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To develop an integrated model for well-being for 
researchers, including three main competences:

Entrepreneurial 
skills

Digital Skills
Life Skills

FINAL AIM: 
To propose a higher education institution (HEI) program aiming 

at strengthening well-being (e.g., balance work/personal life, 
creativity and ability to catch the opportunities in the society)

WP2: Objective



1. To map the crucial skills in the workplace, 
2. To co-create an integrative model of well-being at work with real users

3. To create an integrative model of well-being for researchers.

Main results: Development of a framework and a training 
model

Validated in different 
countries

With real-users 
inputs

Using co-design approach 
through focus groups

WP2: Objective



The final model will define the training approach, by 
specifying the following:

WP2: What does the 
model should include?

1. The specific objectives of the GEMMA training approach.
2. The skills to be taught.
3. The needs of the researchers about the balance 

between work and personal life.
4. The pedagogical approaches and strategies to be 

employed.
5. The embedding of the serious game inside the training 

program.



The final model will define the training approach, by 
specifying the following:

WP2: What does the model 
should include?

1. The specific objectives of the GEMMA training approach.
2. The skills to be taught.
3. The needs of the researchers about the balance 

between work and personal life.
4. The pedagogical approaches and strategies to be 

employed.
5. The embedding of the serious game inside the training 

program.

This should be discussed in Poznan ☺



 PRACTICAL DESIGN OF THE INTEGRATED FRAMEWORK (LED BY UVEG)

Activities in WP2

A2.1. Definition of the Conceptual model 🡪 ALL (but led 
by UVEG)

- Literature review on well-being model in the workplace 🡪 
UVEG

- Draft of the index of the conceptual model

- Literature review on Digital (UTU and AMU), Entrepreneurial 
(SGF and IASIS), and Life Skills (UVEG and UNIBA) // MOOC & 

Serious Games (UVEG and UNIBA) 

A2.2.-A2.6. Focus group in all the countries

A.2.7. Practical design of the integrated framework



1. Definition of well-being (UVEG) 
2. Well-being at the workplace (UVEG)  
3. Well-being at the workplace’s models (UVEG) 
4. The competences in the well-being improvement

DIGITAL SKILLS
1. Definition --> AMU
2. Changes caused by COVID-19 --> UTU
3. Problems related to the lack of digital skills --> UTU
4. Relation between the competences and well-being; --> AMU  

LIFE SKILLS
Definition --> UVEG
2. Changes caused by COVID-19 --> UNIBA
3. Problems related to the lack of digital skills -->  UNIBA
4. Relation between the competences and well-being; --> UVEG

ENTREPRENEURSHIP 
1. Definition --> IASIS
2. Changes caused by COVID-19 --> SFG
3. Problems related to the lack of digital skills -->  SFG
4. Relation between the competences and well-being; --> IASIS

5 . The needs of the researchers at the workplace (ALL: Results of the Focus Group) Italy and Finland?
6 . Intervention programs of well-being at the work-place (Evidence on MOOCs and serious games) (UNIBA & UVEG)
7. GEMMA’s integrated framework

Title: THE INTEGRATED FRAMEWORK OF GEMMA PROJECT: INCREASING 
WELL-BEING IN RESEARCHERS THROUGH DIGITAL, LIFE AND ENTREPRENEURIAL 
COMPETENCES
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The main 
output of WP2



SUBJECTIVE (or 
hedonic) 

WELL-BEING 
 

Positive affect
Negative affect
Life satisfaction

PSYCHOLOGICAL (or 
eudaimonic) 
WELL-BEING 

Self-acceptance
Positive relations with others

Autonomy
Environmental mastery

Purpose in life
Personal growth

(Diener, 1984) (Ryff, 1989) 

The initial conceptions of well-being:

What is well-being?



Social 
well-being

Psychological 
(or 

eudaimonic) 
well-being

Emotional 
(or 

hedonic) 
well-being

Experience of positive 
feelings about 
oneself and life

Being connected to 
others and valued by 

the community 

Functioning well (referred to the six domains of Ryff)

(Keyes, 2005)

What is well-being?

The initial conceptions of well-being



The importance of considering 
well-being in the workplace

• When employees experience high levels of well-being, they are generally more 
engaged, perform better, and take fewer unplanned sick leaves (Hanebuth et al., 2006; 
Krekel et al., 2019).

• The well-being of researchers in academia is often neglected 🡪 BUT academic 
research is full of challenges (e.g., pressures to publish or perish, obtaining funding, or 
constant job insecurity while balancing teaching and research activities (Nichols et al., 
2022).

• Academic researchers face more mental health challenges than other populations of 
similar age or education (Barry et al., 2018; Levecque et al., 2017). Particularly, predoctoral 
students and postdoctoral researchers seem to be more susceptible to common mental 
health issues than the general population (Friedrich et al., 2023; Moss et al., 2022). 



Main models of well-being

In the last 25 years, several theories aimed at improving the 
knowledge on well-being have been developed, emphasizing 
different aspects (Sonnentag et al., 2023): 

(a) several types of job stressors
(b) the importance of job resources and
(c) the fluctuation and dynamic processes underlying 

well-being
BUT also…the importance of analyzing individual and 

organizational processes (Bakker, 2015). 



Subjective well-being (positive 
attitudinal assessment of work 

as well as the experience of 
positive and negative affect)

• Job satisfaction (cognitive 
judgement of their workplace 
experience)

• Organizational commitment 
(degree to which employees 
resonate with the organization’s 
goals and values)

• Affect
• Vigor (feelings of physical 

strength, emotional energy, and 
cognitive liveliness)

Eudaimonic well-being (the 
sense of purpose and 

connection in the workplace)

•Job involvement (individual’s 
identification with work)

•Work engagement (favorable and 
fulfilling mindset at work)

•Thriving at work (sensation of growth 
in one’s and self-actualization)

•Flow (fully absorbed in a challenging 
task)

•Intrinsic motivation (feeling of 
pleasure, interest, and enjoyment 
experienced during work 

•Meaning in work (feeling fulfilled) 
•Calling at work (perceiving the 
inherent meaning in one’s job) 

Social well-being (fostering of 
quality relationships in the 

workplace, creating a safe and 
positive work environment)

• Satisfying relationships at work
• Social support
• Feeling of belonging 
• Positive and helpful social 

gatherings

Indicators of Well-being at Work Model (Fisher, 2014)

A combination of the three dimensions should be considered as the “outcome 
variable” 

(i.e., What do we want to achieve with GEMMA?) 

1. The specific objectives of the GEMMA training approach



The Daniels five-factor measure of affective 
well-being (D-FAW) (Russell & Daniels, 2018).

The Psychological well-being at work 
(PWBW) (Daenais-Desmerais & Savoie, 2011). 

1. The specific objectives of the GEMMA training approach

Self-reports of well-being at work



The Work Well-being Questionnaire (Parker 
et al., 2011)

Employee well-being in 
organizations questionnaire (EWB) 
(Zheng et al., 2015). 

Self-reports of well-being at work

Intrusion of 
Work into 

Private Life 

Organizational 
Respect for the 
Employee 

Employer 
Care 

Workplace 
well-being 

1. The specific objectives of the GEMMA training approach



What do we want to change in researchers to increase wellbeing? 
(Sonnentag et al. (2023) 

We need to identify the mechanisms or predictors of 
well-being 

Workplace 
factors

Individual 
factors

1. The specific objectives of the GEMMA training approach



The three-dimensional Job 
Demand-Control-Support (JDCS) 

model (adapted from Karasek & 
Theorell, 1990).

The Job Demand-Resources 

Model (JDR) (Demerouti et al., 2001) 

Conservation of Resources (COR) Theory (Hobfoll, 1989; 2002)

Main models of well-being in 
the workplace



The social embedded model of thriving (SEMT) (Spreitzer et al., 2005) 

Emphasizes the role of:
• social relationships 
• workplace environment 
• active behaviours of the individual 
in promoting well-being and positive outcomes

Thriving: the psychological state in 
which individuals experience both a 
sense of vitality and a sense of learning at 
work (Spreitzer et al., 2005, p. 545). 

Main models of well-being in the 
workplace



The focus of HERO organization is not fostering optimal functioning 
of the organization but also focuses on improving employees’ and 

teams’ processes 

Healthy and Resilient Organization Model 
(HERO) (Salanova et al., 2012)

Main models of well-being in the 
workplace



What do we want to change in researchers to increase 
wellbeing? (Sonnentag et al., 2023) 

1. The specific objectives of the GEMMA training approach



What do we want to change in researchers to increase 
wellbeing? (Sonnentag et al., 2023) 

WORKPLACE FACTORS INDIVIDUAL FACTORS 

1. individual factors (e.g., job 
resources in terms of 
autonomy, learning 
opportunities and task variety); 
interpersonal factors (e

2. .g., emotional and instrumental 
social support, working in a 
team); 

3. leadership factors (e.g., 
modelling health and 
well-being in the employees)

1. a proactive behavior to 
influence their own work 
context;

2. a prosocial behavior with 
others at work; 

3. an adequate emotion 
regulation at work; 

4. being able to perform recovery 
activities at work and outside 
the work, and 

5.  setting boundaries between 
work and private life

1. The specific objectives of the GEMMA training approach



• Life competences
• Entrepreneur 

competences
• Digital 

competences

Predictors of the outcomes Outcomes of 
GEMMA project

Strategies to change 
the predictors

Overview of GEMMA framework

(Sonnentag et al., 2023) 

European Commission  (Fisher, 2014) 

Hedonic
Eudaimonic
Social

1. The specific objectives of the GEMMA training approach



● Combination of knowledge, skills and 
attitudes, that include a confident, critical 
and responsible use of, and engagement 
with, digital technologies for learning, at 
work, and for participation in society 
(Council Recommendation on Key 
Competences for Life-long Learning, 2018)

● 5 key components 🡪 involve 21 
competences

Digital competences

1. The specific objectives of the GEMMA training approach

https://op.europa.eu/en/publication-detail/-/publication/297a33c8-a1f3-11e9-9d01-01aa75ed71a1/language-en
https://op.europa.eu/en/publication-detail/-/publication/297a33c8-a1f3-11e9-9d01-01aa75ed71a1/language-en


 
Life skills 

•Life skills are personal attributes that enable 
individuals to effectively communicate, 
collaborate, and adapt in various settings. 

•Life skills are closely linked to an individual's 
wellbeing as they contribute to positive 
interpersonal relationships, effective 
communication, healthy work environment, 
manage stress, build resilience, and maintain 
a positive work-life balance. 

•Research has shown that employees with 
strong soft skills are more likely to experience 
job satisfaction, engagement, and overall well 
being (Mayer, et al., 2008; Grant et al., 2010).

1. The specific objectives of the GEMMA training approach



Entrepreneurship competences are skills 
and attitudes that people need to 
be entrepreneurial and create value for 
others. Refers to the capacity to act 
upon opportunities and ideas, and 
transform them into value for others. The 
value that is created can be financial, 
cultural or social. 

Entrepreneurship  skills

1. The specific objectives of the GEMMA training approach



Which specific skills do we choose to 
promote well-being in researchers?

Focus 
group 
input

Results of the needs of the researchers 

from Spain, Poland and Greece (N = 26)



2. The needs of the researchers about the balance between work and 
personal life.

Social 
well-being

Psychological (or 
eudaimonic) 

well-being

Emotional 
(or 

hedonic) 
well-being

Fisher (2014)

“good 
atmosphere” and 

“feeling 
appreciated”

“task aligned with 
the own values”
 “progress and 
growth”

“feeling satisfied”
 “happiness”

What the defined the 

“outcome variable” of 

well-being?



Causes:
▪ lack of boundaries at home
▪ unexpected tasks
▪ mental overload
▪ career instability

2. The needs of the researchers about the balance between work and 
personal life.

Personal 

Profession
al

Difficulties in a 
balance



2. The needs of the researchers about the balance between work and personal life.

Risk variables of well-beingProtective variables of 
well-being

Feeling part of the group, building new 
relationships

TEAMWORK FACTORS Bad atmosphere, mobbing

Task aligned with the own values, academic 
freedom, variety on the tasks, new learning, 
lack of resources to access to equipment, 
materials and collaborators

INDIVIDUAL FACTORS OF 
THE WORKPLACE 

Excessive administrative demands, 
“multitasking”, not being able to focus 
on research

Clear rules LEADERSHIP FACTOR Excessive expectations of employers

Intrinsic motivation, developing new skills PROACTIVE BEHAVIOR -

Setting boundaries between work and life BOUNDARIES BETWEEN 
WORK AND LIFE

Difficulties setting boundaries, 
family obligations

Capacity of flexibility and tolerate 
uncertainty

EMOTIONAL REGULATION The frustration about the fact that an 
“end product” is not immediate



When discussing the competences that are useful for work, researchers highlighted the following:

a) LIFE COMPETENCES:

- Personal area: Self-regulation (e.g., self-confidence), Flexibility, Pursuit of well-being trough adoption of a sustainable lifestyle.

- Social area: Collaboration, Empathy, and Communication (e.g., assertiveness)

- Learning to learn: Growth mindset, and Critical thinking

a) ENTREPRENEUR COMPETENCES:

- Ideas and opportunities (e.g., spotting opportunities, creativity, vision)

- Resource acquisition (e.g., self-awareness and self-efficacy, motivation, and perseverance with established goals), mobilizing 

resources and mobilizing others.

- Immediate action (e.g., taking initiative, planning and management, copying with uncertainty).

a) DIGITAL SKILLS:

- Information and data literacy (e.g., Information retrieval, Information gathering, and Information storing, Information processing)

- Communication and collaboration (e.g., interaction through digital technologies, collaborating through digital technologies)

- Safety (e.g., Personal and research data protection, protecting health and well-being)

 

2. The needs of the researchers about the balance between work and personal life.



✔ To learn skills and acquire resources associated with their tasks at work 
(e.g., interaction with the students, preparing applications for soliciting 
funds, reading and writing reviews, acquiring digital competencies to 
efficient and innovative research practices, university resources)

✔ Interpersonal interactions (e.g., interaction with students, reacting to 
real-life situations). 

✔ Participants specifically highlighted the role of digital and life 
competences

LEARNING INTERVENTIONS

2. The needs of the researchers about the balance between work and personal life.



2. The needs of the researchers about the balance between work and personal life.

Regarding the characteristics of the intervention, researchers expressed the following 

preferences:

Asynchronous 
platform 

Advice on 
the skills to 
learn

Possibility to 
pace their 
progress

Platform 

Independent 
learning

Multimodal 
contents

Contents

Forum of 
doubts

Universities 
resources 
Access

Built-in 
help

To facilitate 
the skill 
acquisition

Assignments  Perspective 
on the 
progress and 
achievement

Feedback
Brief 
learning 
periods

Deadlines 

Timeline



The * represents 
that skills that were 
highlighted by the 
researcher at the 
focus group)

3. The skills to be taught



3. The skills to be taught

The * represents 
that skills that were 
highlighted by the 
researcher at the 
focus group)



The * represents 
that skills that were 
highlighted by the 
researcher at the 
focus group)

3. The skills to be taught



4. Pedagogical approaches and strategies to be employed

Massive open online courses 
(MOOCs)

▪ Contribute to 
fostering specific 
employees' 
competencies 
(Karnouskos, 2017)

▪ Adaptable, flexible 
and scalable (Tu & 
Sujo-Montes, 2015)

Serious games / Game-based 
learning 

▪ Computerized games aimed for serious 
purposes (i.e., education or instruction) rather 
than just mere entertainment.

▪ Grounded in active learning methodologies. 

▪ Fosters individual engagement and provides 
challenges that motivate the achievement of 
learning goals (Romero et al., 2014).

DIGITAL HEALTH WELL-BEING INTERVENTIONS 



Next steps
• In order to finish the chapter 🡪 UVEG will share the document indicating in 

the comments the specific fragments that should be reviewed by specific 
partners.

• Review of the finished chapter by all the partners.

• Adding the results of the focus groups carried out in Finland and Italy.

• Approving the theoretical framework framed by UVEG:
• How do we agree on the competences to be developed in the 

researchers (selection by the consortium, personalisation, ...)?
• Not sure about what is expected on these section 🡪 “5. The 

embedding of the serious game inside the training program”.
• Selecting the assessment instruments to measure the outcome 

variables

• Decide on the deadline to finish the theoretical framework



Thanks for your attention
People involved in the WP2 at the UVEG:

• Diana Burychka, Post-doctoral Student 
• Rocío Herrero, Assistant Professor
• Lucas Ansín, Undergraduate Psychology student 
• Carmela Sanchez, Undergraduate Psychology student 
• Gema Varela, Undergraduate Psychology student 
• Laura Giménez, Undergraduate Psychology student
• Rosa Baños, Full Professor


