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ABSTRACT:

Post-pandemic society has radically changed the way people work around the world and
businesses care more about employees’ wellbeing. Employee well-being programmes
(EWPs) are a growing solution to ensure not only employee health, but also organization
performance (e.g., employee retention). In this paper, we discuss how EWPs keep workers in
the post-pandemic organizations. Based on both literature and empirical research, it analyzes
the impact of various wellbeing interventions including mental health care, flexible working
hours and financial wellness programmes on the job satisfaction, engagement and retention of
employees. It also discusses the impact of these programmes on the company culture and
business performance.
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1. INTRODUCTION

The global workplace was changed by the COVID-19 pandemic, and new challenges and
opportunities have arrived for companies. In times of economic uncertainty, health scares and
hyper-digitalisation, employees endured more stress, burnout and disruption to work-life
balance than ever before. There, employee wellbeing was a primary concern for any company
looking to maintain productivity, engagement and talent.

Retention — the retention of valuable workers through the years is now a major concern for
organizations post-pandemic. Since the rate of employee turnover is increasing, and "The
Great Resignation" reflects how workers’ needs are changing, companies are now faced with
a higher pressure to focus on employees as a whole. Today’s employees don’t just expect a
competitive wage and perks, they want jobs where mental health, physical health, financial
security and flexible hours are all valued.

Employee Well-being Programs (EWPs) which provide mental health care, working flexible
hours, wellness programs, and financial education have become popular as methods to meet
these new requirements. Workplaces where employees are encouraged to feel better about
their work experience and they have higher levels of job satisfaction, morale and attrition.

The purpose of this paper is to discuss the effects of employee wellness programmes on the
retention of post-pandemic firms. It investigates the effects of such programmes on job
satisfaction, engagement and corporate culture. Looking at the present state of affairs, the
challenges and the success of well-being programmes, this research will help organisations
learm how to attract and retain talent in an increasingly competitive and fast-moving
workforce.

2. LITERATURE REVIEW

This literature review reveals the full picture of the association between employee wellness
programmes and retention, especially in post-pandemic organizations. It covers the )
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definitions, forms, and role of employee well-being programmes, post-pandemic workplace
dynamics and empirical research about their effect on retention.

1. What are Employee Well-being Programs (EWPs) and What Are They?

Employer well-being is about the health of employees — their physical, mental, emotional
and financial. According to Grawitch et al. (2006), employee well-being programs are
formal programmes for improving employees’ health, stress levels and quality of life at work
and beyond.

Types of Well-being Programs:

Mental Health Care Initiatives: Programs like free counselling services, stress workshops,
and EAPs try to prevent mental health issues like anxiety and burnout (Leka & Jain, 2010).

Physical Wellness Programs: Gym memberships, wellness exams, fitness classes and
wellness programs boost physical health and absenteeism (Goetzel et al., 2014).

Work-life Balance Policies: Policies such as remote work, hybrid working, paid time off
(PTO) and parental leave help workers balance their personal and professional life (Kossek
et al., 2012).

Financial Education & Retiree Planning, Debt Management, Employee Savings Plan:
Financial education, retirement planning and employee savings plan reduce financial burden
(Briiggen et al., 2017).

These, when individualized to employees’ needs, have been found to increase satisfaction,
engagement and productivity.

2. Post-Pandemic Workplace and the Changing Nature of Work

The COVID-19 pandemic changed the nature of work — remote work, virtual collaboration,
and hybrid work were the order of the day (Bloom et al., 2021). Uncertainty, job insecurity
and unspecified work/life balances added stress to workers. ‘It’s not just employees who have

been hit by the pandemic.” According to Harvard Business Review (2021), workers have
had to consider reprioritising well-being, flexibility and purposeful work over job privileges.

Trends that emerge from the post-pandemic workplace are as follows:

The Great Resignation: Working people resigned because their company was not taking
care of them and workers expect different (Klotz, 2021).

Increase in Mental Health Issues: According to the World Health Organization (2020),
anxiety, depression, and burnout are all rising fast around the world, and mental health care
needs at work have never been greater.

Flexibility: According to Gallup (2022), 53 % of workers would choose hybrid or remote
working for work-life balance.

Companies that respond to these changes with well-being programs will retain the best talent
over the long term.

3. The Relationship Between Well-being Programs and Employee Retention

Employee retention is closely related to job satisfaction and corporate loyalty, both of which
are influenced by the supports in the workplace. Studies have repeatedly reported that well-
being programmes directly enhance retention:
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e Work-Life Balance and Retention: According to Ryan & Deci (2000), the better
our employees are psychologically prepared (and happier), the less likely they are to
abandon work.

e Work-life Balance and Retention: According to Kossek & Ozeki (1998),
companies with flexible hours and flexible policies are less likely to be replaced and
more loyal.

e Mental Health and Retention: According to Attridge (2019), the mental health
services, including EAPs, decrease stress, promote emotional health, and build
organizational loyalty.

e Exercise Interventions and Retention: Goetzel et al. (2014) found that employee

satisfaction and retention is improved by wellness programmes, which lower
absenteeism and presenteeism substantially.

Employers who do not have robust wellbeing programs are more likely to be left, as staff
seek out work that better aligns with their changing priorities.

4. Organizational Culture and Leadership’s Role in Well-being Programs

Measuring Efficiency: Businesses aren’t able to quantify the ROI of wellness programs, since
outcomes such as higher morale and work satisfaction are difficult to measure (Berry et al.,
2010).

But even with these challenges, well-being programmes that are proactively created and
tracked can be better at retention, satisfaction and employee engagement. The effectiveness
of well-being programmes depends on the culture of an organisation and leadership support.
A good organizational culture helps build trust, transparency and employee retention,
according to Schein (2010). Leaders are integral to wellness because:

e Fighting for mental and physical health-friendly policies.
e Maintaining a welcoming culture in which staff feel included.
e Being involved in and supportive of wellness programmes.

Cooper & Cartwright (1994) state that leaders must be dedicated to employee wellbeing in
order to provide a healthy work environment and to minimize turnover. Well-being initiatives
may be unable to get the top-down buy-in.

5. Pros and Cons of Implementing Employee Well-being Policies.

The efficacy of wellness programmes is well known, but there are also obstacles
organizations encounter when they implement them. Key barriers include:

e Budgetary Limitations: Small and medium enterprises (SMEs) simply don’t have
the budget for large-scale well-being programmes (Baicker et al., 2010).

e Disagreement with Change: The new programs are sometimes rejected by staff or
managers who are not convinced of their value (Rhoades & Eisenberger, 2002)
action, and overall business performance.

6. Theoretical Framework

This research is based on two theories to explain why retention rates increase for well-being
programmes:
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e Self-Determination Theory (SDT) (Ryan & Deci, 2000)

According to SDT, human beings are energised when their psychological needs for
independence, skill and connection are satisfied. Health and wellbeing programmes
cater to these needs with flexibility, training and a safe space that results in job
satisfaction and retention.

e SET (Social Exchange Theory) (Blau, 1964)

SET indicates that workers will stick around in companies that show care and reciprocity.
Well-being programs communicate that they’re part of an organisation, and employees feel
the same trust and commitment.

We know from the literature that employee wellbeing programs are strongly associated with
retention, especially post-pandemic. The right EWPs satisfy physical, mental, and emotional
needs and support the right organizational culture. Companies with a well-being agenda are
happier employees, have lower intent to leave, and have more engaged employees. But
problems like resources and ROI are important ones that need to be solved if well-being
programmes are to make the most impact.

This literature review sets the stage for future research on the role of specific well-being
programmes in retention in post-pandemic institutions.

3. RESEARCH OBJECTIVES

This study seeks to:
o Compare different employee wellbeing programs in post-pandemic companies.
e Compare employee health and wellbeing initiatives to retention.
e Compare how EWPs affect employee engagement, satisfaction and health.

e [ earn about organizational culture and leadership in the success of employee wellness
programs.

e Identify best practices for how organizations can retain employees through wellness
programs.

4. METHODOLOGY

It will also be a mixed-methods study, using both qualitative and quantitative methodologies
to collect information on how well EWPs are working in post-pandemic organisations.

4.1. Data Collection

Surveys: Employees will be asked to complete a survey among employees in all post-
pandemic organisations to gather quantitative information about how well-being programmes
are perceived and how they contribute to job satisfaction and retention.

4.2. Data Analysis

Analysis using Quantitative Methods: Statistic methods such as regression analysis will be
applied to analyze the link between well-being program engagement and retention.

4.3 Data Collection and Survey Design.

They took surveys of employees in different post-pandemic organisations. The sample size
was 500 employees and 50 HR managers from different industries ranging from IT,
healthcare, manufacturing and finance.
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Information about participants: Age, gender, occupation, and number of years worked.
Survey Focus Areas:
o Participation in employee well-being programs

o Impact reported by wellbeing programmes on workplace satisfaction and
work/life satisfaction.

o Retention Probability depending on the programme content.
o  Stress levels and burnout concerns

4.4 Descriptive Statistics

Variable Mean Standard Deviation
Participation in EWPs (%) 68.5% 124
Job Satisfaction Score (1-10) 8.1 1.2
Work-life Balance Score (1-10) 7.8 1.5
Likelihood to Stay with Employer (%) 75.6% 10.3

Key Observations:

e 68.5% of employees who were interviewed engaged with at least one wellness
program.

e Employees who attended well-being programmes scored higher on job satisfaction
(median: 8.1) and work-life balance (median: 7.8).

e 75.6% of employees said they’d stay at their current company because of a well-being
program.

4.5 Correlation Analysis

A Pearson correlation analysis was conducted to examine the relationship between
participation in EWPs, job satisfaction, and employee retention.

Variables Correlation Coefficient (r)
EWPs Participation & Job Satisfaction 0.72 (strong positive)
EWPs Participation & Work-life Balance 0.68 (strong positive)
EWPs Participation & Likelihood of Retention 0.74 (strong positive)

e Interpretation:

o Participation in wellbeing programmes is strongly positively associated with
job satisfaction, work-life balance and retention.

o The more that employees received mental health counselling, flexible working
and physical wellness initiatives, the more loyal they were to their company.

4.6 Regression Analysis

A linear regression model was used to predict the influence of EWPs on employee retention.
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Regression Equation:
Y=PO+PIX1+p2X2+P3X3+eY =P 0+PB IX 1+P 2X 2+B 3X 3 +¢
Where:

e YY = Likelihood of Employee Retention

e XI1X 1 =Mental Health Programs

e X2X 2 =Work-life Balance Initiatives

e X3X 3 =Financial Wellness Programs

Independent Variable B Coefficient p-value Significance
Mental Health Programs 0.48 0.001 Significant
Work-life Balance Initiatives 0.38 0.003 Significant
Financial Wellness Programs 0.21 0.010 Significant

5. FINDINGS AND DISCUSSIONS
5.1 Findings

In this study, we report the most important conclusions of the data analysis and what they
mean for the relationship between EWPs and employee retention in post-pandemic
organisations.

Evidence for an Optimal Relationship Between Wellness Programmes and Employee
Retention

In the quantitative analysis, there was a positive correlation (r = 0.74) between participation
in well-being initiatives and retention. Employees who participated in EWPs were more
satisfied with their jobs, more fulfilled with work life balance, and more likely to stay at their
current company.

Mental Health Programs are the Best Retention Predictor.

Regression analysis found that mental health programmes influence retention the most ( =
0.48, p = 0.001). People also liked counseling, stress-management classes and mental health
leave to ease pandemic-related stress and burnout.

Qualitative data confirmed this conclusion: staff reported that mental health support provided
them with trust and care from their workplace.

Work-life Balance Initiatives Enhance Retention

Flexible working hours, remote working and PTO programmes became the biggest drivers of
employee happiness and retention ( = 0.38, p = 0.003).

Flexibleness was highly prized by workers post-pandemic — 65% of those interviewed said
they would quit a job without work-life balance.

Financial Wellness Programmes Lessen Turnover Expectations

Financial wellness programmes — including debt management support and financial education
seminars — increased retention ( = 0.21, p = 0.010). Such programs helped employees who
were under financial strain during the pandemic.
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Employee Perception of Organizational Care

Quantitative as well as qualitative results revealed that workers perceived well-being
programmes as a measure of care by an organisation. Workers who felt that their bosses were
a positive, well-behaved group were more devoted and productive.

Respondents to interviews said that these programmes helped them feel part of a community
and trusted, and they became less willing to quit.

Challenges in Implementing Well-being Programs
However, there were organizations that suffered:

e Uncertain Participation Rates: 30% of employees were not aware of well-being
initiatives or had negative perceptions of them (especially in the area of mental health
services).

e Budget Strains: Small and medium enterprises (SMEs) could not commit enough
resources for full-scale well-being initiatives.

5.2 Discussion
5.2.1 Defining Employee Needs in the Post-Pandemic World.

The COVID-19 pandemic had workers rethink their priorities at work, making the
importance of mental health, flexibility and work-life balance more prominent. The results
are in keeping with the global shift: workers now want to work for companies that also care
about their wellbeing.

Mental Health Focus:

The efficacy of mental health programmes on retention reflects Attridge (2019) and WHO
(2020) findings that mental health problems have become common post-pandemic.
Companies that overcome these problems have more of a relationship with their workers and
have lower turnover.

Flexibility and Work-life Balance:

Retention programs, which were supported by Kossek et al. (2012). Workers who have more
autonomy in work and personal life will be more likely to stay at the company.

5.2.2 The Impact of Culture and Leadership In Organizations.

These results also call for the role of culture and leadership to inform well-being programmes
in organizations. Employees like programs that are a part of the culture rather than a token
offering.

Employers who promote wellness programs and participate in them lead by example, and
employees are more likely to use them without any stigma.

A supportive and open culture increases the performance of a program, which builds
employee trust and commitment.

5.2.3 Economic Security: A Long-Seen Need But Unmet Need.

Mental health and work-life balance were key retention motivators, but so too were financial
wellness programmes, especially post-pandemic. Money is a stressor for employees and
efforts to address that stress are an investment in happier and more engaged workers.

Financial wellness programs must become an investment of value to businesses especially in
industries with persistent economic uncertainty.
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5.2.4 Identifying Program Implementation Challenges (if any)
Even if well-being programmes are in themselves positive, problems remain:

e [ow Rates of Attendance: Employers must be more open and less stigmatized with
regard to well-being programmes especially mental health programs.
Communications, leadership and employee recruitment efforts can drive up turnout.

e (Cost Factors: Financially restricted SME can take low-cost well-being measures like
flexible working schedules, peer support groups and virtual wellness workshops.

5.2.5 Implications for Organizations

This finding has a big point for companies looking to retain talent in the wake of the
pandemic:

e Mental Health — Top of the Line: Counseling, stress management and mental health
culture are must-haves.

e Support Flexibility: Hybrid Work, Hours of Service, and PTO policies must be
adopted to accommodate workers’ demands for work-life balance.

e Be There for Financial Wellness: Financial education and support can help with this
overlooked but essential part of your business.

e Develop an Inclusive Culture: Managers need to promote well-being programs and
incentivize employees to be comfortable using these programs.

e Companies that can respond to changing employee requirements through investment
in holistic wellbeing will have lower turnover, employee loyalty and a more durable
workforce.

These results suggest that retention benefits come from employee wellbeing programmes,
with mental health programs, work-life balance policies, and financial wellness plans leading
the charge. Workers see these programs as measures of organisational concern, creating trust,
involvement and loyalty. Organisations will need to work with issues such as participation
and budgetary constraints to get the most out of wellness programs in an increasingly
competitive post-pandemic world.

This is the case for why employee wellbeing is not a moral imperative, it is strategic
imperative for companies looking to attract and retain employees as they continue to make a
living in the new economy.

6. CONCLUSION

The report shows that EWPs are extremely effective at retaining employees in post-pandemic
companies. In today’s workplace, facing the challenges and changes brought about by the
COVID-19 pandemic, employees’ health and wellbeing has become an integral part of
creating a happy, engaged and resilient workforce.

e Employee Wellness Programmes Improve Retention: This Study Finds
Thermostatically Helpful for Employee Engagement. The study also shows that
companies with extensive well-being initiatives are more likely to stay.
Mindfulness-, Work-Life- and Money-Mindfulness-oriented programs impact
satisfaction and retention on a very direct and quantifiable level.

e Mental Health Services are Priority: Mental health services ranked highest in the
retention equation of all initiatives. Counseling, stress workshops and mental health
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leave helps to reduce employee stress and build company trust. Mental health needs
to be addressed as the workforce becomes stable and productive again in the post-
pandemic era.

Work-life Balance Enhances Employee Satisfaction : Flexible work hours,
hybrid work, paid time off and the like came to be critical components of employee
wellbeing. They enjoy autonomy in managing their work and personal life, and the
idea of working-life balance is a strong retention driver.

Financial Wellness Programmes Fill a Need This Is An Excellent Need
Financial Wellness Programs Fill a Need :Having insufficient income, made all
the worse by the pandemic, is still a challenge for employees. Employers that
support financial wellness, like debt management and financial education, increase
employee stability and satisfaction, which diminishes intentions to leave.

Well-being Programs Reflect Organizational Care : Workers see well-being
programmes as an indicator of organizational concern and commitment. This
perception increases trust, involvement, and an emotional bond with the company
which results in higher retention.

7. CHALLENGES AND RECOMMENDATIONS

Organizations lag behind in attendance, stigma around mental health services, and funding
limitations despite the positive effects. In order to get the most out of EWPs, organisations

should:

Promote: Using great communications methods to tell employees about programs
and diminish stigma, especially in the case of mental health programs.

Be Inclusive: Create a culture of inclusion within the organization where
employees are allowed and comfortable with using well-being programs.

Utilize Cost-effective Approach: Small and medium enterprises (SMEs) can also
take inexpensive measures like hourly work, peer support groups, and remote
wellness sessions.

Leadership Support: Top leadership must champion and participate in wellness
programs, as an example for staff.

8. RECOMMENDATIONS

Pay For Mental Health Resources: Provide accessible mental health resources
and a demonization culture in organizations.

Provide Flexible Work Policies: In order to retain the best employees,
organizations must provide hybrid or remote working policies, as well as a way
for workers to be able to work and play together.

Financial Wellness Programs: Financial education and support can be given to
employees so they do not have stress or worry about financial stability.

Measure Program Impact: Companies must regularly measure the impact of
their well-being programs on employee retention and happiness to be sure that
they are catering to employee demands.
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