[image: ]



[image: ]
LEVEL 7 ASSESSMENT SPECIFICATION
LCMB7020 

PROGRAMME: MBA
MODULE: DISSERTATION

EXAMINING THE EMPLOYEE WELLNESS PROGRAM’S EFFECTIVENESS IN FOSTERING A PRODUCTIVE AND HEALTHY WORK ENVIRONMENT

STUDENT NAME: KEVINKUMAR DABHI
STUDENT ID: 2241836
DATE OF SUBMISSION: 13/05/2024




DECLARATION

I, Kevinkumar Dabhi declare that this dissertation has been composed by myself, that the work contained herein is entirely my own except where explicitly stated otherwise in the text, and that this work has not been submitted for any other degree or qualification, in whole or in part, except as specified. 

 

Signature:...................................................... 

Date: 13/05/2024






ACKNOWLEDGEMENT

I like to convey my profound and heartfelt appreciation to my research supervisor for affording me the chance to engage in research and provide vital mentorship throughout this endeavour. My supervisor has instructed me on the many procedures involved in doing research and delivering presentations. In a precise manner, the research functions with utmost clarity. Working and studying under such supervision and support was a tremendous pleasure and honor. I am profoundly appreciative and fortunate. I am profoundly appreciative of my parents for their affection, prayers, nurturing, and selfless efforts in providing me with an education and preparing me for my future. I am also thankful to my friends and classmates for their support throughout the research process.




THANKYOU






[bookmark: _heading=h.6mgoy9nwefml]


TABLE OF CONTENTS

CHAPTER 1: INTRODUCTION	4
1.1Introduction	4
1.2 Background of the Research and Problem Statement	4
1.3 Research Aim and Objectives	7
1.4 Research Questions	8
1.5 Significance / Relevance of the Research	8
1.6 Brief Research Methodology	9
1.7 Brief Research Methodology	9
1.8 Structure of the rest of the project	10
CHAPTER 2: LITERATURE REVIEW	11
2.1 Introduction	11
2.2 Research Areas	11
2.2.1 The significance of wellness programs	11
2.2.2 Wellness program on the workforce’s physical health, mental well-being and work satisfaction	12
2.2.3 Factors impacting the engagement of employees with the wellness program	14
2.2.4 Challenges or barriers obstructing the successful implementation of wellness programs	14
2.2.5 Relationship between different factors and employee welfare program participation	15
2.3 Theoretical discussions	16
2.3.1 Resource-based view (RBV) theory	16
2.3.2 Social Exchange theory (SET)	18
2.4 Research gaps	18
3.0 Summary	20
CHAPTER 3: METHODOLOGY	21
3.1 Introduction	21
3.2 Research Approach and Philosophy	21
3.3 Research Design	22
3.4 Research Strategy	23
3.5 Time Horizon	23
3.6 Research Methods	23
3.7 Data Collection	24
3.8 Data Analysis	25
3.9 Ethical considerations	26
3.10 Validity and reliability	26
3.11 Summary	27
CHAPTER 4: DATA ANALYSIS	28
4.1 Introduction	28
4.2 Data extraction table	28
4.3 Generation of themes	36
4.4 Explanation of themes and secondary data	38
4.5 Summary	39
CHAPTER 5: FINDINGS AND ANALYSIS	40
5.1 Introduction	40
5.2 Thematic Analysis	40
5.3 Discussion	45
CHAPTER 6: CONCLUSION AND RECOMMENDATION	47
6.1 Conclusion	47
6.2 Objective Linking	47
6.3 Recommendations	48
6.4 Research Limitations	49
6.5 Future Scope	49
References	51



[bookmark: _heading=h.e9lnhb56jbf5]

[bookmark: _heading=h.9ilab7s326ms]
CHAPTER 1: INTRODUCTION


[bookmark: _heading=h.m0xy8wn1d2sc]1.1Introduction
The study discusses and analyses “Examining the employee wellness program's effectiveness in fostering a productive and healthy work environment”. Wellness programs always involve measures like fitness challenges, nutrition education as well as health screenings. By encouraging the workforce to embrace healthier lifestyles, these events and initiatives decrease absenteeism because of illness as well as enhance overall energy levels, resulting in higher productivity. Several wellness programs provide stress management assistance and resources like counselling services, workshops specifically on work-life balance and mindfulness meditation sessions. By giving tools to deal with stress, these measures help the workforce of different sectors stay focused as well as perform at a high level at work. When the workforce perceives that their prosperity and well-being are taken into account and valued mainly by their manager, they are likely to be perceived as engaged and also satisfied in their job.
[bookmark: _heading=h.uvxsda70d0ts]1.2 Background of the Research and Problem Statement
The business organisation that focus on workforce wellness are always viewed favourably by employment seekers and consumers alike. A robust focus on wellness strengthens the employer brand, also making the company more appealing to top candidates and upgrading its reputation and position within the sector. Wellness programs help alleviate different risks related to employee health, like workplace injuries, chronic diseases and stress-associated burnout (Peñalvo, et al. 2021). By fostering healthy lifestyles as well as giving resources for precautionary care, companies decrease the probability of legal liabilities and costly incidents. The problem statement of the study is that modern organisations and workplaces are growingly recognizing the significance of employee wellness initiatives and programs as a great way to improve both well-being and productivity levels (Berry, Mirabito and Baun, 2020). Even though such wellness programs have also become mainstream in most companies, there remains a requirement for empirical exploration to examine their effectiveness and potency in accomplishing their intended objectives. This research focuses on investigating the employee wellness programs' effectiveness in enhancing a productive as well as healthy work atmosphere. The requirement to understand and evaluate the employee wellness program's effectiveness in stimulating a healthy and productive work environment is apparent. Many companies invest resources mainly in executing these programs or measures, but there is an inadequate comprehensive exploration that systematically assesses their effect on various aspects of workplace productivity and well-being. Without a deep and clear comprehension of these programs' effectiveness, organizations struggle to mainly make informed decisions regarding program design as well as resource allocation, potentially resulting in missed opportunities and wasted investments for upgrading employee outcomes (Priya, et al. 2023). Wellness programs contribute towards a positive organisation culture where the workforce also feels motivated as well as supported to do their best. Taking part and engaging in wellness programs and activities together, like group fitness classes and team sports, promotes camaraderie among the workforce. This strengthens connection and upgrades teamwork, resulting in better productivity and collaboration. Moreover, by fostering healthy behaviours as well as preventive care, wellness programs decrease healthcare expenses for both employers and employees (Reif, et al. 2020). This results in huge savings for the organisation, enabling resources to be assigned to other domains that further support employee well-being and also productivity. Employees are likely to serve an organisation that shows dedication towards their well-being. Apart from this, wellness programs in today’s world become a valuable and beneficial perk that retains as well as attracts top talent, lessening turnover and the costs of training and hiring new employees. Business organisations like Salesforce, Google, Zappos and many more, that constantly focus on employee wellness initiatives are always observed more favourably mainly by investors, the public and customers. A reputation and image for caring regarding employees’ happiness as well as health enhance the organisation's brand image and appeal to stakeholders who mainly value socially accountable businesses. For example, Google provides an inclusive wellness program which is known by the name of “Google Wellness” that involves healthy meals specifically at on-site cafeterias, on-site fitness and meditation centers, meditation and mindfulness classes, as well as access towards health coaches. Thus, they also give financial incentives, particularly for the workforce who take part in wellness activities.
Additionally, Salesforce has an effective and successful wellness program which is recognised by the initiative of “Wellness at Salesforce”, which involvers multiple resources like mental health resources, wellness challenges, fitness reimbursements, and also access towards yoga and mindfulness classes. They provide workforce assistance programs as well as flexible arrangements of work to support mainly work-life balance (Leitão, Pereira and Gonçalves, 2021). The Ohana Culture of Salesforce is closely rooted in the organisation’s core values, involving trust, innovation, equality and customer success. These key values assist how the workforce relates with one another, conducts business as well as makes decisions, fostering an ambience and culture of purpose and integrity. This type of culture highlights the commitment of Salesforce to diversity, inclusion and equity. This business organisation dynamically works to develop diverse employees and promote an inclusive ambience where a workforce from every background feels respected, empowered and valued to succeed. This Salesforce culture is not only a slogan or motto but an assisting philosophy that improves the company's values, behaviours and identity (Schwepker Jr, et al. 2021). It strengthens the concept that every person is a key part of this company family, merged by common objectives, shared values, as well as a commitment towards making the whole universe a better place. On the other hand, Zappos is a famous online clothing and shoe retailer (Varga,  et al. 2021). This company has a distinctive approach towards employee wellness. However, they provide on-site fitness sessions or classes, wellness challenges and healthy snacks. Moreover, this company has built a "Zapponian" culture and ambience that prioritizes workforce well-being, with measures like "Zapponian of the Month" reward and award for workers who represent the organisation's core values, involving wellness (Zappos, 2022).
 [image: ]
 
Figure 1: In the U.S Employers percentage who declared their organisation’s wellness program and initiative has positive influence from 2015 to 2019
(Source: Yang, 2023)
The above figure shows the degree of supervisors in the U.S. who essentially communicated their association's representative program or occasions had constructive outcomes between 2015 and 2019. Nearly 83% of organizations said their association's prosperity and health program firmly impacted workers' prosperity commencing around 2019. Moreover, employee wellness programs are intensely effective in nurturing a healthy and productive work atmosphere by nurturing physical health, decreasing stress, enhancing engagement as well as morale, improving teamwork, decreasing healthcare costs, increasing retention rates, and establishing a positive and good brand image.
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Figure 2:  Wellness engagement effect employees
(Source: Madsen, 2020)
The above figure demonstrates that to help workers' well-being and diminish costs related to clinical consideration, managers all around the country keep on spending capital on prosperity drives. As per research led by the "National Business Group on Health", huge as well as average-size managers are principally expected to contribute nearly $3.6 million to workforce health programs and initiatives in 2019. Upheld by this enormous investment, various labourers are enumerating positive outcomes from these actions and drives. Among people with access explicitly to manager or leader upheld health measures, 57% report that the actions vehemently impacted their prosperity, according to another UnitedHealthcare well-being study.
[bookmark: _heading=h.2w57wjihdeib]1.3 Research Aim and Objectives
1.3.1 Research Aim
The research aim is to analyse the effectiveness and potency of an employee wellness program specifically in nurturing a healthy as well as productive work environment within a business organisation.
1.3.2 Research Objectives
· To understand the significance of wellness programs for employees and their effect on employee health and productivity. 
· To examine the components, features and implementation of employee wellness programs in multiple organizations.
· To analyse the effect of the wellness program on the workforce's mental well-being, physical health, and job satisfaction.
· To identify and examine the factors impacting the engagement of employees with the wellness program.
· To determine any challenges or barriers obstructing the successful implementation as well as the effectiveness of workforce wellness programs.
· To evaluate the relationship between indicators of productivity, like turnover rate, job performance absenteeism rates and workforce participation mainly in the wellness program.
· To provide suggestions for improving the wellness program's effectiveness in nurturing a healthy as well as productive environment of work.
[bookmark: _heading=h.6esqhuucgiii]1.4 Research Questions
· What is the significance of wellness programs for employees and their effect on employee health and productivity? 
· What are the components, features and implementation of employee wellness programs in multiple organizations?
· What are the effects of the wellness program on the workforce’s mental well-being, physical health, and job satisfaction?
· What are the factors key impacting the engagement of employees with the wellness program?
· What are the challenges or barriers obstructing the successful implementation as well as the effectiveness of workforce wellness programs?
· What is the relationship between indicators of productivity, like turnover rate, job performance absenteeism rates and workforce participation mainly in the wellness program?
· What are the suggestions for improving the wellness program's effectiveness in nurturing a healthy as well as productive environment of work?
[bookmark: _heading=h.8n5mt17ceze5]1.5 Significance / Relevance of the Research
The significance of this study is that at present fast-paced environments of work, employee well-being or wellness is an imperative concern. Stress, mental health processes and burnout are growing common, impacting morale, productivity and workforce retention. Comprehending how wellness measures and programs contribute towards addressing and highlighting these problems is significant for fostering overall workforce well-being (Van Kirk, 2021). A healthy as well as engaged workforce are likely to be efficient, and productive as well as perform better and effectively at their work. By assessing the wellness program's effectiveness, organizations determine strategies to improve employee performance, decrease the percentage of absenteeism, and enhance overall productivity (Pauer and O’Donnell, 2020). Moreover, wellness programs or initiatives contribute towards higher employee engagement levels and morale. Workforces who perceive support, particularly in their mental and physical well-being are likely to become satisfied and happy with their work and stay committed towards their organizations. Comprehending how wellness events impact workforce engagement helps companies develop a supportive as well as positive work environment. Workforces are increasingly looking for employers who focus on their well-being, as well as a strong wellness program contributes towards employee loyalty and satisfaction (Cheon, Naufal and Kash, 2020). Organising research on workforce wellness program effectiveness allows companies to accumulate data and assess the effect of their investments equitably and objectively. This information can notify future decision-making procedures, like improving program offerings, reassigning resources, and scaling successful measures.
[bookmark: _heading=h.bwmzkv3e28k3]1.6 Brief Research Methodology
Secondary research enables the examiner to procure a historical outlook and view of the subject matter. By assessing past literature as well as studies on wellness programs of employees, the examiner can determine trends, best practices and patterns that have developed over time. Thus, these historical circumstances can notify the present study and aid the examiner in comprehending what has been unsuccessful or successful in similar measures. Through this research method, the examiner can compare key findings from various sources or studies. This comparative study can support to finding of common themes, areas of consensus and also discrepancies regarding the employee wellness program’s effectiveness. By analysing a large range of studies, the examiner can enhance a more holistic comprehension of the aspects that contribute towards program effectiveness. Secondary research also presents minimum ethical concerns in contrast to primary research, specifically when it comes to problems like privacy and informed consent. Since this research method involves examining existing sources that are generally aggregated and anonymised, there are fewer ethical issues associated with data collection. 
[bookmark: _heading=h.7hmtojlaqaxf]1.7 Brief Research Methodology
Secondary research enables the examiner to procure a historical outlook and view of the subject matter. By assessing past literature as well as studies on wellness programs of employees, the examiner can determine trends, best practices and patterns that have developed over time. Thus, these historical circumstances can notify the present study and aid the examiner in comprehending what has been unsuccessful or successful in similar measures. Through this research method, the examiner can compare key findings from various sources or studies. This comparative study can support to finding of common themes, areas of consensus and also discrepancies regarding the employee wellness program’s effectiveness (Peloquin, et al.  2020). By analysing a large range of studies, the examiner can enhance a more holistic comprehension of the aspects that contribute towards program effectiveness. Secondary research also presents minimum ethical concerns in contrast to primary research, specifically when it comes to problems like privacy and informed consent. Since this research method involves examining existing sources that are generally aggregated and anonymized, there are fewer ethical issues associated with data collection (Pederson, et al. 2020).
[bookmark: _heading=h.khu5974nk9j7]1.8 Structure of the rest of the project
· Chapter 2: Literature Review
· Chapter 3: Research Methodology
· Chapter 4: Findings/ Results, Analysis/ Discussion
· Chapter 5: Conclusion and Recommendation





[bookmark: _heading=h.2et92p0]
CHAPTER 2: LITERATURE REVIEW

[bookmark: _heading=h.bjad64dp9ud6]2.1 Introduction
Employee wellness programs have become increasingly prevalent in organisations worldwide, reflecting a growing recognition of the importance of fostering a productive and healthy work environment. This chapter will explore existing literature to examine the effectiveness of employee wellness programs in achieving the research objectives. The overarching goal of this literature review is to synthesise empirical evidence and theoretical frameworks that elucidate the impact of employee wellness programs on workplace productivity and employee well-being. Drawing upon the Resource-Based View (RBV) theory and the Social Exchange theory to analyse the strategic and relational aspects of employee wellness initiatives. By amalgamating insights gleaned from these studies, common patterns, exemplary strategies, and areas necessitating further inquiry are discerned. These gaps will be probed to redress the research areas in question.
[bookmark: _heading=h.gjdgxs]2.2 Research Areas
[bookmark: _heading=h.ijhv0hiuggjl]2.2.1 The significance of wellness programs
[bookmark: _heading=h.7wcxokw4agvj]Jones et al., (2019) discussed two workplace wellness programs: “Live Well, Be Well” and “The Well at Work Series.” They were a six-week program, focusing on chronic disease self-management. It is designed to empower participants by teaching essential lifestyle skills to effectively manage ongoing health conditions. On the other hand, the second program is an eight-week program providing practical tips for maintaining health in the workplace. Each session of this program addresses various aspects of workplace wellness. Tringali et al., (2022) found that a positive workplace health atmosphere correlates with increased engagement in wellness initiatives by employees. While these programs offer advantages for both employers and employees, their effectiveness hinges on achieving substantial participation rates. Janssen et al., (2018) discussed mindfulness interventions come in diverse delivery modes and are tailored to enhance workplace functioning, with objectives ranging from stress reduction and improved decision-making to building resilience and promoting self-care. These interventions aim to reduce sensitivity to stress and alleviate symptoms of anxiety and depression. Berry et al., (2020) highlighted Johnson & Johnson’s deliberate investment in their employees’ social, mental, and physical well-being has proven to be a strategic and beneficial decision. Their wellness programs have caused $250 millions of healthcare expenses for the company over the past decade.

Factors like providing a positive organizational culture and a wellness-friendly environment favor employees to participate in activities that are associated with the promotion of wellbeing (Tringali et al. , 2022). Nevertheless, notwithstanding the fact that they can bring about improvement, it is not uncommon for the programs to record low response level from some population groups within the workforce. As Marshall's (2020) report demonstrates, hospitality companies introduce wellness programs into the work environment as a way to approach the unlikely difference between extrinsic and intrinsic job satisfaction levels among those employees who follow the program and those who are not. In addition, studies demonstrate that the social sphere in the workplace significantly impacts the employees’ health practices. This reveals the significance of considering the organizational as well as social barriers to participation in the wellness programs and optimizing their influence on the employees well-being and corporate goals.

Investigating the elements, characteristics and application of the employee wellness programs in workplace is the key aspect of assessing the needs, resources and way of the implementation. Acknowledging the importance of mental well-being, many programs have included stress reduction activities and mental health-related programs. This can be through mindfulness meditation sessions, stress management courses, counselling services or access to mental health resources. According to information provided by (Holman et al., 2018), the role of stress management interventions is to generally improve the wellbeing of employees by creating an environment in which the stress can be alleviated. These interventions cover different approaches like cognitive-behavioural therapy, mindfulness training and relaxation techniques, that aim to solve problems of stress by possible modification of organizational practices. On the contrary, the idea of wide-scale implementation cannot be justified due to the lack of hard facts behind these grand claims. This implies the significant hole in the literature and calls for subsequent researches on how much the stress management interventions can be of use to both the employees and the organizations as a whole.
2.2.2 Wellness program on the workforce’s physical health, mental well-being and work satisfaction
Johnson et al (2020) acknowledge a rising number of mindfulness practices as such meditation sessions are introduced in various workplace settings, for training and development purposes. These techniques are gaining popularity because they have been proven to be directly related to better mental health and improved cognitive function. While the growing evidence on the benefits of mindfulness for workspace is undoubtedly positive, the slow adoption indicates a need for a deeper understanding of challenges and the ways they can be solved to increase its rate of implementation in the workplace. Cleary et al. (2020 ) underline the huge difference between happiness at work and job satisfaction, suggesting that work relations play the key role in the professional success of organisations. Different variables would play a role in the workplace wellness, ranging from personal and team dynamics to interprofessional collaboration and getting positive feedback at the end of the day. On the other hand, the stress could lead to burnout and compassion fatigue if the state of well-being is absent. The whole idea of well-being includes personal and professional aspects signaling the necessity for thoughtful strategies that help create and maintain it. The note underlines the crucially important of implementing positive lifestyle habits as an element of happiness, on the other hand, the negative emotions should be paid attention to.

Chung et al. (2020) explore the correspondence of health-promoting behaviors, wellness, and satisfaction with the workplace. The study discovered that positive workplace experience was associated with an increased level of wellness and greater employee retention, having a positive impact on the health status of the workforce as a whole. Promotion of management decision making towards the health and mental wellbeing of employees is central to this issue. Also, research points out that people enjoy a well-being increase if they are able to properly function in order to manoeuvre the difficulties that come their way which puts emphasis on having resources in a balance for well-being promotion. The works of Schwatka et al. (2018) pointed out that workers in small businesses experienced a variety of health improvements such as stress levels, overall health, depresion, smoking cessation, physical activity, and notions of job health culture. Conversely to workers in large corporations who experienced an increase in stress rates, vegetable consumption, and alcohol intakes, respectively. Holcomb (2020) basically mentions the impact of negative emotions and high stress level on individuals’ quality of life. Employees who report experiencing occupational stress often also report poorer health and a lower overall quality of life. However, individuals may experience less stress or manage stress more effectively if they work in a supportive environment or have access to health-focused wellness programs. There are contrasting studies to address the link between wellness programs and different indicators. Such as the study by Ledikwe et al., (2018) showed that participation in workplace wellness programs in Botswana is strongly linked to increased satisfaction across various job aspects, including overall job satisfaction, pay, and professional efficacy. Additionally, employees who engage in these wellness activities report lower levels of stress, exhaustion, and cynicism. 
[bookmark: _heading=h.7ol2g8b5r0z6]2.2.3 Factors impacting the engagement of employees with the wellness program
The study of Goetzel et al., (2018) caution against categorising health issues solely into physical or mental health categories, as this approach may obscure the comprehensive treatment needed and contribute to inadequate care received. The employees are more attracted to the health programs if they see their utilisation value and interest. Efforts, which raise awareness on personal health concerns or are aligned with one’s goals, are likely to draw more numbers. External factors like self-efficacy and decisional balance are important factors that contribute to employees adopting to wellness programme participation (Holden, 2021). Even though the company’s culture of wellness exercises a certain amount of influence on employee participation, its impact on this is less evident than among other individual factors including the attitude towards health behaviours, work-life balance, and self-efficacy. Goetzel et al., (2018) highlight the growing recognition among business leaders and occupational health professionals regarding the overlooked importance of mental health in the workplace. They emphasise the necessity for proactive measures to address mental health issues, with approximately one-third of the cost burden associated with mental health stemming from productivity losses and decreased work performance. According to Sinsky et al., (2020), organisations aiming to mitigate burnout and enhance well-being can enhance their work environment by ensuring that their commitments, policies and actions leadership structures align with evidence-based best practices. This approach emphasises addressing workplace issues rather than solely focusing on individual employees. By adopting this strategy, organisations can promote well-being and resilience. 
[bookmark: _heading=h.lfwht7pxp4sv]2.2.4 Challenges or barriers obstructing the successful implementation of wellness programs
While there may be concerns about low attendance or lack of interest in implementing wellness programs, employees tend to perceive a greater sense of commitment from their company when such programs are available (Holcomb, 2020). Proper and van Oostrom (2019) found robust evidence supporting the beneficial impacts of workplace interventions, particularly those focusing on physical activity and/or diet. However, they noted a lack of evidence supporting the effectiveness of workplace health promotion interventions due to the absence of high-quality reviews. Workplace psychological interventions, utilising e-health platforms and cognitive-behavioural therapy techniques, demonstrated a small but notable effect on preventing mental health disorders. 

[bookmark: _heading=h.tjsdjv4cahq4]In contrast, small businesses tend to achieve higher employee participation rates and witness more significant health improvements compared to employees in larger organisations (Schwatka et al., 2018). The measured productivity uptick of higher employee participation rates and the deeper health impacts attained by smaller businesses compared to large organizations means several elements are involved. For instance, in small businesses, staff often have close relationships with one another whereby they feel more of a family bond and are better taken care of. This tends to be the case, where the culture of wellness becomes more attractive amongst individuals who are willing to join programs that promote health improvement. In addition to this small businesses have the advantage of the ability to customize and make a wellness program that meets the specific interests and needs of their workforce. This individualization can further enhance the programs and make them more appealing and purposeful for employees, increasing the levels of commitment and efficient results.

A strong organisation, in which activities are streamlined with available resources, supported with an “open door” culture of connection and continuous improvement, has a greater chance of achieving their goals both in normal times and in crisis situations (Sinsky, et al. , 2020). Engaging in wellness programs is connected with better experience in an extrinsic and intrinsic way for employees. Nevertheless, creating desire for employees to take part proves to be a hurdle, but this might be overcome by offering incentives and other plans. (Marshall, 2020). In addition, leaders should ensure the law and ethical considerations are well-observed while installing wellness programs. The wellness programs should employ avenues such providing easy and convenient access to member participation. It entails the identification of these key factors like the location, time and flexibility in order to comfortably fit everyone's routine and lifestyle. Virtual workforce arrangements have been, according to Caligiuri et al. (2020), the prevailing thinking during the pandemic because of the possibilities afforded by remote work that were clearly demonstrated. Despite of physical distancing one might not end up getting more emotionally distance. The pandemic has dilated the arena for managers to research the flexible work arrangements that would safeguard the well-being of employees.
2.2.5 Relationship between different factors and employee welfare program participation
Interestingly, the study by Holcomb (2020) didn't find a strong link between the number of wellness programs that were available and the presenteeism levels that employees displayed. This suggests that the presence of wellness programs alone may not have a profound impact on employees’ attendance or self-perceived productivity. This presents a gap to explore whether wellness programs can support productivity or reduce absenteeism and other related factors. Holden (2021) addressed that employers often establish employee wellness programs with the goal of fostering healthier lifestyle choices among their workforce, ultimately aiming to mitigate healthcare costs and enhance productivity. These programs are designed to actively engage individuals and promote positive health behaviours.

Proactively addressing rising healthcare costs, integrated wellness programs prioritise employee well-being and total health awareness as wellness programs become a standard practice in the workplace, organisations can enhance competitiveness and attract top talent through these initiatives (Marshall, 2020). According to Song and Baicker (2021), workplace wellness programs are associated with enhancements in employee health and reductions in healthcare costs, along with better self-reported health behaviours and increased efforts to manage weight. However, upon critical examination, their research did not find significant differences in self-reported health outcomes, job performance, absenteeism rates, or tenure between participants and non-participants. Moreover, longer follow-up periods failed to reveal detectable improvements in economic or employment outcomes. The evaluation of productivity indicators such as turnover rate, job performance, and absenteeism rates concerning workforce participation in wellness programs can be examined. Despite the purported benefits of wellness programs, the lack of significant improvements in these key productivity metrics raises questions about the effectiveness of these initiatives in directly impacting workplace performance and organisational outcomes.
[bookmark: _heading=h.3lyna4u64zt0]2.3 Theoretical discussions
[bookmark: _heading=h.oxw1e8n39nli]2.3.1 Resource-based view (RBV) theory
Bamgbade et al., (2022) outlined that to improve a firm’s social sustainability performance through orientation, considering an intermediate variable like organisational capabilities is crucial. According to the RBV theory, firms possess distinctive sets of tangible and intangible resources and capabilities. By leveraging these resources effectively, firms can adopt various strategies, achieve above-average returns, and establish a sustainable competitive advantage. The RBV theory suggests that resources that are unique, scarce, and valuable enhance firm operations, and firms can achieve sustainable competitive advantages when specific firm-level competencies support their development. RBV suggests that a firm’s competitive advantage lies in its unique bundle of resources and capabilities (Madhani, 2010). In an employee wellness program, human resources are considered a vital asset. A well-designed wellness program can be viewed as a strategic resource that contributes to organisational performance by enhancing employee well-being, satisfaction, and productivity. By providing employees with resources such as access to fitness facilities, healthy lifestyle education, and mental health support, the organisation invests in enhancing the overall health and capabilities of its workforce. The effectiveness of the wellness program can be evaluated by assessing its ability to attract, retain, and motivate talented employees who perceive the program as a valuable resource provided by the organisation.

[image: ]
Figure 1: RBV Model
(Source: Bamgbade et al., 2022)
[bookmark: _heading=h.pcsjpodktqbj]2.3.2 Social Exchange theory (SET)
[image: ]
Figure  2: Social Exchange Theory Model
(Source: Jeong and Oh, 2017)

According to Jeong and Oh (2017), SET is applicable in social relationship contexts, where individuals decide to sustain or end relationships by weighing the benefits against the costs of maintaining them. In such relationships, these benefits and costs extend beyond economic consequences to include a range of social outcomes like companionship, reliance, emotional comfort and support. Social Exchange theory explains how employees perceive wellness programs as investments with expected returns like improved health, job satisfaction, and work-life balance. Employees’ participation benefits the organisation by reducing absenteeism, boosting morale, and increasing commitment. Effectiveness is gauged by employees’ perception of fairness and valuable rewards for engagement, indicating a productive, healthy work environment. Employees may view participation in the wellness program as an investment of their time and effort, expecting tangible returns in the form of improved health outcomes, increased job satisfaction, and enhanced work-life balance.
[bookmark: _heading=h.ymzros74jmhp]2.4 Research gaps
While many studies have examined the immediate effects of wellness programs on employee health and productivity, there may be a gap in research focusing on the long-term impact. In this context, Song and Baicker (2019) outlined that the wellness program led to a higher percentage of employees reporting regular exercise and actively managing their weight. However, there were no notable variances in other health behaviours, tenure, job performance, or absenteeism among participants who self-reported them. Longitudinal studies tracking employees’ health outcomes, job satisfaction, and productivity over several years could provide valuable insights into the sustained effectiveness of wellness programs. Although there is existing research highlighting the advantages of wellness programs, there might be a gap in comprehending the obstacles and hurdles encountered during the implementation process. Delving into issues such as employee or leadership resistance, financial limitations, and cultural barriers could aid organisations in better tackling these challenges. There may exist a lack of research-based comparisons among different formats of wellness programs and their different efficiency. By conducting a comparative study, it can be discovered which particular components or features of the program are effective in leading to a drastic improvement of the employees' well-being and performance.

According to Schwatka et al. (2018), wellness programs can have the power to lead to healthier employees with lowered absenteeism and presenteeism contributing towards lowering healthcare costs. Science shows that people at small companies are more willing to take part in fitness programs than those who work for large companies. While several researches have studied the consequences of wellness program attendance on turnover rate and absenteeism as among the productivity variables, the knowledge on what exactly is causing this may be lacking or there might be contrasting studies that have provided conflicting findings. Their research showed that absenteeism and presenteeism were unaffected by wellness programs, reported in 2018 by Schwatka et al.

Other studies going deep into the matter will show how wellness initiatives might affect employee morale, job satisfaction and organisational commitment which in the end make people more productive. Many studies show that the application of mindfulness makes a significant difference in the mental health & well-being of employees, leading to improved performance. Despite that, only a few companies have adopted this approach (Johnson et al., 2020). Such a difference between the accepted gains from mindfulness training and its poor implementation calls into questions whether the organizational priorities, allocation of resources, and barriers to implementation are viable or not. Unlike earlier studies that have not greatly focused on the implications of wellness programs on job satisfaction, organisational leaders are more and more willing to spend money on these initiatives as per Marshall's (2020) expression. There may be a gap in research on the effectiveness of tailored wellness interventions that address the specific needs and preferences of different employee populations. Involvement in workplace wellness initiatives is associated with heightened job satisfaction across multiple dimensions and reduced levels of stress, exhaustion, and cynicism among employees as outlined by Ledikwe et al., (2018) which creates a conflict when gauging other studies. This creates a debate and a gap that must be assessed. Studies examining the outcomes of personalised wellness programs could provide insights into how firms can optimise their wellness initiatives to maximise employee engagement and impact. 
[bookmark: _heading=h.9j00i0lwk5ey]3.0 Summary
[bookmark: _heading=h.30j0zll]The literature review comprehensively explores the impact of employee wellness programs on workplace productivity and well-being, drawing from empirical evidence and theoretical frameworks such as the Resource-Based View (RBV) and Social Exchange theory. While some studies highlight the immediate benefits of wellness programs, such as improved health outcomes and job satisfaction, others point out gaps and challenges in their implementation and effectiveness. Research suggests that small businesses tend to achieve higher participation rates and witness more significant health improvements compared to larger organisations. However, there is a need for longitudinal studies to assess the sustained impact of wellness programs over time. The review identifies gaps in understanding the obstacles to implementation, mechanisms underlying the relationship between wellness programs and productivity indicators, and the effectiveness of tailored interventions. The next chapter will detail the methodology and research design employed to address these gaps.


[bookmark: _heading=h.338ge1gebnav]CHAPTER 3: METHODOLOGY

[bookmark: _heading=h.x9f0g8jzi8fr]3.1 Introduction
In this chapter on research methodology, there is a shift in design and structure for collecting data from the theoretical framework and literature review. This will enable the researcher to focus on the practical application to investigate the effectiveness of employee wellness programs. The methodology in this study is vital for collecting reliable and relevant data to generate trustworthy results. According to Dissanayake (2023), research methodology is a significant part that delineates how research will be undertaken based on general principles and guidelines, justifying the research through a system of beliefs and philosophical assumptions. This allows assessing the research questions and underpinning the choice of research methods. The researcher will follow the research onion by Saunders et al., (2019) that accurately reflects appropriate methods such as qualitative technique to collect secondary data in this research. A clear rationale is provided by the researcher for selecting the research design based on factors like the research objectives, and questions outlining the nature of the wellness program from the available data sources. 
[bookmark: _heading=h.tyjcwt]3.2 Research Approach and Philosophy
The researcher makes different assumptions based on research philosophy that consists of ontological, epistemological and axiological assumptions. It consists of the nature of reality, assumptions of human knowledge and the level of influence of the values of the investigator on the research process (Tengli, 2020). The researcher will use and follow the interpretivism philosophy in this study. A critique of positivism develops interpretivism through subjective perspective which is concerned with in-depth variables related to a context creating further depth and assumptions. Interpretive consists of differences of circumstances, times, cultures and differential realities. This philosophy focuses on the richness of collected data instead of defining it through universal laws. Interpretivism allows perceiving reality to intersubjectivity and considers meanings and different aspects in research whereas subjective epistemology provides a clear link integrating knowledge (Alharahsheh and Pius, 2020). Based on the epistemological and ontological dimensions, positivism and interpretivism are significant in social sciences. Interpretivism focuses on the complexity of individuals and the world corresponding to explanations outlining the generalisation of universal patterns with complexities and social constructivism rejects objectivist views (Junjie and Yingxin, 2022). 

The rationale for selecting because the interpretivism philosophy will enable the researcher to explore the unique circumstances of the business environment and how the experiences of the workforce interpret the employee wellness program. This will help the employees to respond to such initiatives based on their professional requirements and backgrounds. This philosophy is aligned with the secondary qualitative research methods and deductive approaches.  Deductive approaches are highly structured. The researcher uses deductive approaches as it can use analysis for different ranges of data and collect facts instead of impressions for providing the basis to implement the theories for exploring phenomena (Saunders and Bristow, 2023). 

A high-level research paradigm which is interpretivism focuses on ontological and epistemological viewpoints. An interpreted search is usually interchanged with qualitative research that is based on social realities shaping human experience which makes it suitable for undertaking research on human behaviour. This philosophy is important as it enables the researcher to explore social truth embedded in current surroundings and explain truth using understanding in place of hypothesis and subjective experiences, beliefs and notions in social and cultural contexts (Pervin and Mokhtar, 2022). It is important to use interpretive and deductive approaches to search, extract and assess the depth, complexities and richness of workforce experiences of organisations that are well-integrated and aligned with the wellness initiative and program to create a healthy work environemnt. 
[bookmark: _heading=h.3dy6vkm]3.3 Research Design
Investigators need a detailed plan for collecting data, different methods and an analysis plan through a research design for answering questions. A robust research design will produce valid answers whereas a weak design can create unreliability or irrelevant answers. A Research design can be constructed based on a particular research question and data determining the nature of the question, research goals, availability of resources and effect the validity of research outcomes (Ranganathan and Aggarwal, 2018). In this context, the research design will help to develop an appropriate blueprint through the design process including approaches and interrelated decisions for collecting relevant information. 

In this study, a descriptive design is suitable for understanding the accurate profile of individuals in situations from an organisation, situational or industry-oriented perspective (Sileyew, 2019). The research design is qualitative in nature. Descriptive studies are non-analytical studies and will try to describe the data based on the characteristics of individuals are groups without establishing a relationship between variables (Ranganathan and Aggarwal, 2018). Descriptive studies will allow to use of case studies and cross-sectional studies. 
[bookmark: _heading=h.1t3h5sf]3.4 Research Strategy
The process of collecting and interpreting data outlines a research strategy through identified objectives that focus on research questions and contemporary events. Case studies are research strategies that allow defining an intensive research strategy regarding a person, people or unit without generalising to describe a systematic investigation through in-depth data (Heale and Twycross, 2018). Case studies will allow examining complex phenomena in a natural setting and understanding them with a holistic nature where a researcher takes a complex and broad topic. As a research strategy, the investigator will use case studies that outline a written description of situations or problems and focus on particular issues (Rahi, 2017). The rationale of case studies in research will allow enquiry regarding an investigation of a temporary issue within a real-life context through an in-depth investigation of a single or small number of units. Researchers can collect data including empirical elements of case studies, directly from multiple sources consisting of real-world data which can be qualitative, quantitative, primary or secondary collected over multiple periods using different research strategies (Farquhar et al., 2020). The research strategy with case studies can be deductive, inductive, or abductive allowing one to test, build or refine theory while enabling the investigator to analyse phenomena to explain multiple perspectives.
[bookmark: _heading=h.4d34og8]3.5 Time Horizon
The study following the research onion shows the intricate layer related to the time frame. Considering the time frame in research, it is the choice to use either a longitudinal or a cross-sectional route for collecting data (Melnikovas, 2018). The researcher selected a cross-sectional time horizon in this study to collect data. Cross-sectional studies can be identified as observational studies that investigate data at a single point in time concerning a population and can be used to measure outcomes and understand and describe features of a population attribute at a given time (Wang and Cheng, 2020). 
[bookmark: _heading=h.2s8eyo1]3.6 Research Methods
Research methods allow the collection of data and analysis techniques to produce and develop knowledge (Alharahsheh and Pius, 2020). The researcher can use three methods to collect data. By selecting either quantitative or qualitative research. Mixed methods can be implemented which is a combination of quantitative and qualitative data.  Qualitative studies can be defined as the investigation of the nature of phenomena through appropriate questions for observing and assessing complex multi-components based on qualitative manifestations and perspectives (Busetto et al., 2020). This enables assessing the frequency and objectivity for determining cause and effect whereas qualitative research includes data in a textual form instead of numbers or quantification.  

Quantitative research is interested in exploring numbers are quantitative measures compared to qualitative analysis which focuses on exploring the meaning constructed and how experiences are perceived (Nayak and Singh, 2021). Qualitative studies focus on understanding the richness of real experience with interpretation cannot be judged as true or false allowing textual interpretation. The researcher will use and collect secondary data using the secondary research method with a qualitative approach. Using secondary qualitative data is important in this case because this will enable the researcher to examine information that has previously been collected or has been amassed by other researchers. In the research of analysing an employee wellness program, the researcher can look for already existing reports, data and studies to investigate the effectiveness and success of wellness programs in different firms. Using existing data sources will present valuable insights and knowledge without the researcher to collect new information collection, enabling them to save time and resources.
[bookmark: _heading=h.17dp8vu]3.7 Data Collection
After designing the research problem and plan, the researcher creates strategies for collecting information based on primary or secondary data. Primary data is original and fresh while secondary data is previously collected by others (Mazhar et al., 2021). The researcher will collect secondary data in this research. The researcher will use secondary data collection techniques because of the availability of existing data related to the research objectives and questions developed. Secondary data collection will allow the investigator to collect insights and knowledge from different sources such as online databases. The researcher can explore data involving different strategies, outcomes and approaches in diverse industries and organisational contexts. The researcher will use online databases like Google Scholar to collect data from 2019 onwards. Other databases like IEEE, Springer, ResearchGate, ScienceDirect, MDPI, Elsevier, Academia.Edu, Wiley, and NIH.Gov will be used. This outlook will present an inclusive understanding of employee wellness programs. It can be important to establish inclusion and exclusion criteria in this study when exploring employee wellness programs. This will help the researcher to use inclusion and exclusion criteria based on the key features for answering research questions and exclude additional characteristics interfering with the successful outcomes, inaccuracy or bias (Patino and Ferreira, 2018). The research will use inclusion and exclusion criteria which are as follows:

	Inclusion 
	Exclusion 

	· Research papers, journals, articles
· Research from 2019-2024
· English Language only
· PDF, full-text files, open access or HTML files.
	· Books
· Grey literature
· Incomplete files
· Paid access
· Files before 2019
· Not in the English language
· Non-peer reviewed files


Table 1: Inclusion/Exclusion criteria
(Source: Self-created)

There are two types of sampling strategies. The research uses non-probability convenience sampling. In this sampling strategy, the investigator has the ease of access to collect data at convenience based on evident characteristics and population of interest (Etikan and Bala, 2017). The researcher will collect 15 data sources for secondary studies to investigate the research areas. Using the search strings and boolean format (AND, OR, NOT), the researcher will search for relevant data in the databases mentioned. 

[image: ]
Figure 3: PRISMA Chart
(Source: Self-developed)

Key search strings
	“Employee wellness programs”, “productive and healthy work environment”, “positive workplace health atmosphere”, “mindfulness interventions”, “employees’ social, mental, and physical well-being”, “The significance of wellness”, “mental well-being and work satisfaction”, “training and development”, “health-promoting lifestyles”, “engagement of employees with the wellness program”, “Factors impacting the engagement of employees”, “Challenges or barriers obstructing the successful implementation of wellness programs”, “Relationship between different factors” and “employee welfare program participation”.


[bookmark: _heading=h.3rdcrjn]3.8 Data Analysis
It can be vital to determine how to conduct qualitative analysis which can be often challenging due to limited approaches. Due to diverse and vast qualitative analytics, researchers use qualitative research to support a deep and nuanced understanding of phenomena under investigation and provide detailed descriptions of given problems (Lester et al., 2020). This enables investigators to gain insights into the context related to the subjective qualitative nature. The researcher will use the analysis techniques of qualitative data through thematic analysis to investigate and uncover emerging themes, patterns and meanings emerging from the analysis in organisation performance research from secondary data regarding employee involvement in the program. Secondary data analysis with qualitative data usually receives criticism. Using secondary data analysis in literature and qualitative data sets focuses on potential methodological and ethical problems (Ruggiano and Perry, 2019). However secondary data analysis allows answers to new research questions sharing data through new knowledge and implementing additional data collection to maximise large-scale studies.

Thematic analysis is implemented due to the power and flexibility of analysing qualitative data applicable to different orientations and paradigms. This will allow extracting data and actively constructing patterns or themes from the data set to address the research question instead of creating a summary and can be implemented with deductive or inductive approaches (Kiger and Varpio, 2020). Thematic analysis is a qualitative method for analysing, interpreting and identifying patterns or things and is a common qualitative method/technique which is not bounded by theoretical commitments (Clarke and Braun, 2017). Thematic analysis is realistic and essential which can be applied across different theoretical frameworks and paradigms with favourable approaches given by qualitative researchers.
[bookmark: _heading=h.26in1rg]3.9 Ethical considerations
The researcher must ensure to follow ethical guidelines as mandated by the institution. It is necessary to avoid copying or plagiarism by correctly citing every reference used. They must pay attention to referencing every original data source used in the study. It is vital to appropriately represent the main findings, arguments and ideas deriving from other research and give credit where appropriate.  It will be important to ensure data integrity and data diversity without biases. This will be important for supporting the trustworthiness, rigour, reliability and validity of research findings from secondary data analysed.
[bookmark: _heading=h.lnxbz9]3.10 Validity and reliability
There are often issues of trustworthiness in qualitative studies that require focusing on techniques to ensure validity and reliability to maintain overall trustworthiness in qualitative studies. Ensuring trustworthiness will allow systematic rigour in the study, the credibility of the investigator, believability of research outcomes and demonstrate credible studies (Rose and Johnson, 2020). Moreover, reliability and validity through subjectivity and reflexivity can be significant and qualitative research and reduce bias through experiences and positions in research outcomes. Triangulation will be important for recognising multiplicity in different references, maintaining the best accurate description and presentation of context and clearly locating the phenomena. Maintaining qualities of case study research to ensure rich insights for the context-specific phenomenon is recommended to maintain triangulation as a good practice for offering validity of findings methods or sources. Triangulation of interpretation will allow for maintaining consistency with a case study in naturalistic settings and allows one to interpret while allowing to reappraise them (Farquhar et al., 2020).
[bookmark: _heading=h.35nkun2]3.11 Summary 
This chapter outlines a systematic approach for examining the research based on the research objectives. The integration of a deductive approach is aligned with positivism, through a descriptive qualitative design to investigate the core issues. The researcher uses a case study strategy in this study.  Through the selection of qualitative research methods, secondary data collection from different databases and ethical considerations are maintained while following the research onion model. In the next chapter, the researcher will collect data to interpret, analyse and discuss the findings based on the identified research questions. 


[bookmark: _heading=h.yvie6dtjoa9w]CHAPTER 4: DATA ANALYSIS
[bookmark: _heading=h.pnbkaxerq4ni]4.1 Introduction
The study encapsulates that Chapter 4 examines the analysis of data extracted from various articles related to the effectiveness of employee wellness programs in fostering a productive and healthy work environment as well as the employee wellness programs have become increasingly popular among organisations as a means to enhance employee well-being, job satisfaction, and overall productivity alongside these programs often include a variety of initiatives such as health screenings, fitness programs, mental health support and stress management resource as well as the importance of employee wellness programs is underscored by the growing recognition of the impact of employee well-being on organisational success. On the reverse side, a healthy and engaged workforce is more likely to be productive, innovative, and resilient in the face of challenges as well as a wellness program that ought to help reduce healthcare costs, absenteeism, and turnover rates thereby providing tangible benefits to organisations as well as the effectiveness of employee wellness programs in achieving their intended objectives is a topic of ongoing interest and debate while many organisations invest significant resources in implementing these programs as well there is a lack of comprehensive research that systematically evaluates their impact on various aspects of workplace productivity and well-being respectively. In a precise manner, the chapter seeks to address this gap by analysing the findings of relevant studies to determine the effectiveness and potency of employee wellness programs in nurturing a healthy and productive work environment as well as by understanding the factors that contribute to the success of employee wellness programs that organisations ought to make more informed decisions about program design and resource allocation ultimately leading to improved employee outcomes and organisational performance as well as the analysis presented in this chapter aims to provide valuable insights that ought to help organisations enhance the effectiveness of their employee wellness programs and create a more supportive and conducive work environment for their employees respectively.
[bookmark: _heading=h.6mb3qo4yiqib]4.2 Data extraction table

	Index
	Authors
	Year
	Title
	Key Themes or Keywords

	1
	Teo et al.
	2020
	Psychosocial work environment, work engagement, and employee commitment: A moderated, mediation model. International Journal of Hospitality Management
	Work environment, Employee engagement, Employee commitment, Job satisfaction, Turnover intention, Hotel industry

	2
	Esthi and Setiawan
	2023
	Green human resources management of the small and micro-enterprises in Indonesia. Enrichment: Journal of Management
	This research article discusses Green Human Resources Management (GHRM) practices in small and micro-enterprises (SMEs) in Indonesia, emphasizing the integration of environmental sustainability into HR practices. It stresses the importance of aligning company goals with environmental concerns and creating a corporate environment that supports environmental well-being.

	3
	Rahmadani et al.
	2020
	Engaging leadership and its implication for work engagement and job outcomes at the individual and team level: A multi-level longitudinal study. International journal of environmental research and public health
	This study explores the impact of engaging leadership on work engagement and job outcomes at the individual and team levels. It emphasizes the positive effects of engaging leadership on work engagement and job outcomes, highlighting the importance of leadership in creating a positive work environment and enhancing employee well-being and performance.

	4
	Kuknor and Bhattacharya
	2022
	Inclusive leadership: new age leadership to foster organizational inclusion. European Journal of Training and Development
	Inclusive leadership, Organizational inclusion, Human resources development (HRD)

	5
	Olaniyan et al.
	2020
	Lean on me: A scoping review of the essence of workplace support among child welfare workers. Frontiers in Psychology
	Workplace support, Child welfare workers, Well-being, Job performance

	6
	Molino et al.
	2020
	The promotion of technology acceptance and work engagement in industry 4.0: From personal resources to information and training. International journal of environmental research and public health
	Technology acceptance, Work engagement, Industry 4.0, Personal resources, Information, Training

	7
	AlHamad et al.
	2022
	The effect of electronic human resources management on organizational health of telecommunications companies in Jordan. International Journal of Data and Network Science
	Electronic HR management (e-HRM), Organizational health, Telecommunications companies

	8
	Pozo-Rico et al.
	2020
	Teacher training can make a difference: tools to overcome the impact of COVID-19 on primary schools. An experimental study. International journal of environmental research and public health
	Teacher training, COVID-19 impact, Primary schools, Job performance, Well-being

	9
	Berry et al.
	2020
	What's the hard return on employee wellness programs?
	Employee wellness programs, Financial benefits

	10
	Weziak-Bialowolska et al.
	2020
	Well-being in life and well-being at work: Which comes first? Evidence from a longitudinal study. Frontiers in public health
	Well-being, Life, Work, Longitudinal study

	11
	López et al.
	2022
	An approach to employees’ job performance through work environmental variables and leadership behaviours. Journal of Business Research
	Work environmental variables, Leadership behaviours, Job performance

	12
	Finstad et al.
	2021
	Resilience, coping strategies and posttraumatic growth in the workplace following COVID-19: A narrative review on the positive aspects of trauma. International journal of environmental research and public health
	Resilience, Coping strategies, Posttraumatic growth, COVID-19, Workplace

	13
	Stirpe et al.
	2022
	Satisfaction with HR practices and employee performance: A moderated mediation model of engagement and health. European Management Journal
	HR practices, Employee engagement, Health, Performance

	14
	Pamidimukkala and Kermanshachi
	2021
	Impact of Covid-19 on field and office workforce in construction industry. Project leadership and society
	Covid-19 impact, Construction industry, Field workforce, Office workforce

	15
	Zada et al.
	2022
	Servant leadership behavior at workplace and knowledge hoarding: a moderation mediation examination. Frontiers in psychology
	Servant leadership, Knowledge hoarding, Moderation, Mediation


	16
	Baicker, K., Cutler, D. and Song, Z.
	2010
	Workplace wellness programs can generate savings. Health affairs
	Workplace wellness programs, cost savings, medical costs, absenteeism costs

	17
	Kent, K., Goetzel, R.Z., Roemer, E.C., Prasad, A. and Freundlich, N.
	2016
	Promoting healthy workplaces by building cultures of health and applying strategic communications. Journal of occupational and environmental medicine
	Employer-sponsored health promotion programs, wellness programs, culture of health, strategic communications

	18
	González, L.R.
	2022
	Wellness Programs: strategies for increasing employees’ Productivity and reducing Health Care costs. Doctoral dissertation, Walden University
	Wellness programs, productivity, healthcare costs, cost-effective strategies, leadership roles

	19
	Harter, J.K., Schmidt, F.L. and Keyes, C.L.
	2003
	Well-being in the workplace and its relationship to business outcomes: A review of the Gallup studies
	Well-being, positive workplace perceptions, employee engagement, business outcomes

	20
	Cipriano, C., Kilag, O.K., Echavez, R., Book, J.F., Taboada, A.R. and Rabi, J.I.I.
	2024
	Exploring the Landscape of Fitness Programs for Government Employees. International Multidisciplinary Journal of Research for Innovation, Sustainability, and Excellence (IMJRISE)
	Fitness programs, government employees, program effectiveness, organizational benefits

	21
	Hassan, S., Ansari, N. and Rehman, A.
	2022
	An exploratory study of workplace spirituality and employee well-being affecting public service motivation: an institutional perspective. Qualitative Research Journal
	Workplace spirituality, employee well-being, public service motivation, organizational culture

	22
	Bennett, J.B., Weaver, J., Senft, M. and Neeper, M.
	2017
	Creating workplace well‐being: Time for practical wisdom. The handbook of stress and health
	Workplace conditions, well-being, evidence-based practices, managerial decision-making

	23
	Attridge, M.
	2009
	Measuring and managing employee work engagement: A review of the research and business literature. Journal of workplace behavioral health
	Employee work engagement, measurement, costs of disengagement, business benefits, workplace practices

	24
	Rajoo, H.H.
	2020
	The importance of creative and positive workplace culture: A case study on how creative initiatives foster better relationships, resilience and mindfulness at work for Special Education Teachers. Asia Pacific Journal of Developmental Differences
	Workplace culture, creative initiatives, relationships, resilience, mindfulness

	25
	Baicker, K., Cutler, D. and Song, Z.
	2010
	Workplace wellness programs can generate savings. Health affairs
	Workplace wellness programs, cost savings, medical costs, absenteeism costs

	26
	Kent, K., Goetzel, R.Z., Roemer, E.C., Prasad, A. and Freundlich, N.
	2016
	Promoting healthy workplaces by building cultures of health and applying strategic communications. Journal of occupational and environmental medicine
	Employer-sponsored health promotion programs, wellness programs, culture of health, strategic communications

	27
	González, L.R.
	2022
	Wellness Programs: strategies for increasing employees’ Productivity and reducing Health Care costs. Doctoral dissertation, Walden University
	Wellness programs, productivity, healthcare costs, cost-effective strategies, leadership roles

	28
	Harter, J.K., Schmidt, F.L. and Keyes, C.L.
	2003
	Well-being in the workplace and its relationship to business outcomes: A review of the Gallup studies
	Well-being, positive workplace perceptions, employee engagement, business outcomes

	29
	Cipriano, C., Kilag, O.K., Echavez, R., Book, J.F., Taboada, A.R. and Rabi, J.I.I.
	2024
	Exploring the Landscape of Fitness Programs for Government Employees. International Multidisciplinary Journal of Research for Innovation, Sustainability, and Excellence (IMJRISE)
	Fitness programs, government employees, program effectiveness, organizational benefits

	30
	Hassan, S., Ansari, N. and Rehman, A.
	2022
	An exploratory study of workplace spirituality and employee well-being affecting public service motivation: an institutional perspective. Qualitative Research Journal
	Workplace spirituality, employee well-being, public service motivation, organizational culture

	31
	Iswarya, V.S., Babima, M., Muhila, M.G., Dhaneesh, R.
	2024
	Enhancing well-being: evaluating the impact of stress management interventions for IT professionals
	Stress management, IT professionals, well-being, mindfulness

	32
	Joy, S., Kumar, A.A., Nair, S., Chandar, K.S.
	2024
	Transforming Workplace Stress: The Importance of Neuroleadership
	Workplace stress, neuroleadership, resilience, emotional intelligence

	33
	Thangaraja, T., Munusamy, P., Ramya, R., et al.
	2024
	The Role Of Employee Engagement In The Relationship Between Staff Morale And Employee Wellbeing
	Employee engagement, staff morale, education, well-being

	34
	Vojtechovský, J., Poráziková, E.
	2023
	Elimination of Stress in the Work of Managers
	Stress management, work-life balance, managerial support

	35
	Putra, A.S.B., Kusumawati, E.D., Kartikasari, D.
	2024
	Unpacking the Roots and Impact of Workplace Well-being: A Literature Review
	Workplace well-being, job satisfaction, psychosocial factors

	36
	Anyamesem-Poku, F., Parmar, R.M.
	2024
	Evaluating The Impact Of Teachers’ Psychological Well-Being On Work Performance
	Psychological well-being, teachers, work performance, education

	37
	Bello, B.G., Tula, S.T., Omotoye, G.B., et al.
	2024
	Work-life balance and its impact in modern organizations: An HR review
	Work-life balance, HR, modern organization, productivity

	38
	Mopkins, D., Lee, M., Malecha, A.
	2024
	Personal, Social, and Workplace Environmental Factors Related to Psychological Well-Being
	Psychological well-being, university staff, and workplace factors

	39
	SYLEJMANI, M., MEŠKO, M.
	2024
	Managing Workplace Stress in Businesses in the Prishtina Region to Enhance Performance
	Workplace stress, business performance, Prishtina

	40
	Powell, J., Conlon, J., Chivers, P., Cripps, A.
	2024
	Training Smart; Exploring the Impact of a University Staff Fitness Program
	Employee productivity, cognition, university staff, fitness program

	41
	Iswarya, V.S., Babima, M., Muhila, M.G., Dhaneesh, R.
	2024
	Enhancing well-being: evaluating the impact of stress management interventions for IT professionals
	Stress management, IT professionals, well-being, mindfulness

	42
	Joy, S., Kumar, A.A., Nair, S., Chandar, K.S.
	2024
	Transforming Workplace Stress: The Importance of Neuroleadership
	Workplace stress, neuro leadership, resilience, emotional intelligence

	43
	Thangaraja, T., Munusamy, P., Ramya, R., et al.
	2024
	The Role Of Employee Engagement In The Relationship Between Staff Morale And Employee Wellbeing
	Employee engagement, staff morale, education, well-being

	44
	Vojtechovský, J., Poráziková, E.
	2023
	Elimination of Stress in the Work of Managers
	Stress management, work-life balance, managerial support

	45
	Putra, A.S.B., Kusumawati, E.D., Kartikasari, D.
	2024
	Unpacking the Roots and Impact of Workplace Well-being: A Literature Review
	Workplace well-being, job satisfaction, psychosocial factors

	46
	Anyamesem-Poku, F., Parmar, R.M.
	2024
	Evaluating The Impact Of Teachers’ Psychological Well-Being On Work Performance
	Psychological well-being, teachers, work performance, education

	47
	Bello, B.G., Tula, S.T., Omotoye, G.B., et al.
	2024
	Work-life balance and its impact in modern organizations: An HR review
	Work-life balance, HR, modern organization, productivity

	48
	Mopkins, D., Lee, M., Malecha, A.
	2024
	Personal, Social, and Workplace Environmental Factors Related to Psychological Well-Being
	Psychological well-being, university staff, and workplace factors

	49
	SYLEJMANI, M., MEŠKO, M.
	2024
	Managing Workplace Stress in Businesses in the Prishtina Region to Enhance Performance
	Workplace stress, business performance, Prishtina

	50
	Daghagh Yazd, S., Karaman, M.A., Fathi, S., Alsarraf, A., Alajmi, S., Rutabian, S. and Aladwani, M.
	2024
	Examining the impact of working conditions, lifestyle choices, and demographic factors on mental health of industrial workers
	Mental health, Industrial workers, Lifestyle choices, Working conditions, Demographic factors



Table 1: Data extraction table
(Sources: Self-made)
[bookmark: _heading=h.ftgsjn55z9p3]4.3 Generation of themes
In terms of this perspective, thematic analysis is an essential component of qualitative research, often used in academic and educational environments as well as this methodology facilitates the identification of underlying assumptions and the collection of comprehensive information from textual data alongside an integral aspect of this methodology is the investigation of thematic analysis which ought to be crucial for discerning recurring patterns and themes within qualitative data towards to resulting in a more profound comprehension of the subject matter respectively. On top of that, the Thematic analysis entails the creation of themes that are in line with the goals of the study as well as the widely used approach for this objective is the six-phase model of theme creation, as delineated by Traore, (2023). In this manner, the model offers a systematic methodology for investigating themes which is often regarded as the highest level of quality for this kind of analysis as well as this approach delineates six specific processes that help to the methodical discovery and interpretation of themes thereby augmenting the rigour and dependability of the analytical process respectively.
Familiarisation
The Initial phase of theme generation familiarisation is the primary stage in the process of generating themes from qualitative data as well as it begins with a detailed examination and understanding of the research transcripts as well as this foundational step is crucial as it sets the stage for subsequent data analysis alongside thoroughly reviewing the transcripts, researchers ought to grasp the overarching context of the research gaining a comprehensive understanding of the research content. In terms of this perspective, during the familiarisation stage researchers take preliminary notes to capture their initial impressions and observations as well as they ought to also review key themes and main findings from relevant journal articles to enhance their understanding and provide a broader context for the analysis towards the desired process helps researchers identify patterns, trends, and potential themes within the data that laying the groundwork for further analysis (Hubbard et al. 2022). In a precise manner, the familiarisation is a critical step that allows researchers to immerse themselves in the data eventually enabling them to develop a deeper understanding of the research content as well as it provides the necessary foundation for generating meaningful themes that accurately reflect the data and contribute to the overall research findings respectively.
Generate Initial Codes
In this time of the generate initial codes, is a significant stage in the qualitative information examination technique, as it includes methodicallly marking and classifying information sections in light of their substance and importance too this cycle likewise assists scientists with coordinating the information and recognize key topics and examples that should arise as well as during the underlying coding process, specialists dole out codes to explicit information portions to catch the quintessence of the data held inside themselves (Locke et al. 2022). In an exact way, the codes are commonly short expressions or marks that sum up the substance of the information portion for instance an information section examining representative fulfillment should be coded as "work fulfillment as well as the underlying coding process is iterative, with specialists persistently refining and modifying codes as new bits of knowledge rise out of the information close by this iterative cycle permits scientists to investigate the information top to bottom, distinguishing associations between various codes and fostering a more nuanced comprehension of the information (Lester et al. 2020). On this side, creating beginning codes assumes a significant part during the time spent subjective information examination as it permits specialists to structure and grasp the gathered data. The information becomes deciphered and coded in an efficient way which permits the specialist to track down associations and examples. The recognized subjects are subsequently utilized in the resulting phases of examination.
 
Code	Theme	Objective
WellnessPrograms/ Effectiveness	Promoting Employee Well-being: The Impact of Wellness Programs on Health and Productivity	Objective 1
WellnessProgram/Components	Employee Wellness Program Structure and Implementation Across Organizations	Objective 2
WellnessProgram/Effectiveness	Wellness Program Impact on Workforce Well-being and Job Satisfaction	Objective 3
Employee Wellness/Program Engagement Factors	Factors Influencing Employee Engagement with Wellness Programs	Objective 4
Wellness Program/ Challenges	Challenges in Implementing Effective Workforce Wellness Programs	Objective 5
Productivity/Indicators/Relationship	Productivity Indicators and Wellness Program Participation Relationship Analysis	Objective 6
WellnessProgram/Improvement Suggestions	Enhancing Wellness Program Effectiveness for Healthy, Productive Work Environment	Objective 7

Table 2: Theme code
(Sources: Self-made)
[bookmark: _heading=h.9mlo4wtgzit5]4.4 Explanation of themes and secondary data
In this context, the themes recognised for data analysis encompass different aspects of employee wellness programs as well as their impact on organisational dynamics along with "Wellness_Programs_Effectiveness" explores the overarching effectiveness of these programs in promoting employee well-being and productivity, study their effect on health and job satisfaction in this era (Petralia, 2024). In terms of this perspective, Under "Wellness_Program_Components," the study shifts towards the structural elements as well as implementation strategies of staff wellness programs across different organizational settings that delegated to highlighting the diversity in approaches and features as well as "Employee Wellness Program Engagement Factors" deliver the factors influencing employee engagement with wellness initiatives that are eventually shedding light on the drivers and barriers that shape participation rates and program effectiveness in the prospective era. On top of that, the "Wellness_Program_Challenges" delves into the obstacles and barriers hindering the successful implementation and effectiveness of workforce wellness programs, providing insights into the complexities and challenges faced by organisations as well as the "Productivity_Indicators_Relationship" investigates the relationship between key productivity indicators such as turnover rate/job performance/absenteeism and workforce participation in wellness programs, aiming to discern patterns and correlations that inform program design and management respectively (Aderinto et al. 2024). In a precise manner, the "Wellness_Program_Improvement_Suggestions" provides practical advice and recommendations for improving the efficacy of wellness programmes in promoting a healthy and productive work environment as well as it eventually utilises insights from the study to guide future initiatives and strategies as well as these desired themes provide a thorough structure for examining secondary data and combining observations to understand the structure as well the desired execution and effects of employee wellness programmes in different organisational environments in a prospective manner.
[bookmark: _heading=h.frd6owe7mt61]4.5 Summary
Based on the above discussion, Chapter 4 summarises that the examination of data extracted from diverse articles sheds light on the effectiveness of employee wellness programs in nurturing a productive and healthy work environment as well as the increasing popularity of these programs among organizations reflects their pivotal role in enhancing employee well-being, job satisfaction as well as the overall productivity as well as the various initiatives within these programs such as health screenings/fitness programs and mental health support underscore their significance in organizational success in the perspective era. In a precise manner, the chapter addresses the ongoing debate surrounding the effectiveness of these programs by systematically analyzing findings from relevant studies as well as through understanding the factors contributing to their success, towards the organizations that ought to make informed decisions about program design and resource allocation ultimately improving employee outcomes and organizational performance in the desired era. On top of that, based upon the thematic analysis the key themes emerge, ranging from the effectiveness of wellness programs to engagement factors towards the challenges in implementation as well as the suggestions for improvement alongside each theme offer valuable insights into the design, implementation as well as the impact of employee wellness programs towards to providing a comprehensive framework for organizational decision-making and program enhancement respectively.


[bookmark: _heading=h.37vhm0r9es5h]CHAPTER 5: FINDINGS AND ANALYSIS
[bookmark: _heading=h.rol03vwesl7r]5.1 Introduction
The chapter 5 encapsulates a critical examination of employee wellness programs aiming to assess their efficacy in fostering a productive and healthy work environment as well the companies that prioritize workforce wellness often enjoy enhanced attractiveness to job seekers and consumers bolstering their employer brand and positioning within their respective industries alongside by focusing on wellness, companies mitigate risks associated with employee health such as workplace injuries, chronic diseases and stress-related burnout deliberately. In ters of this perspective, in spite the widespread adoption of wellness programs empirical research is lacking to comprehensively evaluate their effectiveness in achieving intended objectives as well this study seeks to fill this gap by investigating the effectiveness of employee wellness programs in enhancing workplace productivity and well-being alongside understanding and evaluating these programs' effectiveness is crucial for informed decision-making regarding program design and resource allocation. On top of that, without a thorough understanding, organizations may miss opportunities to enhance employee outcomes as well as this chapter will analyze the findings in line with the research objectives and questions outlined in Chapter 1 providing valuable insights for organizations looking to optimize their wellness initiatives respectively.
[bookmark: _heading=h.jaubit42whmb]5.2 Thematic Analysis
Theme 1: Significance of Wellness Programs
Workplace wellness programs indeed play a critical role in improving wellness and productivity of employees as well as organizations in general. This activity is crucial to the staff because it offers a chance to better oneself in physical, mental, and psychological aspects. Such programs frequently offer these types of initiatives like fitness classes, mental health services and campaigns aimed at healthy lifestyle. The employees can able to lessen the chances of getting chronic diseases, have a healthy body, and increase their productivity in the workplace through participating in health and wellness programs at work. From an organizational point of view, wellness programs are one of the most valuable tools in terms of creating a positive working environment (Rose and Johnson, 2020). Workers who enjoy support in the area of their well-being have greater chances of being enthusiastic, determined and satisfied with their jobs and duty. Subsequently, this may cause an increase in productivity and attendance rate while at the same time, reducing turnover rate. Additionally, wellness programs can boost employer image as an esteemed employer, thus excelling worker attraction and decreasing employee turnover rates. In general, wellness programs be of great value to both employees and the organization. These programs are not only good for the health and well-being of employees but also contribute positively to the kind of working atmosphere and productivity (Jones et al., 2019).
Theme 2: Components and Features of Wellness Programs
Employee wellness programs come in various forms and incorporate a range of components and elements aimed at promoting health and well-being in the workplace. They frequently involve health and wellness initiatives including exercise classes, body check-ups and nutritional programs. They may also provide mental health resources like counseling services, stress management workshops and mindfulness sessions. The most vital aspects of the wellness program effectiveness are as follows. Primarily the programs should be provided to all employees regardless of where they work and what their schedule is deliberately  (Janssen et al., 2018). This could include the running of virtual wellness activities or flexible booking for on-site programs. Besides that, programs should be designed to take into account the needs of particular employees and their specific variables including their age, gender, and health status. Successful wellness programs also include employers, employees and health professionals working as one team. Employees should be involved when programs are being designed and implemented by employers. This allows them to participate in decision-making by suggesting corrections and improvements. Health professionals can offer experience and support projects to draw upon the evidence to ensure that the initiatives are scientifically proven and workable (Berry et al., 2020).
Theme 3: Effects of Wellness Programs
The employee wellness programs are found to play a huge role in the mental health, physical well-being, and job engage of employees. These programs are planned to allow employees to have a healthy lifestyle and are there to help those who struggle with maintaining it. Research indicates that wellness programs can cause a decreased stress level, improved mental state, and increased job satisfaction among workers. Also, workers who are active in wellness programs tend to be noticed to have a higher level of engagement and productivity. Workplace wellness programs help to establish a positive work environment by ensuring the health and well-being of employees (Tringali et al., 2022). Team members who are validated in the area of well-being tend to be more fulfilled at work and less prone to exhaustion. This may favor higher degree of efficiency and lower absenteeism. Generally, work wellness programs have great impacts on employees' wellbeing and job satisfaction. Through these programs, organizations can build employee morale and increase productivity, which, in turn, results in healthier and more engaged workforce (Cleary et al., 2020).
Theme 4: Factors Impacting Employee Engagement
Different factors shape to the extent to which workers commit to the company fitness campaigns. Perceived product value is a leading determining factor. There is a better chance of employees becoming active in wellness programs if they feel that the benefits guided from the program will be rewarding. Therefore, companies have got to be particularly efficient in highlighting the importance of these schemes and workers benefits. The work environment culture is the other factor that really impacts engaged workers (Schwatka et al., 2018). Those businesses that emphasize and render support to the well-being of their employees and have a work environment that offers support are apt to have a large degree of involvement in well-being programs. The leaders are not only required but they provide the driver for employee engagement as well. If top managers support and involve themselves in the process of promoting healthy lifestyles, then their employees are more likely to do the same (Holcomb 2020). Further factors encompassing engagement are the simplicity of wellness program access and level of convenience, the availability of resources, assistance, and support and the extent to which employee participation is represented in program design and decision-making (Holcomb 2020).
Theme 5: Challenges and Barriers
Implementing and handling the wellness programs efficiently remains a hurdle, despite the various advantages the programs have to offer for organizations. The crucial problem is ensuring a low level of employee engagement and participation. In certain circumstances, certain staff members may be reluctant to change or may not clearly see the price of wellness programs, which might reduce their zeal for involvement. Furthermore, employees who have a busy work plan and competing priorities for home might not be able to spare time for wellness activities which might again discourage the participation rates. Wellness program evaluation constitutes an additional but critical challenge to be overcome (Goetzel et al., 2018). This matter is hard to assess quantitatively, which makes it difficult for companies to understand the ROI of such programs with confidence. Also, wellness programs are costly to set up and maintain, especially those institutions with limited funds. Employers may not have the resources to offer a wide range of wellness programs to their personnel due to this financial barrier. Success of wellness programs is significantly influenced by the organizational culture as well. The obstructing factor for these wellness initiatives to succeed in organizations where the leaders don’t put employees’ well-being as a priority or organizations that lack the support for wellness initiatives is that it becomes difficult to create a supportive environment (Sinsky et al., 2020). Similarly, companies where the culture does not consider health and wellness very significant will most likely find it difficult to get em¬ployees to engage in wellness activities. Regarding these challenges and barriers we need to consider a holistic approach which involves changing the culture of an organization, making the staff members involved, and measuring the effectiveness of the program at the end. Overcoming these difficulties organizations can make the culture of health and wellness that the company and employees benefit from instead (Holcomb, 2020).
Theme 6: Relationship with Productivity Indicators
Employee wellness programs serve as an important factor and directly affect the level of key productivity indicators in the organization. The highest impact is the changes in the turnover rates. Researches continue to indicate that staff members who get involved in corporate wellness programs have higher job satisfaction, thus lowering turnover rates. When workers are recognized and supported through wellness initiatives, they are more confident to stay with the company and prevent such costs and disruptions associated with the turnover. Additionally, wellness programs help to make people more productive at their jobs. Healthy employees, both mentally and physically, are more able to address the workloads that are required of them and are more efficient (Holcomb, 2020). Additionally, they are less prone to the cases of sick leave that leads to the decrease of absenteeism rates. Through this emphasis on overall well-being, organizations can develop an employee group that is stronger, more attentive, and more optimally productive. One more key part is about labor participation in the workplace (Sinsky et al., 2020). Such wellness initiatives that promote inclusivity and accessibility stimulate the employees to engage meaningfully in their health management. As a result, engagement levels in health and wellness activities surge, creating an environment that appreciates a healthy lifestyle. Consequently, the companies will enjoy a more engaged and extra productive staff. Another benefit of investing in employee wellness is that it can incur total cost savings to organizations. Through absenteeism, turnover, and healthcare expense reduction, organizations will see a direct benefit to the bottom line. Consequently, the company will be able to offer the employees with a working environment that is healthy, happier, and productive (Sinsky et al., 2020).
Theme 7: Suggestions for Improvement
Enhancing the effectiveness of the wellness programs is a must for building up a healthy and effective workplace. Firstly, it is required to personalize programs taking into account the needs of each employee. Conducting surveys or focus groups helps to find these needs and preferences. Through knowing what employees are thriving at and what they are into organizations can design programs that have better chances to be accepted and adopted. Moreover, program accessibility is another crucial factor. This involves making sure that all the wellness activities are accessible to all, including those who work remotely or in any location. The provision of virtual options for the wellness activities and a flexible schedule can be a way of meeting the needs of different work arrangements (Marshall, 2020). Hence, leadership support for wellness initiatives must also be enhanced. When leaders are involved in wellness programs and they actively promote these programs, the employees interpret this as a signal showing that health and wellness are a priority. Leadership backing can foster an environment in which the well-being is respected and infused into everyday working life. Educating and providing resources on various health issues is another strategy that works well. Workshops, seminars, and education materials can help employees make informed decisions about their health (Marshall, 2020). Enables employees with knowledge helps employees to make healthier choices and improve their behavior. Promoting social support within the workplace is also very important for the effectiveness of these programs. Activities that encourage bonding between workers, e.g. wellness competitions or group fitness, may foster a sense of belonging and thus a sense of involvement. Continuous evaluation as well as refinement of the wellness programs is necessary (Marshall, 2020). Collecting feedback from staff and analyzing data on the program’s effectiveness will enable organizations to pinpoint the areas that need improvements and make any needed changes. The inclusion of incentives can also bring workers to participate in wellness activities. The rewards for achieving these wellness goals or participating in challenges play an important role in the process of retaining engagement and producing long-lasting behavior change. Wellness integrated into the company culture is essential. By establishing wellness as a core value and including it in all practices and policies, organizations can construct a work environment where health and wellness are given priority. It is imperative to measure the return on investment (ROI) of wellness programs. Initial metrics to monitor changes in absenteeism, productivity, or health care costs can be created, which may help demonstrate the value of wellness initiatives to the organization's leaders and stakeholders. Lastly, continual feedback from employees should be a priority (Song and Baicker, 2021). On an ongoing basis, capturing employee input on wellness programs and incorporating staff suggestions are some of the ways that programs stay relevant, engaging, and useful. With such measures, organizations can elevate the performance of their wellness programs and create a workforce culture health promotion that benefits both employees and the entire business (Song and Baicker, 2021).
[bookmark: _heading=h.mbnbbzb4r64]5.3 Discussion
Employee wellness programs have become increasingly important in modern workplaces, with organizations recognizing the value of promoting employee health and well-being. These programs not only benefit employees by improving their physical and mental health but also have positive effects on organizational performance and reputation. The discussion surrounding the effectiveness of these programs highlights their pivotal role in fostering a healthy and productive work environment (Song and Baicker, 2021). Through the incorporation of the different components and elements of health programs discussed earlier, it becomes obvious that the program cannot be one-size-fits-all. It is essential to create wellness programs that match the special needs and likings of the employees. This involves supplying a range of wellness activities and amenities which work towards different individuals' interests and health objectives. Programs that are comprehensive, accessible, and in accordance with the desires of employees are more likely to make the results better, such as health improvement and increase workplace productivity. Furthermore, in the theme 3, the effects of wellness programs on the mental health, physical well-being, and job satisfaction of employees of organizations is highlighted (Song and Baicker, 2021). These type of programs have proven to bring about motivating workplaces where the employees feel encouraged and appreciated. Employee who is associated with wellness programs are more prone to high level of work satisfaction whereas the engagement leads to increased productivity and performance. Moreover, such programs can not only minimize levels of stress but also enhance general mental health which show long-term results at the levels of employees and organizations as well. In spite of the obvious advantages of the wellness programs, enterprises encounter the challenges of the barriers that can curb the effectiveness of the programs. Challenges such as participation, measurement, and cost are always faced by organizations as they struggle to handle them. For instance, many people will stay away from wellness programs due to certain constraints like lack of time or commitment. Organizations can meet these challenges by putting in place programs that encourage wellness and giving incentives to employees for participating, providing the necessary resources to support their engagement. However, there is also a problem of how to assess the validity of wellness programs. The measurement of the impact of these programs on employee health and productivity is a challenging task by the organizations, that is, the ROI becomes unfathomable (Madhani, 2010). On the other side by measuring some key parameters, for example, participation rates, changes in health outcomes, and employee feedback; companies gain insights into the effectiveness of their wellness programs and they make informed decisions in this area. Additionally, cost can be a barrier to implementing and maintaining effective wellness programs. Organizations with limited resources may struggle to invest in wellness initiatives, especially if they do not see immediate returns. However, research has shown that the benefits of wellness programs often outweigh the costs, with organizations experiencing reduced healthcare costs, improved employee morale, and increased productivity as a result of these programs (Madhani, 2010). Overcoming these challenges requires a strategic approach that involves strong leadership support, active employee engagement, and regular evaluation and adjustment of wellness programs. Organizations should also seek to create a culture of health and well-being where wellness is valued and prioritized. By addressing these challenges and barriers, organizations can create a work environment where employees thrive and organizations succeed (Madhani, 2010).
5.4 Summary
Based on the adobe finding and analysis. the Chapter 5 delves into a critical examination of employee wellness programs aiming to assess their efficacy in fostering a productive and healthy work environment as well as it explores how these programs benefit both employees and organizations highlighting their significance in enhancing employee well-being and organizational performance as well as the chapter begins by discussing the importance of tailoring wellness programs to meet the specific needs of employees emphasizing the value of comprehensive, accessible and employee-centric programs. In a precise manner, the thematic analysis further explores the components and features of wellness programs, emphasizing the need for a variety of initiatives that cater to different interests and health goals as well as it also discusses the positive effects of these programs on the mental well-being, physical health, and job satisfaction of employees, highlighting the role they play in creating a positive work environment alongside in spite their benefits implementing and maintaining effective wellness programs ought to be challenging for organizations as well as the chapter identifies challenges related to participation, measurement and cost and discusses strategies for overcoming these challenges respectively. It highlights the leadership involvement, employee involvement, and routine evaluations and changes in the health programs as the issues being discussed. The chapter concludes with the invaluable findings for organizations wanting to maximize their wellness programs. Through my knowledge of the importance of wellness programs, designing programs that meet the needs of workers, and tackling challenges, organizations are able to build a culture of health and wellness that is beneficial not only to the workers, but also to the organization as a whole.



[bookmark: _heading=h.j6kvz7ioipe]CHAPTER 6: CONCLUSION AND RECOMMENDATION

[bookmark: _heading=h.rs9pexvxyxqm]6.1 Conclusion
Based on the above discussion, employee wellness programs play a crucial role in fostering a healthy and productive work environment as well as through various initiatives such as fitness challenges, nutrition education and stress management resources, these programs not only improve employee well-being but also enhance overall energy levels leading to higher productivity along this the significance of wellness programs is evident in their ability to reduce absenteeism due to illness to mitigate risks related to chronic diseases and workplace injuries, and improve workforce morale and job satisfaction. In a precise manner, these programs contribute to creating a positive organizational culture towards to promoting teamwork and collaboration, and reducing healthcare expenses for both employers and employees as well as the effectiveness of employee wellness programs in achieving their intended objectives is supported by empirical evidence as highlighted in various studies. On top of that, the organizations that invest in employee wellness initiatives are viewed favorably by employees, job seekers, consumers and investors which enhances their reputation and competitive positioning within the industry as well as the companies like Google, Salesforce, and Zappos are exemplary in their approach to employee wellness offering a range of wellness benefits and fostering a culture of well-being and inclusivity overall employee wellness programs are essential for modern organizations seeking to enhance employee well-being, productivity and organizational performance however there is a need for further research to continuously evaluate and improve these programs to meet the evolving needs of the workforce and the organization deliberately.
[bookmark: _heading=h.9hzf8t487e4j]6.2 Objective Linking
[bookmark: _heading=h.29zecfe44yti]The research objectives were developed to provide insights critical for the understanding of the full impact of employee wellness programs on many aspects of organizational dynamics. The main purpose from the outset, however, was to break down the role played by workplace wellness programs (Schwatka et al., 2018). It was apparent to me that my line of thought focused mostly on why the companies offer such programs, what they try to bring about in doing so and the general weight of employee’s wellbeing in the modern working environment. While doing that, another important objective was paying attention to the elements and solutions those health programs may contain. They created different parts of the wellness program with components like health screenings, fitness challenges, mental health resources and stress management initiatives and so on (Schwatka, Fuchs et al. , 2018). Due to the prior knowledge of how these dimensions are used and combined with the organizational culture, the effectiveness of what has been applied has become more easily measured. In connection, the core purpose of the investigation has been to determine the level of wellness impact on the quality of services provided and employees’ job satisfaction. There were several objectives in this investigation: evaluating what employee wellness programs have to offer to the health of the workers and how wellness promotion at the office environment lead employees to enjoy their jobs. The work precisely studied the relationship between these factors and employee engagement and also satisfaction towards the health and wellness programs. Specify the variables that lead employees to join the companies’ wellness programs was among the main objectives (Johnson et al. , 2020). Offering the planned program, we have realized that employees’ engagement processes raise a lot of concerns along with the factors that influence the involvement. The proper definition of those concepts was the key to produce strategies that facilitated in increasing the productivity among employees and the effectiveness of the wellness programs. The research units focused on measuring the increase of the productivity level as a result of introducing the health maintenance devices into production. This required us to survey issues of staff retention, job performance, absence rate and engagement in wellness programs  (Johnson et al., 2020). The investigation of the indicators made it possible to find out how much the good wellness programs influence both work credibility and company performance. Moreover, the paper main focus was pointed at giving suggestions to improve the quality of employee wellness programs. The research outcomes were achieved by the combination of narrative literature review and analysis of data. We have targeted to summarize the study outcome suggestions as the practical solutions to benefit the wellness programs by contributing to the employee interests and organizational achievement  (Johnson et al. , 2020).
6.3 Recommendations
· Enhance Program Design: The thing to be recommended, the organizations should customize the wellness programs to fit the unique needs and choices of their workers as well as ought to include providing a range of wellness initiatives and various scheduling options as well as individualized wellness plans (Tengli, 2020).
· Increase Communication and Engagement: The thing to be recommended, the Organizations ought to promote the advantages of the wellness programs well and instigate full employee participation as well ought to be done through frequent communication presentation of incentives and awarding of recognition for participation (Alharahsheh and Pius, 2020).
· Provide Holistic Support: The thing to be recommended, wellness programs should not only concentrate on physical health but also include emotional health, stress managing resources and a work-life balance initiatives as well as a comprehensive approach to employee well-being will lead to a better result (Junjie and Yingxin, 2022).
· Evaluate and Adjust Programs: The thing to be recommended,  the continuous evaluation of wellness programs is a crucial step for measuring their efficiency and making changes when required as well as the employers have to collect feedback from employees and use data analysis to know the effectiveness of wellness initiatives (Pervin and Mokhtar, 2022).
· Foster a Culture of Well-being: The thing to be recommended, Organizations ought to adopt a culture that revolves around employee well-being and infuses wellness into the company's core values and workflows as well ought to be done by having leadership support training and establishing a conducive working environment (Pervin and Mokhtar, 2022).
[bookmark: _heading=h.n4hqtwoo3irh]6.4 Research Limitations
In spite of these findings which reinforce the effectiveness of employee wellness programs, it is noteworthy to point out some limitations. First, the basis on the secondary data sources may obstruct the analysis in depth. Even though secondary data helps to gather an insight concerning the trends and patterns, it might not be as detailed as primary data sources with contextual information (Ranganathan and Aggarwal, 2018). Also, the generalization of the outcomes may be restricted to some certain industries/contexts. Diversity of industries and organizational cultures can introduce unique aspects to the effectiveness of the employee wellness program which were not included in the analysis. Moreover, the dynamics of wellness programs and organizational practices change pretty fast, which could affect the significance of the obtained results in the future. There might have been some novel employe wellness strategies or organizational strategies that were introduced recently that could affect the relevance of this study's findings (Ranganathan and Aggarwal, 2018).
[bookmark: _heading=h.pl6qsmrhrcbk]6.5 Future Scope
The future studies about employee wellness programs may also explore various aspects such as increasing the knowledge and effectiveness. For instance, researchers may study the part of the long-term aftereffects of employee wellness programs on organizational performance, employee attitude, and general well-being. Longitudinal studies would provide an overall picture of continued benefits of wellness initiatives and tailor their programs based on this picture to get maximum effect (Ranganathan and Aggarwal, 2018). Cross-industry and cross-region comparisons can also be of great value for the analysis of successful practices and strategies to implement good wellness programs. The findings from the study of program effectiveness in different contexts could shed light on factors that promote success, and would in turn, guide the design of better wellness initiatives by organizations. The study should also take an in-depth look into brand new trends, including remote work and digital well-being, to get a new insight on improving employee health (Ranganathan and Aggarwal, 2018). In this manner, given the rising cases of remote work, an examination of how wellness programs may be implemented in virtual settings is fundamental (Ranganathan and Aggarwal, 2018). Lastly, exploring the influence of technology on employees’ wellness programs could be a very enriching area of study (Ranganathan and Aggarwal, 2018). Technological-based strategies, including the use of wellness apps or smart wearable devices, are showing so much promise that their effectiveness must be investigated further (Ranganathan and Aggarwal, 2018). Through the investigation of these areas, future research will bring innovations which will impact and increase the effectiveness of employee wellness programs (Ranganathan and Aggarwal, 2018). 
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