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Abstract 

Employee well-being programs have become the strategic lever to improve the performance and 

retention of employees in the organization. The current study aims to determine how the multiple 

well-being programs (physical, psychological, financial, and social well-being programs) affect 

the organizational outcomes through the mediation effects of employee engagement and job 

satisfaction. We employed a quantitative research design by administering a survey to 300 

employees from the IT, healthcare, manufacturing, and service industries. Data were analyzed by 

using regression, structural equation modeling (SEM), and correlation analysis to test a set of 

proposed relationships. The results revealed that well-being programs contribute to a significant 

positive effect on organizational performance (β = 0.42, p = 0.001, R = 0.38) and retention of 

employees (β = 0.36, p = 0.002, R = 0.32), which is partially mediated by engagement (β = 0.21,         

p = 0.010) and job satisfaction (β = 0.18, p = 0.015). Correlation analysis also suggested that 

employee well-being programs had a strong positive relationship with employee engagement, 

job satisfaction, organizational performance, and retention (r = 0.50-0.62, p < 0.01). Our findings 

are consistent with the Job Demands-Resources (JD-R) model and Social Exchange Theory, and 

they show that the psychological process of engagement and satisfaction plays an important role 

in mediating the relationship between the employees' well-being programs and organizational 

outcomes. The study makes a theoretical contribution by exploring the links between well-being 

programs, engagement, satisfaction, and organizational outcomes as an integrated construct. It 

also provides valuable implications for HR managers in designing, implementing, and evaluating 

employee well-being programs. Limitations are the cross-sectional and self-report data collection 

methods. Future research is recommended to employ a longitudinal design, study within and 

across the industries or countries, and use technology to help employees achieve the goals 

through well-being programs. Overall, employees' well-being is an effective strategy to improve 

organizational performance and retention. 

Keywords: Employee Well-Being; Organisational Performance; Employee Retention; 

Engagement; Job Satisfaction; Human Resource Management. 

I. INTRODUCTION  

Employee well-being is one of the most important issues for many contemporary 

organizations (Sears et al., 2013; Wright, 2010). This is because a healthy and satisfied workforce 

is the primary driver of organizational achievement and growth. Increasing stress and 
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competition in the workplace, coupled with the changing needs and wants of employees, has 

created a need for formal employee well-being initiatives focusing on physical, mental, and social 

well-being (Gubler et al., 2018; Gelencsér et al., 2023). Organizations around the world have now 

begun to invest in workplace initiatives such as wellness programs, flexible working practices, 

employee mental health and well-being, and team building and employee engagement activities 

(Khoirunnisa & Aisyah, 2024). 

Various positive outcomes, such as improved job satisfaction, employee engagement, reduced 

intention to quit, and employee performance are related to well-being programs (Albrecht, 2012). 

Employees feel that their organizations support their well-being thus employees are likely to be 

more committed, motivated and efficient. Although the logical connections among employee 

well-being programs and organizational outcomes may be intuitive, empirical research that 

explicitly investigated these connections in different contexts (e.g. Different organizations, 

cultures etc) were few and usually look at a single aspect of well-being or employee perceptions 

only, ignoring the actual performance and retention data (Abdullah et al., 2021; Sharma et al., 

2016). 

This study seeks to contribute to the existing literature by testing the relationship between the 

holistic employee well-being program and organizational performance as well as employee 

retention. 

The primary research questions which this study is exploring are: To what degree do                  

well-being programs affect employee retention? 

To what degree do well-being programs affect organizational performance? 

The study takes a systematic quantitative approach by testing the above questions using 

reliable survey instruments and performance measures? 

The paper contributes to theory by connecting HR management practices to organizational 

behavior outcomes and offers an empirical support for the strategic benefit of well-being 

activities. For practitioners, the paper offers useful insights to managers and HR professionals on 

designing and implementing a successful well-being program to ensure employee well-being as 

well as organizational success. In the following sections, we present the literature review, the 

conceptual framework and hypotheses, methodology, empirical results and the discussion, 

followed by the conclusion. 

The structure of the paper is as follows: The literature review on employee well-being, 

performance, and retention is covered in Section 2. Section 3 outlines the theoretical framework 

and hypotheses, while Section 4 describes the research methodology, Section 5 discusses the 

findings, Section 6 analyses the results and their implication. Section 7 concludes the study, with 

a summary, limitations and avenues for future research. 

II. LITERATURE REVIEW  

Employee well-being initiatives aim to improve the physical, psychological, financial, and 

social well-being of the employee (Dinh, 2020; Heffernan & Dundon, 2016). While fitness 

initiatives, ergonomic improvements, or health screenings fall under physical well-being, 

counseling, mindfulness exercises, and stress management workshops fall under psychological 



Global Perspectives in Management, Vol. 3, No. 1, March 2025                                                                          ISSN: 3049-088X 

https://doi.org/10.66027/GPIM/V3I1/GPM25117                                                                                                      175 

well-being. Benefits like retirement planning, incentives, and financial literacy are components of 

financial well-being, while inclusion efforts, team building activities, and promoting work-life 

balance are components of social well-being. Globally, many companies have begun 

implementing employee well-being initiatives based on evidence that employee well-being is 

positively related to organizational results. The models used to explain the implementation of 

employee well-being initiatives include the Job Demands-Resources model which asserts that 

resources can buffer the negative impact of job demands on employees and the Social Exchange 

theory which asserts that when organizations offer support and benefits to employees, employees 

will reciprocate with increased job performance (Radu, 2024). 

The key elements that determine organisational performance include productivity, 

operational efficiency, output quality and innovativeness. Research studies have revealed that 

employee well-being programs can have an impact on these performance indicators. The 

employees that are involved in employee well-being programs appear to have higher levels of 

motivation, lower absence rates and greater task effectiveness (Nielsen et al., 2017). Employee 

well-being programs have also been shown to bring about better teamwork, fewer workplace 

errors and greater receptiveness to organisational change. Moreover, organizations that have 

employee wellness programs often indicate improved innovativeness and problem solving as 

they have more enthusiastic employees (Chen et al., 2023). 

In relation to retention, well-being is intrinsically related to satisfaction, commitment and 

engagement (Sandhya & Kumar, 2011). Studies have reported that well-being interventions 

decreases intentions to quit by improving employee satisfaction and loyalty. When employees 

feel supported by their organizations regarding well-being, they become less likely to quit, 

thereby leading to reduced recruiting costs, higher team cohesion and perpetuating the 

organizations knowledge base. Well-being programs can therefore foster better organizational 

cultures, develop higher employee-management trust and secure longer-term commitments 

(Boxall et al., 2016). Those organizations that invest in the health and satisfaction of their 

employees will not only find it easier to retain highly skilled staff but will also benefit from higher 

employee morale, better performance reliability and an enhanced employer image. 

Although a considerable number of studies exist which support the notion that well-being 

impacts positively on the organization, most research examines a single facet of employee                

well-being or uses self-reported data. Very little quantitative research evidence can be found that 

empirically relates full-scale well-being interventions to organizational performance and 

retention, especially in multinational or cross-culturally diverse organizational contexts. The 

current study addresses this lacuna. 

III. CONCEPTUAL FRAMEWORK AND HYPOTHESES 

The article suggests a conceptual framework that explores the role that employee well-being 

programs play in organizational performance and employee retention. The potential mediating 

role of employee engagement and satisfaction may also play an important part in linking                  

well-being programs with desired outcomes.  

Figure 1 displays the conceptual framework of this study, revealing the associations between 

employee well-being programs and its outcomes. The framework outlines four kinds of employee 
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well-being programs, which are physical well-being, mental well-being, financial well-being, and 

social well-being, and their positive impact on performance and retention directly. The model 

also involves employee engagement and satisfaction as mediation variables, and how employee 

engagement and job satisfaction mediate on the link between well-being programs and 

performance. H1 and H2 describe direct positive effects on performance and retention 

respectively; and H3 describes mediated effects through engagement and satisfaction. 

Figure 1: Conceptual Framework of Employee Well-Being Programs and Organizational 

Outcomes 

Hypotheses 

H1: Employee well-being programs have a positive influence on organizational performance. 

H2: Employee well-being programs have a positive influence on employee retention. 

H3: Employee engagement mediates the link between employee well-being programs and 

organizational performance. 

H4: Job satisfaction mediates the link between employee well-being programs and employee 

retention. 

IV. RESEARCH METHODOLOGY  

4.1 Research Design 

This study utilized a quantitative research design approach to investigate the relationship 

between employee well-being programs, organizational performance and employee retention. 

Primary data was collected using a structured survey that allowed for the measurement of 

employee and HR manager's perceptions, level of involvement in employee well-being programs, 

and relevant organizational outcomes. The quantitative design allows for the statistical 

examination of the direct and mediating relationships specified in the conceptual framework and 
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facilitates generalizability and replicability of results. Where appropriate, organizational data 

was used to corroborate employee self-reported data and enhance its reliability. 

4.2 Sample and Data Collection 

The target population of the research is employees from various organizational sectors such 

as IT, healthcare, manufacturing and services, so that the results are applicable in diverse 

organizational settings. A total sample size of 300 employees was targeted in order to have 

adequate statistical power to analyze regression and SEM analysis. Stratified random sampling 

technique was adopted to obtain a representative sample with balanced representation across 

different departments, job role, and years of service. The data was collected through online survey 

instruments and by using organization's human resource records for some dependent variables. 

All employees were voluntarily participate in this study and assured of their confidentiality. 

4.3 Measures 

Employee well-being programs was assessed using the multi-dimensional scale that include 

physical, mental, financial and social programs that employees are involved in, and it was rated 

on a 5 point Likert scale from completely disagree to completely agree. Performance metrics such 

as productivity, efficiency, quality and innovativeness was assessed using employee reports and 

from performance records kept by human resources. Retention factors such as turnover intention, 

length of service and level of engagement were assessed. Reliability of measurement scale was 

checked through Cronbach's alpha that must be higher than 0.70 for scale reliability. Engagement 

and job satisfaction also measured to analyze mediation effect. 

4.4 Data Analysis Techniques 

The data collected was analyzed using SPSS and AMOS. Descriptive statistics summarized the 

employee's and organization's characteristics and variables while regression analysis and 

structural equation modeling (SEM) was used to examine the relationship between employee 

well-being programs, performance and employee retention. Hypotheses of the study were tested 

by regression and SEM. Correlation analysis was used to identify the associations between the 

variables. Statistical significance was determined by a P value less than 0.05 and effect size for 

practical significance was examined. Linearity, normality and multicollinearity were tested. 

V. RESULTS / FINDINGS 

5.1 Descriptive Statistics 

A total of 300 respondents were included in the sample, which represented various sectors, 

namely IT (35%), healthcare (25%), manufacturing (20%) and services (20%). Employee 

participation across positions showed a sample of 40% junior, 35% mid-career and 25% senior 

management personnel. The average age of respondents was 34.5 years (SD = 7.2) and the average 

length of service in the company was 6.8 years (SD = 3.5). The distributions of the responses show 

that a high number of employees engage with the well-being program. Engagement with the 

mental health and social component of the program seemed to be higher. 
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5.2 Reliability and Validity 

All scales of the measurement proved to be highly reliable. Cronbach alpha values for the main 

constructs were as follows: employee well-being programs (= 0.89), organisational performance 

(= 0.87), employee retention (= 0.85), engagement (= 0.88) and job satisfaction (= 0.86). Factor 

loadings were in range between 0.62 and 0.91; therefore, they prove to have good construct 

validity. Model fit indices of SEM were also in acceptable range (CFI = 0.95, RMSEA = 0.052 and 

TLI = 0.94). 

5.3 Hypotheses Testing 

Table 1: Regression Results for Direct Effects 

Hypothesis 
Independent 

Variable 
Dependent Variable β 

p-

value 
R² Significance 

H1 
Well-being 

Programs 

Organisational 

Performance 
0.42 0.001 0.38 ** 

H2 
Well-being 

Programs 
Employee Retention 0.36 0.002 0.32 ** 

The direct relationships of employee well-being programs on organisational performance and 

employee retention are demonstrated in Table 1. The result of the regression analysis 

demonstrates that employee well-being programs are related positively to organizational 

performance (= 0.42) (H1) and employee retention (= 0.36) (H2) (p < 0.01 in both cases). The values 

of R demonstrate that 38% of the organizational performance and 32% of employee retention is 

accounted for by employee well-being programs. These results confirm that spending on 

employee well-being program results in tangible benefits for organizational performance. 

Table 2: Mediation Analysis (Engagement and Job Satisfaction) 

Path β p-value Significance 

Well-being → Engagement → Performance 0.21 0.010 * 

Well-being → Satisfaction → Retention 0.18 0.015 * 

Table 2 shows the mediated relationships among employee well-being programs and 

organizational outcomes. The analyses results indicate that engagement mediates the relationship 

between employee well-being programs and organizational performance (H3, = 0.21, p = 0.010), 

and job satisfaction partially mediates the relationship between employee well-being programs 

and employee retention (H4, = 0.18, p = 0.015). The results imply that employee engagement and 

job satisfaction are psychological factors that amplify the efficacy of well-being programs in 

relation to positive organizational performance and retention. 
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Figure 2: SEM Path Diagram Highlighting Mediation Effects of Engagement and Satisfaction 

The Figure 2 displays the SEM test of direct and indirect relationships of well-being programs 

on organization performance and employee retention. It clearly depicts that the well-being 

programs can positively impact performance and retention in direct as well as indirect way 

through employee engagement and job satisfaction partially mediate. All standardized path 

coefficients (along the paths) and R values are presented with respective path (construct). Straight 

arrows depict the direct and mediated paths whereas dashed arrow illustrates the direct path and 

explains that relationship of well-being program on performance and retention exist direct 

relationship also. Model fit statistics (CFI=0.964, TLI=0.958, RMSEA=0.037 and SRMR=0.048) 

prove a reasonable fit 

Table 3: Pearson Correlation Matrix of Study Variables 

Variable 1 2 3 4 5 

1. Well-being Programs 1     

2. Employee Engagement 0.62** 1    

3. Job Satisfaction 0.58** 0.65** 1   

4. Organisational Performance 0.55** 0.60** 0.57** 1  

5. Employee Retention 0.50** 0.52** 0.54** 0.60** 1 

Table 3 Correlation matrix reveals the correlation matrix highlights the strength and direction 

of the association between significant variables. Employee well-being programs had significant 

and positive correlation with employee engagement (r = 0.62, p< 0.01), job satisfaction (r = 0.58, 

p<0.01), organisational performance (r=0.55, p<0.01) and employee retention (r=0.50, p<0.01). 

Employee engagement and job satisfaction were also correlated (r=0.65) in significant positive 

way indicating its mediating effect. There was moderate correlation in engagement, job 

satisfaction and organisational performance (r=0.50, p<0.01) and employee retention (r=0.47, 

p<0.01). The above correlations provide strong support for the conceptual model. 
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5.4 Key Insights 

Organizational performance and employee retention can be positively enhanced through the 

implement of the effective employee wellbeing programs. Among four sub-areas of wellbeing 

programs mental and social were more effective than financial and physical wellbeing programs. 

Employee engagement and job satisfaction mediated effects of the wellbeing programs to the 

outcomes of organisational performance and employee retention. Through the systematic 

application of wellbeing programs, the organisations might achieve enhanced productivity, 

efficiency, and employee loyalty as well as retention rates. 

VI. DISCUSSION  

The findings of this research have provided clear and consistent support for the direct effect 

of employee well-being on employee performance and retention (H1, H2). This study lends 

empirical credence to the positive effects that well-being initiatives can provide for organisations 

and their employees. Both direct effect H1 and H2 were supported, thus indicating that by 

providing well-being interventions organisations directly positively affect employees' efficiency, 

productivity and retention. These results are in line with the assumptions of the JD-R model 

which theorizes that resources in the organisation minimize the adverse effects of work demands 

on the worker while facilitating the achievement of job objectives. With regards to the mediation 

variables, the mediation effect found for engagement (H3) and job satisfaction (H4) support the 

premises of SET, demonstrating that these employee psychological factors are the central drivers 

mediating the relation between employee well-being interventions and organizational 

performance.  

From a management point of view, the conclusion of this study calls on the organizations to 

approach the design of well-being programs in a comprehensive and strategically integrated way, 

which would take into account the physical, psychological, financial, and social dimensions. HR 

strategy-aligned programs are more likely to receive broad engagement and have maximum 

organizational alignment while ROI measurement via performance and retention criteria could 

validate the investment of organizations in these programs. Continuous measurement of 

engagement and satisfaction is expected to pinpoint which programs can create the largest effect 

Practical limitations should also be discussed. It could cost a lot to implement these programs 

and participation rate might be inconsistent across different departments, roles, cultures, etc. 

Organization with global structure needs to adjust their program according to the culture and 

employee expectations in each country. E-platform or more flexibility of the programs could 

enhance access and participation. 

On a global level, well-being programs should not only be treated as a domestic HR practice 

but also as a critical lever to enhance a firm’s global competitiveness. Policy makers and 

multinational companies may use this information to promote workforce sustainability, 

reputation, and inclusive culture. Ultimately, an organization will simultaneously attain both 

performance and value by investing in employee well-being programs. 
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VII. CONCLUSION  

The findings of this study empirically confirmed that comprehensive employee well-being 

programs contribute to higher levels of both organizational performance and employee retention. 

Results from regression analyses suggested that well-being programs positively influence 

performance (β = 0.42, p = 0.001, R = 0.38) and retention (β = 0.36, p = 0.002, R = 0.32). Mediation 

analysis revealed that employee engagement (β = 0.21, p = 0.010) and job satisfaction (β = 0.18,  

p = 0.015) were partial mediators, hence they explain a part of the effect of well-being programs 

on organizational outcomes. Correlation analysis found significant positive relationship between 

well-being programs and employee engagement (r = 0.62, p < 0.01), satisfaction (r = 0.58, p < 0.01), 

performance (r = 0.55, p < 0.01), and retention (r = 0.50, p < 0.01). These results supported the 

theoretical background. Theoretically, this study extends existing research by developing a 

unified model of well-being, engagement and satisfaction and their influence on performance and 

retention outcomes which expands upon the JD-R model and Social Exchange Theory. Practically, 

this research provides a sound basis for HR managers and organizational leaders to identify best 

practices to implement well-being programs aimed at enhancing employee engagement, job 

satisfaction, and overall organizational effectiveness. Statistically, these findings provide 

convincing evidence of the positive outcomes of well-being programs that can be strategically 

leveraged to support organizations. For future research, more Longitudinal studies can 

investigate the impact of employee well-being over the longer run, Cross-sectional studies 

comparing between organization, sector or country, and studies on how digitally implemented 

well-being tools influence employees working remotely. In essence, results from this research 

confirm that investments in employees' well-being indeed bring tangible returns in organizations, 

both in performance and retention 
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