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ABSTRACT

THE MEDIATING ROLE OF PERCEIVED ORGANIZATIONAL SUPPORT ON THE
RELATIONSHIP BETWEEN WELLNESS PROGRAMS AND JOB SATISFACTION

by Andy Tran

The purpose of the current study was to examine the mediating role of perceived
organizational support (POS) on the relationship between wellness programs (participations
and availability) and job satisfaction. A total of 83 employees participated in the study, which
utilized online survey distribution. Results showed that POS fully mediated the relationship
between both participation and availability of wellness programs and job satisfaction. In
other words, employees who participated in a wellness program felt more supported by their
organization, leading to greater job satisfaction. In addition, the results suggested that when
organizations offered more wellness programs, employees were more likely to perceive
higher levels of support from their organization, resulting in greater job satisfaction. Given
that both participation and availability of wellness programs were positively related to job
satisfaction, organizations could use this finding to justify investing more into wellness

programs for their employees.
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Introduction

Wellness programs are organizational initiatives designed to promote healthy lifestyles
and behaviors among employees (Baicker et al. 2010). With the increase in employees with
chronic diseases over the years (Mattke et al., 2012) and the added concern for employee
health and safety during the pandemic, wellness programs have become increasingly popular
in the workplace.

For those who take part in wellness programs, studies have shown positive outcomes
such as reduced absenteeism, increased productivity, and greater job satisfaction (Gubler et
al., 2018; Losina et al., 2017; Marshall, 2020; Parks & Steelman, 2008). However, much of
the research to date on wellness programs and job satisfaction has focused on the direct
relationship between these variables without examining the potential influence of mediators.
Therefore, this study examined the relationship between two aspects of wellness programs,
participation and availability, and job satisfaction while considering the potential mediating
role of perceived organizational support (POS).

History of Wellness Programs

Wellness programs are more prevalent in big companies today than they have ever been
(Kaiser Family Foundation, 2021). However, according to Reardon (1998), it was not until
the mid-1970s that real workplace wellness programs emerged. The first significant corporate
wellness program was Johnson & Johnson’s Live for Life program, which began in 1979 and
is recognized as the prototype for wellness programs. This program consisted of a

questionnaire and a physical examination to collect data on each participant’s activity level



and body fat percentage. With the program, the organization was able to assist in the control
of behaviors such as weight management, nutrition, and stress management (Pencak, 1991).

In 1979, Surgeon General Julius Richmond published a historic report entitled “Healthy
People: The Surgeon General’s Report on Health Promotion and Disease Prevention”
(Health.gov, n.d), which prompted the Office of Disease Prevention and Health Promotion
(ODPHP) to launch Healthy People 1990. This effort had an ambitious, measurable 10-year
goal to improve the health and well-being of the nation, with a focus on reducing mortality
across the life span and boosting older individuals’ independence. After every decade, a new
version of the Healthy People program was created, each building on the previous one.

In the 1980s, wellness programs appeared to focus exclusively on the physical health
components of wellness while ignoring the other dimensions. As a result, companies did not
consider psychological well-being as part of a more comprehensive workplace wellness
strategy until the late 1980s, when the Occupational Safety and Health Administration (OSH)
launched a program emphasizing workers’ mental health. The program was designed to
address the problem of work-related mental health issues, with a particular emphasis on
stress-related illnesses (Reardon, 1998). This was followed in 1991 by the Managing
Depression in the Workplace program, an effort developed by the National Institute of
Mental Health to prevent employee mental health disorders caused by the workplace, such as
depression (Reardon, 1998).

In the 1990s, the ODPHP introduced the second iteration of the Healthy People initiative,
Healthy People 2000, which advocated that 75% of businesses with 50 or more employees

give health promotion services as an employee benefit (Reardon, 1998). This initiative was



guided by three key goals: to increase healthy life expectancy, to reduce health inequities,
and to ensure that everyone has access to preventative care (Health.gov, n.d). Despite the
lack of studies supporting the advantages of worksite wellness, the idea that workplace health
promotion provides benefits to organizations by having a favorable effect on employees
gained popularity among companies, who began to promote such programs more widely
(Pencak, 1991).

In 1996, the Pender’s Health Promotion Model had a significant role in guiding the
development of workplace wellness programs (Reardon, 1998). The Pender Model aimed to
assist individuals in achieving greater levels of well-being and went beyond the physical
aspect of health by taking a more holistic view of individuals. Specifically, the Pender Model
asserted that a person’s qualities, demographics, and life experiences substantially impact
their actions and decisions about their engagement in health promotion behavior (Reardon,
1998).

In January 2000, the ODPHP launched the third iteration of Healthy People, named
Healthy People 2010. Like Healthy People 2000, Healthy People 2010 sought to have 75% of
businesses with 50 or more employees implement a health promotion plan with the same
three goals in mind (Hughes et al., 2011). However, Healthy People 2010 placed a greater
emphasis on enhancing the quality of life, with one of its primary aims being to eliminate
health disparities rather than simply diminish them (Health.gov, n.d).

The fourth iteration of the Healthy People initiative, Healthy People 2020, consisted of
four primary objectives (Health.gov, n.d). The first objective was to achieve high-quality,

longer lives free from preventable disease, disability, damage, and death. The second



objective was to attain health equity, eradicate disparities, and promote the health of all
people. The third objective was to develop social and physical conditions that enhance the
health of all individuals. The final objective was to increase life quality, healthy growth, and
healthy behaviors throughout all stages of life. The fifth and most recent version of Healthy
People, Healthy People 2030, builds on the data collected over the past four decades and
places a greater emphasis on health equity, social determinants of health, and health literacy,
in addition to a new emphasis on well-being (Health.gov, n.d).
Brief on Employee Physical Health

Most health promotion initiatives are based on the idea that the main causes of premature
mortality and disease are lifestyle-related and can be prevented (Song & Baicker, 2019).
Health promotion initiatives are intended to help people avoid death and illness while also
enjoying a good quality of life. However, chronic diseases have become a substantial
challenge in the United States as they reduce the quality of life, account for severe
impairment in 25 million Americans, and are the leading cause of death, taking 1.7 million
lives annually (Mattke et al., 2012). Chronic disease is defined by the World Health
Organization (WHO) as noncommunicable diseases that are often long in duration and
generally progress slowly (WHO, 2017). The four most prevalent chronic diseases,
collectively responsible for almost 70% of all deaths worldwide, are cardiovascular diseases
(such as heart attacks and strokes), cancers, chronic lung diseases (such as chronic
obstructive pulmonary disease and asthma), and diabetes (WHO, 2017). Inactivity, poor
nutrition, tobacco use, and excessive alcohol use are the four key risk factors known to cause

chronic illnesses (WHO, 2017). Although it was once believed that workers aged 55 and



older were more susceptible to chronic diseases, in the recent decade the prevalence of
chronic diseases has increased by 25% among working-age adults between the ages of 25 and
54 (Mattke et al., 2012).

The rising prevalence of chronic health issues among employees has been demonstrated
to have a considerable economic impact. Chronic diseases, for example, have contributed to
increases in health-related costs, including both direct medical costs and indirect costs
resulting from absenteeism and decreased productivity and engagement (Losina et al., 2017;
Parks & Steelman, 2008).

Employers have started wellness program initiatives with the objective of influencing
employees’ long-term health behaviors in response to the growth in chronic diseases and
their associated problems (Mattke et al., 2012). If major causes of chronic disease and early
mortality can be avoided, it is widely assumed that some of the expenses involved with
treating such diseases can also be avoided or reduced significantly. As a result, wellness
programs may have a significant influence on employee health care costs. Wellness programs
are also expected to have an influence on employee absenteeism, resulting in additional
advantages for organizations who provide comprehensive wellness programs.

Components of Wellness Programs

Wellness programs are offered to employees as a preventative tool to help avoid illnesses
and improve or maintain overall health and well-being. As the number of organizations
implementing wellness programs continues to rise, it is crucial to understand the various
aspects of wellness programs. Comprehensive wellness programs include physical and

educational components, oftentimes integrating both (Parks & Steelman, 2008). When



looking at the physical aspect of comprehensive wellness programs, these programs aim to
enhance employees’ physical health. According to a 2014 poll conducted by Willis Health
and Productivity, 90% of companies that provided wellness programs include a physical
activity component (Willis Towers Watson, 2014). These programs differ from company to
company. For example, some companies may provide on-site fitness centers for their
employees, while others may have free or discounted memberships for off-site fitness centers
(Sandercook & Andrade, 2018). In addition, as the number of individuals working from
home has increased in recent years, many employers now give allowances or reimbursements
for employees to purchase their own fitness-related equipment (Homonoft et al., 2020)
Educational wellness programs are another aspect of comprehensive wellness programs
that focus on teaching employees how to improve or maintain overall health and avoid
illnesses (Aldana et al., 2005; Parks & Steelman, 2008). Because of their scalability and low
cost, educational wellness programs are typically the first effort given by organizations.
These programs give employees relevant, high-quality, and timely health information
through on-site seminars, online webinars, and other media like newsletters. An example of
an educational wellness program is a mindfulness-based stress reduction (MBSR) program,
an 8-week, patient-centered, evidence-based intervention that teaches mindfulness
meditation, breath-work, basic yoga, and other relaxation techniques (Bazazrko et al., 2013).
Other examples of educational wellness programs include nutrition education and smoking
cessation seminars, both of which attempt to teach participants how to live better lifestyles

and overcome addictions.



Comprehensive wellness programs incorporate both physical and educational
components to provide programs for health promotion and disease management, with an
emphasis on personalized risk reduction for employees. This integrated approach has been
shown to be much more successful in avoiding illness and enhancing general health than
separate approaches (Person et al., 2010). Although wellness programs may vary across
companies, their success will be maximized by incorporating both physical and educational
components.

Outcomes of Wellness Programs
Wellness Programs and Physical Health

The prevalence and severity of chronic diseases are a growing concern in the workforce.
While it is impossible to eradicate inherent risk factors for chronic disease, wellness
programs have been found to lessen the negative effects of other risk factors on employees’
health. For example, studies have shown that a tailored wellness program can significantly
reduce risk factors such as poor nutrition, physical inactivity, obesity, smoking, and
excessive alcohol consumption, and, in turn, reduce chances of chronic disease-related
illnesses and early mortality (Anderson et al., 2009; Génedahl et al., 2015).

A study by Ganedahl et al. (2015) sets out to evaluate the relationship between
participation in a work-site wellness program and physical activity. The study revealed that
individuals who participated in the workplace wellness program engaged in more physical
activity and reported better overall health outcomes compared to those who did not

participate. These results suggest that wellness programs can be an effective way to increase



physical activity and improve the health of employees because it provides them with
resources, support, and incentives to engage in healthy behaviors (Génedahl et al., 2015).

In a second study, Lowensteyn et al. (2018) discovered that high participation rates in
wellness programs led to substantial improvements in physical activity, with participants
increasing their physical activity levels to approximately 90 minutes of moderate activity or
45 minutes of vigorous activity. These increases in physical activity were associated with
decreases in physical fatigue, blood pressure, and cholesterol, and increases in muscle gain
(Lowensteyn et al., 2018).

Increasing physical activity is crucial for weight loss and better health in general.
Anderson et al. (2009) conducted a meta-analysis to examine the efficacy of worksite
nutrition and physical activity programs in promoting healthy weight among employees. At
six- to 12-month follow-ups, participation in worksite nutrition and physical activity
programs resulted in modest improvements in employee weight status. Multiple studies
indicated both weight loss and a decrease in body mass index (BMI), and the findings
appeared applicable to both male and female employees in a variety of workplace contexts
(Anderson et al., 2009).

Although the goal of wellness programs may be clear, there are conflicting findings when
examining how they improve employee health. Recent research conducted by Reif et al.
(2020) evaluated the impact of a comprehensive workplace wellness program on employee
health, health beliefs, and medical use at 24 months among employees of the University of
[llinois at Urbana-Champaign. The researchers discovered that a 24-month comprehensive

workplace wellness program significantly improved employee perceptions of their personal



health and raised the proportion of employees who reported seeing a primary care physician.
However, after 24 months, no significant effects were observed on physical health outcomes,
medical diagnosis rates, or the utilization of health care services. These findings indicate a
discrepancy between employees’ views of their health and actual physical and administrative
health measurements when engaging in wellness programs.

In a similar study, Song and Baicker (2019) examined the impact of wellness programs
on employee health. However, instead of university personnel, BJ’s Wholesale Club
employees participated in the study, which lasted 18 months as opposed to 24 months.
Although the participants and duration of the intervention varied between the two studies, the
outcomes were similar. Song and Baicker (2019) revealed that among employees of the large
U.S. warehouse retail organization, a workplace wellness program resulted in considerably
greater rates of positive self-reported health behaviors among those who participated than
those who did not. However, similar to Reif et al. (2020), there were no statistically
significant differences in clinical measures of health, health care cost and utilization, and
employment outcomes between the two groups after 18 months.

Wellness Programs and Productivity

Workplace productivity may be described as the efficiency of a company’s workforce,
which can be measured by the quantity of goods or services produced or delivered in a
certain time period (Gubler et al. 2018). Increasing productivity is a goal shared by
practically all organizations. However, there are a number of issues that hamper workplace
productivity, such as absenteeism, which refers to when an employee habitually misses work

without justification, presenteeism, which refers to when an employee continues to work



while feeling ill, and employee turnover (Bergstrom et al., 2009). When these issues occur in
an organization, their effects can negatively impact productivity and ultimately profits.

According to the American Institute of Stress (n.d.), businesses lose around $300 billion
annually due to absenteeism, turnover, workplace stress, and workplace accidents. To combat
these losses, companies have resorted to implementing wellness programs (Parks &
Steelman, 2008). This assumes that with the implementation of wellness programs, employee
health will improve, resulting in fewer rates of absenteeism (Losina et al., 2017; Parks &
Steelman, 2008).

A few studies have illustrated the positive effect of wellness programs on decreasing
absenteeism. For example, Parks and Steelman (2008) examined the difference in
absenteeism between those who participated in wellness programs and those who did not.
Their results showed that those who engaged in wellness programs generally had lower rates
of absenteeism than those who did not, supporting the idea that employees who participate in
wellness programs are healthier and therefore less likely to incur sickness-related absences
(Parks & Steelman, 2008). They even suggested that comprehensive wellness programs,
which commonly include educational classes that provide knowledge and resources needed
to maintain one’s physical and mental health, could aid in the prevention of employee health
issues and the reduction of employee absences (Parks & Steelman, 2008).

Physical health is another key component to decrease absenteeism. Losina et al. (2017)
examined the association between physical activity and unscheduled absences from work due
to illness and found that less physically active people (i.e., people who presumably

participated less in the physical activity program) and those with various chronic medical
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conditions had greater rates of unplanned illness-related absenteeism than those who were
more physically active. These findings are consistent with other studies that have found more
physical activity leads to fewer absences and future risks of absenteeism (Lahti et al., 2010;
Lahti et al., 2012).

Whatever the causes may be, employees missing work due to sickness, stress, family
troubles, dissatisfaction with their jobs, or a desire for an extra day off may indicate a bigger
workforce satisfaction problem or related issues. Regardless of the cause, organizations may
decrease absenteeism while increasing workforce productivity by implementing wellness
programs that are aimed at promoting healthy lifestyles and rewarding employees for
excellent attendance and working efficiently.

In a study by Gubler et al. (2018), the researchers outlined strategies to help increase
productivity by launching wellness programs that helped employees track and improve their
health and well-being. The results indicated that implementing a corporate wellness program
might considerably impact employee productivity, with even greater productivity increases
for those whose health improved because of the program (Gubler et al., 2018). Although the
results demonstrated greater benefits for those who improved their health, the researchers
argue that firms should not focus only on enabling sick employees to identify and mitigate
health issues. Rather, the study suggests that all types of employees can benefit from
implementation of wellness programs. In addition, Gubler et al. (2018) found that
organizations profited financially from the higher productivity of employees who participated
in wellness programs, citing the program’s favorable effect on employee productivity as a

contributing reason.
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The correlation between productivity and profitability suggests that an organization's
financial success is dependent on the productivity of its employees. Amid escalating health
expenditures and sickness-related absences, there is an increasing interest in workplace
illness prevention and wellness programs to enhance employee health and reduce profit loss.
In a meta-analysis of literature on costs and savings associated with wellness programs,
Baicker et al. (2010) discovered that even in just the first few years after adopting wellness
programs, large organizations received significant positive returns. The study found that, for
every dollar spent, wellness programs reduced medical expenditures by $3.27 and absence
day costs by $2.73 (Baicker et al., 2010). While wellness programs are unquestionably
advantageous for employees, they are also advantageous for organizations, either through
lower replacement costs for absent workers or an advantage in recruiting new talent (Baicker
etal., 2010).

Wellness Program and Job Satisfaction

Wellness programs have been found to have a positive impact on job satisfaction, in
addition to increasing productivity. Job satisfaction is the extent to which an employee likes
or dislikes their job and feels fulfilled by it (Parks & Steelman, 2008), and offering a
wellness program is one aspect that can improve it. By voluntarily participating in wellness
programs, employees can benefit from increased job satisfaction and overall well-being,
which can contribute to greater revenue and profitability. This is because employees who are
satisfied with their jobs tend to be more motivated and productive (Westover & Taylor,

2010). Therefore, job satisfaction is a critical variable that was in this study.
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In a study, Marshall (2020) evaluated the extent to which a comprehensive wellness
program influenced employees’ job satisfaction in order to determine what wellness
programs could influence besides employees’ health. The purpose of the study was to
investigate the impact of participation in the wellness program on employees’ job
satisfaction, including both intrinsic elements (e.g., the characteristics of the job itself) and
extrinsic elements (e.g., conditions and circumstances external to the job). The study found
that even when organizations devoted resources to develop and implement wellness
programs, only those who participated in these programs showed increases in extrinsic and
intrinsic job satisfaction (Marshall, 2020). Similarly, in another study by Abdullah and Lee
(2012), respondents who participated in a wellness program reported greater job satisfaction
than respondents who did not participate. Therefore, organizations and leaders should not
only aim to implement wellness programs but also actively encourage employees to
participate, while creating a culture that wellness programs is perceived as positive to help
increase job satisfaction.

Wellness Program and Perceived Organizational Support

According to the organizational support theory, wellness programs can positively affect
not only job satisfaction but also the perceived organizational support (POS) of employees.
POS is defined as the degree to which employees believe their organization values their
contributions and cares about their well-being (Eisenberger et al., 1986). Referencing social
exchange theory (Blau, 1964), organizational support theory asserts that employees feel an
inherent need to repay favorable and helpful treatment they receive from their organization

by developing positive attitudes toward it and by assisting it in achieving its goals (e.g.,
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Eisenberger et al., 1986). Organizational support theory also mentions that POS meets
employees’ socio-emotional needs such as the need for esteem, resulting in positive attitudes
and actions toward the organization as well as improved subjective well-being (Kurtessis et
al., 2017).

POS has been shown to be driven by various factors, with some of the most influential
factors being supervisor support, fairness, and organizational reward and job conditions
(Rhoades & Eisenberger 2002). Because supervisors are representatives of the organization
and are responsible for overseeing and evaluating subordinates’ performance, employees
interpret their supervisor’s favorable or unfavorable attitude toward them as a reflection of
the organization’s support (Eisenberger et al., 1986). Consequently, if employees see that
their supervisors support them and their jobs, they will perceive that their organization
supports them as well.

Fairness is another factor that influences POS. When employees believe they are treated
fairly in comparison to their coworkers, they feel supported, respected, and heard. Rhoades
and Eisenberger (2002) state that repeated instances of fairness in resource distribution
decisions also have a strong cumulative effect on POS through demonstrating concern for
employee well-being.

Another important factor that has a significant influence on POS in the workplace is
organizational reward and job conditions. This is a broad factor, but examples that have been
examined in relation to POS include recognition, pay and promotions, and autonomy. When
looking at recognition and pay and promotions, organizational support theory asserts that

favorable opportunities for rewards serve to transmit a positive evaluation of employees’
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achievements and hence contribute to POS (Rhoades & Eisenberger 2002). Autonomy is
when employees perceive they have control over how they perform their jobs, including
scheduling, work procedures, and task diversity. High autonomy should boost POS as it
demonstrates the organization’s trust in the employee’s ability to make informed decisions
regarding job performance (Rhoades & Eisenberger 2002). With so many factors that can
affect POS, organizations can increase employees’ POS in a variety of ways, such as
enhancing their employees’ working conditions, rewarding those who put in extra effort,
conducting management surveys, collecting employee feedback, and cultivating a fair and
supportive work environment (Rhoades & Eisenberger 2002; Sun, 2019).

Although there are very limited studies on the relationship between wellness programs
and POS, the studies that have tested the relationship have found positive correlations.
Muiioz et al. (2022) investigated wellness programs and initiatives through which
organizations have attempted to adjust to the new circumstances brought about by COVID-
19, and their effect on the POS of employees. The researchers discovered that when wellness
and COVID-19 protection programs were properly implemented, employees acknowledged
the company’s efforts to treat them fairly and provide them with the ability to perform their
jobs under reasonably good conditions. The researchers explained that POS is a sequence of
emotional, instrumental, and informative transactions that range from sustaining to boosting
employee well-being (Giorgi et al., 2016). Therefore, the results of wellness and COVID-19

programs generating positive feelings from employees reflect how employees view POS.
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POS as a Mediator

In addition to being an outcome of wellness programs, POS has also been identified as a
mediator of the relationship between wellness programs and other outcomes. For instance, a
study by Varga et al. (2020) looked into the impact of wellness programs on employee and
organizational outcomes in the hospitality industry. In particular, they examined how
employee perceptions of wellness programs affected outcomes like job stress and POS, as
well as the role of POS as a mediator of the relationship between perception of wellness
programs and job stress. According to Guest (2002, as cited in Varga et al., 2020), wellness
programs are an example of high-performance human resource practices in which
perceptions of the organizational environment are crucial to the practices’ outcomes.
Therefore, Varga et al. (2020) believed that POS should be considered a mediator when
evaluating the relationship between employees’ perceptions of wellness programs and
outcomes such as workplace stress. In particular, they expected that participation in wellness
programs would increase POS, which in turn, ultimately decreases job stress.

The first link in the study's mediation relationship was that perception of wellness
programs would lead to increased POS. Varga et al. (2020) explain that POS is the extent to
which employees feel their organizations value their contributions and care about their well-
being (Eisenberger et al., 1986). Because the goal of implementing wellness programs within
an organization is to improve the health and well-being of its employees, it was believed that
the more favorably people saw the usefulness of wellness programs, the more they perceived

their organization to support them.
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The second link in the study's mediation relationship was the relationship between POS
and job stress. Studies have shown that job overload, emotional and physical demands, and
poor work-life balance do not contribute to burnout when employees report support from
peers and superiors (Bakker et al., 2005 as cited in Varga et al., 2020). With studies
illustrating that POS can mitigate some of the issues caused from being in a stressful work
environment, Varga et al. (2020) believed that employee perceptions of organizational
support would have a direct negative correlation with job stress.

Organizational health studies have discovered favorable relationships between POS and
employee physical and mental health (Arnold & Dupré, 2012, as cited in Varga et al., 2020),
indicating that POS is an important factor in determining the effectiveness of any employee
wellness program. Thus, with the studies illustrating the role of POS on employee stress,
together with on the relationship between wellness program and POS, Varga et al. (2020)
hypothesized that POS would mediate the negative relationship between wellness programs
and stress.

The participants in the Varga et al. (2020) study consisted of hospitality employees who
were required to have worked at a company that offered wellness programs. In this study,
wellness programs included smoking cessation programs, weight reduction programs,
preventative health exams, as well as efforts inside the workplace such as providing
nutritious snacks and dining alternatives, and ergonomic workplaces. Using scales from prior
research, a self-administered survey was designed for data collection to assess job stress and
POS. To ensure quality and reduce variance and biases, the researchers implemented an

attention-check question that was placed halfway through the questionnaire.
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The main goal of the Varga et al. (2020) study was to examine POS as a mediator in the
relationship between employee’s perceptions of wellness programs and job stress. They first
found that perceptions of wellness programs by employees had a significant and negative
relationship with their stress levels. Next, in testing their mediated relationship, they found a
significant positive correlation between perceptions of employee wellness programs and
POS, indicating that wellness programs contributed to a supportive and equitable workplace
culture. The study also found that employees who perceived more POS were less likely to
experience job stress. This is because when employees experience POS, they feel valued and
supported by their organization, which can reduce feelings of uncertainty and insecurity.
Therefore, Varga et al. (2020) was able to illustrate that employee wellness programs had a
significant indirect relationship with job stress through POS, showing that employees’
perceptions of their organization are influenced by their perceptions of wellness programs,
which in turn reduced other employee experiences like stress.

Varga et al.’s (2020) finding of a significant mediating role of POS in the relationship
between wellness programs and stress demonstrates to organizations that by offering
wellness programs to their employees, employees may perceive that their organizations care
about them, which will ultimately result in less stress. The findings suggest that wellness
programs can help foster a supportive work environment which can be an effective strategy
to decrease stress levels of employees. Furthermore, positive feedback and support for these
programs may lead to the development and implementation of more new programs. This

could provide employees with even more valuable resources to aid in managing stress.
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The Varga et al. (2020) study provides a valuable foundation for exploring the impact of
wellness programs on employee well-being and the mediating role of POS. However, it is
important to acknowledge that the findings of the study may not necessarily be applicable to
other industries or settings. Because the participants in this study were employed in areas of
the hospitality industry, including lodging, food and beverage, event management, tourism,
and entertainment, their findings may be specific to the hospitality industry and not be
directly applicable to other work contexts. In order to determine the broader applicability of
these findings, further research would need to be conducted in a variety of settings and
industries. This would help to establish whether the results of this study are specific to the
hospitality industry or if they can be generalized to other work contexts.

Another gap in the study is the focus on employee’s perceptions of wellness programs
rather than actual participation and availability. The study from Varga et al. (2020) highlights
the importance of the perception of wellness programs as a factor in reducing employee
stress levels through POS, but it is unclear whether actual participation in these programs
would have a similar effect. While employee perceptions of wellness programs are important,
they do not necessarily reflect the actual impact of these programs on employee well-being.
Looking at participation can provide insights into whether employees are actually engaging
with the wellness programs provided by their organizations.

If participation rates are low, it suggests that employees may not be aware of the
available programs or may not find them relevant to their needs. Analyzing the availability of
wellness programs is also important because it reveals the types and number of resources

available to employees to support their well-being. If there are limited wellness programs
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available, employees may not have the opportunity to access resources that could benefit
their well-being. Therefore, examining both participation and availability of wellness
programs is crucial in understanding their impact on employee well-being, as perceptions
alone may not accurately reflect the effectiveness of these programs.

Purpose of the Current Study

Wellness programs have become increasingly prevalent in the workplace over the past
few years. It has been demonstrated through various studies that not only do wellness
programs benefit employees, but they also provide advantages for the organizations that
implement them. Specifically, research has demonstrated a positive relationship between
wellness programs and several outcomes, including increased mental and physical health,
productivity, and job satisfaction, while decreasing absenteeism. Although there has been a
growing body of research on wellness program outcomes, there has been an absence of
studies on potential mediators.

The study by Varga et al. (2020) contributes to the POS literature by directly tying it to
wellness programs and outcomes like job stress in the hospitality industry. This finding paves
the way for further investigation into the function of POS as a mediator in the relationship
between wellness programs and other outcomes. Specifically, I believe that POS can serve as
a mediator of the relationship between wellness programs and employee job satisfaction.
Although few studies have been conducted on the relationship between wellness programs
and job satisfaction, no studies have examined the role of POS as a mediator in this
relationship. One study by Parks and Steelman (2008) found a positive relationship between

participation in wellness programs and job satisfaction. Although not evaluated in their study,
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they mentioned that the relationship might exist because the implementation of a wellness
program may suggest to employees that their organization values and cares for them, hence
influencing employees’ POS.

Consistent with Park and Steelman’s (2008) assertion, I believe POS is a mediating factor
that explains the relationship between wellness programs and job satisfaction. Since many
studies have linked POS to increased emotional response to work and job satisfaction
(Rhoades & Eisenberger, 2002; Wnuk, 2017), it is possible that POS can influence the
relationship between wellness programs and job satisfaction. Additional research is necessary
to investigate this notion. And again, it is important to note that examining both participation
and availability of wellness programs is crucial in understanding their impact on employee
well-being. Therefore, the goal of the current study was to examine the mediating role of
POS in the relationship between two aspects of wellness programs (participation and
availability) and job satisfaction. The following hypotheses, illustrated in Figures 1 and 2,
were tested in the present study:

Hypothesis 1: POS will mediate the relationship between participation in wellness

programs and job satisfaction such that employees who participate in a wellness program

will feel more supported by their organization, which will ultimately result in higher

levels of job satisfaction.
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Figure 1

POS as a mediator of the relationship between participation in wellness programs and job

satisfaction
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Hypothesis 2: POS will mediate the relationship between availability of wellness

programs and job satisfaction, meaning as organizations provide more wellness

programs, employees are likely to perceive higher levels of support from their

organization, leading to increased job satisfaction.

Figure 2

POS as a mediator of the relationship between availability of wellness programs and job

satisfaction
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Method
Participants

A total of 196 individuals participated in an online survey. The participants were
recruited through a combination of my professional and personal networks, such as LinkedIn
and Facebook, and the extended networks of the participants themselves. Participants were
excluded if they had a large amount of incomplete data, were unemployed at the time of data
collection, had a tenure at their current organization of less than three months, or worked for
an organization that did not have a wellness program. Upon examination of those who met
the exclusion criteria, 113 participants were ruled ineligible for the study. As a result, the
final sample consisted of 83 participants.

The demographic characteristics of these participants are reported in Table 1. The sample
consisted of 19 males (22.9%), 62 females (74.7%), 1 non-binary (1.2%), and 1 who
preferred not to say (1.2%). Participants’ age varied widely with 25 to 34 years (31.3%),
followed by 18 to 24 years (30.1%), 35 to 44 years (21.7%), 45 to 54 years (13.3%), and 55
and over (3.6%).

Regarding their employment status, the majority of respondents (55.4%) indicated that
they worked 40 or more hours per week. In comparison, 22.9% reported working between 30
and 39 hours per week, 9.6% reported working between 20 and 29 hours per week, and
12.0% reported working between 1 and 19 hours per week. The participants’ tenure within
their current organization varied, with 44.6% reporting working for their organization for 3
months to 1 year, followed by 22.9% for 1 to 3 years, 19.3% for 3 to 6 years, and 7.2% for 6

to 9 years. The remaining participants reported working for their organization for over 9
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Table 1

Demographic Characteristics of Survey Respondents (N = 83)

Variable n %
Gender
Female 62 74.7%
Male 19 22.9%
Non-binary/Prefer not to say 2 2.4%
Age
18 to 24 years 25 30.1%
25 to 34 years 26 31.3%
35 to 44 years 18 21.7%
45 to 54 years 11 13.3%
55 to 64 years 3 3.6%
Hours
01 to 19 hours per week 10 12.0%
20 to 29 hours per week 8 9.6%
30 to 39 hours per week 19 22.9%
40 to 49 hours per week 38 45.8%
50 or more hours per week 8 9.6%
Tenure
3 months to 1 year 37 44.6%
1 to 3 years 19 22.9%
3 to 6 years 16 19.3%
6 to 9 years 6 7.2%
More than 9 years 5 6.0%
Work Arrangement
Fully remote 13 15.7%
Fully in-person 27 32.5%
Hybrid (both remote and in-person) 43 51.8%
Industry
Computer software/Technology 22 26.5%
Education 8 9.6%
Engineering/Architecture 3 3.6%
Finance/Insurance 6 7.2%
Food service 4 4.8%
Healthcare/Pharmaceutical 14 16.9%
Sales/Retail 10 12.0%
Other 16 19.3%
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years (6.0%). Participants were also asked about their working arrangements. It was found
that 15.7% reported working fully remote, 32.5% reported working fully in-person, and the
majority of participants (51.8%) reported working in a hybrid arrangement that included both
remote and in-person work.

The participants in this study were from various industries, with the highest percentage
(26.5%) working in the computer software/electronics industry. The
healthcare/pharmaceutical industry had the second highest representation (16.9%), followed
by sales/retail (12.0%), education (9.6%), finance/insurance (7.2%), and
engineering/architecture (3.6%). Participants who worked in "other" industries represented
19.3 % of the overall sample. Included in these industries were legal, media, manufacturing,
consulting, utilities, research, the Department of Energy National Laboratory, the federal
government, and civil services.

In summary, the majority of participants in the study were women between the ages of 18
and 34 who worked full-time (40+ hours) and had been employed by their organization for
between three months to one year. Many reported working in a hybrid structure that
combined remote and in-person employment, predominantly in the technology and
healthcare industries.

Measures
Wellness Programs

Wellness programs are initiatives designed to promote healthy lifestyles and behaviors

among employees (Baicker et al., 2010). In this study, two aspects of wellness programs

were measured: participation and availability. Participation in wellness program was
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measured using one item that asked, “How often do you participate in the wellness programs
that your organization offers?”” This item was rated on a 5-point Likert scale (1 = Never, 2 =
Rarely (once a month), 3 = Occasionally (once a week), 4 = Frequently (Multiple times a
week), 5 = Always (Daily)).

Availability of wellness programs was measured using a two-item scale. The first item of
the scale was, "Is your organization offering any wellness programs for its employees?"
Participants were given the option to answer either "yes" or "no." If the participant selected
"yes," they were presented with the next item, "Which of the following wellness programs
does your company offer?" The options listed a variety of wellness programs: mental health
resources, fitness options, stress management resources, nutrition education, EAP, disease
management, smoking cessation, parenting support, and “other” programs. Participants were
asked to indicate whether their organization offered each of these types of wellness
programs. The selections of the participants were combined to determine the amount of
wellness program available to each individual. The score of the item ranged from one to nine,
with higher scores illustrating more programs.

POS

POS is defined as the degree to which employees believe their organizations appreciate
their contributions and care about their well-being (Eisenberger et al., 1986). POS was
measured using a 16-item scale called the Perceived Organizational Support Scale: Survey of
Perceived Organizational Support (SPOS) (Eisenberger et al., 1986). Items were rated on a 5-
point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neither agree nor disagree, 4 =

Agree, 5 = Strongly agree). Items included “The organization cares about my opinions,”
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“The organization values my contribution to its well-being,” and "The organization fails to
appreciate any extra effort from me” (reverse coded). The responses of the participants were
averaged to get an overall POS score. POS scores ranged from 1.00 to 5.00, with higher
scores indicating greater perception of organizational support. Cronbach’s alpha (internal
consistency) demonstrated high reliability of the scale (o = .95).
Job Satisfaction

Job satisfaction is the extent to which an employee likes or dislikes their job and feels
fulfilled by it (Parks & Steelman, 2008). Job satisfaction was measured using a five-item
scale called The Brayfield-Rothe Job Satisfaction Index (Brayfield & Rothe, 1955). Items
were rated on a 5-point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neither agree
nor disagree, 4 = Agree, 5 = Strongly agree). Items included “I feel satisfied with my present
job,” and “Most days I am enthusiastic about my work.” The responses of the participants
were averaged to get an overall job satisfaction score. Job satisfaction scores ranged from
1.00 to 5.00, with higher scores indicating greater job satisfaction. Cronbach’s alpha (internal
consistency) demonstrated high reliability of the scale (o = .89).
Demographic Information

Participants responded to seven questions regarding their demographic backgrounds. The
items included gender, age, current employment status, work hours, organizational tenure,
employment by industry, and work arrangement.
Procedures

Using the online survey application Qualtrics, a survey was developed and utilized to

collect data. Participants were informed about the study through my social and professional
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networks (e.g., Facebook, LinkedIn) as well as by word of mouth. Each online post included
an introduction of myself, a brief overview of the study, an estimated completion time for the
survey, and an anonymous link. Additionally, participants were encouraged to send the
survey link to their extended networks.

If participants chose to start the survey and click the link, they were redirected to a
webpage featuring the informed consent document. The informed consent document briefly
explained the procedures to be followed, potential risk, benefits, and compensation,
confidentiality, participants’ rights, and contained the contact information if participants had
any questions or concerns. The participants who consented to the study were then directed to
the survey, where they were asked questions on their demographics, POS, job satisfaction,
and organization’s wellness programs. Instructions were displayed at the beginning of each
section to clarify the nature of the questions and reiterate the confidentiality and anonymity
of the survey. Upon completion of the survey, participants were formally acknowledged and
thanked for their time and participation. Those who did not consent to the survey were
directed to the end of the survey where they were also formally acknowledged and thanked
for their time and participation. Data were analyzed using the Statistical Package for the

Social Sciences (SPSS) software program Version 28.
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Descriptive Statistics

Results

Descriptive statistics for the variables examined are presented in Table 2. Descriptive

statistics were calculated with the goal of obtaining an overview of the distribution of

participant responses, making preliminary evaluations regarding response patterns, and

locating errors, missing data, or outliers within the sample.

Table 2

Descriptive Statistics and Pearson Correlations (N = 83)

Item M SD 1 2 3 4
1. Participation in wellness programs ~ 3.52 1.11 -
2 Auvailability of wellness programs 3.70 2.26 S50 #xx o
3 POS 3.40 .76 52 w40 o
3. Job satisfaction 3.62 .88 35 35k T4 kxx o

*p<.05, **p<.0], *** p<.00l

Participants reported relatively low availability of wellness programs (M = 3.70, SD =

2.26), suggesting that their organizations might not have as many wellness programs as the

participants would like or expect. Participants reported moderate level of participation in the

wellness programs offered by their organization (M = 3.52, SD = 1.11), suggesting that while

there is room for improvement in the availability of wellness programs in the organization,

the participants who had access to these programs were participating in them at least once or

multiple times a week. Participants also reported moderate levels of POS (M = 3.40, SD =

.76), suggesting that they felt that their organization valued their contributions and cared
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about their well-being, but there was still potential for improvement in how the organization
communicated and demonstrated its support for employees. Participants reported moderate
levels of job satisfaction (M = 3.62, SD = .88), indicating that, on average, employees liked
their job and found it fulfilling, but there might be some areas where improvements could be
made.

Overall, the participants in the study reported a relatively low availability of wellness
programs in their organization. However, for those who had access to such programs, they
reported participating at a moderate level. Participants also perceived a moderate level of
support from their organization and reported moderate levels of job satisfaction.

Pearson Correlations

Pearson correlation coefficients were calculated to identify the relationships among the
four variables. Results of the Pearson correlations are presented in Table 2. Results showed
that availability of wellness programs was significantly and positively related to participation
in wellness program, 7(81) = .50, p <. 001, suggesting that the more wellness programs that
were available for employees, the more likely they participated in them. Availability of
wellness programs was also significantly and positively related to POS, #(81) = .40, p <.
001, as well as job satisfaction, 7(81) = .35, p <. 01, suggesting that organizations that
provided a variety of wellness programs were more likely to increase their employees'
perception of support from the organization as well as their job satisfaction.

Participation in wellness programs was significantly and positively related to POS, 7(81)
=.52, p <. 001 and job satisfaction, #(81) = .35, p <. 01, indicating that individuals who

participated more in wellness programs were more likely to perceive greater organizational
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support and experienced higher levels of job satisfaction. Finally, POS was significantly and
positively related to job satisfaction, #(81) =.74, p <. 001, suggesting that the more
employees perceived their organization to support them, the greater their job satisfaction was.
Overall, these variables were positive and significantly related to each other.

Test of Hypotheses

A simple mediation analysis was conducted using the SPSS macro PROCESS (model
4.2) to test the two hypotheses (Hayes & Preacher, 2014). Bootstrapping was used to
calculate 95% bias-corrected confidence intervals (CI) to assess the significance of the
indirect effect. An indirect effect is significant if zero is not contained in the confidence
interval (Hayes & Preacher, 2014). Following the recommendation of Hayes and Preacher
(2014), the bootstrap estimates were based on 10,000 bootstrap samples.

Hypothesis 1 stated that POS would mediate the relationship between participation in
wellness programs and job satisfaction. Table 3 shows unstandardized regression coefficients
(b), standard errors (SE), t-statistic values, and 95% confidence intervals (CI); the different
paths of the model are provided in Figure 3. As expected, participation in wellness programs
was positively related to job satisfaction (path c: b = .28, t =3.37, p <.01). Participation in
wellness programs was positively related to POS (path a: b = .35, t=5.42, p <.001). After
controlling for participation in wellness programs, POS was related to job satisfaction (path
b: b= .89, t=8.66, p <.001). After controlling for POS, the direct effect of participation in
wellness programs on job satisfaction was not uniquely significant (path ¢”: b =-.03, t =-.47,

p >.05). According to Baron and Kenny (1986), when path a, b, and c are statistically
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significant, and there is no unique relationship between participation in wellness programs
and job satisfaction (i.e., path ¢'is not significant), the finding indicates full mediation.
Table 3

The Relationship between Participation in Wellness Programs and Job Satisfaction as Mediated
by Perceived Organizational Support (POS)

95 % CI
Item b(SE) t LL UL

Participation in WP - job satisfaction (c ) .28(.08) 3.37 *x* A1 44
Participation n WP - POS (a) .35(.07) 5.4 *xx 22 48
POS - job satisfaction (b)) .89(.10) 8.66 *** 68 1.09
Participation in WP - job satisfaction (c") -.03(.07) -47 -.17 11
Indirect Effect

Participation in WP - POS - job satisfaction (ab)  .31(.05) 21 40

Note: This table shows the path coeflicients and indirect effect for the relationship between

participation in wellness programs and job satisfaction as mediated by perceived organizational support
(POS). ** p <.01, *** p<.001

In regard to the indirect effect of POS, results showed that the bias-corrected bootstrap
confidence interval did not contain zero (path ab: b = .31, 95% CI = .21 to .40), suggesting
that the indirect effect was statistically significant. These results indicated that the link
between job satisfaction and participation in wellness programs was significantly mediated
by POS.

The results of the mediation analysis showed that POS fully mediated the relationship
between the relationship between participation in wellness programs and job satisfaction,
supporting Hypothesis 1. Individuals who engaged in wellness programs perceived greater

levels of support from their organization, which then led to an increased sense of fulfillment
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Figure 3

A simple mediation model with POS as the proposed mediator of the relationship between
participation in wellness programs and job satisfaction.

c = .28%*
Participation in
Wellness Programs > Job Satisfaction
Q= 35%%* Perceived Organizational b= g%k
/ Support \
Participation in c’=-.03

Job Satisfaction

v

Wellness Programs

Note. ** p < .01, *** p <.001
and enjoyment in their work. In other words, participating in wellness programs fostered
POS, which ultimately led to higher levels of job satisfaction.

Hypothesis 2 stated that POS would mediate the relationship between availability of
wellness programs and job satisfaction. Table 4 shows unstandardized regression coefficients
(b), standard errors (SE), t-statistic values, and 95% confidence intervals (CI); the different
paths of the model are provided in Figure 4. As expected, availability of wellness programs
was positively related to job satisfaction (path c: b = .14, t =3.36, p < .01). Availability of

wellness programs was positively related to POS (path a: b= .13, t=3.91, p <.001). After

33



controlling for availability of wellness programs, POS was related to job satisfaction (path b:
b=.83,t=28.72, p <.001). After controlling for POS, the direct effect of availability of
wellness programs on job satisfaction was not significant (path ¢”: b = .03, t = .80, p >.05),
thereby indicating full mediation.

Table 4

The Relationship between Availability of Wellness Programs and Job Satisfaction as Mediated by
Perceived Organizational Support (POS)

95 % CI
Item b(SE) t LL UL

Availability of WP - job satisfaction (¢ ) .14(.04) 3.36 ** .06 22
Availability of WP - POS (a) 13(.03) 3.9 *** .07 .20
POS - job satisfaction (b ) .83(.10) 8.72 **x .64 1.02
Availability of WP - job satisfaction (c") .03(.03) .80 -.04 .09
Indirect Effect

Availability of WP - POS - job satisfaction (ab)  .11(.03) .06 17

Note: This table shows the path coefficients and indirect effect for the relationship between availability
of wellness programs and job satisfaction as mediated by perceived organizational support (POS).
¥ p <.01, *** p <.001

In regard to the indirect effect of POS, results showed that the bias-corrected bootstrap
confidence interval did not contain zero (path ab: b= .11, 95% CI = .06 to .17). This suggests
that the indirect effect was statistically significant.

These results indicated that POS fully mediated the relationship between the relationship
between availability of wellness programs and job satisfaction, supporting Hypothesis 2. In
other words, availability of wellness programs fostered POS, which ultimately led to higher

levels of job satisfaction. This suggested that organizations that offered a greater number of
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Figure 4

A simple mediation model with POS as the proposed mediator of the relationship between
availability of wellness programs and job satisfaction.
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wellness programs to their employees might result in a stronger sense of support among

employees, which could enhance the quality of employees' work experience.
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Discussion

With the increase in employees with chronic diseases over the years (Mattke et al., 2012)
and the added concern for employee health and safety during the pandemic, wellness
programs have become increasingly popular in the workplace. This study addressed the role
of wellness programs in organizations, especially as it pertains to employee job satisfaction.
Previous research has found that wellness programs positively impact employee mental and
physical health, productivity, and job satisfaction, while reducing absenteeism (Gubler et al.,
2018; Losina et al., 2017; Marshall, 2020; Parks & Steelman, 2008). However, little is known
about potential mediators that explain the relationships between wellness programs and
outcomes. POS is a construct that has been linked to increased emotional response to work
and job satisfaction (Rhoades & Eisenberger, 2002; Wnuk, 2017). Given the positive
relationship between participation in wellness programs and job satisfaction found by Parks
and Steelman (2008), it is plausible that POS could mediate the relationship between
wellness programs and job satisfaction. Therefore, the present study proposed and tested
whether POS would act as a mediator of the relationship between two aspects of wellness
programs (participations and availability) and job satisfaction.
Summary of Findings

Hypothesis 1 stated that POS would mediate the relationship between participation in
wellness programs and job satisfaction such that employees who participated in a wellness
program would feel more supported by their organization, which would ultimately result in
higher levels of job satisfaction. Results showed a positive and significant effect on the

following relationships: participation in wellness program and POS (path a), POS and job
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satisfaction (path b), and participation in wellness program and job satisfaction (path c).
Additionally, the results indicated that POS fully mediated the relationship between
participation in wellness programs and job satisfaction. The findings of this study provide
support for the first hypothesis of this study and the theory proposed by Park and Steelmen
(2008). The positive relationship between participation in wellness programs and job
satisfaction was likely due to the perception that the organization valued and cared for its
employees, which in turn, increased job satisfaction.

Hypothesis 2 stated that POS would mediate the relationship between availability of
wellness programs and job satisfaction, meaning as organizations provide more wellness
programs, employees are likely to perceive higher levels of support from their organization,
leading to increased job satisfaction. Results showed a positive and significant effect on the
following relationships: availability of wellness program and POS (path a), POS and job
satisfaction (path b), and availability of wellness program and job satisfaction (path c). The
results indicated that POS fully mediated the relationship between availability of wellness
programs and job satisfaction. Therefore, the result of the analysis supported Hypothesis 2.
Theoretical Implications

Previous literature has shown positive outcomes for those who take part in wellness
programs, especially regarding job satisfaction (Abdullah & Lee, 2012; Marshall, 2020;
Parks & Steelman, 2008). The current study's findings are consistent with this previous
research, highlighting the positive relationship between participation in wellness programs
and job satisfaction. However, the current study goes beyond these previous findings by

revealing that POS fully mediated the relationship between participation in wellness
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programs and job satisfaction. This finding is important because it suggests that
organizations can increase employees' job satisfaction by improving their perception of
organizational support through the provision of wellness programs.

Furthermore, the current study's findings are consistent with previous research that
highlighted the importance of POS in the context of wellness programs. Muiioz et al. (2022)
found that wellness programs could generate positive feelings from employees, reflecting
how employees view POS. Similarly, Varga et al. (2020) found POS played a mediating role
in the relationship between wellness programs and stress. The current study's findings add to
this body of research by demonstrating the mediating role of POS in the relationship between
wellness programs and job satisfaction.

Practical Implications

This study's results suggest that POS fully mediates the relationship between participation
in wellness programs and job satisfaction, as well as the relationship between availability of
wellness programs and job satisfaction. Therefore, this study offers several practical
implications for organizations seeking to develop and implement wellness programs while
taking into account potential outcomes of such implementation.

Given that both participation and availability of wellness programs were positively
related to job satisfaction, organizations can use this finding to justify investing more into
wellness programs for their employees. Investing in employee wellness programs can play an
integral role for organizations to demonstrate their dedication to employee well-being and

promote a supportive workplace culture. By offering employees opportunities to participate
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in wellness programs, organizations can enhance their employees' perceptions of support and
care, resulting in greater job satisfaction.

Increasing the availability of wellness programs is crucial for organizations to promote
employee well-being, but it is equally important for organizations to understand that not all
wellness programs may be effective, preferred, or applicable by all employees. For instance,
some employees may prefer group fitness classes, while others may prefer access to healthy
food options or counseling services. Therefore, organizations must acknowledge that certain
wellness programs may not be helpful in fulfilling the particular needs and preferences of
their employees. To address this, organizations should conduct surveys or focus groups to
understand their employees' interests, preferences, and health concerns. By doing so,
organizations can gain insight into which wellness programs are most beneficial to their
employees.

While the availability of wellness programs is essential, participation in such programs
had a stronger correlation with POS, according to the findings in the current study. In order
to promote a supportive workplace environment that fosters employee well-being and job
satisfaction, it is not sufficient for organizations to only offer wellness programs; they must
also encourage their employees to participate. To increase employee participation in wellness
programs, organizations should seek feedback from their employees and use this information
to improve their programs. By creating programs that meet the specific needs and preferences
of their employees, organizations can increase engagement and ultimately lead to higher
participation rates. This approach creates a more supportive workplace environment that

promotes employee well-being and job satisfaction by providing a wider array of wellness

39



programs that cater to the diverse needs of their employees, therefore, increasing both the
availability and variety of programs to participate in.
Strengths of the Study

One strength of the present study is that it examined the relationship between both the
availability and participation in wellness programs and job satisfaction. By examining both
availability and participation, the study was able to differentiate between the effect of simply
having the option of a wellness program versus actually engaging in one. Although
organizations can control the availability of wellness programs, they cannot necessarily
control employee participation. Therefore, by examining both availability and participation,
the current study provided a more comprehensive understanding of the relationship between
wellness programs and job satisfaction.

The current study also filled a gap in the literature by exploring the relationship between
wellness programs and outcomes across different industries and settings. Previous research
on wellness programs, such as the study by Varga et al. (2020), has predominantly focused
on specific occupations or industries, limiting the generalizability of the findings. The current
study expands on past research by surveying employees from a variety of industries,
including technology, healthcare, education, engineering, and finance, to provide a more
comprehensive understanding of the possible benefits of wellness programs for employees in
a variety of work contexts.

Limitations and Directions for Future Research
Although this study provides major contributions to existing literature, it is important to

recognize some of its limitations. The first limitation pertains to the lack of diversity within
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the sample. The majority of the sample was composed of females (74.7%) and employees
who worked less than three years (67.5%). To increase the generalizability of this study,
future research should make it a point to collect data from a more diverse sample, especially
when it comes to gender and tenure.

Another limitation of the study is that it only focused on employees who had wellness
programs available to them and did not compare the job satisfaction of those who did not
have wellness programs. This again limits the generalizability of the findings because it
failed to account for the possible influence of other factors on job satisfaction. Future
research should consider including a control group of employees who do not have access to
wellness programs to have a more comprehensive understanding of the impact of wellness
programs on job satisfaction.

Considering the present study only investigated POS as a mediator of the relationship
between wellness programs and job satisfaction, future research could expand by looking at
different outcomes such as employee engagement, job performance, absenteeism, burnout
and organizational commitment. This is because employees who feel supported by their
organization are likely to be more engaged in their work, perform better, and feel a stronger
sense of loyalty (Rhoades & Eisenberger, 2002). Future research could explore these
potential outcomes and further examine the role of POS in the relationship between wellness
programs and employee well-being.

Conclusion
The present study investigated the mediating role of POS on the relationship between

participation in wellness programs and job satisfaction, as well as availability of wellness
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programs and job satisfaction. To the best of my knowledge, this study is the first to examine
the impact of both participation in and availability of wellness programs on job satisfaction,
while also exploring the mediating role of POS. With full mediation concluded on both
participation and availability of wellness programs, the results of this study suggest that
employees who participate in a wellness program are likely to feel more supported by their
organization, which are ultimately likely to result in higher levels of job satisfaction. Also,
the results imply that when organizations provide more wellness programs, employees are
likely to perceive higher levels of support from their organization, leading to increased job
satisfaction. In summary, offering a range of wellness programs to employees can have a
positive impact on their perception of organizational support, leading to increased job
satisfaction. Overall, the results of the study may help future organizations decide whether to

invest in wellness programs within their organization.
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Appendix

Demographic Items

Are you currently employed?

How many hours do you work per week?

How long have you been employed at your current company?

Which of the following best describes the industry in which you work?
Which of the following best describes your current working arrangement?
What is your age?

What is your gender identity?

Scale Items

Wellness Programs
Does your organization provide any wellness programs for their employees?
If yes, which of the following wellness programs does your company provide?

How often do you participate in the wellness programs that your organization offers?

Perceived Organizational Support (POS)

The organization values my contribution to its well-being.

If the organization could hire someone to replace me at a lower salary it would do so.
The organization fails to appreciate any extra effort from me.

The organization strongly considers my goals and values.

The organization would ignore any complaint from me.

The organization disregards my best interests when it makes decisions that affect me.
Help is available from the organization when I have a problem.

The organization cares about my well-being.

Even if I did the best job possible, the organization would fail to notice.

The organization is willing to help me when I need a special favor.

The organization cares about my general satisfaction at work.

If given the opportunity, the organization would take advantage of me.

The organization shows very little concern for me.

The organization cares about my opinions.

The organization takes pride in my accomplishments at work.

The organization tries to make my job as interesting as possible.

Job Satisfaction Questions
I feel satisfied with my present job.
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Most days I am enthusiastic about my work.
Each day at work seems like it will never end.
I find real enjoyment in my work.

I consider my job to be rather unpleasant.
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