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Abstract 
Wellbeing is a persistent scope of positive feelings and subjective life assessments for each person 
which generally utilized conversely with bliss. People react differently to similar conditions, and they 
assess conditions subject to their unique wants, moral, culture and past experiences. Supporting and 
empowering wellbeing has the ability of benefiting both the employees and the organization. The 
wellbeing of employees is basic for the endurance and improvement of organizations worldwide. 
Wellbeing at work requires basic needs to be met and improved by conditions that incorporate 
supportive personal relationships, community empowerment, healthy and alluring environment. In 
Wellbeing Theory (WBT), there are five pillars which known as PERMA (P-positive emotion, E- 
engagement, R- relationship, M- meaning and A-achievement). Each one of the pillars is not clinical 
as it gives escalation to a higher-order construct of wellbeing that should then expect flourishing of 
everyone at the workplace. 
Keywords: Wellbeing Theory, PERMA Model, Air Traffic Controllers, Employee Wellbeing. 
  
Employee Wellbeing 

Wellbeing is a construct of physical, social and mental state which originates from a large 
group of collective goods and relations with individuals and places. It is a pack needs that must be 
met and enriched by the conditions (Bakar et al., 2015). Wellbeing in this study, conveys information 
with respect to a wide scope of mental health, social connections, leisure, and subjective states such 
as emotions and mental engagement. The significance of wellbeing has been perceived not just in 
scholastic fields but also in public policy and occupational settings for encouraging human capital, 
profitability and productivity (Watanabe et al., 2018). The Malaysian government viewed wellbeing 
is crucial and need to be given attention, thus Malaysia Wellbeing Index (MWI) for year 2013 was 
assessed and reported. Wellbeing in particular highlights the mental and physical health of a 
collective group and the economic advantages that prompts the headway in the fulfillment of people 
and their contentment among family and the societies (Yogeesvaran, 2013).  
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Wellbeing activities at work must be suitable with the needs and wants of every employee in 
the workplace (Tehrani et al., 2007),  whilst the Economic Planning Unit (EPU) in 2015 concentrated 
on occupation fulfillment as well as  life contentment, as happiness will be derived directly from 
employment satisfaction or work life. 

In order to carry out a sensible and generous assessment, it is coherently perceive what is 
assessed for employee wellbeing and how the outcomes ought to be deciphered (Dodge et al., 2012). 
Clearly, most organizations need to accomplish their execution (Zakaria et al., 2014). However, there 
are various factors concentrating on execution, such as, the employees’ wellbeing, ought not be 
excused and attention should continue being paid on it (Duygulu et al., 2013; Juniper et al., 2011; 
Slemp & Vella-Brodrick, 2013). 
 
Air Traffic Controllers 

Industry such as aviation has strong impact towards other industries (Mahzan & Abidin, 2015; 
Moon, Yoo & Choi, 2000) particularly in developing countries like Malaysia. It is an extremely intricate 
technology-centric industry which needs profoundly specialized and skilled employees (Kuo, Jou, & 
Lin, 2012; Teperi, Leppänen, & Norros, 2015) to work in a quick pace inventive and innovative 
technology environment which is continuously evolving. The employees are exceptionally prepared 
experts (Brink, 2009; Kontogiannis & Malakis, 2013). They should pass certain test in competencies 
such as personality test, physical and mental health test and must be fluent in conversational English 
(Basu, Mitchell, & Sabhnani, 2009; Moon, Yoo & Choi, 2011). Air traffic control all over the world is a 
24-hour operation including public holidays and weekends leading to air traffic controllers (ATCs) 
working in shifts and at night regularly (CAAM, 2018; FAA, 2018). 

 
The main job responsibility of ATCs is to control and navigate the movement of planes 

particularly during take-off and landing (Kontogiannis & Malakis, 2013; Tobaruela et al., 2014). As 
they are working in shifts, it implies that they work outside the ordinary hours. It prompts pressure 
and fatigue resulting to effect ATCs’ wellbeing if the shift schedules are not organized deliberately in 
terms of their shift length, rest breaks and consecutive shifts (Dall’Ora et al., 2016; Folkard, Robertson 
& Spencer, 2007). This could contribute to pressure and strain to air traffic management agencies 
and the industry as a whole. 
 
Problem Statement 

ATCs can be categorized as a very stressful occupational group (Sanda, 2018; Tomic & Liu, 
2017; US Department of Labor & Bureau of Labor Statistics, 2010). The successful passing of certain 
competency test still does not guarantee that ATCs could sustain a good wellbeing at the workplace. 
ATCs are confronted with multiple times higher of hypertension contrasted with the others typical 
for their age group (Ćosić et al., 2019). This is due to their quantitative demand, decision demand and 
learning demand which have diverse scope from other occupations (Falkland, Emma & Wiggins, 
2019). The high-end technology systems used in air traffic management settings still could not cope 
with the heavy workload and mental demand (Öge, Cetin, & Top, 2018).  

 
At the point when the unpredictability of the aviation industry expands, ATCs can become 

overpowered with traffic and it will influence the way they perform their work (Tobaruela et al., 2014; 
Tomic & Liu, 2017; Yang & Dattel, 2017). In commercial aviation mishaps, 70% are ascribed to human 
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errors, making human factor as the final frontier in improving aviation safety (Bongo et al., 2018; 
Kontogiannis & Malakis, 2013; Teperi et al., 2015). In response to such errors and accidents, many 
researchers have centered their efforts to create tools to prevent human errors among ATCs (e.g. 
Teperi et al., 2015), yet almost no studies have been conducted to develop and improve the ATCs’ 
wellbeing. Notwithstanding that, ATCs felt secluded as an occupational group (Brink, 2009; Tomic & 
Liu; 2017) as most researchers have given their attention to other unit analysis (e.g.  Teachers, 
doctors, nurses and the police).  

Antecedently, the vast majority of the wellbeing studies were underpinned by theories such 
as the set-point theory (e.g. Page & Vella-Brodrick, 2009), Maslow’s theory (e.g. Benjamin et al., 2014) 
and the conservation of resources theory (e.g. Avey, 2010) which progressively centered on 
subjective wellbeing and psychological wellbeing. Wellbeing Theory (WBT) has not been completely 
constituted in a varied range of populations (Coffey et al., 2016) such as ATCs. Most of the studies on 
WBT were conducted on wellbeing among undergraduates such as in the United States (Coffey et al., 
2016) United Arab Emirates (D’raven & Pasha-Zaidi, 2016), Australia (Kern et al., 2015), workers in 
higher educational institutions in Malaysia (Othman et al., 2018) however not to employee wellbeing 
among ATCs.  

  
Wellbeing Theory (WBT) 

There are five pillars in WBT which is abbreviated as PERMA (P-positive emotion, E- 
engagement, R- relationship, M- meaning and A-achievement). Each of the pillar is not clinical as it 
gives escalation to a higher-order construct of wellbeing that should then expect flourishing of 
everyone in the world (Forgeard et al., 2011; Seligman, 2012; Yogeesvaran, 2013). This is plausible as 
each of the pillars in the theory provides the constituent elements to define and clarify the 
psychosocial work environment factors and employee wellbeing that matches the ATCs work 
environment. In other words, the variables of interest must be defined using the pillars as opined in 
the theory to elucidate physically and mentally fit ATCs and the drivers that create and sustained the 
physically and mentally fit ATCs.  

 
The five pillars of PERMA differentiate WBT from other multidimensional theories as it 

includes both subjective wellbeing (positive emotion and engagement) and psychological wellbeing 
(relationship and meaning). It also includes unique components in workplace wellbeing such as 
advance skill and achievement (accomplishment) that are frequently excluded in other theories of 
wellbeing (Butler & Kern, 2016; Othman et al., 2018). 

 
Positive emotions in WBT refers to bliss, for example joy and happiness (Forgeard et al., 2011; 

Seligman, 2012). The positive emotions will increase the attention of a person, driving them to be 
innovative, improve adaptable thoughts,  and equip individuals to be ready at all time (D'raven & 
Pasha-Zaidi, 2016). Positive emotion in WBT is believed to guide employees to enjoy whatever job 
tasks they received at their working place. When employees are happy, they tend to engage with the 
employer and get themselves loyal by working with the organization besides improving the 
productivity. WBT is only focusing on positive emotion, however, to capture both positive and 
negative sides of the mental health spectrum, the negative emotion is included at the workplace 
(Diener, Oishi & Tay, 2018). The fused negative inclination is added in due to the nature of work, for 
instance, routinizing, supervision and multifaceted nature, is casually associated with the sentiment 
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of control and sadness of an individual (Kuovo, 2016; Coffey et al., 2016; Harter et al., 2003). 
Workplace stress can have such an enormous number of negative consequences for employees, for 
example, rejection,  decrease in profitability and increase in hypertension (Diener, Oishi & Tay, 2018). 
According to Salvin et al. (2012), mindfulness-based stress-reduction programs can be one of the 
effective programs in reducing distress. Hence, to develop a healthy workplace plan, it is suggested 
to the Malaysian ATCs that they be actively involved in programs or activities initiated by the 
Malaysian Mental Health Association (MMHA) to ensure that ATCs are aware regarding their own 
mental health and to be monitored continuously by the management.  

 
Engagement can be defined as being totally immersed in activities and experiencing a feeling 

of being absorbed or extraordinary enthusiasm in the organization (Coffey et al., 2016; Seligman, 
2012). It is also known as character strength or positive traits that can reflect actions, thoughts and 
emotions (D’raven & Pasha-Zaidi, 2016). In order to be totally caught up in workplace activities, 
despite the equipment and materials provided at work, the endeavor itself and the intensity of 
human resources play an imperative role in ensuring compelling commitment, as it can extend the 
obligations and execution of employees (Bakker, 2015). Employees should be given the chance to 
connect completely in their work through decrease of non-value work, decrease of unneeded 
policies, and the contour of administrative processes (Slavin et al., 2012). In addition to that, Human 
Resource Development (HRD) could likewise create special training and program for example 
showing shift-workers strategies (i.e. ATCs) to deal with their sleep schedules and conducting 
ergonomics assessment and how job tasks are led. The HRD ought to guarantee that every 
organization should design and determine initiatives on how to use on-site personnel, physical assets 
and organizational competences. Essential spotlight is on the employees’ needs which a working 
environment wellbeing advancement program should meet the needs for all levels of employees, 
regardless of their present level of health. It should perceive the necessities, preferences and 
attitudes of various groups of employee contribution or it can create special reasonable features for 
every working environment. 

 
The relationship is really about connectivity to other individuals or in other words; socially 

integrated (Seligman, 2012). At work, the relationships with colleagues and superiors are crucial to 
ensure that they achieve the organizations' mission and vision (Ashkanasy & Dorris, 2017). As Hetland 
et al. (2011) observed that the work environment is a field for superiors and staff to feel associated. 
When somebody is overwhelmed, they are compelled to trust, realize or act in certain ways (Meyer 
& Maltin, 2010). In a similar vein, Hetland et al. (2011) found that employees’ wants and working 
environment fulfillment were emphatically ascribed to work satisfaction. Based on WBT, there are 
basic psychological needs in psychological wellbeing such as good relationship with the leaders and 
co-workers when fulfilled will lead to fundamental human need fulfillment(Tansey et al., 2018). By 
allowing ATCs to work more comfortably, the suggested improvements will increase positive 
wellbeing among ATCs. Key personnel such as the supervisors of ATCs, should postulate extensive 
guidelines to regulators for regulating better indicators and workload of ATCs’ psychosocial work 
environment factors as they are among the closest person that is well versed with the scenarios of 
their working styles. Managing workload should be good in practice to guarantee that employees’ 
errands and duties can be practiced effectively within the time available. At the point when 
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employees appreciate and feel associated with their work and where they feel aroused, they will 
carry out their responsibility well. 

 
Another WBT pointer is called meaning which is a feeling of direction resulting from 

something observed as more prominent than self (Seligman, 2012) yet towards the satisfaction of 
something perceived to be significant such as esteeming and advancing wellbeing, networking with 
the community, political and creating important associations with family for instance (D’raven & 
Pasha-Zaidi, 2016). Individuals have meaning since it makes life worth living and gives them a feeling 
of satisfaction that goes forever (Coffey et al., 2016). It brings individuals to be best functioning in 
both personal and working lives when they have a sense of meaning or purpose, defined in terms of 
having a good path and feeling that what one does is valuable. Meaning is firmly related with self-
esteem, self-acceptance, emotional regulation and lower risk for substance misuse and fixation 
(Khwaja, 2020). Three viewpoints of meaning recommended by Khwaja (2020); it is found through 
making work an accomplishment, experience and a mentality we take towards unavoidable torment. 
The organization can appoint counselors among ATCs as they understand the nature of work, so that 
ATCs have a medium to speak to or rely on whenever they feel stress or demotivated. In addition to 
that, the management can outline more programs or training specifically to boost ATCs self-efficacy 
and their self-esteem so that they can develop their positive wellbeing or their meaning being in a 
family of ATCs. Furthermore, the organization should implement a forum of small groups of 
employees to discuss knowledge and ideas around a specific topic. It is also beneficial for the 
organization to make available a “people directory” to locate employees with a given expertise to 
ensure their wellbeing is always positive. 

 
The fifth indicator of WBT is accomplishment which involves making progress towards specific 

or fixed organizational goals, feeling capable to do daily tasks and activities, and having a sense of 
achievement (D’raven & Pasha-Zaidi, 2016; Kern et al., 2015) which affect the wellbeing of 
employees. Moreover, the contrast between every individual can have diverse qualities and act 
contrastingly in each circumstance (Coffey et al., 2016; Seligman, 2012). Thus, achievement as an 
important driver of wellbeing that should be operationalized by examining the desire of individuals 
to achieve something instead of inspecting the real accomplishments (Coffey et al., 2016; Kern et al., 
2014; Seligman, 2012; Othman et al., 2018). Coined by Khwaja (2020), goals can be visualized to be a 
great cue to remind employees and motivate them to see the bigger picture. All employees in every 
organization rely upon one another (superiors and subordinates) as they are cooperating for the 
larger purpose. This establishes a culture of dependability and esprit de-corp which prevails as 
exemplify from the analysis and informal observations leading to the attainment of key performance 
specifications among the ATCs fraternity. At the point when people work together under an 
organization for the shared objectives, it brings solidarity which provide the ground for the 
improvement of psychosocial work environment factors at the workplace, thus contributing to 
wellbeing. 

 
Recently, Othman et al. (2018) stated that academicians are expected to do multitasking work 

example teaching, supervision, publication, administration work, and consulting students. 
Researchers have found that WBT fit the focus group study among academician in Malaysia. 
Nevertheless, there was an extra input that did not fit into the model and had to be prescribed under 
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a different theme, which was named as infrastructure which covered facilities, maintenance and 
monitoring. 

 
Most of the studies on WBT have been conducted among teachers (Coffey et al., 2016), 

students (Tansey et al., 2018), academicians (Othman et al., 2018) and nurses (Khwaja et al., 2020). 
Due to the limited studies of WBT on ATCs, this is the main reason why the WBT should extend the 
theory into Malaysia's population, specifically to the working environment of ATCs in Malaysia. 

 
Therefore, considering the above statement, this study generally attempts to investigate the 

psychosocial work environment factors and employee wellbeing among ATCs in Malaysia. Whilst the 
specific research objectives for this study are formulated as follows;  

I.  To determine the relationship between leadership style of superiors and employee 
 wellbeing among ATCs in Malaysia. 

II. To determine the relationship between leadership style of superiors and employee
 wellbeing among ATCs in Malaysia. 

 
Hence, the following theoretical framework has been proposed from WBT to flourish in 

practice at the ATCs’ workplace. 
 
Figure 1. Theoretical Framework 

 
 
 
 
 
 
 
 
Conclusion 

The WBT explained well that the positive of employee wellbeing could be reached by 
strategically exploiting the individual’s happiness. The culture of the organization will shape the 
desires for employees, as they notice autonomous work and leaders makes them feel progressively 
committed, vivacious and enjoyment in their employments. The study framework entails important 
messages to practitioners at the workplace to consider the concerns of the ATCs and knowledgeable 
individuals that are able to elevate the organization to the next level. Thus, this study contributed to 
the practical use of WBT  in an integrative manner in the understanding of the phenomenon of 
employee wellbeing among a group of ATCs. 
 
Theoretical and Contextual Contribution 

This study offers a cognizance of the variables and their relationships for theory development 
on the subject matter, workers' profession movement choices, organizational practices and national 
policy. Due to the crucial jobs of ATCs, an investigation on factors affecting their wellbeing dependent 
on the psychosocial work environment factors must be conducted. This study should provide added 
value for the theoretical evolution of the subject and contextual contribution. 

Psychosocial Work Environment Factors 

⚫ Leadership Style 

⚫ Work Conditions 

Employee Wellbeing 

⚫ Subjective Wellbeing 

⚫ Psychological Wellbeing 

⚫ Workplace Wellbeing 
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The investigation from this viewpoint seeks to diminish the research gap which is deficient in 
empirical evidence to capture the association between the independent variables and employee 
wellbeing. Consideration and support for wellbeing is progressively foreseen as an interdisciplinary 
issue that should be given more attentions at different levels within a system, including individuals, 
employees and management, societies, and nations (Butler & Kern, 2016). Some theories were just 
concentrating on hedonic elements such as emotions, while some underline only on eudemonic 
components such as self-actualization but the WBT has consolidated both eudemonic (psychological 
wellbeing) and hedonic (subjective wellbeing) elements. 

For the theoretical evolution, this study broadens the limitation of past studies (e.g. Zheng et 
al., 2015) on psychosocial work environment factors by incorporating other related variables such as 
the work environment and leadership styles of superiors to explain the phenomenon of employee 
wellbeing specifically among the ATCs. 

With respect to context, this study will help human resource development (HRD) researchers, 
leaders and practitioners in understanding the issue of wellbeing. The results of the study could be 
utilized to help them in advocating wellness and wellbeing program, provide adequate training and 
leaders training relating to employee wellbeing. Moreover, this study includes practices in HRD which 
can be implemented to explain the expansion in HRD obstructions and practices in a more extensive 
setting of individuals and their career development or profession advancement. This may also lead 
to the appointment of counselors among former ATCs since they knew the job and duties of ATCs 
well.  

 It is hoped that this study will provide more informed link between theory and practice to 
address the present gaps in the literature today. The discoveries made in this study should be 
applicable to the aviation industry in outlining their strategies to address the issues with respect to 
the wellbeing of employees in order to achieve a win-win situation for the organization and its 
employee. 
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