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Executive summary

An initiative called "Employee Well-Being and Productivity" focuses on the mental,
emotional, and physical health of workers in an effort to improve organizational
performance. This project aims to enhance employee health through a comprehensive
strategy, acknowledging that well-being is a critical component of overall job satisfaction,
engagement, and productivity. The project focuses on a number of crucial areas, such as
the creation of wellness programs that include food, exercise, and mental health support,
as well as regulations that support flexible work schedules, work-life balance, and mental
health service accessibility. Furthermore, the project encompasses training for managers
to identify and promote employee well-being, the development of peer support networks,
and efforts to cultivate a positive workplace atmosphere. By tackling issues like stress
management, burnout prevention, and job satisfaction, the initiative aims to lower
absenteeism, enhance morale, and boost retention. The company anticipates that by taking
these steps, productivity will rise noticeably, healthcare costs will drop, and employees
will become more engaged and dedicated, which will enhance organizational performance
and create a sustainable work environment. This initiative aligns with the company's larger
objectives of nurturing a healthy, resilient workforce while achieving business success.
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CHAPTER 1

INTRODUCTION

1.1 Back ground
In the current dynamic and competitive landscape, organizations are continually seeking
methods to enhance performance, lower costs, and boost efficiency. A crucial element that
influences an organization's success is its workforce—the employees who manage daily
operations and contribute to the company’s growth. Employees are more than just laborers;
they are the organization's most valuable resource. Their motivation, satisfaction, energy,
and overall well-being can significantly affect a business's success. This is why employee
well-being and productivity have garnered increased attention in recent years. Companies
have begun to understand that when employees are healthy—physically, mentally, and
emotionally—they perform better, remain longer, and assist the organization in achieving
its objectives more effectively.
The state of an employee's physical, mental, emotional, and social health at work and in
their personal life is referred to as their overall well-being. It involves their level of
happiness at work, the extent of their stress, their ability to balance work and life
effectively, and the support they receive from their managers and co-workers. Beyond
physical health, which includes eating right and exercising, well-being also includes
mental health issues, such managing stress, avoiding burnout, and establishing emotional
stability. Employees who are in good health are more likely to be motivated, show up for
work regularly, and stay committed to their jobs. Conversely, poor well-being can result
in stress, fatigue, increased absences, and health issues, all of which can diminish
productivity and adversely affect the organization.
Productivity measures how effectively employees perform their tasks and achieve the
company's objectives. A high-performing employee completes their assignments on
schedule, meets or surpasses expectations, and frequently goes above and beyond their
fundamental responsibilities to ensure the success of the team or organization. In the past,
businesses have attempted to enhance productivity through various means, such as
implementing new technologies, upgrading equipment, providing training, and enforcing
stricter regulations. Although these strategies can be beneficial, there is increasing
evidence that prioritizing employee well-being is equally, if not more, crucial for boosting
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productivity. If an employee is fatigued, dissatisfied, or mentally exhausted, no amount of
supervision or advanced technology can truly enhance their productivity. On the other
hand, workers are much more likely to approach their task with energy and zeal when they
feel content, healthy, and encouraged.
The link between employee wellness and productivity is significant and tightly intertwined.
Studies indicate that when workers are happy in their roles, they tend to be more
innovative, more invested, and more inclined to assist colleagues. Moreover, they are less
prone to illness-related absences or leaving their positions. All these factors lead to
enhanced productivity and improved business results. For instance, organizations that
prioritize employee wellness initiatives frequently experience decreased healthcare
expenses, reduced staff turnover, and increased customer satisfaction. Conversely,
businesses that overlook employee well-being may encounter elevated stress levels,
diminished morale, and recurring conflicts in the workplace. This demonstrates that
prioritizing employee wellness is not only ethically sound but also a wise business
decision.
In recent times, the expectations within workplaces have evolved. Workers now encounter
various pressures, such as extended working hours, job uncertainty, approaching deadlines,
and at times, the requirement to stay connected even after hours. This situation has resulted
in heightened stress and anxiety among employees, impacting their performance and
overall health. The COVID-19 pandemic also transformed workplace dynamics.
Numerous organizations embraced remote or hybrid models, presenting both advantages
and challenges. Some workers appreciated the flexibility, while others faced difficulties
with feelings of isolation, lack of boundaries, and inadequate communication. These issues
have highlighted the necessity for organizations to prioritize the comprehensive well-
being of their workforce, regardless of their work arrangements.
The fact that today's workers, especially the younger ones, place a higher priority on work-
life balance and mental health than ever before is another factor making this topic
important. They seek workplaces where they feel appreciated, respected, and cared
about—not just where they receive a pay check. Organizations that neglect to foster such
environments may struggle to attract and retain skilled individuals. Conversely, companies
that emphasize employee well-being are likely to cultivate stronger teams, enhance
workplace culture, and foster greater levels of trust and loyalty. These attributes contribute
to long-term success and sustainability.
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This initiative intends to investigate the connection between employee well-being and
productivity in depth. It will examine the true definition of employee well-being, the
factors that impact it, and the ways organizations can effectively enhance it. Additionally,
the study will analyse how employee well-being influences various dimensions of
productivity, including work quality, speed, creativity, collaboration, and problem-solving
abilities. By gaining a deeper understanding of this relationship, the project aims to offer
valuable insights that can assist companies in fostering healthier and more efficient work
environments.
Assessing employee well-being poses a challenge that this initiative will investigate.
Numerous organizations depend on basic surveys or sporadic feedback, yet these
approaches might not capture the complete situation. There is a necessity for improved
tools and techniques to monitor well-being over time and to comprehend its connection to
productivity. This project will examine how companies can evaluate success more
precisely, whether through employee performance, engagement rates, or health metrics.
In summary, the connection between employee well-being and productivity is a vital issue
for all organizations. An employee who is content and healthy is more likely to be engaged,
effective, and committed, whereas an employee who is stressed or dissatisfied may find it
challenging to perform well and could negatively impact team morale. As the workplace
continues to change, organizations must prioritize employee well-being not only as a
means of demonstrating care but also as a tactic to enhance performance and promote
sustainable growth. This project will examine the various aspects of well-being and offer
practical recommendations for how employers can foster positive, supportive, and
productive work environments for all.

1.2 Dimensions of Employee well being
The idea of employee well-being is complex and goes beyond simple physical health.
Financial security, social ties at work, job happiness, and mental and emotional stability
are all included. Physical well-being includes access to healthcare, ergonomic workspaces,
and regular exercise. Psychological safety, work-life balance, and stress management are
all components of mental health. Having good relationships at work, getting
acknowledgment, and feeling appreciated are all examples of emotional well-being. Job
security, equitable compensation, and perks that lessen financial stress are all components
of financial well-being. A worker's total level of happiness and contentment is influenced
by all of these factors, which eventually affects how well they can perform. A workforce



ix | P a g e

that is more resilient, devoted, and productive is fostered by organizations that promote all
facets of well-being.

1.3 The Link between wellbeing and productivity
Employee well-being and productivity are closely and directly related. Workers who feel
good about themselves are more likely to be involved in their jobs, be more creative, and
work more effectively. Additionally, they are better able to adjust to change and are more
resilient when faced with obstacles. Conversely, workers who are underappreciated,
overworked, or under stress frequently exhibit disengagement, make more mistakes, and
take more sick days. Several studies that demonstrate how businesses that engage in
employee health initiatives report increased productivity and better financial results
support this link. By reducing turnover, improving well-being also helps to maintain
institutional expertise and cut down on recruitment expenses.

1.4 Strategies to enhance employee well being
Both proactive and reactive tactics can be used by enterprises to enhance well-being.
Offering health and wellness programs, encouraging professional development, fostering
a happy work atmosphere, and supporting flexible work hours are examples of proactive
tactics. Programs including counselling, ergonomic evaluations, meditation sessions, and
gym memberships have all shown promise. Reactive techniques include responding
quickly to employee concerns, distributing tasks sensibly, and helping in times of crisis or
stress. Furthermore, leadership is essential. Supervisors should receive training on how to
spot burnout symptoms and promote an environment of open communication and empathy.
Employee commitment and productivity are higher when they feel valued and heard.

1.5 Technology and its impact on well being
Technology has significantly improved connectedness and efficiency, but it also presents
problems for worker well-being. Burnout can result from constant connectedness that
blurs the lines between work and personal life. However, by facilitating remote work,
lowering commute stress, and automating repetitive tasks to free up more time for
meaningful work, technology can improve well-being. In distant teams, tools like
communication software, wellness applications, and employee engagement platforms can
also be used to monitor morale, get feedback, and promote connection. Therefore,
maintaining productivity and fostering well-being require the thoughtful and balanced
use of technology.
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1.6 Problem Statement
The need for a better knowledge of how employee wellbeing affects productivity in a
particular industry or kind of company, as well as how businesses may successfully apply
measures to improve both, is the issue this study attempts to solve.
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CHAPTER 2

LITERATURE REVIEW

Employee physical well-being encompasses their health, which includes aspects such as
fitness, nutrition, and the frequency of illness. This can affect overall job satisfaction and
productivity (Goetzel et al., 2014).

Mental well-being pertains to the psychological factors, including how individuals manage
their emotions, their resilience, and overall mental health. Achieving a high degree of
mental well-being results in increased job satisfaction, reduced stress, and enhanced coping
mechanisms (Warr, 2007).

Social well-being encompasses an employee's workplace relationships, the quality of their
social interactions, and their feeling of belonging within a team or organization (Keyes,
1998).

The job demand resources model (JDR model) states that stress and decreased
productivity may result if job demands—such as workload and pressure—are not
balanced by job resources, such as autonomy, support, and feedback. Elevated levels of
well-being, backed by resources, serve as protective factors that enhance productivity
(Bakker & Demerouti, 2007).

Social exchange theory suggests that positive work environments boost employee
motivation, leading to enhanced performance. Employees who feel they are treated fairly,
recognized, and supported by their employer are more inclined to be engaged and
productive (Cropanzano & Mitchell, 2005).

Elements such as workplace layout, leadership approach, team unity, work-life balance,
and employee independence significantly influence employee well-being (Kabat-Zinn,
2003). The importance of social connections, competence, autonomy, and intrinsic drive
for employees' well-being is emphasized by self-determination theory. Employees who
feel more competent and have more control in their jobs typically perform better. (Deci
& Ryan, 1985).
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Mental well-being plays a crucial role in an employee's cognitive abilities and overall
performance at work. Mental health issues like depression and anxiety are associated with
decreased productivity due to absenteeism, presenteeism, and reduced quality of work
(Harter et al., 2003).

Organizations that allocate resources to physical wellness initiatives (such as gym
memberships, ergonomic office designs, and health insurance) have seen enhancements in
employee productivity, fewer instances of sick leave, and reduced health-related expenses
(Goetzel et al., 2014).

High levels of job satisfaction, a critical component of wellbeing, are strongly correlated
with improved job performance. Employee motivation and productivity rise when they
are happy in their workplace.
(Judge & Bono, 2001).

Healthy work-life balance increases the likelihood that employees will report feeling less
stressed, happier, and more productive. It has been demonstrated that flexible work
arrangements, such as remote work and adjustable schedule, improve productivity and
well-being (Greenhaus & Allen, 2011).

Private counselling and support services for mental health, financial stress, and substance
misuse are offered to employees through Employee Assistance Programs (EAPs). These
initiatives encourage a healthier workforce and boost productivity by addressing personal
issues. Attridge (2009).
Organizations such as Google and Nike encourage physical health through initiatives like
exercise programs, meditation spaces, and health clinics. These efforts are connected to
decreased absenteeism and heightened engagement (Kabat-Zinn, 2003).

A workplace culture that emphasizes recognition, support, and teamwork contributes to
social well-being and can boost productivity. Employees who feel valued and
acknowledged typically exhibit greater motivation and involvement (Seligman, 2011).

Offering flexible schedules, remote working options, and job sharing is linked to enhanced
employee well-being and better performance. Flexibility allows workers to balance their
personal and professional commitments, which lessens stress and improves job satisfaction
(Hill et al., 2008).
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RESEARCH GAP

Research Gap 1 -- Research has shown that employees who experience happiness are
generally more productive than those who are unhappy or less satisfied with their work
(DiMaria et al., 2020). Nonetheless, a review of the current literature has uncovered a lack
of studies specifically examining the link between psychological well-being and job
performance (Salgado et al., 2019; Turban and Yan, 2016). It is also still unclear how
psychological health and job performance are related. Few aspects of well-being,
particularly psychological well-being, have been examined in connection with employee
performance. In order to better understand how psychological well-being impacts
workplace dynamics, this study looks at the relationship between psychological well-being
and job performance in a professional setting. Acquiring such knowledge will not only
help managers enhance organizational performance during challenging periods but also
identify strategies to foster employee happiness and satisfaction (DiMaria et al., 2020).

Research Gap 2 –We have dedicated a significant amount of time to studying employee’s
feelings in the workplace, examining aspects such as their stress levels, fatigue, and job
satisfaction. This area of focus is often referred to as "psychological wellbeing." However,
other crucial elements in life that also influence our overall happiness, such as our physical
health, financial stability, and the strength of our social and family relationships, have not
been explored as thoroughly.
Two sets of researchers, Grant, Christianson, and Price in 2007, along with Fisher in 2014,
highlighted that our perspective on psychological wellbeing might be too narrow. It’s
similar to viewing just a single piece of a larger puzzle. For instance, an individual may
find their job quite enjoyable, yet if they frequently face health issues or financial concerns,
their overall wellbeing is likely to be compromised. In the same way, having meaningful
connections with others can provide support during difficult times, even if one is dealing
with job-related challenges. By primarily concentrating on work-related emotions, we may
overlook the broader picture of what genuinely contributes to a person's happiness and
wellbeing. It's critical to consider all of these different facets of a person's life and how
they interact with one another in order to obtain a thorough grasp of their circumstances.

Research Gap 3-- Numerous research efforts focus on office roles within large
corporations; however, they often overlook other forms of employment, such as blue-



collar work, gig jobs, public service, or healthcare. There is insufficient emphasis on
wellbeing in the Indian service and public sectors. (Warr (2007), Rathi & Barath (2013))

Research Gap 4 -- There is a notable deficiency of research focusing on non-Western and
developing countries in wellbeing-productivity studies. The majority of studies are
concentrated on Western nations (such as the USA, UK, and Australia), resulting in a
scarcity of research from regions like Asia, Africa, or Latin America. Cultural values play
a significant role in shaping workplace behavior, yet much of the existing wellbeing
research lacks a cross-cultural perspective. (Hofstede (1991), Rathi & Barath (2013)).

Research Gap 5 – Inadequate Assessment of Wellbeing Initiatives. There is a scarcity of
empirical evaluations regarding the effectiveness of organizational wellbeing programs on
productivity. While businesses allocate resources to wellness initiatives, there are few
scholarly studies that thoroughly examine their impact on enhancing productivity. (Nielsen
& Miraglia (2017), De Neve et al. (2019)).

Research Gap 6 -- Insufficient investigation into individual factors affecting the
relationship between wellbeing and productivity exists. Elements like age, gender,
personality traits, life stage, and socio-economic status can shape how employees perceive
wellbeing and productivity, yet these aspects are frequently overlooked. (Bakker et al.
(2006), Warr (2013)).

Research Gap 7 -- There is insufficient research on reverse causality – specifically, how
pressures related to productivity impact employee wellbeing. While the majority of studies
focus on the ways in which wellbeing affects productivity, limited attention has been given
to how heightened demands or pressures for productivity can diminish employee
wellbeing. (Sonnentag (2015), Bakker & Demerouti (2007)).
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Objectives of the Study

1) To comprehend how employee’s feel about their well-being within the company.
2) To investigate the connection between productivity and employee well-being.
3) To analyse the relation between age, gender, qualification, type of industry, work
experience with the extent of satisfaction through the wellness program provided by the
organisation to make employees productivity and satisfaction level high.
4) To analyse the impact of mental health, physical health, working stress, and general
wellbeing on the productivity of employees.



CHAPTER-3

RESEARCH METHODOLOGY.

3.1 Research Design.

It is a descriptive research type design, as here primary data has been collected through survey
method by using structured questionnaire as a tool. The survey questionnaire response was
taken from employees working in different organisation. The variables on mental health,
physical health, general well-being, work place stress have been captured using 5-point Likert
scale where 1 is highly disagree and 5 is highly agree. The variable on satisfaction about
wellbeing of company policy has been captured on a 10-point scale, where 1 is highly
unsatisfied and 10 is highly satisfied. The questionnaire has been made using an online
platform, Google form, for the respondents to respond in easy way.

3.2 Sampling techniques

Sampling done through non-probability convenient sampling.

3.3 Sample size – Have taken total 42 respondent’s sample. Sample taken from employees
working in different organisations, whether manufacturing or service sector.

3.4 Data collection

The data collected from employees working in different organisations like Manufacturing,
Power, Logistics etc using the structured questionnaire to understand their perception about
relation of employee’s well-being with productivity in their organisation.

3.5 Data Analysis techniques
Below different techniques used for hypothetical analysis of collected data with the help of
SPSS software.
1. Pearson chi-square test
2. One-way Annova
3. Multiple linear regression
4. Independent sample T-test
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CHAPTER 4

ANALYSIS AND RECOMMENDATIONS
5.1 Data Analysis.
Hypothesis wise analysis

1. Null Hypothesis
2. Alternate Hypothesis

Hypothesis--1
Ho (Null hypothesis) – Mental health has no significant impact on productivity of
employees.
Ha (Alternate hypothesis) -- Mental health has a significant impact on productivity of
employees.
Ho (Null hypothesis) – Workplace stress has no significant impact on productivity of
employees.
Ha (Alternate hypothesis) -- Workplace stress has a significant impact on productivity of
employees.

Ho (Null hypothesis) – Physical health has no significant impact on productivity of
employees.
Ha (Alternate hypothesis) -- Physical health has a significant impact on productivity of
employees.
Ho (Null hypothesis) – General well-being has no significant impact on productivity of
employees.
Ha (Alternate hypothesis) -- General well-being has a significant impact on productivity
of employees.

Multiple linear regression has been applied by taking mental health, physical health,
work stress management, general wellbeing as an independent variable and productivity
as a dependent variable. Below is its analysis.
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Analysis
It is evident from the model summary table that Independent variable are explaining 66%
variability in the dependent variable, which is an indication of high correlation among the
dependant and independent variables. Therefore, the model is robust for the further
analysis.
Annova
The value of 6.928 for the F-statistic for four degrees of freedom is less than 0.05.
Consequently, the independent variable reliably predicts the primary variable of the
study.
These situations are shown to have a strong P-value.
Coefficient
Here as per coefficient table result, there is maximum impact of physical health on
productivity followed by general wellbeing, but mental health and work stress has no
impact on productivity.
If somebody is not physically well, then he may be on leave or may be not attend the office
then definitely the productivity hampers.

The regression's findings show that the significant value for general well-being is greater
than 0.05. As a result, the null hypothesis is confirmed. Employee productivity and general
well-being do not significantly correlate, as a result. The significance value for work stress
management is greater than 0.05, which supports the null hypothesis. Thus, stress
management at work has little effect on employees' productivity.
The significance value in the case of mental health is more than 0.05, indicating support
for the null hypothesis. Therefore, there is no meaningful connection between mental



health and worker productivity. The significance value in case of physical health is less
than 0.05, hence alternate hypothesis is supported. Therefore, there is a significant impact
of physical health on the productivity of employees, as the person will be absent if he is
not physically well, which will directly affect the productivity.

INDEPENDENT SAMPLE T-TEST
Hypothesis-2

Ho (Null hypothesis): Employee productivity is not much impacted by gender.
Ho (Alternate hypothesis): Employee productivity is not much impacted by gender.

Interpretation

Consequently, the significance value exceeds 0.05. Therefore, the productivity of an
employee is not affected by their gender.

ANNOVA
Hypothesis-3

Ho (Null hypothesis): Employee productivity is not significantly correlated with the
industry they work in.
Ha (alternate hypothesis) -- Employee productivity and the industry they work in are
significantly correlated.
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Interpretation-
The Annova table above indicates that the significance value is greater than 0.05,
supporting the null hypothesis. As a result, productivity and department type do not
significantly correlate.

ANNOVA
Hypothesis-4

Ho (Null hypothesis): Their productivity and work experience do not significantly
correlate.
Ha (alternative hypothesis) -- Their productivity and work experience are significantly
correlated.

Interpretation-
The null hypothesis is supported since the above Anova table shows a significance value
greater than 0.05. As a result, their productivity and work experience do not significantly
correlate.

ANNOVA
Hypothesis-5
Ho (Null hypothesis): The productivity of an employee is not much impacted by their
current position.
Ha (alternative hypothesis): The productivity of employees is not much impacted by their
current employment.



Interpretation-
The null hypothesis is supported because the significance value is greater than 0.05, as can
be seen in the Annova table above. As a result, there is little effect on the employee's
current role's efficacy.

PEARSON CHI-SQUARE TEST
Hypothesis-6
Ho (Null hypothesis): The industry an individual works in and their qualifications do not
significantly correspond.
The qualifications of a person and the industry they work in are substantially associated,
according to the alternative hypothesis.
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Interpretation-
The relationship between an employee's credentials and the industry they work in has been
examined using the Pearson chi-square test.
At the 95% CI level, the significance value is greater than 0.05 (0.533), supporting the null
hypothesis and rejecting the alternative.
As a result, the qualifications of a person and the industry they work in do not significantly
correlate.



PEARSON CHI-SQUARE TEST
Hypothesis-7
Ho (Null hypothesis): There is no discernible relationship between an employee's current
position and their qualifications.
Ha (alternative hypothesis) -- There is a considerable correlation between an employee's
current role and their qualifications.

Interpretation-
The Pearson chi-square test is used to analyse the link between an employee's qualifications
and the position they currently hold.
Since the significance value at the 95% CI level is higher than 0.05 (0.487), the null
hypothesis is maintained and the alternative hypothesis is rejected.
Therefore, an employee's qualifications and the position they now have do not significantly
correlate.

PEARSON CHI-SQUARE TEST
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Hypothesis-8
Ho (Null hypothesis): There is no discernible relationship between an employee's age and
level of industry experience.
Ha (alternative hypothesis) -- There is a considerable correlation between an employee's
age and work history in the sector.

Interpretation-
The relationship between an employee's age and industry work experience has been
examined using the Pearson chi-square test. The significance value at the 95% confidence
level is less than 0.05 (0.000), indicating that the alternative hypothesis is accepted and the
null hypothesis is rejected.
As a result, an employee's age and industry work experience are strongly correlated.

PEARSON CHI-SQUARE TEST
Hypothesis-9
Ho (Null hypothesis): Industry and business turnover do not significantly correlate.
Alternative hypothesis (Ha): Industry type and firm turnover are significantly correlated.



Interpretation-
Using the Pearson chi-squared test, the relationship between industry type and turnover
was examined.
Given that the 95% CI significance level is higher than 0.05 (0.286), the null hypothesis is
maintained and the alternative hypothesis is rejected.
Consequently, there is no significant correlation between the type of industry and the
amount of business turnover.

PEARSON CHI-SQUARE TEST
Hypothesis-10
Ho (Null hypothesis): Gender and employee position in the industry do not significantly
correlate.
Ha (alternative hypothesis): A significant correlation exists between an employee's
gender and industry rank.
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Interpretation-
Using the Pearson chi-square test, the relationship between an employee's gender and its
position within the industry was examined.
Given that the 95% CI significance level is higher than 0.05 (0.528), the null hypothesis
is maintained and the alternative hypothesis is rejected.
Consequently, there is no meaningful correlation between an employee's gender and their
role inside the company.

CHAPTER 5



Findings

Ten potential hypotheses were put out, and each one was examined using the appropriate
statistical technique while taking the characteristics of the independent and dependent
variables into account. It is observed that,

Research
questions/Hypothesis

Test conducted Interpretation found

Does mental health, physical
health, work-place stress,
general well-being has any
impact on the productivity of
an employee in an
organisation?

Multiple regression/
Annova

1) It is evident from the
model summary table that
Independent variable are
explaining 66% variability
in the dependent variable,
which is an indication of
high correlation among the
dependant and independent
variables. Consequently, the
model is strong enough to
support additional research.
Consequently, the model is
strong enough to support
additional research.
2) Annova— It is determined
that the F-statistic value of
6.928 at 4 degrees of freedom
is less than 0.05. As a result,
the independent variable in
the study may be accurately
predicted. The P-value is
determined to be significant
in these situations.
3) Here as per coefficient
table result, there is
maximum impact of physical
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health on productivity
followed by general
wellbeing, but mental health
and work stress has no
impact on productivity.
If somebody is not physically
well, then he may be on leave
or may be not attend the
office then definitely the
productivity hampers.
4) The significant value for
overall well-being is higher
than 0.05, according to the
regression results. The null
hypothesis is thus validated.
Employee productivity is
therefore not much impacted
by their general well-being.

Does gender have any
significant impact on
productivity of an employee?

Independent sample T-
test

According to the results, the
significance level is larger
than 0.05. As a result, an
employee's gender has no
effect on their productivity.

Is there a strong relationship
between an employee’s work
experience and productivity?

One-way Annova Test Support for the null
hypothesis is provided by the
significance value being
higher than 0.05.
Consequently, there is no
meaningful correlation
between productivity and
work experience.

Is there any significant impact
of employee’s current position

One-way Annova Test Since the significance
threshold is higher than 0.05,



on its productivity? the null hypothesis is
supported. Therefore, there
is no discernible effect of an
employee's current job on
productivity.

Is there a strong relationship
between an employee's
qualifications and the industry
in which they work?

Pearson chi-square test The null hypothesis is
maintained and the
alternative hypothesis is
rejected since the
significance value at the 95%
CI level is higher than 0.05
(0.533).
There is no discernible
correlation between an
employee's industry of
employment and their
qualifications.

Is there a strong relationship
between an employee's
qualification and their position
in the industry?

Pearson chi-square test The null hypothesis is
supported and the alternative
hypothesis is rejected since
the 95% confidence level for
significance is higher than
0.05 (0.487).
Consequently, there is no
significant correlation
between an employee's
present position and their
qualifications.

Is there a strong relationship
between an employee's age
and sector experience?

Pearson chi-square test Since the alternative
hypothesis is supported and
the null hypothesis is
rejected, the 95% confidence
level for significance is less
than 0.05 (0.000).
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Consequently, there is a
significant relationship
between an employee's age
and their level of industry
expertise.

Is there a strong association
between industry type and
firm turnover? Is there a strong
association between industry
type and firm turnover?

Pearson chi-square test The null hypothesis is
supported and the alternative
hypothesis is rejected since
the 95% confidence level for
significance is higher than
0.05 (0.286).

Does an employee's position
within the industry have a
substantial correlation with
their gender?

Pearson chi-square test Given that the 95% CI
significance value is greater
than 0.05 (0.528), the null
hypothesis is upheld and the
alternative hypothesis is
rejected

Organizational culture

Recognition and rewards are fairly distributed within the organization.



Interpretation – A sample study with 42 respondents revealed that the majority

of them agreed with the above statement.
.

Organizational culture

Leadership communicate openly and transparently with employees

Interpretation – Based on a sample survey of 42 respondents, it was discovered that the
majority of them had no opinion about the statement above.

Remote and hybrid work models had increased the productivity of employee in the
organization.
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Interpretation –A random survey of 42 respondents revealed that the majority

of them agreed with the above statement.

General well being

I feel generally satisfied with my current work-life balance.

Interpretation –The majority of respondents to a sample study with 42 participants said
they were happy with the balance of their lives as it was.

General well being

I believe my company actively promotes employee well-being through various
initiatives.



Interpretation –A sample survey of 42 respondents revealed that while the majority
(43%) agreed with the statement above, some respondents (23%) were indifferent and
some respondents (21.4%) disagreed.

General well being

I feel comfortable discussing personal challenges with my manager.

Interpretation –A random survey of 42 respondents revealed that while the majority of
respondents agreed with the aforementioned statement, some (31.7%) disagreed.
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General well being

I feel physically and mentally capable of performing my job duties effectively.

Interpretation –A sample survey of 42 respondents revealed that the majority of them
(54.8%) agreed with the aforementioned statement.

Workplace Stress Management

My workload is manageable and does not regularly lead to excessive stress

Interpretation –A random survey of 42 respondents revealed that while the majority of
respondents (45.2%) agreed with the aforementioned statement, 26% disagreed.



Workplace Stress Management

I feel supported by my team when experiencing high-pressure situations

Interpretation –42 respondents sample survey was taken and found that majority of the
respondents (54.8%) agrees with the above statement, but there are 28.6 % respondents
which still disagree with the statement.

Workplace Stress Management

The company provides adequate opportunities to take breaks during the workday.

Interpretation –The majority of respondents (31%) agreed with the statement above,
according to a representative survey of 42 respondents; however, 26.2% of respondents
were ambivalent about the statement.
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Workplace Stress Management

I feel comfortable discussing work-related stress with my manager.

Interpretation –A sample survey of 42 respondents revealed that the majority of them
(55%) agreed with the aforementioned statement.

Physical Health and Wellness

My company encourages healthy eating habits by providing nutritious food options

Interpretation –The majority of respondents (31%) disagree with the aforementioned
statement, according to a sample survey of 42 respondents.



Physical Health and Wellness

I have access to facilities or programs that support physical activity (e.g., gym
memberships, fitness classes)

Interpretation –The majority of respondents (31%) agree with the aforementioned
statement, while 31% disagree, according to a sample survey of 42 respondents.

Physical Health and Wellness

The company promotes regular health check-ups and screenings.

Interpretation –A sample survey of 42 respondents revealed that the majority of them
(48%) agreed with the aforementioned statement.
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Physical Health and Wellness

I feel my physical health positively impacts my work performance

Interpretation –A sample survey of 42 respondents revealed that the majority of them
(52%) agreed with the aforementioned statement.

Mental Health Support

My company offers accessible mental health services (e.g., counselling, employee
assistance programs).

Interpretation –A random survey of 42 respondents revealed that the majority of them
(36%) agreed with the aforementioned statement.



Mental Health Support

The company culture openly discusses the importance of mental well-being.

Interpretation –A random survey of 42 respondents revealed that the majority of them
(45%) agreed with the aforementioned statement.

Mental Health Support

I feel supported by my team and manager when dealing with personal challenges.

Interpretation –A sample survey of 42 respondents revealed that the majority of them
(57%) agreed with the aforementioned statement.
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Productivity Impact

When I feel physically and mentally well, my productivity at work increases.

Interpretation –A sample survey of 42 respondents revealed that the majority of them
(43%) strongly agreed with the statement above.

Productivity Impact

I am more likely to be engaged and motivated when my well-being is prioritized

Interpretation –A sample study with 42 respondents revealed that the majority of them
(61%) agreed with the aforementioned statement.



CHAPTER 6

CONCLUSION, IMPLICATION & RECOMMENDATION

Conclusion

Research was conducted to find out the perception of employees working in different
organisations that whether there is any impact of mental health, physical health, workplace
stress, general wellbeing on the productivity level of an employee in an organisation and
also the extent employees are satisfied with the wellness program provided by their
organisation to make employees productivity and satisfaction level high. Study was
conducted and Questionnaire was developed and collected data from the employees
working in diverse industries like manufacturing & service sector and analysed the
collected data through hypothesis and by applying different analytical tests like Pearson
chi-square test, multiple regression, Independent sample T-test and one-way annova based
on the collected data, and found that there is maximum impact of physical health on
productivity followed by general wellbeing, but mental health and work stress has no
impact on productivity. If somebody is not physically well, then he may be on leave or
may be not attend the office then definitely the productivity hampers. There is no impact
of employee’s gender on its productivity. There is no significant relation between type of
industry in which the employees are working and its productivity. There is no significant
relation between the work experience of an employee and its productivity. There is no
significant impact of employee’s current position on its productivity. There is no
significant relationship between the qualification of an employee and the type of industry
they are working in. There is no significant relationship between the qualification of an
employee and the current position they are working in. There is a significant relationship
between the age of an employee and its work experience in the industry. There is no
significant relationship between the type of industry with its turnover. there is no
significant relationship between the gender of an employee and its position in the industry
Implications
The results can guide the creation and execution of more impactful strategies and policies
that boost both employee wellbeing and productivity. This may result in a more vibrant,
involved, and efficient workforce. By tackling the elements that influence both wellbeing
and productivity, organizations can enhance essential performance metrics like
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profitability, customer satisfaction, and employee retention. Companies that emphasize
employee wellbeing frequently enjoy a competitive edge in attracting and keeping high-
quality talent. The study can assist people in becoming more productive and efficient at
work by determining the elements that influence productivity. The results could emphasize
the value of work-life balance and guide the creation of procedures and policies that
promote it. The study can add to the body of knowledge already available on the connection
between worker productivity and well-being, offering insightful information for further
investigation. Future research in this area may be stimulated by the study's ability to
pinpoint areas that need more examination.

Limitation and recommendation
There were different challenges to reach and collect the data from the employees working
in different organisation, as have to follow up a lot for taking responses from the
employees. hence leading to low response rate (42 respondents). The first step in enhancing
employee well-being and productivity is figuring out what workers need to feel content,
healthy, and inspired at work. Utilizing research instruments and questionnaires to gauge
their present level of job satisfaction and well-being is crucial. A healthy work
environment, flexible scheduling, and mental health support can all help employees stay
focused and experience less stress. Establishing a positive workplace culture also heavily
relies on effective leadership and transparent communication. Both morale and
performance can be improved by teaching managers how to assist their people and by
promoting frequent feedback. Finally, providing employees with learning opportunities
and acknowledging their efforts can help to maintain their engagement and productivity.
Over time, regular monitoring and assessment of these initiatives aid in the development
of better decisions.
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Appendix

Below are the questionnaires which was prepared for collecting the data from the
respondents.
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