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Introduction

Corporate wellness has emerged as an essential focal point for companies in Saudi Arabia,
reshaping the traditional workplace culture and transforming how employers perceive
employee well-being. As global trends reveal the profound benefits of wellness initiatives,
Saudi organizations are recognizing that healthy, engaged employees are the foundation of a
resilient, productive workforce. Yet, while wellness programs are becoming increasingly
common across various sectors, the Saudi workplace presents unique social, cultural, and
environmental factors that shape the implementation and success of these programs.

In Saudi Arabia, where societal values intertwine closely with business practices, corporate
wellness initiatives must adapt to a distinct cultural landscape that values community, family,
and tradition. Employers here are not only adopting the best global practices in wellness but are
also tailoring these approaches to meet the specific needs and expectations of their workforce.
These wellness programs range from physical health initiatives, like fitness and nutrition
programs, to mental health support, aiming to create a balanced and supportive environment.
As Saudi Arabia’s Vision 2030 promotes an invigorated private sector and a thriving population,
corporate wellness is aligning with national objectives to elevate the overall quality of life for
employees, as well as contributing to economic progress.

The impact of wellness programs on employee performance is significant and far-reaching.
Research and real-world cases show that when employees feel supported, they tend to be more
engaged, productive, and loyal to their organization. Beyond physical health, programs that
address mental well-being—such as stress management, mindfulness, and emotional

resilience—are proving critical in reducing burnout and absenteeism, which remain persistent
challenges in fast-paced industries. In addition, fostering a culture of wellness allows employees
to feel valued and connected to their workplace, strengthening their sense of purpose and
motivation. For employers, the benefits are tangible, including improved organizational
efficiency and reduced healthcare costs, which ultimately enhance business sustainability.

However, implementing wellness programs in Saudi Arabia comes with its own set of
challenges. Cultural sensitivities around mental health, for instance, require a delicate approach,
as conversations around psychological well-being are still emerging in the mainstream.
Additionally, logistical considerations, like balancing wellness activities with the demanding
schedules in sectors such as oil, finance, and construction, can make execution complex. Yet,
companies that creatively navigate these challenges are setting an example, driving a
transformative shift in workplace culture across the country. By investing in holistic wellness
programs, Saudi organizations are not only boosting employee performance but also playing an
integral role in nurturing a healthier, happier workforce—one that aligns with the Kingdom’s
broader aspirations for growth and societal well-being.

The journey towards establishing effective corporate wellness programs in Saudi Arabia is
unfolding, with early adopters paving the way for a future where employee health is prioritized
as much as profit. As more companies embrace wellness as a strategic priority, they contribute
to a broader paradigm shift, positioning Saudi Arabia as a leader in cultivating work
environments that genuinely care for employees’ overall well-being and productivity.




Research Problem

The central problem this research seeks to address is the insufficient integration and
prioritization of corporate wellness programs in Saudi Arabian workplaces, despite the growing
evidence that such programs are instrumental in enhancing employee performance and well-
being. While a number of Saudi organizations have begun to explore wellness initiatives, there
is a notable gap in consistent, holistic approaches that align with employees' physical, mental,
and emotional needs. This gap persists even as research increasingly demonstrates that when
employees feel supported in their well-being, they tend to be more productive, more loyal to
their organization, and more resilient under stress.

In Saudi Arabia, where cultural nuances play a significant role in workplace dynamics,
wellness programs are often either underutilized or lack the depth needed to genuinely impact
employees. Many existing wellness efforts are sporadic or focus narrowly on physical health,
missing out on the multi-dimensional aspects of wellness that modern workforces require.
Furthermore, corporate wellness initiatives that address mental and emotional health often
encounter cultural sensitivities, with mental health discussions still carrying stigma in some
parts of society. This poses an additional barrier to creating an environment where employees
can openly access support for mental and emotional well-being without fear of judgment.

The problem, therefore, lies in the limited scope and inconsistent application of wellness
programs, which restricts their potential to bring meaningful improvements to both employee
performance and organizational outcomes. As companies grapple with issues like rising
absenteeism, burnout, and turnover challenges that directly affect their bottom line, the need
for a well-rounded, culturally attuned approach to corporate wellness becomes ever more
urgent. Without it, the Saudi workforce may continue to experience suboptimal engagement
and productivity, which not only hampers individual well-being but also limits broader
organizational growth. This research will delve into the factors impeding the effective adoption
of comprehensive wellness strategies and examine how a more robust focus on wellness could
transform workplace culture and performance across Saudi Arabia.

Research Importance

The importance of this research lies in its potential to bridge a critical gap in Saudi
workplaces, where the concept of corporate wellness remains underdeveloped yet holds
immense promise for both employees and organizations. With the increasing demands of
modern work, employees face intensified pressures that can easily lead to stress, burnout, and
disengagement if their well-being is neglected. This research aims to highlight the
transformative impact that thoughtfully designed wellness programs can have on employee
morale, productivity, and retention in Saudi Arabia, which would, in turn, contribute to the
overall effectiveness and sustainability of organizations.

Understanding the importance of corporate wellness from a Saudi context is especially
relevant as the country pursues its Vision 2030 objectives, which emphasize fostering a vibrant
society and an empowered workforce. By shedding light on the current limitations in wellness
practices, this research will provide insights that can help businesses develop wellness
frameworks tailored to the unique cultural and social landscape of Saudi Arabia. It will address
not only the direct benefits to individual employees—such as improved physical and mental




health—but also the broader organizational benefits, including reduced absenteeism, lower
healthcare costs, and enhanced workplace morale.

Furthermore, this research is vital because it could encourage a much-needed shift in
perceptions around employee well-being, particularly in relation to mental health, which often
remains a sensitive and stigmatized topic. By advocating for a holistic view of wellness that
includes mental and emotional well-being, this study could open the door for Saudi companies
to create more inclusive, supportive environments where employees feel safe and valued.
Ultimately, the findings from this research could pave the way for Saudi companies to become
leaders in corporate wellness, not only aligning with global best practices but also setting a
model that resonates with the nation’s unique cultural values and business ambitions.

The research is significant because it addresses an untapped opportunity to enhance both
employee lives and business outcomes in Saudi Arabia. By offering a detailed analysis of the
impact of corporate wellness on performance and well-being, it provides a pathway for
organizations to invest in their people as a long-term strategy for growth and resilience,
fostering a healthier, more engaged workforce that is better equipped to meet the challenges
and opportunities of an evolving economic landscape.

Research Objectives

The primary objective of this research is to analyze and evaluate the impact of
comprehensive corporate wellness programs on employee performance and well-being within
Saudi Arabian workplaces. By focusing on this objective, the research seeks to uncover how
well-designed wellness initiatives that address physical, mental, and emotional health can
transform the working environment, improve productivity, and foster a sense of satisfaction and
engagement among employees. This research will explore whether a structured and culturally
sensitive approach to wellness can effectively address common workplace challenges in Saudi
Arabia, such as burnout, absenteeism, and turnover, all of which directly influence an
organization’s stability and growth potential.

This objective also involves identifying specific elements within corporate wellness
programs that prove most effective in enhancing employee outcomes. For example, do
programs focusing on stress management, physical activity, or mental health support yield
measurable improvements in employee performance metrics? By examining the relationship
between these wellness factors and key performance indicators—such as engagement levels,
productivity rates, and job satisfaction—the study aims to provide insights that can help Saudi
businesses build impactful wellness strategies aligned with their organizational goals and
cultural context.

Ultimately, this objective is not just about assessing whether corporate wellness programs
"work" in theory, but about understanding how they can be adapted to the specific needs of
Saudi employees and implemented in a way that aligns with national values and business
practices. In doing so, this research aims to establish a clear case for why and how companies
should invest in wellness as a core strategy for organizational success, advocating for a
workplace culture in Saudi Arabia where employee health and performance are prioritized as
essential, interconnected elements.

Research Questions

e The core research question guiding this study is: To what extent do comprehensive
corporate wellness programs influence employee performance and well-being in
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Saudi Arabian workplaces? This question seeks to examine the measurable impact
of holistic wellness initiatives encompassing physical, mental, and emotional health
on key employee outcomes such as productivity, engagement, and job satisfaction.
By focusing on this inquiry, the study aims to determine whether a structured,
culturally sensitive approach to wellness can address pressing workplace challenges
in Saudi Arabia, including burnout, absenteeism, and turnover, which can critically
affect both employee morale and organizational sustainability.

This question also facilitates an in-depth analysis of which components within wellness
programs yield the most significant benefits for Saudi employees. It encourages exploration of
whether interventions like stress management, fitness and nutrition programs, or mental health
support create substantial improvements in employee well-being and performance.
Additionally, it considers the degree to which these initiatives must be tailored to align with the
cultural norms and expectations of Saudi employees to maximize their effectiveness and
acceptance.

By addressing this question, the research aims to generate insights that will inform Saudi
organizations on the strategic value of investing in wellness programs as a means of enhancing
employee performance while fostering a positive, supportive work environment. Ultimately,
this research question underscores the notion that employee well-being and organizational
success are deeply interlinked, highlighting the potential of corporate wellness programs to
drive sustainable growth, reduce costs associated with turnover and absenteeism, and contribute
to the broader goals of Saudi Arabia’s Vision 2030.

Research Hypotheses

The hypothesis for this study is crafted to address whether corporate wellness programs,
when implemented comprehensively, have a tangible, positive impact on employee
performance and well-being within Saudi Arabian organizations. Specifically, the hypothesis
posits that comprehensive wellness programs significantly enhance productivity, engagement,
and job satisfaction, while the null hypothesis suggests there would be no notable improvements
in these areas. This central hypothesis seeks to provide a clear, measurable way to examine
whether investing in employee wellness genuinely influences workplace outcomes in a
meaningful way.

In exploring this hypothesis, the study will evaluate wellness programs that extend beyond
surface-level health interventions, instead encompassing a broad spectrum of wellness aspects
that consider employees’ physical, mental, and emotional needs. Comprehensive wellness
programs often include elements like fitness and nutrition support, stress management
resources, mental health counseling, and flexible policies to promote work-life balance. The
hypothesis suggests that by addressing these diverse areas, such programs can foster a
supportive environment that directly impacts how employees perform and feel within their
roles. This is especially relevant in Saudi Arabia, where there is a growing awareness of the
benefits of holistic health, but where corporate wellness is still an emerging concept that may
face cultural and organizational challenges.

To test the hypothesis, the study will focus on key indicators of employee performance and
well-being, including productivity, engagement, and job satisfaction. Productivity may be
measured through performance metrics such as output quality and efficiency. Engagement will
be gauged by examining levels of active participation, commitment, and enthusiasm toward
work. Finally, job satisfaction will consider employees' overall contentment with their roles,
including how valued and motivated they feel within their organization. If wellness programs




can indeed improve these indicators, it would suggest that wellness is not merely an employee
benefit but a strategic asset that contributes to organizational success.

Furthermore, the hypothesis implies that wellness programs may create a positive cultural
shift in Saudi workplaces. By investing in employees’ well-being, organizations may be able to
build a workplace culture that fosters trust, loyalty, and morale. This aspect aligns with Saudi
Arabia’s Vision 2030 goals, which emphasize enhancing quality of life and encouraging a
productive and fulfilled workforce. If the hypothesis is confirmed, it would provide Saudi
organizations with valuable evidence to support the integration of wellness initiatives as a part
of their core operations, demonstrating that prioritizing employee well-being is both beneficial
for individuals and strategically advantageous for businesses.

Ultimately, the hypothesis represents a pivotal question for Saudi businesses: Does investing
in wellness improve not just the health of employees, but also the health of the organization?
By examining the hypothesis, the research aims to provide actionable insights that can guide
Saudi companies toward sustainable growth, improved employee satisfaction, and a more
supportive and productive workplace culture. If supported, the hypothesis would establish
wellness programs as not only valuable for employee health but as a crucial component of
modern business strategy in Saudi Arabia’s evolving economic landscape.

e Hypothesis (H1): Comprehensive corporate wellness programs significantly

improve employee performance and well-being in Saudi Arabian workplaces by
enhancing productivity, engagement, and job satisfaction.
Null Hypothesis (H0): Comprehensive corporate wellness programs do not
significantly impact employee performance and well-being in Saudi Arabian
workplaces, with no notable improvements in productivity, engagement, or job
satisfaction.

Hypothesis Testing:

To test the hypothesis that comprehensive corporate wellness programs significantly
enhance employee performance and well-being in Saudi Arabian workplaces, a quantitative
study will be conducted. This approach will focus on evaluating specific wellness program
elements—such as mental health support, fitness initiatives, stress management tools, and
flexible work policies—and how they influence employee productivity, engagement, and
satisfaction. By analyzing data from Saudi organizations that have implemented these wellness
programs, the study aims to determine whether a structured, holistic approach to wellness has
a meaningful impact on employee outcomes and overall workplace culture.

Data Collection:

The initial phase of data collection will involve gathering information from a diverse sample
of Saudi organizations actively running wellness programs, spanning industries to ensure
comprehensive insights. Data will include the types of wellness initiatives offered, their scope,
and the frequency with which employees engage with these programs. To assess the perceived
value and impact of these wellness initiatives, surveys and questionnaires will be used to
capture employees' experiences and feedback on how these programs affect their work-life
balance, mental and physical health, and their sense of engagement and motivation at work. In
addition, HR and performance metrics such as productivity rates, absenteeism, and employee
retention will be obtained, offering objective measures of the impact of wellness programs. To
enrich the analysis, demographic data such as age, role, and employment tenure will also be
collected to explore any variations in response to wellness initiatives across different employee
groups.




Analysis:

Once data is collected, statistical techniques will be applied to assess the impact of wellness
programs on employee performance and well-being. Comparative analysis will be conducted
between organizations that have robust wellness programs and those that provide limited or no
wellness support, allowing for a clearer picture of the potential benefits. Regression analysis
and correlation tests will be key tools for examining the relationships between wellness program
elements and employee outcomes. These techniques will help identify the extent to which
variables like stress management, fitness programs, and mental health support correlate with
improved productivity, engagement, and job satisfaction. The analysis will also assess whether
certain wellness components are particularly effective in enhancing employee outcomes,
offering insights into which aspects of wellness programs yield the most significant returns in
the Saudi context.

Expected Outcomes:

If the hypothesis is supported, the findings are expected to indicate that corporate wellness
programs play a pivotal role in enhancing employee performance and well-being within Saudi
organizations. Results would likely show that employees who participate in wellness programs
experience higher levels of engagement, reduced stress, and greater job satisfaction, translating
to increased productivity and lower absenteeism. Additionally, organizations that prioritize
wellness may demonstrate higher employee retention, suggesting that wellness programs help
foster a supportive workplace culture that employees are motivated to stay within. These
findings would affirm the strategic value of corporate wellness initiatives, providing compelling
evidence that investing in employee health and well-being can drive organizational success.

Ultimately, the study could position wellness as an essential factor for Saudi businesses aiming
to build resilient, motivated workforces that contribute to long-term growth, aligning with both
organizational goals and the broader ambitions of Saudi Arabia’s Vision 2030.

Research Variables

The hypothesis for this study posits that comprehensive corporate wellness programs have a
significant positive impact on employee performance and well-being within Saudi
organizations. The primary focus is to understand if wellness initiatives covering physical,
mental, and emotional health can enhance key workplace outcomes like productivity,
engagement, and job satisfaction. These outcomes will serve as the dependent variables, while
the different components of wellness programs form the independent variables. Here's how the
variables align with the hypothesis:

Independent Variables (Wellness Program Components)

The independent variables represent the specific wellness program elements that are
assumed to impact employee performance and well-being:

1. Physical Wellness Programs — This aligns with the wellness programs hypothesized to
improve overall employee well-being by promoting physical health. The hypothesis
suggests that healthier employees will have better focus, energy, and stamina, directly
affecting their performance and engagement at work.

Mental Health Support — The hypothesis suggests that mental well-being is a critical
aspect of overall health and workplace effectiveness. By including mental health support




(e.g., counseling, stress management workshops), the study tests whether employees
feel more supported, which could lead to reduced burnout and higher job satisfaction,
both of which influence their performance.

Stress Management Programs — Since stress can detract from both well-being and
productivity, the hypothesis suggests that these programs, which aim to reduce
workplace stress, will improve employee focus, job satisfaction, and overall
performance.

Flexible Work Policies — These policies are proposed to have a direct impact on
employees' work-life balance, a key factor in their well-being and satisfaction. The
hypothesis suggests that flexibility in work arrangements will lead to greater
engagement, reduced burnout, and higher employee performance.

Dependent Variables (Employee Outcomes)

The dependent variables are the outcomes that are expected to change as a result of the
independent variables (wellness program components). These outcomes are critical for testing
the hypothesis and include:

1. Employee Performance — The hypothesis assumes that wellness programs will
improve employee productivity, quality of work, and focus. Employees who feel
physically and mentally well are likely to perform at a higher level, which is a central
element of the research hypothesis.

Job Satisfaction — The hypothesis predicts that employees who benefit from wellness
programs will experience greater job satisfaction. A positive impact on employee well-
being (mental and physical health) should logically lead to higher levels of satisfaction
with their job and work environment.

Employee Engagement — Engagement refers to how committed employees are to their
work and the organization. The hypothesis suggests that wellness programs will increase
employee engagement by reducing stress, improving well-being, and fostering a more
positive workplace environment.

. Absenteeism and Turnover — These metrics are related to employee retention and
health. The hypothesis implies that wellness programs will reduce absenteeism (due to
fewer health-related issues) and turnover (because employees feel more supported,
satisfied, and engaged in their work). This outcome is an important indicator of the
success of wellness programs.

Why These Variables?

These variables are selected based on the hypothesis’ central idea that well designed wellness
programs can significantly improve employee outcomes. The independent variables are the
program components that are hypothesized to impact employee well-being, while the dependent
variables are the outcomes that will demonstrate whether these impacts are positive and
meaningful. By examining the relationship between these variables, the research will either
confirm or refute the hypothesis that corporate wellness programs have a measurable and
significant impact on employee performance and well-being in Saudi Arabia.

Variables and Hypotheses

The relationship between the variables and the hypothesis in this study on corporate wellness
in Saudi Arabia is essential for understanding how wellness programs influence employee
performance and well-being. The hypothesis posits that comprehensive corporate wellness
programs can significantly improve employee performance and well-being. To explore this, the
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study examines specific program components and the resulting outcomes, ensuring a clear
connection between the wellness interventions (independent variables) and their impact on
employee behavior and satisfaction (dependent variables).

The independent variables in this study represent the various dimensions of wellness
programs offered by Saudi organizations, which are designed to improve employee health and
work outcomes. These components, including physical wellness programs, mental health
support, stress management initiatives, and flexible work policies, are directly hypothesized to
foster an environment conducive to improved performance and well-being. For instance,
physical wellness programs, such as fitness initiatives or health screenings, are expected to
enhance employees’ physical health, providing them with the energy and vitality needed to stay
focused and productive. Similarly, mental health support services aim to alleviate workplace
stress and anxiety, allowing employees to better manage their workload and emotional
challenges, thus positively influencing their job satisfaction and performance levels.

Stress management initiatives and flexible work policies are designed to address the mental
and emotional aspects of employee well-being. As the hypothesis suggests, when employees
have tools to manage stress effectively and can enjoy a better work-life balance through flexible
working hours or remote work options, they are likely to feel more satisfied and engaged in
their roles. This, in turn, is expected to lead to enhanced employee performance, higher job
satisfaction, and improved retention rates, which are critical measures of organizational success.

The dependent variables in the study, including employee performance, job satisfaction,
employee engagement, and absenteeism/turnover rates, are the outcomes that will be measured
to test the hypothesis. The relationship between the independent and dependent variables
revolves around the idea that as employees’ well-being improves through effective wellness
programs, their performance and engagement will rise. The hypothesis assumes that employees
who experience reduced stress, have better health, and a greater sense of work-life balance will

be more productive, show higher job satisfaction, and have a stronger emotional commitment
to their work, leading to improved engagement.

In the context of absenteeism and turnover, the hypothesis suggests that wellness programs
will decrease these two issues, as employees who feel supported and valued are less likely to
take sick leave or leave the company altogether. A reduction in absenteeism and turnover would
serve as a strong indicator that wellness programs are creating a more sustainable and positive
work environment, which ultimately benefits the organization as well.

In essence, the relationship between the variables and the hypothesis is one of cause and
effect, where the independent variables (wellness programs) are the driving factors believed to
directly influence the dependent variables (employee performance, engagement, and well-
being). By examining this relationship, the study will be able to assess the true impact of
wellness initiatives on Saudi employees, offering valuable insights into how these programs
can contribute to both individual and organizational success. The expected outcomes will either
support or challenge the hypothesis, providing a deeper understanding of the tangible benefits
of corporate wellness in the Saudi workplace.

Previous Studies

Corporate Wellness and Employee Performance

The relationship between corporate wellness programs and employee performance has been
a focal point of research globally, with numerous studies examining how wellness initiatives
influence workplace outcomes. These studies have consistently found that wellness programs
can have a significant positive impact on employees’ physical and mental health, which in turn
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enhances job performance. One study conducted in the U.S. found that employees who
participated in wellness programs reported higher energy levels, greater job satisfaction, and a
marked improvement in their productivity. Similarly, a study in Europe demonstrated that
organizations that implemented stress-reducing programs and offered fitness benefits saw a
noticeable reduction in absenteeism and an increase in employee engagement. While the
literature on wellness programs is abundant, research specifically focused on the Saudi Arabian
context is still limited, highlighting the need for a deeper investigation into how such initiatives
function within the local corporate environment. (Gubler et al., 2018).

Corporate Wellness Programs in the Middle East

In the broader Middle Eastern region, studies on corporate wellness programs have gained
traction in recent years, with an emphasis on improving both physical health and mental well-
being. A study conducted revealed that organizations that adopted wellness programs, such as
mental health workshops and fitness incentives, saw a reduction in turnover rates and an
improvement in employee morale. However, this body of research often focuses on the private
sector, and the findings suggest that wellness programs are still in their nascent stages in many
organizations. Given that the cultural, social, and economic landscape in Saudi Arabia differs
from other countries in the region, it is important to understand how these global findings apply
specifically to the Saudi corporate environment. (Altwaijri et al., 2019).

Wellness Programs and Employee Well-Being in Saudi Arabia

Recent research on employee well-being in Saudi Arabia has emphasized the need for
organizations to support both the physical and mental health of their workforce. One study,
conducted by the Saudi Ministry of Health, highlighted that chronic stress, lack of exercise, and
unhealthy eating habits were prevalent among employees in large urban areas like Riyadh and
Jeddah. As a result, many organizations are beginning to introduce wellness programs aimed at
reducing these health concerns. However, the effectiveness of these initiatives in the Saudi

context has yet to be comprehensively examined. Some organizations have started offering
fitness memberships, mental health resources, and flexible work arrangements, but the overall
impact of these programs on employee performance and well-being remains unclear. This gap
in the literature makes it crucial to explore how Saudi companies are adopting wellness
programs and how these initiatives affect employee outcomes. (Mohammad et al., 2024).

Impact of Mental Health Support on Performance

In several international studies, the role of mental health support in workplace wellness
programs has been shown to improve employee performance and reduce burnout. Research has
demonstrated that when employees have access to counseling services, stress management
resources, and emotional support, their job satisfaction increases and productivity improves.
For example, a study in the UK found that employees who had access to mental health programs
were more likely to report a positive attitude toward their work and were less likely to
experience anxiety or depression. In Saudi Arabia, mental health is still a somewhat stigmatized
topic, making it crucial to understand how effective mental health support can be in reducing
workplace stress and boosting employee performance. While some organizations are beginning
to integrate mental health services into their wellness programs, there is little research on how
these services are received by employees in Saudi Arabia and whether they lead to measurable
improvements in work outcomes. (Ahmadi et al., 2012).

Physical Wellness and Job Performance

The influence of physical wellness on job performance has been well-documented across
various sectors and regions. Studies consistently show that employees who engage in physical
wellness programs, such as exercise or nutrition workshops, tend to experience fewer sick days,
improved concentration, and a better overall work-life balance. A study conducted in Australia,
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for instance, found that employees who had access to on-site fitness centers reported feeling
more energized, leading to greater productivity and fewer absences. This is relevant for Saudi
Arabia, where sedentary lifestyles and rising health concerns such as obesity and diabetes have
been widely recognized. It would be beneficial to examine how Saudi organizations are
addressing these concerns through wellness initiatives and whether such programs lead to
measurable improvements in employee performance, especially in a country where health
awareness and fitness culture are increasingly becoming priorities. (Chang, 2024).

Flexible Work Policies and Employee Well-Being

Flexible work policies have emerged as a key factor in promoting employee well-being and
performance. Research in various countries, including the U.S. and Europe, has shown that
employees who enjoy flexibility in their work schedules or the option to work remotely tend to
experience less stress, better mental health, and higher job satisfaction. In Saudi Arabia, there
has been a growing trend toward flexible work arrangements, particularly in light of the
COVID-19 pandemic. Many organizations have adopted remote work policies, but their long-
term effects on employee performance and well-being are still underexplored. Given the Saudi
cultural emphasis on family and social ties, understanding how flexibility impacts employees’
ability to balance work and personal life is essential for evaluating the overall success of these
programs. (Hoeven & Zoonen, 2015).

The Gap in Saudi Research

While there is considerable research on corporate wellness programs globally, studies
specifically focusing on Saudi Arabia remain sparse. Most of the existing studies have either
focused on the private sector or have been general surveys of employee health without
addressing the nuanced relationship between wellness programs and specific outcomes such as
job performance and engagement. Additionally, cultural differences, such as the Saudi work
ethic and views on wellness, are factors that make it essential to look at the local context. There
is a need for more localized research that considers the unique cultural and societal aspects of
Saudi Arabia, including attitudes toward health, family, and work-life balance. This gap in the
literature underscores the importance of the current research, as it seeks to explore the impact
of corporate wellness programs on employee performance and well-being specifically within
the Saudi context.

Theoretical Principles of the Study

The theoretical framework for understanding the impact of corporate wellness programs on
employee performance and well-being in Saudi Arabia draws on several foundational theories
that help explain how workplace wellness initiatives can influence employee outcomes. These
theories offer valuable perspectives on the relationship between well-being and productivity, as
well as how organizations can design and implement wellness programs to enhance both
individual and organizational performance. The key theoretical principles guiding this study
include the Job Demands-Resources (JD-R) Model, Self-Determination Theory (SDT), and the
Social Exchange Theory (SET). (Al-Ghamdi et al., 2021).

The Job Demands-Resources (JD-R) Model provides a comprehensive framework for
understanding how different job resources and demands affect employee well-being and
performance. According to the JD-R model, the balance between job demands (such as
workload, time pressure, and emotional demands) and available job resources (such as support,
autonomy, and opportunities for growth) determines employee outcomes. When employees are
provided with sufficient resources, such as wellness programs addressing physical health,
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mental well-being, and work-life balance, they are better equipped to manage job demands and
remain engaged in their work. In the context of this study, the JD-R model suggests that
corporate wellness initiatives act as job resources that buffer the negative effects of high job
demands, reduce stress, and enhance employee performance. The implementation of wellness
programs, such as fitness initiatives, stress management workshops, and mental health support,
directly aligns with increasing job resources and decreasing the potential burnout from
excessive demands, thereby improving employee productivity and overall well-being. (Lesener
et al., 2018).

Self-Determination Theory (SDT) focuses on the intrinsic motivation that drives human
behavior, particularly in relation to autonomy, competence, and relatedness. SDT suggests that
when employees feel that their needs for autonomy (the freedom to make choices), competence
(feeling effective in their tasks), and relatedness (connections with others) are met, they
experience higher levels of motivation and well-being. Corporate wellness programs that
provide employees with the ability to make choices—such as flexible work schedules or
personalized fitness plans—directly enhance feelings of autonomy. Moreover, wellness
programs that promote skill development (such as stress management techniques or fitness
training) help employees feel competent in managing their health and work-life balance.
Finally, wellness programs that include team-building activities or group support can foster a
sense of relatedness among employees, which is essential for fostering positive workplace
relationships and collaboration. By meeting these basic psychological needs, corporate wellness
programs are expected to increase intrinsic motivation, leading to improved performance,
higher job satisfaction, and reduced turnover. (Legault, 2017).

The Social Exchange Theory (SET) plays a key role in understanding the reciprocal
relationship between employees and employers. According to SET, individuals engage in a
process of give-and-take within their social and professional interactions. In a workplace
context, employees often invest time, effort, and loyalty into their work, expecting to receive
benefits in return, such as fair compensation, recognition, and support. When employers invest
in the well-being of their employees through wellness programs, they signal a commitment to
employees' health and happiness, which strengthens the social exchange relationship. As a
result, employees are more likely to reciprocate these efforts with increased loyalty, higher
levels of engagement, and improved performance. This theory suggests that corporate wellness
programs can enhance employee satisfaction by fostering a supportive organizational culture,
which in turn leads to positive work outcomes. In the context of Saudi Arabia, where
hierarchical structures and respect for authority are significant cultural factors, this reciprocal
exchange can be particularly important in fostering trust and motivation. (Cook & Rice, 2006).

Furthermore, the Conservation of Resources (COR) Theory offers another relevant
perspective. This theory emphasizes that individuals strive to conserve their resources—be it
time, energy, or social support—because the depletion of resources leads to stress and burnout.
Corporate wellness programs, by promoting physical and mental health, can act as a resource
that helps employees conserve energy and reduce stress, enabling them to remain productive
and engaged at work. Programs that focus on stress reduction, health promotion, and emotional
well-being help mitigate resource loss, which is critical for sustaining long-term performance.
In Saudi Arabia, where work pressure can be intense, especially in fast-paced industries, the
COR theory highlights the importance of wellness programs in preventing burnout and
enhancing employees’ ability to perform optimally over time. (Holmgreen et al., 2017).

These theoretical principles collectively emphasize that wellness programs in the workplace
are not merely a luxury or an optional benefit but are essential investments that can lead to
improved employee performance, job satisfaction, and well-being. The JD-R model
underscores the importance of job resources in buffering the impact of job demands, SDT
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highlights the role of intrinsic motivation in employee engagement, SET emphasizes the value
of reciprocal relationships between employees and employers, and COR theory focuses on the
preservation of resources to avoid burnout. By applying these theoretical lenses, this study aims
to explore how corporate wellness programs in Saudi Arabia can positively influence employee
performance and well-being, providing both theoretical and practical insights into their
importance in the modern workplace.

Methodology and Research Methods

This study employs a quantitative research approach to examine the impact of corporate
wellness programs on employee performance and well-being within the Saudi corporate sector.
A quantitative methodology is particularly suited to this research as it allows for the collection
and analysis of numerical data, which can be used to measure the relationships between various
factors systematically and objectively. The goal of this approach is to test the proposed
hypotheses regarding the effects of wellness programs on employee outcomes, using statistical
tools to quantify these effects and identify significant patterns.

In the context of this study, the primary data collection method will involve the use of
structured surveys. These surveys will be designed to gather information from employees
working in organizations across Saudi Arabia that have implemented corporate wellness
programs. The survey will include a combination of Likert-scale questions, which will measure
employees’ perceptions of wellness initiatives in their workplaces, and quantitative metrics that
assess their self-reported levels of physical and mental well-being, as well as their job
performance. By using a standardized questionnaire, the study will be able to capture a broad
range of employee experiences with wellness programs, making it possible to draw meaningful
comparisons across different organizations and employee demographics.

The survey will be administered to a representative sample of employees working in various
sectors, including both private and public organizations, to ensure a comprehensive
understanding of how wellness programs operate in different work environments. The sample
will be selected using a stratified sampling technique to ensure that different employee groups
such as those in different industries, job roles, and levels of seniority are adequately represented.
This will provide a more nuanced understanding of how wellness programs impact employees
across various contexts, allowing the research to capture the diversity of experiences within the
Saudi workforce.

To ensure the reliability and validity of the data, the survey instrument will be pre-tested
with a small group of employees to identify any potential issues with question clarity or
response biases. Feedback from the pre-test will be used to refine the survey, ensuring that it
accurately captures the intended variables and is easily understood by participants. Once the
survey is finalized, it will be distributed via online platforms such as email or through a survey
distribution tool, making it easily accessible to participants across the country. This method not
only facilitates broader reach but also ensures that employees can complete the survey at their
convenience, which may lead to more thoughtful and accurate responses.

The data collected will focus on several key variables, including the types of wellness
programs offered by organizations, employee participation rates, the perceived effectiveness of
these programs, and the outcomes associated with them—such as employee performance, job
satisfaction, absenteeism rates, and overall well-being. Additionally, demographic information
such as age, gender, job role, and length of employment will be gathered to control for potential
confounding variables that might influence the relationship between wellness programs and
employee outcomes.




Once the data has been collected, it will be analyzed using advanced statistical techniques.
Descriptive statistics will be used initially to summarize the characteristics of the sample and
the responses to each survey question. Following this, inferential statistics, such as regression
analysis, will be employed to examine the relationships between the independent variables (i.e.,
the different components of corporate wellness programs) and the dependent variables (i.e.,
employee performance and well-being). Correlation analysis will also be used to explore the
strength and direction of associations between the variables, while t-tests or ANOVA may be
used to compare differences between groups (e.g., employees who participate in wellness
programs versus those who do not).

This quantitative approach will provide concrete, empirical evidence about the effectiveness
of corporate wellness programs in improving employee performance and well-being. By
measuring these outcomes in a systematic and objective manner, the research aims to offer
valuable insights into how wellness initiatives can be optimized to benefit both employees and
organizations. The results will also contribute to the broader literature on corporate wellness,
particularly in the Saudi context, where such research is currently limited. Furthermore, the
findings will have practical implications for employers, offering guidance on how to structure
wellness programs that not only improve employee health but also lead to tangible
improvements in productivity and organizational success.

Study Tools

Survey as the Primary Data Collection Tool

The central tool for data collection in this study will be a structured survey. Surveys are
highly effective for gathering data from a large sample, enabling the research to capture a broad
spectrum of employee experiences with corporate wellness programs. The survey will be
specifically designed to assess how employees perceive wellness initiatives in their
organizations, and how these perceptions correlate with their self-reported levels of well-being
and job performance.

Demographic Information

The first section of the survey will capture demographic information about the participants.
This includes variables such as age, gender, education, job role, and length of employment.
These demographic variables will help contextualize the data and enable the research to identify
any significant patterns or differences in how various employee groups perceive and benefit
from wellness programs.

Corporate Wellness Programs Assessment

The second section of the survey will focus on the corporate wellness programs provided by
the organizations. It will ask questions about the type of wellness programs available, such as
fitness initiatives, mental health resources, flexible working hours, and stress management
workshops. Respondents will be asked to report their level of participation in these programs,
how frequently they engage with them, and how effective they believe these programs are in
promoting their well-being. This section will help the study understand the range of wellness
programs offered and their perceived impact on employee health.

Employee Well-being Measurement

The third section of the survey will focus on measuring employee well-being. Using well-
established scales like the WHO-5 Well-being Index and the Perceived Stress Scale (PSS), this
part of the survey will gather data on employees' self-reported physical and mental health. It
will assess factors such as stress, overall satisfaction with life, energy levels, and perceptions
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of work-life balance. These metrics will help determine whether wellness programs contribute
to improved employee well-being, both physically and mentally.

Employee Performance Evaluation

The fourth section of the survey will evaluate employee performance. Using tools like the
Job Performance Scale (JPS), this part of the survey will measure factors such as job
satisfaction, productivity, work engagement, and commitment to the organization. Participants
will be asked to rate how wellness programs have affected their work habits, motivation, and
overall job performance. This data will be crucial in understanding the relationship between
wellness programs and tangible outcomes such as increased productivity and employee
satisfaction.

Data Collection Process

The survey will be distributed to a representative sample of employees across multiple
sectors in Saudi Arabia. The sample will be chosen using a stratified sampling technique to
ensure that employees from various industries, job roles, and seniority levels are included. This
approach will help capture a comprehensive view of how wellness programs impact different
segments of the workforce. The survey will be administered online, making it convenient for
employees to participate, and ensuring the collection of data from a geographically diverse

group.
Data Analysis Techniques

Once the data has been collected, statistical analysis will be conducted using software such
as SPSS (Statistical Package for the Social Sciences). Initially, descriptive statistics will be used
to summarize the data, providing insights into the demographic characteristics of the sample,
the types of wellness programs available, and the overall levels of well-being and performance
reported by employees.

The key part of the analysis will involve regression analysis to explore the relationship
between the independent variable (participation in corporate wellness programs) and the
dependent variables (employee well-being and performance). This analysis will help determine
whether wellness programs have a statistically significant impact on the well-being and
performance of employees, and if so, to what extent. Correlation analysis will also be used to
identify any patterns between variables, such as the strength of the relationship between
wellness program participation and improved job performance or reduced stress levels.

The Limits of Study

1. Sample Size Determination

The sample size for this study will be determined using a statistical power analysis to ensure
the findings are both reliable and valid. Given the research aims to analyze the impact of
corporate wellness programs on employee performance and well-being, a confidence level of
95% and a margin of error of 5% will be targeted. This means that the study will aim to gather
responses from enough participants to ensure that the results can be generalized to the wider
population with a high degree of certainty.

Based on previous studies in similar fields, a minimum of 50 to 80 participants is considered
a robust sample size for this type of research. This will allow for a meaningful analysis of
different employee groups, taking into account factors such as age, gender, job role, and
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organizational size. The sample will be large enough to detect potential differences in how
wellness programs affect employees from various backgrounds and industries.

2. Sampling Method

To ensure that the sample is representative, a stratified random sampling technique will be
employed. This approach will involve dividing the workforce into distinct strata based on
factors such as industry, job function, and seniority level. Random sampling will then be applied
within each stratum to select participants, ensuring that various employee groups are
proportionately represented. This method will help minimize bias and improve the
generalizability of the findings.

3. Studying Region
Geographical Scope

The study will be conducted within Saudi Arabia, focusing on employees from organizations
across the country. Saudi Arabia has a diverse economic landscape, ranging from large
multinational corporations to smaller, local businesses. The country’s rapidly growing interest
in corporate wellness programs makes it an ideal setting for this research. The study will aim
to capture data from employees in urban and suburban areas, including key cities such as
Riyadh, Jeddah, Dammam, and Khobar, where many large organizations and multinational
companies are located. These regions are expected to have a higher concentration of businesses
offering wellness programs, making them critical to understanding the broader impact of such
initiatives.

Industry and Sector Representation

The study will target a variety of industries and sectors, ensuring that employees from different
organizational types are included. These sectors will encompass industries such as:

Private sector organizations (both large corporations and small-to-medium-sized
enterprises)

Governmental organizations
Healthcare and education sectors
Technology and finance industries

Each of these sectors may have different approaches to corporate wellness programs, with
varying levels of emphasis on employee health and well-being. Including a diverse array of
industries will help paint a comprehensive picture of how corporate wellness programs function
in different organizational settings.

4. Data Collection Process
Survey Distribution

The survey will be distributed electronically to employees working within the selected
organizations. Given the broad geographical scope of the study, an online survey tool (such as
Google Forms or SurveyMonkey) will be used to collect responses efficiently. An electronic
survey will allow for easy access by participants from various regions, increasing the likelihood
of obtaining a large, diverse sample.

An invitation letter explaining the purpose of the study, confidentiality measures, and the
voluntary nature of participation will be sent to the selected participants. Follow-up reminders
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will be sent to increase response rates, with the goal of gathering sufficient responses from
employees in different industries and demographic groups.

Inclusion and Exclusion Criteria

Inclusion Criteria

Participants will be eligible to participate if they meet the following criteria:
o Employed full-time in any organization within Saudi Arabia.
o Have access to corporate wellness programs within their workplace.
e Willing to provide informed consent to participate in the study.

Exclusion Criteria

Employees who do not have access to corporate wellness programs at their workplace will be
excluded from the study. Additionally, part-time employees, contractors, or temporary workers
will not be included as they may not have consistent exposure to wellness initiatives in the same
way full-time employees do.

5. Data Analysis Plan
Descriptive Statistics

Once the data has been collected, descriptive statistics will be applied to summarize and
describe the main features of the dataset. This will include the calculation of means, standard
deviations, and frequencies for key variables such as employee well-being, wellness program
participation, and self-reported performance.

Inferential Statistics

To examine the relationships between wellness program participation and employee outcomes,
regression analysis will be used. This technique will help determine whether there is a
statistically significant effect of wellness programs on employee performance and well-being,
adjusting for any demographic variables that may influence the results. Correlation analysis
will also be conducted to explore the strength and direction of the relationships between key
variables, such as wellness program participation and job satisfaction.

6. Ethical Considerations
Informed Consent

Before participating, all employees will be required to provide informed consent. They will be
fully informed about the study's aims, the voluntary nature of their participation, and the
anonymity of their responses. Employees will also be told that they can withdraw from the
study at any time without any repercussions.

Confidentiality

To ensure confidentiality, all responses will be anonymized and stored securely. No personal
identifiers will be included in the dataset, and the results will be reported in aggregate form
only. Data will be accessed solely by the research team and will be used exclusively for the
purposes of this study.
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Questionnaire

1. Age
o Under 25
o 25-34
o 3544
o 45-54
o 55 and above
2. Gender
o Male
o Female
o Prefer not to say
3. Educational Level
o High school or less
o Bachelor’s degree
o Master’s degree
o Doctorate or higher
4. Industry
o Government
o Private sector
o Healthcare
o Education
o Technology
o Other (please specity)
5. Job Position
Junior/Entry-level
Mid-level
Senior-level

Executive/Management

Corporate Wellness Program Variables
1. Physical Wellness Programs

Please indicate your level of agreement with the following statements:
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. My organization offers physical wellness programs such as fitness sessions or gym
memberships.

o Totally Disagree

o Disagree

o Neutral

o Agree

o Totally Agree
The physical wellness programs available are well-promoted and easy to access.

o Totally Disagree

o Disagree

o Neutral

o Agree

o Totally Agree

. Participation in physical wellness programs has improved my overall health and stamina
at work.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

The physical wellness programs contribute to better energy levels throughout the
workday.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

. I feel that the physical wellness programs offered by my organization help me focus
better on my tasks.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

2. Mental Health Support

Please indicate your level of agreement with the following statements:
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. My organization provides adequate mental health support, such as counseling or stress
management workshops.

o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
. T'have utilized mental health support programs offered by my organization.

o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

The mental health programs have helped reduce my stress levels at work.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

The mental health support programs improve my overall job satisfaction.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

. I feel mentally healthier and more capable of handling work challenges because of the
mental health resources provided.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

3. Stress Management Programs

Please indicate your level of agreement with the following statements:

1. My organization provides programs aimed at reducing workplace stress, such as
workshops or relaxation sessions.
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Totally Disagree
Disagree
Neutral

o Agree

o Totally Agree

These stress management programs have helped me to manage work-related pressure
more effectively.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

I feel more focused and productive as a result of participating in stress management
programs.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

Stress management programs at my organization lead to a more positive work
environment.

o Totally Disagree

o Disagree

o Neutral

o Agree

o Totally Agree
The stress management programs contribute to my overall sense of well-being at work.

o Totally Disagree

o Disagree

o Neutral

o Agree

o Totally Agree

4. Flexible Work Policies

Please indicate your level of agreement with the following statements:

1. My organization offers flexible work policies such as remote work or flexible hours.

o Totally Disagree
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Disagree
Neutral
o Agree
o Totally Agree
These flexible work arrangements improve my work-life balance.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
. I feel more engaged in my work because of the flexibility in work hours or location.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
. Flexible work policies have helped reduce my stress levels and burnout.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

The availability of flexible work options makes me more committed to my organization.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

Employee Outcome Variables
5. Employee Performance
Please indicate your level of agreement with the following statements:
1. The wellness programs in my organization have improved my work performance.
o Totally Disagree
o Disagree

o Neutral




o Agree
o Totally Agree

2. 1 am more productive at work due to the wellness programs provided by my
organization.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

. My physical and mental health improvement through wellness programs has positively
impacted the quality of my work.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

. I feel more focused and energized while working because of my organization’s wellness
programs.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

. Wellness programs have helped me manage workload better and increase my output.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

6. Job Satisfaction
Please indicate your level of agreement with the following statements:
1. Tam satisfied with the wellness programs provided by my organization.
o Totally Disagree
o Disagree
o Neutral

Agree




o Totally Agree
The wellness programs positively influence my overall job satisfaction.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

I believe my organization cares about my well-being, which contributes to my job
satisfaction.

o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
Participation in wellness programs makes me feel more valued as an employee.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
I am more satisfied with my work environment because of the wellness programs.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

7. Employee Engagement

Please indicate your level of agreement with the following statements:

1. Wellness programs have increased my level of engagement with my work.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

2. T am more committed to my organization due to the wellness initiatives offered.
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Totally Disagree
Disagree
Neutral

o Agree

o Totally Agree

3. T actively participate in wellness programs, which strengthens my connection to the
organization.

o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
4. Wellness programs encourage me to contribute more to the success of my organization.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree

5. 1 feel more motivated and connected to my colleagues as a result of the wellness
programs.

o Totally Disagree
o Disagree

o Neutral

o Agree

o Totally Agree

8. Absenteeism and Turnover

Please indicate your level of agreement with the following statements:

1. The wellness programs at my organization have reduced my absenteeism due to health-
related issues.

o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
2. Tam less likely to leave my organization because of the wellness programs provided.

o Totally Disagree
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Disagree
Neutral

o Agree

o Totally Agree

3. My organization’s wellness programs have helped reduce stress-related absences.

o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
4. 1 feel more loyal to my organization because of the wellness programs available to me.
o Totally Disagree
o Disagree
o Neutral
o Agree
o Totally Agree
5. The availability of wellness programs has improved my overall job retention.
o Totally Disagree
o Disagree
o Neutral
Agree
Totally Agree
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