous learning, frequently seeking out training and development
opportunities to enhance my skills and contribute more effectively.” (Female, 40)

However, engagement levels can fluctuate due to external factors such as workload and recognition. While
some participants feel a consistent sense of commitment, others acknowledge that their motivation and
performance are influenced by these aspects. One participant shared:

“I'm generally engaged, but it can fluctuate depending on workload and recognition for my
efforts.” (Female, 34)

These ideas show how dynamic workplace engagement is and how important it is to have structures that
support motivation, acknowledge contributions, and promote professional growth in order to keep
commitment and productivity high.

3.4.2. The interaction between employee engagement and general well-being

Professional growth and skill development are closely linked to engagement, as active participation
in the workplace enhances both individual competencies and organizational success. Lifelong learning fosters
career progression and personal fulfillment, making engagement a key driver of job satisfaction and
confidence. Participants emphasize that active involvement in their roles positively impacts their professional
development and ability to contribute meaningfully to their organizations. As one participant noted:

“[ think it is a big impact for me because, as a person, we all want to grow professionally and
increase our skills to contribute to a higher level of work engagement.” (Male, 31)
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Beyond skill development, engagement serves as a powerful source of motivation and purpose,
helping employees feel valued and accomplished. A lack of engagement, on the other hand, can lead to
fatigue and demoralization. Expressing appreciation for employees’ efforts boosts morale, reinforcing their
sense of purpose and dedication. One participant (female, 34) shared, “When I'm engaged, I feel motivated
and valued, which boosts my morale. Low engagement, however, can leave me drained.”

In addition to motivation, engagement plays a crucial role in fostering workplace relationships and
collaboration. A culture of kindness, respect, and cooperation strengthens teams and can even extend beyond
professional settings, reinforcing personal connections. Trust and mutual support contribute to both
professional success and personal well-being. One participant expressed:

“Being kind and good to everybody is a good part of my job. I don’t want anyone to get mad at
me since I don’t do things that might hurt them. I am just doing my job, my role as stated.”
(Female, 27)

While engagement enhances job performance and satisfaction, it can also present challenges to work-life
balance, particularly in maintaining quality time with family. Managing workloads effectively is essential to
preventing burnout and ensuring equilibrium between professional and personal responsibilities. Some
participants highlighted this struggle, stating:

“Positively on my work performance and skills enhancement but negatively on my family time.”
(Female, 50)
“In job satisfaction, stress levels, work-life balance, motivation, and energy” (Female, 40)

Lastly, mental and emotional well-being are significantly influenced by engagement levels. High
involvement in work can lead to greater job satisfaction and reduced stress, promoting emotional stability.
However, insufficient engagement or excessive demands may result in stress and emotional exhaustion,
making it essential to maintain a balance between professional responsibilities and self-care. As participants
noted, “good mental health” (female, 26) and “the university provides counseling and mental health services”
(female, 43). These insights underscore the importance of fostering an engaging, supportive, and balanced
work environment to sustain both individual well-being and organizational success.

Engaged workers balance quality work, constant learning, and external influences like workload and
recognition. Most admit their strong dedication to their roles, yet involvement fluctuates due to personal
growth possibilities and workplace relationships. Offering learning, rewarding contributions, and managing
workloads can keep employees engaged. Engagement is linked to professional development, motivation,
collaboration, work-life balance, and mental health. Engagement promotes growth, satisfaction, and
harmony, but it can drain time. To increase participation, organizations should promote purpose, cooperation,
and mental health while addressing work-life balance.

3.5. Discussion

The study found that the well-being and engagement of university administrative employees
significantly contribute to productivity, job satisfaction, and organizational efficiency. Key factors
influencing well-being include effective communication, work-life balance, positive work environments,
opportunities for professional growth, and stress management. Employees who feel respected and supported
are more likely to be engaged, leading to improved performance and job satisfaction.

Gallup’s employee engagement survey results reinforce that a composite mean score of 4.36
indicating moderate to high engagement levels. High-scoring factors, such as supervisors demonstrating
genuine concern (mean: 4.57) and employees having opportunities to utilize their skills effectively (mean:
4.55), suggest that institutions foster positive interpersonal relationships and career development. Kahn’s
engagement theory supports this, emphasizing that meaningful work, supportive leadership, and
psychological safety enhance employee engagement [15]. However, a key gap in recognition practices was
identified, with the lowest mean score (3.80) reflecting a lack of acknowledgment or praise. The high
standard deviation (1.09) suggests inconsistencies in recognition across departments, possibly due to varying
managerial approaches. Research indicates that recognition and feedback are crucial for sustaining
motivation and engagement [16], [17]. A lack of acknowledgment may lead employees to feel undervalued,
diminishing their commitment and overall job satisfaction.

Qualitative data support these patterns, highlighting that excessive workloads, insufficient
recognition, and interpersonal conflicts are primary stressors affecting well-being and engagement. Research
shows that high job demands coupled with insufficient resources contribute to burnout, reducing both
engagement and productivity [18], [19]. Employees adopt various coping mechanisms, including task
prioritization, emotional regulation, peer support, and work-life boundaries. These strategies align with the
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job demands-resources (JD-R) model [20], which posits that engagement is driven by balancing job demands
with adequate resources. The data also show a strong relationship between well-being and engagement, with
high involvement linked to improved mental health, stronger workplace relationships, and career
advancement [21]. Conversely, poor well-being is associated with increased burnout, absenteeism, and
employee turnover [22]. Implementing well-being initiatives, such as mental health programs, professional
development opportunities, and work-life balance policies, has been shown to enhance engagement and
organizational productivity [23].

The study underscores the need for universities to prioritize well-being and engagement through
targeted strategies. Research suggests that effective wellness programs require strong communication,
leadership involvement, and continuous evaluation [24]. Organizational support plays a crucial role in
mitigating workplace stressors, aligning with the JD-R model’s assertion that sufficient resources foster
engagement [25]. Engaged employees demonstrate resilience in overcoming workplace challenges [26],
while mental health concerns [27] and inadequate job resources [28] hinder engagement. Strong institutional
support systems, including structured recovery strategies such as mindfulness practices and scheduled breaks,
significantly improve well-being and engagement [29].

Recognizing these challenges, universities have increasingly implemented well-being and
engagement programs to enhance employee satisfaction and productivity. Initiatives such as therapy sessions,
mindfulness training, and stress management workshops provide employees with tools to manage job
pressures [30]. Additionally, conflict resolution programs and team-building activities foster trust and
collaboration within departments [31]. Flexible work arrangements and structured wellness programs help
prevent burnout while maintaining institutional commitment [32]. Self-determination theory further
emphasizes that work environments should fulfill employees’ psychological needs for autonomy,
competence, and relatedness [33]. Career development initiatives, including ongoing training, professional
growth opportunities, and structured recognition systems, also enhance engagement [34].

A comprehensive institutional approach integrating well-being and engagement strategies is
essential for long-term organizational success. Establishing clear communication channels, structured
wellness programs, and continuous feedback mechanisms ensures that employees feel valued and motivated.
Universities can cultivate a resilient and high-performing workforce that drives institutional efficiency and
sustainability by fostering a supportive and engaging work environment.

3.6. Implications for policy and practice

One significant outcome of this study is that workplace well-being policies improve employee
engagement, productivity, and institutional commitment. Professional development programs, wellness
activities, and flexible work arrangements are all good, but their effectiveness might be limited by imprecise
implementation, a lack of systematic acknowledgment, and office politics. Policy changes must address these
gaps in order to improve employee morale, retention, and workplace satisfaction. Workplace improvements
can be made fast through systematic stress management training, visible recognition systems, and improved
well-being resource communication. For lasting and meaningful change, long-term systemic reforms are
needed. These include creating a centralized platform for well-being resources, making recognition and
incentive systems fairer, and involving employees strategically in policymaking. The long-term impact of
employee well-being policies on institutional performance, retention, and job satisfaction should be
investigated. Office politics and bureaucratic inefficiencies should also be investigated for their impact on
employee disengagement and turnover. Leadership’s role in fostering an inclusive, supportive, and
psychologically safe workplace should also be investigated. Addressing these concerns allows policymakers
and institutional leaders to create evidence-based policies that increase employee engagement, well-being,
and organizational success.

4. CONCLUSION

The survey indicates strong employee involvement, notably in personal care and skills use.
Addressing recognition and feedback issues can greatly enhance employee satisfaction. These principles help
organizations encourage and engage employees, improving performance, satisfaction, and retention.
A supportive and engaging administrative environment requires excellent communication, work-life balance,
and professional advancement, according to the survey. Wellness programs are crucial, but stress
management, recognition, and communication require improvement. Specific techniques can assist the
institution in building healthier, more resilient, and engaged employees. They boost employee and
institutional performance and foster a healthy workplace. University rules also promote effective
communication, work-life balance, and professional development in a friendly and engaging workplace,
according to the report. Stress management, recognition, and communication need improvement, although
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present initiatives are welcome. Administrative employee well-being and engagement can increase
productivity and morale for both employees and the institution with targeted strategies. Future research might
look into how well-being programs improve employee retention and institutional success over time.
Longitudinal study could reveal how engagement and well-being evolve. Comparative studies of public and
private institutions may reveal unique challenges and successful strategies. Further research might look into
how digital tools and technology-driven interventions increase employee engagement and minimize
workplace stress. Finally, qualitative research on employee narratives and lived experiences can shed light on
the challenges and potential solutions that university administration staff face.
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