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Abstract

This review paper examines the economic implications of 

employee well-being programs in modern workplaces. It 

synthesises existing literature to analyse the costs and 

benefits of implementing such programs, exploring their 

potential to enhance organisational performance and foster a 

positive workplace culture. Key findings reveal that well-

being initiatives can lead to increased productivity, reduced 

absenteeism, and improved employee morale, resulting in 

significant cost savings and financial returns for 

organisations. Moreover, investing in employee well-being 

confers a competitive advantage by attracting top talent, 

enhancing employer brand reputation, and fostering 

innovation and growth. The paper also addresses 

implementation challenges, equity considerations, and the 

importance of designing sustainable well-being initiatives. 

This research underscores the importance of prioritising 

employee well-being as an organisation's strategic 

investment. It offers recommendations for policymakers and 

stakeholders interested in maximising economic returns. 

Keywords: Employee Well-Being, Economic Impacts, Cost-Benefit Analysis, Return on Investment, Competitive Advantage, 
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1. Introduction 

Employee well-being has emerged as a critical concern in modern workplaces, reflecting a growing recognition of employees' 

physical, mental, and emotional health's profound impact on organisational success and societal well-being (Adanyin, 2024a, 

Batat, 2022; Cvenkel, 2020) [1, 24, 30]. With the rise of knowledge-based economies and the increasing complexity of workplace 

dynamics, businesses realise that prioritising employee well-being is a moral and strategic necessity for achieving sustainable 

growth and competitiveness (Adanyin, 2024b, Chillakuri & Vanka, 2021; Ramdhan, Kisahwan, Winarno, & Hermana, 2022)  [2, 

28, 81]. 

Employee well-being programs encompass diverse initiatives designed to support and enhance various aspects of employees' 

lives, including their physical health, mental resilience, work-life balance, and overall job satisfaction (Raj, 2020, Adanyin, 

2024c) [80, 3]. These programs may include wellness initiatives such as health screenings, fitness classes, nutrition counselling, 

policies promoting flexible work arrangements, employee assistance programs, and opportunities for professional development 

and career advancement (Jaiswal & Arun, 2020, Adanyin, 2024d) [50, 4]. 

This paper aims to comprehensively review and analyse the economic implications of implementing employee well-being 

programs in organisational settings. By examining the financial costs and benefits of investing in employee well-being and the 

broader economic impacts on businesses, employees, and society, this paper provides valuable insights for decision-makers, 

policymakers, and stakeholders interested in optimising workplace practices and enhancing overall societal welfare. 

Understanding the economic impacts of employee well-being programs is crucial for businesses for several reasons. First and 
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foremost, research has consistently shown that healthy and 

engaged employees are more productive, innovative, and 

resilient, leading to tangible improvements in organisational 

performance and profitability. By investing in employee 

well-being, businesses can reduce absenteeism, turnover 

rates, and healthcare costs while simultaneously boosting 

employee morale, satisfaction, and loyalty. Moreover, 

employee well-being programs can confer a competitive 

advantage by attracting and retaining top talent, enhancing 

employer brand reputation, and fostering a positive 

workplace culture conducive to collaboration, creativity, and 

long-term success. 

Beyond the organisational level, the economic implications 

of employee well-being programs extend to broader societal 

outcomes. Healthy and satisfied employees are more likely 

to contribute positively to their communities as productive 

and engaged citizens. By promoting employee well-being, 

businesses can help alleviate societal burdens associated 

with healthcare expenses, unemployment, and social welfare 

dependency, contributing to economic growth, social 

cohesion, and overall quality of life. 

 

2. Conceptual Framework 

Employee well-being is a multifaceted construct 

encompassing various dimensions of individuals' health, 

satisfaction, and overall quality of life within the workplace. 

Recognising the holistic nature of well-being is crucial for 

organisations seeking to create environments that support 

employees in achieving optimal physical, mental, and 

emotional states while effectively balancing their work and 

personal lives. 

At its core, employee well-being encompasses the following 

key components (Ajayi & Udeh, 2024b; Igbinenikaro & 

Adewusi, 2024d; Adanyin & Odede, 2024, Wu, Roemer, 

Kent, Ballard, & Goetzel, 2021) [8, 49, 5, 91]: 

1. Physical Health: This refers to the physical state of 

employees, including their overall fitness, energy 

levels, and ability to perform job tasks without 

experiencing undue fatigue or physical discomfort. 

Physical health can be promoted through health 

screenings, fitness programs, ergonomic assessments, 

and access to nutritious food options in the workplace 

(Adeniji et al., 2022, Lusa et al., 2020) [6, 56]. 

2. Mental Health: Mental well-being pertains to 

individuals' psychological state, including their 

cognitive functioning, emotional resilience, and ability 

to manage stress and cope with challenges. Mental 

health programs may include stress management 

workshops, mindfulness training, counseling services, 

and initiatives to reduce workplace stigma around 

mental health issues (Palamarchuk & Vaillancourt, 

2021; Ajirotutu et al., 2024a, Riepenhausen et al., 

2022) [77, 12, 82]. 
3. Emotional Health: Emotional well-being encompasses 

individuals' feelings, moods, and interpersonal 

relationships within the workplace. Emotionally healthy 

employees are more likely to experience positive 

emotions, such as happiness and satisfaction, and 

maintain supportive connections with colleagues and 

supervisors. Programs to enhance emotional well-being 

may focus on fostering a positive organisational culture, 

promoting social connections, and providing emotional 

expression and support outlets (Nanda & Randhawa, 

2020; Ajirotutu et al., 2024b, Sudibjo & Sutarji, 2020) 

[60, 13, 86]. 

4. Job Satisfaction: Job satisfaction reflects employees' 

overall evaluation of their job roles, responsibilities, 

and work environment. Satisfied employees feel 

fulfilled, engaged, and motivated to perform their duties 

to the best of their abilities. Employee well-being 

programs that address job satisfaction may include 

initiatives to enhance job autonomy, recognition and 

rewards, opportunities for skill development and 

advancement, and mechanisms for soliciting feedback 

and addressing concerns (Ali & Anwar, 2021; 

Akinbolaji et al., 2023, Vuong, Tung, Tushar, Quan, & 

Giao, 2021) [17, 14, 89]. 

5. Work-Life Balance: Work-life balance is the 

equilibrium between employees' professional 

obligations and personal responsibilities outside of 

work. A healthy work-life balance prevents burnout, 

reduces stress, and promotes overall well-being. 

Organisations can support work-life balance through 

policies and programs that offer flexible work 

arrangements, such as telecommuting, compressed 

workweeks, and parental leave options, as well as 

initiatives to promote time management skills and 

boundary-setting between work and personal life 

(Akinbolaji et al., 2024, Perreault & Power, 2023) [15, 

78]. 

6. Overall Quality of Life: Ultimately, employee well-

being contributes to individuals' overall quality of life, 

encompassing their satisfaction with various aspects of 

their lives, including work, relationships, health, and 

leisure activities. By promoting well-being in the 

workplace, organisations can positively impact 

employees' overall happiness, fulfilment, and sense of 

purpose (Jayasingam, Lee, & Mohd Zain, 2023, 

Akpukorji et al., 2024) [52, 16]. 

In addition to recognising the various facets of employee 

well-being, organisations must also prioritise implementing 

diverse programs and initiatives to foster a culture of 

wellness among their workforce. Among the options 

available, common types of employee well-being programs 

stand out. Health and Wellness Initiatives take center stage, 

emphasising physical health promotion through health 

screenings, fitness challenges, nutrition education, and 

provisions like on-site wellness facilities such as gyms or 

meditation rooms. Flexible Work Arrangements emerge as 

another crucial avenue, granting employees greater 

autonomy over their work schedules and environments, with 

options like telecommuting, flexible hours, job sharing, and 

compressed workweeks facilitating a better balance between 

personal and professional commitments. Employee 

Assistance Programs (EAPs) represent a confidential lifeline 

for employees, offering counseling and support services to 

address a spectrum of personal and work-related challenges, 

spanning from stress and substance abuse to financial 

struggles and family conflicts. Lastly, organisations invest in 

the holistic development of their workforce through 

Professional Development Opportunities, nurturing job 

satisfaction, engagement, and overall well-being. These 

initiatives encompass training workshops, tuition 

reimbursement, mentorship programs, and avenues for 

career advancement, collectively enriching employees' 

professional lives and personal fulfilment (Ajayi & Udeh, 

2024d; Igbinenikaro & Adewusi, 2024c; Smith, Marzilli, & 

Davidson, 2021; Apelehin et al., 2025a, Zondi, 2023) [10, 48, 
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85, 18, 92]. 

Drawing from theoretical perspectives across various 

disciplines provides invaluable insights into the intricate 

relationship between employee well-being and economic 

outcomes. Human Capital Theory, a cornerstone in 

economics, underscores the notion that investments in 

employees' education, training, and health amplify their 

productivity and intrinsic value to the organisation. Within 

this framework, employee well-being programs are 

construed as strategic investments in human capital, yielding 

tangible returns in the form of heightened productivity, 

innovation, and profitability (Ajayi & Udeh, 2024c; 

Apelehin et al., 2025b, Igbinenikaro & Adewusi, 2024a; 

Nzonzo, 2020) [7, 19, 46, 63]. 

Complementing this perspective are insights from 

Organizational Behavior Theories, which illuminate the 

interplay between employees' attitudes, behaviors, and 

workplace dynamics on organisational performance. Models 

such as job satisfaction frameworks and social exchange 

theory elucidate how factors like job satisfaction, 

organisational commitment, and interpersonal relationships 

are intricately linked to productivity, retention, and overall 

organisational effectiveness. Consequently, initiatives to 

enhance employee well-being are poised to cultivate 

positive workplace attitudes and relationships, fostering a 

conducive environment for organisational success. 

Moreover, Economic Theories of Productivity and 

Efficiency shed light on the economic underpinnings of 

employee well-being. Concepts like the efficiency wage 

theory and productivity-wage gap hypothesis posit that 

investments in employee well-being translate into tangible 

enhancements in productivity, efficiency, and organisational 

performance. These programs mitigate absenteeism, 

turnover, and workplace conflict by addressing key 

determinants of well-being such as health, satisfaction, and 

work-life balance while engendering heightened motivation, 

engagement, and discretionary effort among employees. In 

essence, theoretical perspectives from diverse disciplines 

converge to underscore the pivotal role of employee well-

being in driving economic prosperity and organisational 

vitality (Ajayi & Udeh, 2024e; Apelehin et al., 2025c, 

Igbinenikaro & Adewusi, 2024b; Nzonzo, 2020) [11, 20, 47, 63]. 

Incorporating these theoretical perspectives into the analysis 

of employee well-being programs can help organisations 

make informed decisions about resource allocation, program 

design, and performance evaluation, ultimately maximising 

the economic benefits of investing in employee well-being. 

By adopting a holistic conceptual framework that considers 

the diverse dimensions of well-being and draws on relevant 

theoretical insights, organisations can create healthier, 

happier, and more productive workplaces that benefit 

employees, businesses, and society (Ajayi & Udeh, 2024a; 

Cignitas, Torrents Arévalo, & Vilajosana Crusells, 2021; 

Erinjogunola et al., 2025a, Okatta, Ajayi, & Olawale, 

2024c) [7, 29, 32, 68]. 

 

3. Economic Impacts of Employee Well-being Programs 

3.1 Cost-benefit Analysis 

Implementing employee well-being programs incurs costs, 

including initial investments in program development, 

implementation, and ongoing maintenance. These costs may 

include hiring wellness coordinators, purchasing equipment 

for on-site fitness facilities, providing subsidies for healthy 

food options, and hosting wellness events or workshops. 

Additionally, indirect costs are associated with allocating 

staff time and resources to administer and promote well-

being initiatives within the organisation. However, the 

economic benefits of employee well-being programs often 

outweigh these costs. Research consistently demonstrates 

that well-being programs can lead to increased productivity, 

reduced absenteeism, lower turnover rates, and improved 

employee morale and engagement, resulting in significant 

cost savings and financial gains for organisations. 

For example, a study conducted by Harvard Business 

Review found that for every dollar invested in employee 

well-being, organisations can expect an average return of 

$1.62 in reduced healthcare costs and $2.73 in increased 

productivity. Similarly, a meta-analysis published in the 

Journal of Occupational and Environmental Medicine 

concluded that well-designed well-being programs can yield 

an average ROI of $3.27 for every dollar invested, with 

savings primarily attributed to reductions in healthcare 

expenses and absenteeism. Furthermore, employee well-

being programs can contribute to intangible benefits such as 

enhanced organisational culture, employer brand reputation, 

and employee satisfaction, which are difficult to quantify 

but add significant value to the organisation over time 

(Arbogast, Rich, & Jadav, 2022; Erinjogunola et al., 2025b, 

Barrett, 2017; Grossmeier, Terry, & Anderson, 2014; 

Okatta, Ajayi, & Olawale, 2024a) [21, 33, 23, 44, 66]. 

 

3.2 Return on Investment (ROI) 

Calculating the ROI of employee well-being programs 

involves quantifying the financial returns generated by these 

initiatives relative to the costs incurred. Various 

methodologies for calculating ROI depend on the specific 

objectives and outcomes of the evaluated well-being 

programs. 

One commonly used approach is the Cost-Benefit Analysis 

(CBA), which compares the total costs of implementing a 

well-being program to the benefits derived from improved 

employee health, productivity, and retention. The net 

benefits, calculated as the difference between total benefits 

and total costs, represent the ROI of the program. 

Another approach is the Return on Investment Ratio (ROI 

Ratio), which expresses the financial returns generated by 

the well-being program as a percentage of the total 

investment. This ratio allows organisations to assess the 

efficiency and effectiveness of their well-being initiatives in 

generating positive economic outcomes (Charles, Jones, & 

Lloyd-Williams, 2019; Ezechi et al., 2025a, Dyakova, 2017, 

Nzeako et al., 2024) [27, 34, 31, 62]. Additionally, some 

organisations may use more sophisticated metrics such as 

the Social Return on Investment (SROI), which incorporates 

both financial and social impacts of well-being programs, 

including broader societal benefits such as reduced 

healthcare burden, improved community well-being, and 

environmental sustainability (Ezechi et al., 2025b, Moody, 

Littlepage, & Paydar, 2015; Nwaozomudoh et al., 2021, 

Watson & Whitley, 2017) [35, 59, 61, 90]. 

Empirical evidence suggests that well-designed well-being 

programs can yield substantial ROI for organisations. For 

example, a study by the International Foundation of 

Employee Benefit Plans found that 91% of employers 

reported positive ROI from their well-being programs, with 

an average ROI of $2.38 for every dollar invested (Shittu & 

Nzeako, 2024, Baicker, Cutler, & Song, 2010, Famoti et al., 

2024a) [84, 22, 36]. Similarly, a meta-analysis published in the 
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Journal of Occupational and Environmental Medicine found 

that well-being programs with comprehensive health risk 

assessments and targeted interventions can generate an 

average ROI of 6:1. Furthermore, ROI calculations may 

vary depending on the organisation's specific characteristics, 

such as industry sector, size, and workforce demographics. 

Therefore, organisations need to conduct thorough ROI 

analyses tailored to their unique circumstances to assess the 

economic impacts of their employee well-being programs 

accurately (Mcdaid & Park, 2011; Kokogho et al., 2024, 

Okatta, Ajayi, & Olawale, 2024b; Famoti et al., 2024b, 

Olawale, Ajayi, Udeh, & Odejide, 2024b) [57, 55, 67, 37, 70]. 

 

3.3 Competitive Advantage 

Investing in employee well-being can confer a competitive 

advantage to organisations by attracting and retaining top 

talent, enhancing employer brand reputation, and fostering a 

positive workplace culture conducive to innovation and 

growth. In today's competitive labor market, employees 

increasingly prioritise workplace well-being and seek 

employers who prioritise their health, happiness, and work-

life balance. Organisations that invest in employee well-

being demonstrate their commitment to supporting their 

employees' holistic needs and creating a positive work 

environment where employees feel valued, respected, and 

motivated to perform at their best. This, in turn, can help 

organisations attract high-caliber talent, reduce recruitment 

costs, and differentiate themselves as employers of choice 

within their industry (Grawitch, Gottschalk, & Munz, 2006; 

Famoti et al., 2025a, Guest, 2017; Kokogho et al., 2023, 

Olawale, Ajayi, Udeh, & Odejide, 2024a) [43, 38, 45, 54, 69]. 

Moreover, employee well-being programs can enhance 

employer brand reputation and be a powerful marketing tool 

for attracting customers, investors, and other stakeholders 

who value socially responsible business practices. 

Organisations that prioritise employee well-being are 

perceived as ethical, caring, and socially conscious, which 

can enhance their brand image and competitive positioning 

in the marketplace. Furthermore, a positive workplace 

culture characterised by trust, collaboration, and support for 

employee well-being can drive innovation, creativity, and 

organisational performance (Oteri et al., 2024a, Jena, 

Pradhan, & Panigrahy, 2018, Famoti et al., 2025b) [75, 53, 39]. 

Employees who feel supported and valued are more likely to 

contribute new ideas, take initiative, and adapt to change, 

leading to increased productivity, efficiency, and overall 

business success (Oteri et al., 2024b, Sharifirad, 2013, 

Famoti et al., 2025c) [76, 83, 40]. 

In conclusion, employee well-being programs have 

significant economic impacts on organisations, including 

cost savings, increased productivity, and competitive 

advantage. By conducting cost-benefit analyses, calculating 

ROI, and leveraging employee well-being as a strategic 

asset, organisations can unlock the full potential of their 

workforce, drive sustainable growth, and create a thriving 

workplace culture that benefits employees, businesses, and 

society as a whole. 

 

4. Challenges and Considerations in Implementing 

Employee Well-being Programs 

Despite the clear economic benefits and potential 

competitive advantages associated with employee well-

being programs, organisations often encounter various 

challenges and considerations when implementing these 

initiatives. From budget constraints to equity and inclusivity 

concerns to ensuring long-term sustainability, organisations 

must navigate a range of factors to promote employee well-

being and achieve meaningful outcomes successfully.  

 

4.1 Implementation Barriers 

Implementing employee well-being programs can present 

significant challenges, influenced by various organizational, 

cultural, and logistical factors. One common hurdle 

organizations encounter is budget constraints. Limited 

financial resources may hinder the development and 

execution of comprehensive well-being initiatives, including 

funding for program development, staff training, and 

ongoing maintenance. This challenge is particularly 

pronounced in industries with tight profit margins or volatile 

market conditions. 

Another obstacle is the lack of senior management buy-in. 

Employee well-being initiatives may struggle to gain 

traction without strong leadership support and commitment. 

Senior executives play a pivotal role in championing such 

programs, allocating resources, and fostering a culture that 

prioritizes employee health and happiness. Resistance to 

change is also a prevalent barrier. Employees and managers 

may be hesitant to embrace new practices, routines, or 

norms associated with well-being programs, perceiving 

them as intrusive or irrelevant to their job responsibilities. 

Overcoming resistance necessitates effective 

communication, stakeholder engagement, and buy-in across 

all levels of the organization. 

Measurement and evaluation difficulties further complicate 

the implementation process. Assessing the effectiveness and 

impact of well-being programs can be challenging, 

especially when outcomes are intangible or challenging to 

quantify. Organizations may struggle to develop meaningful 

metrics, collect accurate data, and analyze results to inform 

program enhancements and resource allocation decisions. 

Addressing these barriers demands proactive planning, 

stakeholder engagement, and a willingness to adapt based on 

feedback and lessons learned. Strategic alignment, 

leadership support, and transparent communication are 

paramount in overcoming resistance and fostering a culture 

of well-being throughout the organization. Organizations 

can navigate the complexities of implementing employee 

well-being programs more effectively by prioritising these 

aspects (Budhwar et al., 2023; Famoti et al., 2025d, 

Olawale, Ajayi, Udeh, & Odejide, 2024c; Olorunfemi et al., 

2023, Peters et al., 2020) [26, 41, 71, 72, 79]. 

 

4.2 Equity and Inclusivity 

Ensuring that employee well-being programs are accessible 

and beneficial to all employees, regardless of demographic 

factors such as age, gender, race, or socioeconomic status, is 

essential for promoting fairness, diversity, and inclusion 

within the workplace. However, achieving equity and 

inclusivity in well-being initiatives can be challenging due 

to systemic barriers and structural inequalities. 

For example, employees from marginalised or 

underrepresented groups may face additional barriers to 

accessing well-being resources and support, such as 

language barriers, cultural differences, or lack of awareness 

about available services. Similarly, employees with 

disabilities or chronic health conditions may require 

accommodations or specialised interventions to fully 

participate in well-being programs. Organizations must 
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embrace a proactive and intersectional approach when 

designing, implementing, and evaluating well-being 

initiatives to address equity and inclusivity concerns 

effectively. This entails several key steps. Firstly, 

conducting comprehensive needs assessments and 

demographic analyses is essential to identify disparities and 

gaps in access to well-being resources and support among 

employee groups. Moreover, organizations should actively 

engage with a diverse range of stakeholders, including 

employee resource groups, affinity networks, and 

community organizations. This ensures that well-being 

programs are tailored to various employee populations' 

unique needs and preferences, fostering inclusivity and 

responsiveness (Ukpo et al., 2024, Blasco-Belled, Tejada-

Gallardo, Fatsini-Prats, & Alsinet, 2024; Olorunfemi et al., 

2018, Moen et al., 2016) [88, 25, 73, 58]. 

Additionally, targeted outreach, education, and support are 

crucial to overcoming barriers and facilitating access to 

well-being services for marginalized or underserved groups 

within the workforce. By prioritizing these efforts, 

organizations can create an environment where all 

employees feel valued, respected, and supported (Odio et 

al., 2021) [64]. Furthermore, it is imperative to incorporate 

principles of cultural competency, accessibility, and 

universal design into the design and delivery of well-being 

programs. This ensures that the initiatives are accessible and 

welcoming to all employees, regardless of their background 

or identity. Organizations can cultivate a more inclusive and 

supportive workplace culture by prioritising equity and 

inclusivity in employee well-being initiatives. Such a culture 

promotes diversity and empowers employees to thrive, 

leading to enhanced organizational performance and overall 

success (Gabriel et al., 2022; Odio et al., 2022, Olorunfemi 

et al., 2012, Javed, 2024; Travis, Nugent, & Lengnick-Hall, 

2019) [42, 65, 74, 51, 87]. 

 

4.3 Sustainability 

Designing sustainable well-being initiatives that adapt to 

evolving workforce needs and organisational priorities over 

time is essential for maximising employee well-being 

programs' long-term impact and effectiveness. However, 

achieving sustainability requires careful planning, resource 

allocation, and ongoing commitment from organisational 

leaders and stakeholders. 

Key considerations for ensuring the sustainability of 

employee well-being programs include: 

• Aligning well-being initiatives with organisational 

goals, values, and strategic priorities to ensure ongoing 

support and investment from senior management and 

key stakeholders. 

• Building a culture of well-being that empowers 

employees to take ownership of their health and 

happiness and encourages participation and engagement 

in well-being activities. 

• Investing in continuous learning, innovation, and 

improvement by soliciting employee feedback, 

monitoring program outcomes, and incorporating best 

practices and emerging trends in well-being research 

and practice. 

• Cultivating partnerships and collaborations with 

external stakeholders, such as healthcare providers, 

wellness vendors, and community organisations, to 

leverage resources, expertise, and support for well-

being initiatives. 

By adopting a holistic and integrated approach to 

sustainability, organisations can create well-being programs 

that address immediate needs and challenges and foster 

resilience, adaptability, and long-term success for 

employees and the organisation. 

 

5. Conclusion  

In summary, this paper has explored the economic impacts 

of employee well-being programs, highlighting their 

potential to generate significant benefits for organisations, 

employees, and society. Key findings and insights from the 

paper include: 

1. Employee well-being programs can lead to increased 

productivity, reduced absenteeism, lower turnover rates, 

and improved employee morale and engagement, 

resulting in tangible cost savings and financial returns 

for organisations. 

2. Calculating the return on investment (ROI) of well-

being programs requires careful consideration of costs, 

benefits and methodologies tailored to the specific 

objectives and outcomes of the evaluated programs. 

3. Investing in employee well-being can confer a 

competitive advantage to organisations by attracting 

and retaining top talent, enhancing employer brand 

reputation, and fostering a positive workplace culture 

conducive to innovation and growth. 

The implications of this research for organisations, 

policymakers, and other stakeholders are profound. 

Organisations benefit from prioritising employee well-being 

as a strategic investment that enhances organisational 

performance and profitability and contributes to employee 

satisfaction, retention, and overall well-being. Policymakers 

can play a crucial role in promoting employee well-being by 

enacting supportive policies and incentives encouraging 

organisations to invest in well-being initiatives. 

Furthermore, future research should explore additional 

dimensions of the relationship between employee well-being 

and economic outcomes, including longitudinal studies, 

cross-cultural comparisons, and analyses of specific industry 

sectors or organisational contexts. By advancing our 

understanding of the economic impacts of employee well-

being programs, we can create healthier, happier, and more 

prosperous workplaces for employees and organisations 

alike. 
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