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ABSTRACT

The concept of eudaemonia originates from neo-Aristotelian philosophy and is associated with human 
flourishing. Self-determination theory, a means to attain eudaemonia, is examined here as a foundational 
approach to drive Eudaemonic Design--a novel design strategy that aims to achieve holistic physical, 
mental, and social health, or eudaemonic well-being. This chapter advances Eudaemonic Design as an 
architectural and organizational approach to create healthful work environments that support employee 
and business flourishing. The authors argue that the importance of adopting Eudaemonic Design has 
grown in need and complexity as work is (re)shaped by the constraints and opportunities presented by 
the pandemic. By contrasting dominant pre-COVID-19 Work from Office expectations against the post-
COVID-19 Work from Anywhere model, this chapter explores the application of Eudaemonic Design to 
deliver holistic workplace well-being, rather than single variable health and wellness alone, now and 
into the post-COVID-19 future of work.
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INTRODUCTION

In early 2020, design for health became a global priority as the world encountered the COVID-19 pan-
demic. This reprioritization prompted significant shifts in how and where people live and work (Boland 
et al., 2020; Thompson, 2020), which in turn highlighted the need to consider the physical, mental, and 
social dimensions of the places people work, rest, and play (WHO, 2020). This change also precipitated 
a shift in the range of locations considered legitimate workplaces. Indeed, wherever people worked 
became their place of work, including their homes. Conversations quickly transitioned from encourag-
ing acceptable levels of health support in homes (Walsh, 2019) and offices (Caramela, 2018; Daum, 
2017) to creating environments that not only sought to limit the spread of the disease (CDC, 2020) but 
also were attentive to meeting physical, mental, and social health needs (Khazan, 2020; Pirschel, 2020; 
Shade, 2020; Spangler & McLeod, 2020; Weed, 2020). As more homes and non-office environments 
became workplaces, what was originally envisioned as a temporary strategy quickly morphed into a new 
reality requiring a sustainable long-term plan. Attention logically shifted toward ensuring that these new 
places of work were health-protective (Work in Mind, 2020) and health-promoting (Taysom, 2021). This 
chapter explores the importance of workplace wellness in a Post-COVID-19 world and the contribution 
of the built environment in promoting wellness at work in the context of these changes.

The challenges and opportunities presented by the global COVID-19 pandemic and its impact on 
the spatial and temporal dimensions of work and working provide the chance to fundamentally shape 
understandings of achieving well-being at work. Whether workers find themselves continuing to work 
from home, returning to work from their Pre-COVID-19 office, or working from a “near home” office, 
public, or shared coworking place (Ashworth & Martinuzzi, 2020), workplace wellness remains an impor-
tant consideration for employers. However, despite this recognized significance and push for supporting 
policy (Timm et al., 2018), there have been few concrete suggestions on how to achieve these aims. A 
proactive approach to designing for an optimal balance of the World Health Organization’s three aspects 
of health (physical, mental, and social health) (WHO, 2020) is needed—one that puts people first and 
balances their needs for health and happiness via enhanced well-being. By focusing on designing for the 
well-being of workers, their workspaces, and their workplaces and the intersection of human, technical, 
and socio-technical factors, Eudaemonic Design is proposed as a design solution to enhance physical and 
digital work environments and improve wellness of workers and the organizations in which they work.

This chapter commences by discussing the impact of the built environment on wellness and well-
being before discussing the origins of Eudaemonic Design, its differences and similarities to existing 
approaches for designing for workplace wellness, and its potential for realizing autonomy, competence, 
and relatedness-driven outcomes derived from Self-Determination Theory (SDT). The potential applica-
tion of Eudaemonic Design for achieving well-being at work across a wide variety of workplaces is also 
discussed. The chapter concludes with a discussion of areas for future research, including the potential 
role of technology in delivering Eudaemonic Design.

THE IMPACT OF THE BUILT ENVIRONMENT ON HEALTH AND WELLNESS

Globally it has been estimated that 98% of people spend 90% of their lifetimes inside buildings (Allen & 
Macomber, 2020a; Roberts, 2016). Before the COVID-19 pandemic, the amount of time spent indoors 
was already increasing (Klepeis et al., 2001), and it is expected to have increased further as physical and 
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social distancing practices restricted many to their homes. Considering these trajectories and the impact 
of COVID-19 in particular, it is apparent that buildings can either help or hinder well-being by “[mak-
ing] you sick or [keeping] you well” (Allen, 2020, p. 1). If buildings are designed to support health and 
well-being, they can prevent sickness and support occupants to be healthier and happier.

The human body is a product of its environment. While this chapter does not explore the granular 
aspects of exposomes (Dai et al., 2017), it recognizes the significant impact built environments have on 
human health and wellness (Prüss-Üstün & Corvalán, 2006). In recent years, there has been a height-
ened interest in designing ‘healthy’ buildings and developing associated standards and certifications to 
define and regulate the creation of such structures (CfAD, 2021; IWBI, 2021). Because workers spend 
approximately 25-40% of their lifetimes at work (Campbell, 2017; Vaughn, 2018), there has been an 
associated emphasis on improving the physical, mental, and social conditions of work environments 
to harness the power of health-focused design, resulting in healthier bodies and thus less absenteeism, 
minimized risk of depression and anxiety, enhanced productivity, and heightened morale (BCO, 2018; 
Burton, 2010; Hatcher, 2018; UKGBC, 2017; WorldGBC, 2016). This improves worker lives and busi-
ness profitability and performance.

Indeed, it has been noted the built environment matters for both the “health and wealth” of organiza-
tions (Allen & Macomber, 2020a, p. 42). Considering that the Wellness Real Estate market was valued at 
$134 billion in 2017 and is anticipated to reach $197 billion by 2022 (GWI, 2020), there is a tremendous 
business financial opportunity in improving the quality of the built environment as a means to design 
for wellness. By doing so, it is possible to significantly impact company recruitment and retention—by 
enhancing company brand appeal (e.g., depth and breadth of amenities) to recruit new quality appli-
cants (Arruda, 2018; Petersen, 2020) and by designing-in elements of mental health support (e.g., more 
flexible space, better safety procedures) to benefit current employees (Lass, 2018; Orsini & Rodrigues, 
2020), respectively.

Achieving Workplace Wellness Through Health-based Architectural Design

Workplace wellness has been a fundamental consideration for businesses since the Seoul Declaration on 
Safety and Health at Work (ILO, 2008) and the World Health Organization’s Healthy Workplace Frame-
work and Model (Burton, 2010). The latter document positioned the argument for a global audience, 
augmenting awareness on the need for better approaches to achieving healthy workplaces and position-
ing workplace health and wellness as an ethical, operational, and legal obligation (Burton, 2010; WHO, 
2020). Despite the pioneering work of the Wellness Council of America and others in advocating for 
employee empowerment in workspaces (Knight & Haslam, 2010), initial adoption of workplace wellness 
was slow as organizations instead chose the formerly prevalent approaches of rapid turnover, realloca-
tions, and reductions in force to maintain fresh, seemingly motivated workers (T. Allen, 2018; Society 
for Human Resource Management (SHRM), 2020). However, in more recent years, organizations have 
begun to recognize the power of proactive design to infuse energy into existing workforces. Deliberately 
enhancing the work-related built environment was found to be a successful mechanism of influencing 
and improving the health of workers via their workspaces and workplaces to promote symbiotic health, 
while having the added benefit of potentially maintaining the workforce.

In 2014, to encourage the adoption of healthy building work, the World Green Building Council 
(WorldGBC) assembled a group of 60 experts from 20 countries to discuss the relationship between 
health and buildings. Together, they documented how a combination of quality air, temperature, humidity, 
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daylight, views, sound, and more could “play a crucial role in creating a healthy, productive workplace” 
(Alker, 2014, p. 2). The WorldGBC definitively linked health-based design to business finance by ap-
proximating that typical real estate costs break down into three parts: energy costs (1%), rental costs 
(9%), and staff costs (90%). The dominance of staff costs within this model underscores that “a healthy, 
happy workforce is a vital component of a productive, successful business in the long-term” (WorldGBC, 
2016, p. 8). This cost distribution was confirmed by Jones Lang LaSalle (JLL, 2016) through global 
dissemination of their 3:30:300 rule, which demonstrated an average order of magnitude across com-
pany costs associated with utilities, rent, and payroll, respectively, per square foot annually. Just as the 
WorldGBC report had done, JLL’s work highlighted the financial value to organizations in positively 
impacting the payroll metric by proactively designing for people rather than focusing efforts on saving 
negligible amounts of money on “green building”-related efforts affecting utility spend-related energy 
costs or on space allocation efforts impacting rental costs.

Designing for human health via built environment health has become a driving business, especially 
over the past decade; but that evolution has taken time. Countless books have been written on the subject 
(Allen & Macomber, 2020a; Channon, 2019; De Botton, 2007; Goldhagen, 2017) and multiple interest 
groups and professional certifications formulated around it. This collective body of research stemmed 
from interest initially expressed by architects, public health practitioners, clinicians, and engineers who 
saw first-hand how published building standards (e.g., American Society of Heating, Refrigerating and 
Air, Conditioning Engineers) were not adequately supporting human health and wellness. Wellness-
focused design accreditation bodies that focus on designing the built environment for human health and 
wellness, such as the WELL Building Standard (IWBI, 2021) and Fitwel (CfAD, 2019), have raised 
awareness, promulgated knowledge, and provided guidelines for effective health-driven design.

EUDAEMONIC DESIGN FOR OPTIMAL WELLNESS 
AND WELL-BEING AT WORK

Despite the upwards trajectory health-based design experienced prior to the pandemic, COVID-19 has 
transformed the meaning of the term. It is no longer just about designing for protection from the ele-
ments. It is now about preventing active pandemic spread, while also “nudging” better health practices 
(Thaler, 2008). Eudaemonic Design’s positive take on designing for optimal well-being while designing 
out disease may serve as a mechanism to accomplish all goals. By pursuing health-based design more as 
a means towards flourishing occupant (employee) and organizational (business) health and by centering 
those concepts around SDT’s tenets and values, rather than a defensive means of protection, prevention, 
and survival, it is possible to accomplish all goals.

Eudaemonic well-being or flourishing human health and wellness has roots in the neo-Aristotelian 
concept of eudaemonia (i.e., literally combining ideas of eu, good or healthy, and daimon, true self), 
which encourages people to be the best versions of themselves. In recent years, a variety of research has 
explored designing for eudaemonia-related ideals, including flow (Csikszentmihalyi, 2008, 2014), hap-
piness (Channon, 2019; de Botton, 2007; Layard, 2005; Medina, 2019; Stevens et al., 2014), and thriving 
(Buettner, 2011). However, these explorations have primarily emphasized a subjective well-being focus 
rather than a comprehensive objective and subjective health approach, such as is offered by eudaemonic 
well-being (i.e., the eudaemonia-derived concept of well-being that balances optimal physical, mental, 
and social health, enabling people to be their best selves).
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For years, psychologists have built practices on positive psychology and the philosophy of eudae-
monic thought to prompt meaningful change for patients (Waterman, 2013). Considering the impact of 
buildings on occupant health, a similar onus could and arguably should fall on the curators, constructors, 
and controllers of the built environments (Jones et al., 2019) and on the businesses whose employees 
occupy those spaces and whose health they should protect (Allen & Macomber, 2020a). It is imperative 
that Eudaemonic Design be included in architectural design and organizational management plans to 
manage risk, meet needs, and most importantly prompt flourishing well-being in the workplace.

Applying Self-Determination Theory to Achieve Eudaemonia

Optimal health and wellness in the form of eudaemonia occurs when humans are self-determined to thrive 
and experience well-being. SDT explores this idea and defines what is needed to prompt intrinsic, or 
inwardly driven, motivation to enhance health. According to Ryan and Deci (2000), the theory “aims to 
specify factors that nurture the innate human potentials entailed in growth, integration, and well-being, 
and to explore the processes and conditions that foster the healthy development and effective functioning 
of individuals, groups, and communities” (Ryan & Deci, 2000, p. 7).

Figure 1. A Model for Eudaemonic Design
Source: Adapted from (Ryan et al., 2008)
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SDT is built on three tenets or needs that must be met for someone to feel engaged, supported, and 
intrinsically motivated: autonomy (having a feeling of control in life); competence (being able to do 
enjoyable activities); and relatedness (enjoying good social relations for a sense of belonging) (Deci 
& Ryan, 2008). This theory can therefore be used to understand people’s needs and to design physical 
environments for those requirements. Therefore, as depicted in Figure 1, SDT-designed environments 
can prompt experiences of flourishing eudaemonic well-being and consequently be used as a means to 
design for optimal workplace health.

Eudaemonic Design is by its nature inclusive. It allows a variety of stakeholders to implement ideas 
supportive of autonomy, competence, and relatedness tactically (bottom-up) or strategically (top-down) 
(Waterman, 2013). This method of organizational ownership has the potential to improve the likelihood 
of sustainable success. By focusing on Eudaemonic Design, rather than prescriptive health-based design 
methods, work environments become less about disjointed perspectives on people, places, and technology 
and more about the resulting collaborative experience. This means supporting workers to feel, function, 
and connect with their work, workspaces, workplaces, and colleagues both in-person and remotely. 
Eudaemonic Design provides an underlying logic or ‘why’ to environmental design by emphasizing 
the value in human-centric design, empowering all individuals, and centralizing company purpose. In 
essence, designing for the individuals via their environments benefits the overarching group, enabling 
an organization to also be the best version of itself.

Integrating Workplace Wellness Models and Eudaemonic Design

Considering Eudaemonic Design’s foundation in SDT, it benefits from the universality of the theory’s 
application (Chen et al., 2015) and can complement and enhance existing models striving for workplace 
wellness from organizational and architectural wellness perspectives.

A Eudaemonic Comparison with an Organizational Wellness Model

An organizational wellness model example that can be used in concert with the three tenets of SDT to 
achieve Eudaemonic Design is the Wellness Council of America’s (WELCOA) (2021) seven areas of 
successful workplace wellness. As shown in Figure 2, each of the WELCOA areas—health, meaning, 
safety, connection, achievement, growth, and resiliency—fully or partially supports at least one of the 
SDT tenets, with most supporting two or more. As a result, it is possible to address each of the seven 
areas of organizational wellness best practices when designing through the three tenets. For example, 
if someone works in an environment in which they feel truly in control of their workload and environ-
ment, does something they love using skills they possess while also feeling appropriately challenged, 
and experiences support and connection with colleagues for motivation, they will likely meet the criteria 
of organizational wellness-related models like WELCOA’s and feel healthy, purpose-driven, safe, con-
nected, accomplished, challenged, and resilient.
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A Eudaemonic Comparison with an Architectural Wellness Model

A built environment model that can also be used symbiotically with the three tenets is Harvard’s 9 Foun-
dations of a Healthy Building, which include air quality, thermal health, moisture, dust and pests, safety 
and security, water quality, noise, lighting and views, and ventilation (Allen et al., 2017). As shown in 
Figure 3, each one of these nine foundations corresponds to at least one of the SDT tenets. This means 
that, when employing Eudaemonic Design, SDT’s three tenets will be satisfied, and all nine foundations 
will likely be met. In turn, when the 9 Foundations’ aspects are considered in a design, those will support 
SDT and thereby Eudaemonic Design. Therefore, it is possible to address each of the 9 Foundations of 
a Healthy Building when designing for the three tenets, and experience aspects of Eudaemonic Design 
if done vice versa.

For the built environment comparative example, those foundations or areas of architectural wellness 
that align with all three tenets are those that allow for feelings of control, being more functional, and 
feeling connected. Four such examples include air quality, thermal health, noise, and lighting and views, 
which are enhanced when built on architectural science best practices mixed with SDT’s needs. If these 
criteria are met, it is likely occupants will be happier, healthier, more productive, and more connected. 
Research shows that if air quality maintains humidity levels between 30% and 60%, then odor issues are 
less likely, thus enabling workers to avoid unnecessary distraction (Harvard T. H. Chan, 2021). Optimal 
thermal health occurs when temperatures are in the low 70s Fahrenheit with humidity levels between 
20% and 60% (Rosone, 2019), but maintaining 71.6 degrees Fahrenheit (22 degrees Celsius) indoors 

Figure 2. The relationship between Self-Determination Theory (SDT) and Wellness Council of America’s 
(WELCOA) Elements of Wellness
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results in 6-9% productivity increases (Wyon, 2004). When considering noise, open-plan offices allow 
for better interaction and socialization, however enclosed private spaces result in better air quality, noise, 
privacy, control, and therefore less stress (Kim & de Dear, 2013). For lighting and views, access to natural 
daylighting increases better sleep quality for workers and results in approximately 10% fewer sick days 
taken (Boubekri et al., 2014), and the incorporation of plants or elements of nature (i.e., to encourage 
biophilia or human’s innate connection with nature) results in increased productivity of approximately 
15% (Nieuwenhuis et al., 2014). Therefore, there is a logical correspondence between architectural 
design and Eudaemonic Design.

Eudaemonic Design is supportive of existing organizational and architectural wellness models. As 
described in the model examples above, it offers a logical and inclusive alternative to the use of formal 
standards while upholding the core needs of SDT, thus prompting workers, managers, and executives to 
feel autonomous, competent, and related.

Figure 3. The relationship between Self-Determination Theory (SDT) and Harvard University’s 9 Foun-
dations of a Healthy Building
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Designing for Workers, Workspaces, and Workplaces

It is possible to design eudaemonia into an organization through physical and digital design by focusing 
on the interconnected levels of the worker, the workspace, and the workplace. Eudaemonic Design can 
be applied outside the standard office environment because it is attentive to these three levels of design 
need. As all organizations must consider design with respect to workers, their immediate workspaces 
(e.g., desks, cubicles, offices), and their workplaces (e.g., home, office, public), a robust yet simplified 
and flexible alternative that targets all three would likely prove useful. Figure 4 visualizes the applica-
tion of eudaemonia in the workplace by incorporating Eudaemonic Design concepts from the inside out 
and outside in.

The Eudaemonic Design for Well-being at Work model depicted in Figure 4 is flexible and widely 
applicable. Its sensitivity to gender, race, and culture among other differences allows application to a 
variety of workers, workspaces, and workplaces. Psychological research describes that when autonomy, 
competence, and relatedness are designed for, they contribute to individual, team, and organizational 
human flourishing (Ryan & Deci, 2017). Further, when all three SDT tenets are addressed on all or-
ganizational levels simultaneously, a multiplier effect occurs, encouraging people to be intrinsically 
motivated to choose to act, to act effectively, and to relate to others while doing so.

The Workplace

The workplace is the comprehensive “office” environment, consisting of individual cubicles or a con-
glomeration of workspaces or desks in an area of a building, throughout an entire building, or spanning a 

Figure 4. Eudaemonic Design for Well-being at Work
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campus. The workplace has traditionally been narrowly defined to focus on the Work from Office model 
and associated place of work, but the definition has now been extended to include any areas where work-
ers carry out their day-to-day work. This change has been unprecedented, especially considering having 
transitioned from a nearly exclusive Work from Office model Pre-COVID-19, when the vast majority 
(90%) of workers went to a physical office every day (GWI, 2018).

Despite ongoing workplace changes, Eudaemonic Design can be applied to achieve autonomy, com-
petence, and relatedness in every workplace. Some examples of how to enact this include: encouraging 
autonomy with targeted employee engagement (e.g., occupant surveys) to ensure the organization and 
workplace are providing workers with what they want and need (Penny, 2020) and inclusive signage 
for easier, more logical wayfinding for intergenerational and neurodiverse workforces (Barton, 2019); 
facilitating competence with flexible work schedules based on worker work style, hour, activity, and 
location preferences and work location options (e.g., providing quiet “library zones” for noise sensitive 
workers to reduce stress and avoid heightened blood pressure) (Brown, 2020); and providing a variety 
of social engagement options in “social hubs” to engage workers of varying abilities, engagement styles, 
and play preferences and prompt relatedness (Deloitte, 2021; Smith, 2020). By providing environmental 
and organizational support from the outside-in, workplaces facilitate the satisfaction of the SDT tenets. 
This enables and encourages workers to function as their best selves physically, mentally, and socially.

The Workspace

Workspaces refer to the immediate work areas of employees. This may include something as simple as 
a desk, outfitted with a laptop, mouse, and chair; a cubicle or office; or a temporary hot desk or phone 
room. The workspace may no longer be located in an office and instead encompasses physical space 
wherever a worker happens to be working, whether in an office, at home, or in a near home location.

Just as there are ways to facilitate Eudaemonic Design for workplaces, there are methods of supporting 
autonomy, competence, and relatedness within the workspace: facilitating autonomy with funding for 
flexible, ergonomic furniture arrangement options (Knight & Haslam, 2010) and optional “declutter-
ing parties” to organize workspaces and limit excess cortisol production (Lucchesi, 2019); encouraging 
competence with workspace personalization policies (Byron & Laurence, 2015), personal décor prefer-
ences (Kondō & Sonenshein, 2020), and access to natural daylight, fresh air, optimal thermal comfort 
(Rosone, 2019), and nature via biophilia (Beatley, 2018; Tabb, 2021) to enhance mood and reduce 
anxiety (Brown, 2020; IWBI, 2021); and providing optional socialization opportunities, both physically 
and digitally (e.g., enabling Zoom “happy hours”), to accommodate relatedness preferences (Work in 
Mind, 2021a). As with workplace design, workspace design provides outside-in support for each worker. 
The difference is that workspaces offer this support on a more granular scale, oftentimes resulting in 
impact the worker can feel viscerally, given the frequency of and tangible contact with the workspaces 
they inhabit. By having a eudaemonic workspace, workers can exercise choice—maintaining flexibility 
in when, where, and how they work and socializing on their preferred terms.

The Worker

Workers are the employees who perform paid or unpaid work on the behalf of an employer, business, 
or organization. These may be part-time or full-time employees, contractors, or subcontractors. While 
workers benefit from intentional Eudaemonic Design done for the workplace and workspace, there are 
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ways it can focus on the worker themselves and strengthen flourishing-focused design overall. Workers 
are central to the Eudaemonic Design philosophy; thus, all design decisions must focus on and support 
on their needs. Some examples include: ensuring managers support intrinsic, autonomous motivation 
(e.g., Swiss insurance worker study) (Güntert, 2014) rather than extrinsic, controlled provocation (Orsini 
& Rodrigues, 2020); empowering workers through competence-supportive training opportunities and 
validating feedback loops (Reis et al., 2000), not micromanaging or providing burnout-precipitating 
pressure (Moss, 2019, 2021); and considering biophilic (i.e., nature-referencing) and salutogenic (i.e., 
health-supporting and stress-suppressing) elements in interior architectural design to enable workers 
to feel more connected with the world, less overwhelmed, and more motivated to be good-natured and 
caring (Ryan et al., 2010) with greater feelings of sustainability and beneficence (Martela & Riekki, 
2018). This worker-centered approach has the potential to result in healthier, happier workers who are 
likely to care about their work, workspace, and workplace and have the intrinsic motivation to maintain 
and improve conditions to facilitate eudaemonia.

THE IMPACT OF COVID-19 ON (RE)SHAPING THE 
PLACES AND SPACES OF WORK

The effects of COVID-19 can be defined as a set of overlapping eras shaped by risk, pandemic prevalence, 
time period, and geographical location (refer Figure 5). The COVID-19 era notionally commenced in 
early 2020, when COVID-19 was recognized as a global pandemic. At this time, utilizing healthy build-
ings as a means to design for human and business health was already on an upswing. However, as human 
health became the core priority, health-based design transitioned from being a luxury to becoming an 
organizational priority (Kehrt, 2020).

Although COVID-19 is still a very real problem as of February 2021, vaccine introduction has prompted 
a deflection point from which many countries are transitioning from COVID-19 to Post-COVID-19 ac-
tivities, whether that involves minimal physical distancing measures alone (e.g., Australia) or extreme 
physical distancing measures with mandatory Personal Protective Equipment (PPE) usage (e.g., United 
States). Therefore, COVID-19 is likely to extend past February 2021 for many countries, just as Post-
COVID-19 is likely to be underway in other countries, with post-vaccine sub-eras occurring as vaccines 

Figure 5. The evolution of the COVID-19 eras, progressing from Pre-COVID-19 era through COVID-19 
and culminating in the present-future Post-COVID-19 era
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become available. Regardless, it appears that hybrid work practices will be the preference going forward 
(Gensler Research Institute, 2021; McLaurin & Barber, 2020; (PwC), 2021; Work in Mind, 2021a).

The Evolution of the COVID-19 Workplace

COVID-19 has reshaped where and how people work. As of late February 2021, COVID-19 has caused 
over 2.5 million deaths worldwide and continues as a global pandemic with serious public health conse-
quences (WHO, 2021). The world now falls into two evolving groups—those still in an active COVID-19 
era and those moving toward the Post-COVID-19 era. Post-COVID-19 countries are considered those 
with minimal risk of contagion and therefore no longer requiring the mandatory PPE use or large-scale 
lockdowns. Some of these will include vaccinated countries as those increase in prevalence while oth-
ers will result from effective lockdown measures. It is likely that this era will overlap with COVID-19 
eras of other countries and will be significantly shaped by the widespread uptake of global vaccination 
programs underway. However, the transitions between eras and the reintroduction of mitigation measures 
will likely continue to change for some time. Thus, it is important to understand how the workplace 
evolved from Pre-COVID-19 to the current ongoing COVID-19 and Post-COVID-19 eras to learn from 
our history to curate a better future.

Pre-COVID-19 to Early COVID-19 Era

When COVID-19 was declared an international pandemic in early 2020, an epic experiment began. To 
reduce risk of exposure, companies around the globe shuttered offices and transitioned operations to be 
based at home. As the months elapsed and people became more comfortable in their home environments, 
many were hesitant to return to office buildings for work. Since then, employees continue to receive notice 
of Human Resources-related policies allowing and even advocating for working from home temporarily 
(e.g., Google (Liu, 2020)), part-time going forward (e.g., Salesforce (Rizzi, 2021)), and indefinitely (e.g., 
United States (US)-based Twitter and Facebook (Liu, 2020), Australia-based Atlassian (Novet, 2020), 
and most recently US-based Spotify (Gourarie, 2021)).

Prior to COVID-19, workspaces varied from being makeshift (if at home) (Detwiler, 2020) or overly 
sterile (if in an office) (Mudditt, 2020), both oftentimes ineffective or at least sub-optimal. Many com-
pany cultures were considered “toxic”, and remote working was the exception (~10% of the workforce) 
and oftentimes an unacceptable option due to a pervasive lack of trust (Kehrt, 2020). However, once 
COVID-19 hit, the conversation shifted almost overnight from Pre-COVID-19 talks of maintaining barely 
adequate levels of health support in homes and offices to COVID-19 discussions focused on proactively 
curating optimal health-supportive environments for personal and professional use, for the unforeseen 
future and perhaps forever as a new way of working.

COVID-19 Era

In March 2020, a Harvard Business School report described how COVID-19 was already impacting the 
future of business only one month into the pandemic (Gerdman, 2020). Allen (a public health practitioner, 
researcher, and academic) and Macomber (a real estate finance practitioner, researcher, and academic) 
indicated that people and buildings would need to become significantly healthier in the future—setting 
higher standards to actively monitor and attain. Just three months after their prediction, a shift occurred 
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emphasizing the interest of tenants and investors in “healthy buildings” for economic organizational 
survival (Allen & Macomber, 2020b). Websites such as Glassdoor began reporting on office conditions, 
which factored into workers’ decisions relating to their work in general, where they did it (i.e., at home, 
in an office, or elsewhere), and if they kept or left their jobs.

Looking back on 2020, according to the UK-based Chartered Institute of Personnel and Develop-
ment’s (CIPD) 2020 report, more organizations (44%) were executing a strategic approach to employee 
well-being, being more proactive (than reactive) in their well-being strategies than those from 2019 
and “taking a holistic approach to supporting people’s health and well-being, with mental health the 
most common priority” (CIPD, 2020, p. 7). That is certainly a step in the right direction. In December 
2020, WIRED Magazine published an article entitled “The ‘Healthy Building’ Surge Will Outlast the 
Pandemic”, and indeed it has (Kehrt, 2020). Healthy buildings for workplace wellness are no longer a 
trend. They are becoming a business strategy and general best practice.

Post-COVID-19 Era

At the time of this book chapter, knowledge about workplace wellness is becoming more widespread, 
recognized, and respected each day, and the interest in understanding, designing, and learning new ways 
to facilitate healthy buildings is increasing. Businesses are no longer relying on the 3:30:300 rule to ra-
tionalize design for worker health and productivity. They are now seeking simple, smart ways to design 
for disease-free health-promoting environments that enable employees to feel protected yet autonomous, 
supported yet competent, and physically distanced yet connected.

The post-pandemic future provides humanity with an opportunity to make impactful changes for people 
and society (Kehrt, 2020). There has already been talk about how the pandemic offers opportunities 
to rethink wrongs of the past and rewrite the future (IFTF, 2020). A theory-based, industry-supported 
approach that is founded on positive psychology, empowerment, and community meets this need while 
also addressing the desired autonomy, competence, and relatedness tenets. Eudaemonic Design offers 
this with pragmatic application to intrinsically motivate and empower workers so they can be their best 
selves while “at work”—be it when working in the office, at home, or elsewhere.

Anticipated Post-COVID-19 Global Trends

Global workplace studies were conducted by Gartner, JLL, and Gensler between mid-2020 and early 
2021, identifying anticipated future trends globally but focusing on Australia, the US, and the UK in 
particular. Each varied in some ways, but there were key themes across all three sets of findings. Gartner’s 
2020 report (Baker, 2020) highlighted what company leaders were willing to allow in a Post-COVID-19 
workplace. This included terms around remote work (82% to permit remote work part of the time and 
47% all of the time) and flexibility (40% to support flex hours and days). A follow-up report in 2021 
(Baker, 2021) increased these figures to 90% and 65%, respectively, and included the addition of needs-
based benefits for 44%. JLL’s 2020 report (Murray, 2020; Pradere, 2020) highlighted needs paralleling 
Eudaemonic Design objectives: flexible working locations and hours (autonomy); improved work-life 
balance and allowances for work support (competence); and enriched human connection (relatedness). 
Most people wished to have an opportunity to come to an office, but half wanted to work both in an 
office and remotely. Locations were said to vary by purpose with each place having its advantages for 
collaboration, focus, and socializing. Gensler’s 2021 reports (Cohen et al., 2021; Gensler, 2021) focused 
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on experience and the desire to reconnect. For workplaces, they emphasized the need for work and place 
“uncoupling”; a culturally enticing work experience; enhanced “choice, autonomy, health, and well-
being”; and flexibility and adaptability (Gensler, 2021, p. 3).

Of the findings, the most compelling and consistent findings related to accommodating hybrid work 
(McLaurin & Barber, 2020; PwC, 2021); providing choice through flexibility (Parker et al., 2020); cu-
rating workplaces with cultural experiences and connections (Davis, 2020); and strengthening meaning 
and purpose (Gershon, 2017; Leinonen, 2020). Workers expressed a wish to prioritize work-life balance, 
even if it meant sacrificing approximately 10% salary (Murray, 2020). But companies now know that 
if they want to be competitive and retain their best employees, they should be proactive in addressing 
these wishes so employees do not have to make concessions. Good workplaces make for good workers 
and thus good business.

DESIGNING FOR POST-COVID-19 WELL-BEING AT WORK

There are a variety of Post-COVID-19 workplace models that are anticipated to be part of the future. 
These include Working from Home (WfH), Working from Near Home (WfNH), Working from Office 
(WfO), and the all-encompassing Working from Anywhere (WfA) model. Each has evolved as a result 
of the pandemic and each has its own Eudaemonic Design considerations and unique challenges and 
opportunities.

Eudaemonic Design Considerations for Working from Home

Working from Home (WfH) is a spatial model of work in which the worker engages in work from their 
home. It is a type of remote work that originated over the past 10-20 years with the proliferation of high-
speed internet and Wi-Fi bandwidth, enabling connection while at home. While up until COVID-19, 
this was a limited way of work (accounting for between 10% and 20% of the workforce), it has become 
the “new normal” in the COVID-19 world.

In a US-based FlexJobs survey of 4000 people working remotely during the pandemic, 95% said 
productivity has been at the same level or greater than that of the past due to fewer interruptions, more 
focused time, quieter work environments, more comfortable workplaces, and lack of office politics (Pelta, 
2020). Two-thirds of this group would like to become full-time remote employees while one-third would 
prefer a hybrid option. One reason WfH became feasible was because of companies such as Zoom Video 
Communications, which provides the now well-known remote videoconferencing software that grew 
thirtyfold in the first half of 2020 (Iqbal, 2020). While collaboration-promoting software like Zoom 
provided the flexibility appreciated by many early in the COVID-19 era, allowing endless opportuni-
ties to address autonomy, competence, and relatedness needs (Pelta, 2020), others experienced negative 
repercussions such as lack of work-life balance (Boland et al., 2020) and longer hours (Work in Mind, 
2021c), an ongoing “cycle of [physical, cognitive, and emotional] fatigue” (Work in Mind, 2021b) or 
inability to “disconnect” (AP, 2020), as well as “Zoom fatigue” (Franklin, 2021).

There is a tremendous opportunity in learning how to design for WfH effectively. Studies show that 
most people have enjoyed the flexibility and safety on offer when working from their homes (Baker, 
2020; Gensler, 2021; Pradere, 2020); and because workers are assumed to have control over their home 
environment, it seems possible that they could personalize a workspace to their optimal work specifi-
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cations without having to compromise with colleagues. Unfortunately, they may not be able to do this 
easily due to family obligations or financial issues.

Eudaemonic Design can play an important role when incorporated across WfH workplaces, work-
spaces, and workers. When considering and planning WfH support options, companies should address 
assumptions early to identify what is needed for each worker to work best when at home. Only then can 
support mechanisms be put in place, such as providing home care monetary support, establishing flexible 
working hour policies, providing guidelines of how to set up optimal working conditions, supplement-
ing ergonomic furniture purchases, furnishing technology to ensure seamless co-worker interaction, and 
conducting training to ensure trust-based collaboration. Workers can augment these workplace initiatives 
by designating work hours and sticking to them, establishing a family code of conduct when working-
from-home, and prioritizing work-life balance. By combining these Eudaemonic Design workplace, 
workspace, and worker strategies, it is possible to make WfH work.

Eudaemonic Design Considerations for Working from Near Home

Working from Near Home (WfNH) is a spatial model in which the worker engages in work in a loca-
tion within geographical proximity to where the worker lives, thereby reducing commute time. Options 
include company satellite offices; public options such as a library, park, or café; or coworking spaces. 
This model has become popularized over the past five to ten years but only recently been named (Ash-
worth & Martinuzzi, 2020). Pre-COVID-19 work done from this model commonly involved isolated 
tactical work, such as finishing a report or conducting a client meeting, rather than entire days of work. 
The exception was coworking spaces (e.g., WeWork), which people used similar to everyday offices.

While many home workers wish to continue to do remote work, others have expressed interest in 
returning to a place of work with their colleagues for socialization purposes without necessarily return-
ing to the office of old, per se.

…People don’t really want to get back to the office. They want to get out of their apartments, their houses, 
their parents’ houses. They want their children back in school, and also out of the house. They want to 
see people’s faces again, and have conversations with people who are closer than six feet from them. 
But that doesn’t mean that they actually want to be back in the office — at least not the way the office 
was before. (Petersen, 2020, p. 1)

The WfNH model offers a “happy medium” alternative for people undecided between whether they 
wish to work from home or from the office. It provides an opportunity to do work the worker wants, 
when and how they want; to experience location flexibility enabling the worker to choose a place that 
facilitates activity-based working and background noise and lighting levels of choice; and to socialize 
with non-work-colleagues if desired.

While WfNH is a good option for working, it does not provide much choice for personalization options 
that can be maintained. Instead, WfNH locations offer temporary solutions which should be considered 
when choosing this as a work environment. If someone wishes a change of condition, they may have to 
choose a new location or even venue, requiring a potentially taxing relocation of workspace hardware and 
interrupting train of thought. Therefore, when selecting a WfNH location, workers should be cognizant 
to sit in a position where they will not experience excess noise, smell, glare, or temperature fluctuation 
and where they anticipate feeling comfortable, at least for the day.



16

Eudaemonic Design to Achieve Well-Being at Work, Wherever That May Be
﻿

It is difficult to truly personalize WfNH options unless a worker discovers an already curated envi-
ronment that meets their needs. While this scenario is possible in coworking locations that design for 
wellness (Bolt, 2019), it is not always an available option, based on cost or location. As an alternative, 
workers can formulate a “work kit” to customize workspaces. Kits often include ergonomic set-ups such 
as a laptop shelf for better posture, a comfortable mouse for ergonomic support, and noise-cancelling 
headphones for noise pollution protection. These kits can be easily constructed and carried, and com-
monly result in a more work-conducive environment.

A WfNH model works especially well if workers allocate appropriate activities agreeable with the 
venue. Such activities may include socializing or creating new material—actions that are best suited to 
times when workers are inspired while comfortable, motivated but not stressed, and connected but not 
distracted. If workers can strike this balance and deliberatively align work activities suitable to work 
locations, WfNH options could prove effective for them and for downsizing companies who no longer 
have the office footprint to accommodate employee needs.

Eudaemonic Design Considerations for the New Working from Office

The new Working from Office (WfO) model is likely to be different in size, shape, and design than that 
of the past. While a majority of workers spent time in offices Pre-COVID-19, few organizations are 
expected to grow their office or portfolio footprint Post-COVID-19 (Smith, 2021) and many are already 
downsizing (Griffiths & Clarence-Smith, 2021). As organizations sacrifice square footage quantity, they 
are transitioning to focus on quality design solutions instead. Organizations now have the opportunity to 
entice employees by “[cultivating] an aesthetic and culturally relevant environment that enables people 
to feel comfortable and reach their potential” (Taysom, 2021).

A variety of studies have been conducted to identify workforce needs for new WfO models (Baker, 
2021; Pradere, 2020; Cohen et al., 2021). While some have involved new requirements, many relate 
to issues prevalent Pre-COVID-19 but exacerbated by the pandemic. Of the five future office trends 
identified by Gensler (Gensler Research Institute, 2021), all relate to SDT tenets and therefore align to 
Eudaemonic Design. These include but are not limited to provisions of mobility, choice, privacy, unas-
signed seating, and health and well-being (McLaurin, 2021).

Most of the identified needs can be met with an agile approach to Eudaemonic Design, allowing for 
options that meet workers’ resounding preferences for choice. Examples include open inclusive entryways, 
collaborative hot-desking versus library quiet zones, supplemental health support and exercise facilities, 
as well as flexible workspaces appealing to a variety of workers (Smith, 2021). Adaptable workspaces 
may include “Zoom Rooms” and Breakout Spaces with whiteboard walls and moveable furniture for 
collaboration and interactive ideating (Smith, 2021) versus quiet enclosed areas such as library zones or 
meditation rooms that allow for contemplation, deep thinking, and analysis (IWBI, 2021).

While number of hours and days worked per week have become more flexible over the past five 
to ten years, a 40-hour work week spread across five days has been the ongoing accepted standard of 
work. Revisiting this antiquated scheduling model would augment feelings of work choice and promote 
work hour variations that enable meeting home life responsibilities, provide opportunities for working 
at times they personally work best and experience “flow” (Csikszentmihalyi, 2008), and decrease risk 
of unnecessary interaction during high sessions of flu or cold sickness. The office of the future should 
be a place of inspiration, support, collaboration, and connection (Pradere, 2020) and provide opportuni-
ties for excitement, intrigue, and culture for added allure and engagement (Taysom, 2021), not be stuck 
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in illogical standards and protocols that worked poorly in the past. Transformational change through 
Eudaemonic Design is possible and feasible.

Eudaemonic Design Considerations for the 
Emerging Work from Anywhere Model

As clearly indicated in the JLL, Gensler, and Gartner reports (Baker, 2021; Pradere, 2020; Cohen et al., 
2021), it is likely that the Post-COVID-19 working world will require a hybrid approach to workplaces. 
One term that has recently gained momentum in industry is the Working from Anywhere (WfA) model, 
which encompasses working from home, near home, and/or the office, as shown in Figure 6.

The new WfA model accommodates all work models and is therefore appropriate for all workers, 
including their range of work preferences, styles, and industries. Though the remote work movement 
has been most embraced and encouraged by the 18-24-year-old demographic (Work in Mind, 2021a), 
all generations have the potential to benefit. Whether conducted by design firms (Gensler Research 
Institute, 2021; McLaurin & Barber, 2020), real estate groups (Deloitte, 2021; Murray, 2020), remote 

Figure 6. The Post-COVID-19 Work from Anywhere (WfA) Model that occurs at the intersection of Work 
from Home (WfH), Work from Near Home (WfNH), and Work from Office (WfO)
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working companies (Pelta, 2020), or research think tanks (Baker, 2020; Parker et al., 2020), all 2020-
2021 studies declare that 60% to 70+% of the workforce favor a flexible hybrid workplace future, such 
as that offered by the WfA model.

This amount of flexibility will require an agile way of thinking and intensive inclusive design efforts, 
as well as inherent trust among co-workers and between workers and management. Therefore, design-
ing for the WfA of the future must involve a key understanding—“Remote work will have to be viewed 
as equally important as in-person work” (Petersen, 2020, p. 3). Only with mutually valued recognition 
can a proper balance of autonomy, competence, and relatedness be realized and therefore organizational 
eudaemonia achieved. Work models must work seamlessly. This will require physical, organizational, 
and digital infrastructural support so workers can “plug into” a work environment effortlessly when 
remote such that they can continue to work from their last stopping point, manage data without issue, 
and collaborate with colleagues as needed and desired.

Despite the variation across the WfA model, best practices exist when applying Eudaemonic Design. 
These consider the SDT tenets across the workplace, workspace, worker model in ways that promote 
WfA flexibility. Having the opportunity to WfA is the best way of encouraging autonomy at work (e.g., 
enabling workers to fully control when and where they work). Providing workers with the conditions 
they need to do their work at home (by providing them with funding for ergonomic furniture), when near 
home (by allowing them to select activity-based near home locations), or at the office (by creating zones 
of varying light, noise, and temperature levels) encourages competence. Further, identifying policy and 
physical space protocols that designate social versus library zones allows for intentional or unintentional 
interaction that supports relatedness but allows for individual preference. As the Post-COVID-19 era 
evolves to include vaccinations and recurrences of new strains, workplace requirements and worker needs 
will continue to vary. Workers’ work styles, workloads, and preferred working conditions will change. 
Offices will likely transition to be more social hubs for people to connect and collaborate with colleagues, 
and homes and near home work locations will continue to offer both opportunities for focus as well as 
distraction. Change is inevitable, yet it must be planned for and accommodated through adaptable design.

The WfA model provides what workers desire—flexibility, convenience, and support—and what 
companies are willing to accommodate—worker needs without maintaining a large real estate portfolio 
in a high-cost central business district location. Companies can lease annex locations outside of the city 
closer to employee homes or occupy coworking locations in those areas. With this flexible approach, 
workers and organizational preferences can evolve and be accommodated over time. It is a realistic ap-
proach and therefore one likely to succeed.

FUTURE RESEARCH DIRECTIONS

Suggested future work involves building upon the Eudaemonic Design model. Co-design can be used as 
a methodology to customize user or organization-centric Eudaemonic Design processes and outcomes. 
Eudaemonic Design as a Service could be explored as a potential offering by WfA affiliates, such as 
coworking companies, and technology can be utilized to operationalize design protocols that evolve as 
appropriate and proven.
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Developing and Implementing the Model

Future research directions include validating the proposed Eudaemonic Design model and cross-referencing 
it more closely with existing models to understand implementation efficacy for workplaces and other 
asset types where health and wellness are of high importance (e.g., healthcare, schools). It may also 
prove useful to understand how co-design could factor into this process and how coworking companies 
can meet prime WfA requirements.

Co-Design as a Means of Achieving Work from Anywhere Eudaemonic Design

Co-design has long been considered an effective means of designing with and for a user group, especially 
when considering health (Slattery et al., 2020). More recently, scholarship has surfaced around research 
through co-design as a means to understand the process of co-design and how it can inform not only 
the design it results in but also the process through which that output is derived (Busciantella-Ricci & 
Scataglini, 2019). One possible way of deriving Eudaemonic Design specific to one company or one 
workforce is via research through co-design. By building on the core concepts of autonomy, compe-
tence, and relatedness, a co-design facilitator could work with user groups to fully develop what they 
individually desire with respect to work. Doing so will likely result in curated Eudaemonic Design that 
accounts for current worker to workplace needs and processes that may be repeatable when revisiting 
Eudaemonic Design at times of flux in the future.

Coworking Companies as Work from Anywhere 
Eudaemonic Design Service Providers

According to 2020-2021 reports on Post-COVID-19 projections, companies may return to the coworking 
model as one means towards WfA in the Post-COVID-19 future as they decrease their historical office 
footprints. Therefore, the new WfA preferred future model could infuse new energy into the cowork-
ing spaces that were burgeoning prior to COVID-19 but have since lost momentum (Scruggs, 2021). 
As workers look for alternative means of socializing on their own terms (outside of their offices and 
homes), coworking spaces could provide not only that relatedness aspect but also the competence and 
autonomy desired through choice, not to mention the favorable beauty-related neuroaesthetics that are 
commonly associated with coworking spaces. Global coworking company WeWork proclaims that “A 
well-designed workspace is more than just visually appealing—it enables you to get work done, keeps 
you motivated, and connects you to your team” (Bolt, 2019). That very definition encapsulates what 
Eudaemonic workspaces can offer. If coworking spaces can be designed with those qualities in mind 
and offered as a service while corporate culture is maintained and employee experience optimized 
(Baker, 2020), coworking indeed may offer the next best WfA solution to providing what workers and 
companies require to thrive.

The Role of Technology in the Post-COVID-19 Workplace

While technology should not be seen as a “panacea” (de Lange, 2013; Wiig, 2015), it does have a place 
in the Post-COVID-19 future. Its incorporation into work must be done intentionally, with employee 
health and well-being in mind, and operationalized once optimized.
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Applying Technology for Employee Health and Well-Being

According to the UK’s CIPD, technology’s impact on employee well-being is primarily positive (42%) 
rather than negative (30%) (CIPD, 2020). However, it is vital that technology be incorporated into Eu-
daemonic Design with intention and care.

Ultimately, the benchmark for successful technology comes down to whether it’s helping the humans 
in an organization do what they need to do. Businesses that want to continue to deliver value and help 
ensure enterprise resiliency in this time of rapid change should aim to become Human Enterprises—
putting humans and their needs at the center of their strategies, values, processes, and operations, with 
technology serving as an enabler rather than a driver of change. (Higgins & Bianzino, 2020, p. 4)

If this call for human-centric technology as a necessary centralized concept for the built environ-
ment’s new normal (Deloitte, 2021) is done right, technology integration can meet Eudaemonic Design’s 
requirements for autonomy (feeling of control), competence (ability to do things), and relatedness (good 
social relations) and be applied for the worker, their workspace, and the workplace to achieve wellness. 
Some Eudeamonic Design-supportive technology examples include project management technologies 
(e.g., Trello) for autonomy, online centralized collaboration tools (e.g., Miro) for competence, and vid-
eoconferencing software (e.g., Zoom) for relatedness. From a built environment perspective, these needs 
can be further accommodated by providing spaces conditioned to worker specifications.

Operationalizing Eudaemonic Design with Smart Building Technology

Smart building technologies have the potential to operationalize Eudaemonic Design-supportive envi-
ronmental conditions and do so predictively. They have also been recognized as a means to support SDT 
needs satisfaction (Chirkov et al., 2003). Therefore, while this chapter does not focus on technology’s 
role in Eudaemonic Design, it does recognize the potential for technology to serve as a facilitator of 
Eudaemonic Design when considering the built environment’s role in workplace wellness in the near 
future, especially as technology becomes less expensive, more attainable, more user friendly, and thereby 
ubiquitous.

Assuming buildings have Building Management Systems, it is possible to set and ensure delivery of 
“a workplace that is consistently conducive to health and productivity” (e.g., air quality, light levels, noise 
levels, temperature and humidity) (Hatcher, 2018). Therefore, once Eudaemonic Design requirements 
are established for a project, they can be built into the back end building management system algorithms 
for optimal workplace conditioning and enforced using Fault Detection and Diagnostics notification 
software to trigger alarms if conditions drift outside of the acceptable thresholds.

Indeed, there is opportunity in employing the technical factor (technology) for the socio-technical 
factor (environment) to improve the human factor (humans). The Human-Building Interaction field of 
domain focuses on three similar subjects—computing, built environment, and people (Wiberg, 2020)—
and emphasizes the “multifunctional phenomenon of the building” (Alavi et al., 2019, p. 6:4). Given the 
interaction of these cross-factors, there is potential for exploring Eudaemonic Design in the context of 
Human-Building Interaction, whichever “workplace” model is being considered—whether the building 
in question is a home, an office, a local coworking space, or a public library.
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Indoor Location Technologies and Occupancy Analytics

As physical distancing continues to be a standard policy for workforce reintegration, one technology that 
is of interest is occupancy-related technology. Market interest in related analytics was projected to be 
high before COVID-19 hit but is already accelerating more quickly than anticipated (Memoori, 2020). 
With indoor location technologies, it is possible to count people anonymously (i.e., to ensure maximum 
occupancy levels are met); determine distance among occupants (i.e., to confirm social distancing is 
adhered to); track vaccinated and unvaccinated occupants (Abate, 2021); and machine learn worker, 
workspace, and workplace activity, including movement and object placement. While much of this data 
is meant to be anonymous, privacy is at risk if for example identification badges are used for access. 
Therefore, while it is possible to monitor occupancy using indoor location technologies and dynamic 
occupancy management software and to measure body temperature levels using infrared kits, these 
protocols contradict Eudaemonic Design ideals and are therefore discouraged by the authors.

CONCLUSION

The global vaccination programs currently underway may prove to be a turning point from which many 
countries may transition to a Post-COVID-19 era, whether that involves the continuation of physical 
distancing measures alone or extreme physical distancing measures associated with the mandatory use 
of PPE. What is certain is that the pandemic has had a significant impact on the spatial and temporal 
dimensions of work globally, as workers have developed new preferred ways and locations of working. 
Physical workplaces have long served a disciplining function where work could be observed while being 
performed, resulting in toxic cultures based on notions of presenteeism where physical presence was the 
measure of performance and burnout pervaded work culture (Moss, 2019). COVID-19 has presented the 
opportunity to rethink how people work and how people design for work.

It is vital that a new design approach be considered to foster flourishing health and well-being in the 
new agile “workscape” of working from literally anywhere. Like health-based design, Eudeamonic De-
sign can contribute to organizational profitability and sustainability. However, Eudaemonic Design goes 
beyond wellness to advocate design that not only meets health needs but also meets needs for autonomy, 
competence, and relatedness and allows for the possibility to extend efforts towards inclusive design. 
The Eudaemonic Design focus on flourishing and well-being at the level of the worker, the workspace, 
and the workplace also responds to Petersen’s provocation:

If the future of work is flexibility, our challenge now is to make sure that future doesn’t just worsen the 
ever-widening divide in American society between those promised a new vision of the good, balanced 
life, and those for whom ‘flexibility’ means effacing your wants and needs and dreams, once again, to 
the fickle demands of your employer. (2020, p. 4) 

Applying Eudaemonic Design to provide flourishing work environments for workers can deliver 
well-being at work, wherever that might be.
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KEY TERMS AND DEFINITIONS

Autonomy: One of the three tenets of Self-Determination Theory; refers to the need to have a feeling 
of control in life, feel ownership of behavior, and maintain volition in actions.

Competence: One of the three tenets of Self-Determination Theory; refers to the need to be able 
to do enjoyable activities, feel effective in taking action (ideally to the point of mastery), and produce 
good outcomes and desired results.

COVID-19 Era: The period commencing in early 2020, when COVID-19 was recognized as a global 
pandemic.

Eudaemonia: Originating from neo-Aristotelian philosophy, refers to flourishing health, happiness, 
and “living life in a full and deeply satisfying way” (Deci & Ryan, 2008, p. 1). Alternate spelling is 
Eudaimonia or Eudemonia.

Eudaemonic Well-Being: A perspective on well-being that originated with Ryan and Deci’s (2001) 
take on eudaemonia and evolved into a combined subjective and objective interpretation considered in 
both narrow (self-realization) and broad (flourishing) terms; this paper recognizes the broad (flourishing) 
definition by Waterman (2013) that represents a eudaemonia-driven perspective on flourishing physical, 
mental, and social health (compare to well-being).
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Exposome: A measure of all the exposures of an individual in their lifetime and how these relate to 
health; includes exposures before birth and environmental and occupational sources.

Health: The physical, mental, and social conditions of the body; being free of illness, disease, or 
injury (compare to well-being).

Miro: A software tool that enables online mind-mapping and a centralized means of team collaboration.
Personal Protective Equipment (PPE): Anything used or worn to minimize risks to workers’ health 

and safety, including face masks.
Post-COVID-19: A term relating to countries or areas considered to be of minimal contagion risk and 

therefore no longer requiring mandatory personal protective equipment use or large-scale lockdowns; an 
era that is likely to overlap with COVID-19 eras of other countries and likely to be significantly shaped 
by the widespread uptake of COVID-19 vaccines.

Pre-COVID-19: The period occurring before the COVID-19 era began in early 2020.
Relatedness: One of the three tenets of Self-Determination Theory; refers to the need to enjoy good 

social relations, promote effective relationships, and establish a sense of belonging.
Self-Determination Theory (SDT): A theory established by Richard Ryan and Edward Deci (Ryan 

& Deci, 2000) that is based on empowerment and concepts of intrinsic motivation, centering around 
three cornerstones: autonomy, competence, and relatedness.

Trello: A software tool that supports individual worker task organizing and collective team project 
management scheduling.

Well-Being: A holistic balance of optimal physical, mental, and social health dimensions (compare 
to wellness).

Wellness: The quality or state of being in good health; the process of improving aspects of health to 
attain well-being (compare to well-being).

Worker: Anyone who performs paid or unpaid work in any capacity for an employer, business, or 
organization; synonymous with employee and may include contractors and subcontractors.

Working From Anywhere (WfA): The idea that work can occur in any location, including any his-
torical model; encompasses Work from Home, Work from Near Home, and Work from Office workplace 
models; also known as Work from Anywhere.

Working From Home (WfH): A spatial model of work in which the worker engages in work from 
their home; also known as Work from Home.

Working From Near Home (WfNH): A spatial model of work that has evolved into a variety of 
locations within local geographical proximity to the worker’s home, reducing the need for significant 
commuting; includes a company’s decentralized or satellite office; local café, public library, or park; or 
coworking space; also known as Work from Near Home.

Working From Office (WfO): A spatial model of work in which the worker attends a physical cor-
porate workplace, often referred to as the office, to engage in work; also known as Work from Office.

Workplace: The comprehensive “office” environment (e.g., individual cubicle or conglomeration of 
workspaces); was traditionally defined to focus on the Work from Office model and associated “work-
place”, but the definition has now been extended to include all Work from Anywhere model places where 
workers carry out their day-to-day work.

Workplace Wellness: A concept relating to the ongoing improvement of workplace conditions to 
improve worker and thereby organizational health (compare to wellness).

Workspace: The immediate working area (e.g., desk, chair, computer) of a worker, regardless of physi-
cal workplace; may include desk-space alone, a cubicle, or an enclosed office (compare to workplace).

Zoom: A software tool that offers video-conferencing capabilities to remote workers.


