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ABSTRACT 

As employees increasingly find themselves in the midst of work-family conflict due to the emerging work demands, 

the effect of these conflicts may affect employee commitment decisions which in turn may affect organizational 

performance depending on the manager‟s role in supporting the employee to attain a balance. Due to simultaneously 

longorunprecedentedworkinghoursandupwardtrendofnonstandardworkschedulessuchasworkingintheevenings at night 

or weekend as a spread of a more globalized 24/7 economy, this has also put considerable strain on workers. Notably 

satisfaction and customer service being the prime work in the banking sector has evoked changes which consequently 

have brought changes in work setups. The study objective was to establish the influence of wellness programs on 

performance of the banking industry in Kenya. This study adopted survey research design using both 

quantitativeandqualitativeapproaches.Thetargetpopulationwas36,212employeesfrom all43commercialbanksin Kenya 

focusing on branches in Nairobi. Primary data was collected using questionnaire that had both structured and 

unstructured questions. The researcher also used descriptive statistics including frequency distribution tables, 

percentagesandmeasuresofcentraltendencysuchasmean.Inadditiontothis,advancestatisticaltechniqueswerealso 

consideredparticularlymeasuresofvariationssuchasstandarddeviationandotherslikeregressionanalysistoestablish 

relationships among variable. The study found that wellness programs were strongly related to performance of the 

bankingindustry.Thiswasthroughpreventivecare,educationandtrainingonimportanceofwellnessonemployeesas well as 

through supportive manager. The study recommends that organizations should focus on the use of wellness programs 

practices as they are necessary to ensure that employees support their objectives. 

Keywords:Influence,WellnessPrograms,OrganizationalPerformance,BankingIndustry 

 

INTRODUCTION 

The ultimate performance of organizations depends on the performance of its employees which in turn depends on 

numerousfactors.Wellnessprogramsareprogramsintendedtopromoteorimprovethehealthorfitnessofanyperson which 

may include health screenings, fitness programs and preventative care. Wellness programs which enhances efficiency 

and thus productivity of an employee increases satisfaction or dissatisfaction of workers which in the long run affects 

the performance of an organization. In this case therefore corporate organizations need to ensure wellness 

programspracticesareincorporatedinthepoliciesoftheorganizationtorealizeincreasedorganizationalperformance. 

Bardoel& De Cieri (2006) notes there is been little serious analysis of work life needs and approaches to policies, 

practices in the context of multinational enterprises and a global workforce. 

Workplace wellness emerged during the 1990‟s as a major concern for employers, especially in the U.S., marking an 
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evolution away from the traditional occupational health and safety focus on injury and disease prevention. Programs 

designed to promote employee health and well-being is now found in an estimated 80 to 90 percent of medium and 

large size U.S. workplaces (Aldana, 2001). The motivation for most employers is to bring down or contain the rising 

costofhealthbenefits, withthealternativebeingcutbacks inbenefitscoverage.Some firmsalsoviewtheseprograms as 

contributing to a culture that is supportive of employees. Less often, the main objective is to boost productivity 

(Powell 1999; Leonard 2001). 

TaylorandDon,(2010)seewellnessprogramsasawayofpromotingmaintenanceofgoodhealthratherthancorrection 

ofpoorhealth.Theyincludefitnessprograms,recreationalopportunities,socialactivitiesandintellectualandspiritual 

developmentprograms whichinturnimpactsoncompanybottomline wheretheemployees‟ wellbeingis seento greatly affect 

overall productivity (Naydeck& Pearson, 2009). 

 

Himmel,Thorne,Warren&Woolhandler(2009)arguesthatbydevelopingnewandintegratedconceptofwell-being at 

workplace can be particularly important since many of the concepts have fields e.g. occupational health services, 

occupational safety and organizational consultancy and since they have been brought from outside of the companies, 

theyhave mostlyremained fragmented and isolated actions which have no real linkto dailyactivities of various work 

places(MarCollin&Abraham2012).MillerandHarlem,(2009)indicatesthatworksitefitnessprogramsareimportant 

fortheorganizationasitlowersemployees‟absenteeismandjobturnovers,FindingsbyKamau,Tuwai&Kuria(2015) on 

corporate wellness in commercial banks in Kenya shows strong relationship between physical wellness and 

employee‟s performance. 
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InmanyAfrican, Asian,LatinAmericacountriesincidences ofinformalemploymentisgrowingandthecurrentcrisis is 

accentualating. Simultaneously long or unprecedented working hours and upward trend of nonstandard work 

schedules e.g. in the evenings at night or weekend as a spread of a more globalized 24/7 economy has also put 

considerablestrainonworkersandtheirfamilies.Insomeinstances,parentsareworking24hoursshiftsoneonachild duty while 

the other works. While this may permit families to make ends meet, it has a negative effect on workers wellbeing. In 

middle and low income countries, family responsibilities appear to constitute a barrier to women‟s employment and to 

good quality jobs. 

 

EmployeesintheseKenyanbanksneedtoplayagreatroleofdeliveringqualityservicesandcreatingapoolofsatisfied 

customers. Despite their key role, there persist work life policies and challenges in the implementation of existing 

policies (Aycan&Eskin, 2004; Hyman & Summers, 2004). Long hours working culture is common among many 

institutionsandinsuchcircumstancesemployeesare morelikelytoexperience work-familyconflicthencethisaffects 

organizational performance. There is tremendous increase in the provisions of banking services to low income 

householdsandmicroandsmallenterprises(MSE‟s)inthecountrybutdespitethesedevelopments,thebankingsector has 

encountered numerous challenges associated with the human resource practices in Kenya. 

 

StatementoftheProblem 

The fast pace of economic development in the 20th century across the globe has created new endeavors for the 

organizations.Globalizationhaschangedtheworldintoaglobalvillagewherethischangehaspushedtheorganizations like the 

banking sector to strive hard to gain and sustain their competitive advantage. Customer satisfaction and customer 

service being the prime work in the banking sector has evoked changes which consequently have brought 

changesinworksetups(Korir,2015).ForexampleemployeesinthebankingsectorinKenyaaremoreinvolvedintheir jobs, 

working longer hours more than 48 hours (IL0, 2010) hence making it difficult for employees to keep a balance 

betweenjob,familyandother personalissues(Muhammadi etal.,2009).Hencethishasresultedinworklifeconflicts 

whichhasbeenfoundtobeassociatedwithmentalhealthissueslikestressanddepression(Beck&Davis,2004)which in the 

long run affects performance of the organization 

Internationallabourorganizationsglobalreportonwellnessprogramsof2010ratesKenyaamongthosewiththehighest 

prevalenceoflongworkinghoursmorethan48hoursperweek(ILO,2010).Moreover,thebankingsectorinKenyais said to be 

the most affected by work life imbalances ranking 3 in a list of 24 industries (ILO, 2010) raising concerns from key 

stakeholders in the country because of work life conflict and life work conflicts. Research has shown that WLB is 

associated with reduced levels of stress and somatic complains, increased job satisfaction and reduced labor turnover 

as well as organizational performance (Rathi&Barath, 2013).There is need for more Research on wellness programs 

as a way of improving performance among commercial banks in Kenya (Kamau, Tuwai, & Kuria, 2015). 

 

 

ResearchObjective 

ToestablishtheinfluenceofwellnessprogramsonperformanceofthebankingindustryinKenya. 

 

Hypothesis 
H01ThereisnosignificanceinfluenceofwellnessprogramsonperformanceofthebankingindustryinKenya 

ScopeoftheStudy 

Thestudycoveredallthe43banksregisteredbyCentralBankofKenyafocusingonbranchesinNairobi.Specifically, the study 

sought to determine the influence of wellness programs on performance of the banking industry in Kenya. 

 

LITERATUREREVIEW 

Work/FamilyBorderTheory 

This study was guided by work family border theory according to Clark‟s (2000). The theory aims at explaininghow 

individuals manage and negotiate the work and family spheres and the borders between themin order to attain balance. 

The concept of “work” and family constituting different domain or spheres which influence each other is central to the 

model. Clark defines balance as satisfaction and good functioning at work and at home with a minimum role conflict, 

stating that although many aspects of work and home are difficult, to alter, individuals can shape to some degree 

thenature of the work and home domains and the borders and bridges between them in order to create a desired 

balance‟‟. Thetheoryaimsatexplaininghowindividualsmanageandnegotiatetheworkandfamilyspheresandtheborders 

betweentheminordertoattainbalance.Theconceptof“work”andfamilyconstitutingdifferentdomainorsphereswhich 

influenceeachotheriscentraltothemodel.Thetheorystatesthateachperson‟sroletakesplacewithinaspecificdomain 

oflife,andthesedomainsareseparatedbybordersthatmaybephysical,temporal,orpsychological.Thetheoryaddresses 

theissueof“crossingborders”betweendomainsoflife,especiallythedomainsofhomeandwork.Hence,thistheory 
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showsthatthereshouldbeaproperbalancebetweenworkandnon-workactivitieslikesociallife,familylife,healthand so o 

Whilst this theory allows for individuals to attach different values to the domain of work and family, it appears to be 

largely focused on the needs of parents, care givers. Failing to take account of importance attached to other domains 

such as leisure, sport for wellness and socializing of which again this study sought to find their influence on 

performance. 

 

Empirical Review 

WellnessPrograms 

A study by Kamau, Tuwai, & Kuria (2015) assessed the effects of corporate wellbeing practices on employee‟s 

performance in commercial banks in Kenya. The aspects covered were financial wellness, environmental wellness, 

physicalwellnessandsocialwellness.Thetargetpopulationwas43commercialbanksinKenyawhereheadsofhuman resource 

were targeted. For inclusion purposes, census sampling method was used to collect data as sampling method omitted 

important population. The researchermainlyusedqualitativeanalysistechniquesand descriptive methods to analyze 

datacollected from the organization of study. The study found that financial, intellectual, environmental, social and 

physical wellness programs improved employee‟s performance. The study concluded that 

flexibleworkarrangementsrelievesemployee‟sstressthatcomeswithjobandthatphysicalhealthbringsthebenefits 

oflookinggoodonemployeeswhichinturnimprovestheirperformance.Thestudyrecommendedthatbanksshould come up 

with long term investment advice to employees which will be beneficial in their retirement age. Intellectual wellness 

programs should enable employees be more creative by coming up with waysofsolving problems encountered by 

theorganization. Employees should be allowed to suggest the best environment which would make 

themworkbetter.Socialwellnessprogramsshouldaimatimprovingtherelationshipbetweenemployeesandhowthey 

shouldworktogetherasateam.Physicalwellnessprogramsshouldaimatimprovingoverallhealthofemployeewhere a 

healthy employee should performbetterinthe organization. 

 

Performance 

Organizations that offered more extensive bundles of wellness programs practices had higher ratings on a measure of 

organizational performance obtained from senior Hr Directors or such dimensions as being able to attract essential 

employees„qualityofrelationsbetweenmanagementandemployeeandproductquality(Ioan2010).Theseeffectsare often 

associated with employee attitudes such as increased job satisfaction and enhanced control over their work 

schedule.Theresultsarereducedabsenteeism,intendtoturnover,jobstresslevelsandworklifeconflictandincreased 

productivity. A lower turnover intention means lower recruitment and training costs, increased retention of valuable 

employee‟sand increased organizationalcommitmentand loyalty. Alloftheseaspectsare associated inturn withcost 

savings, higher customer satisfaction and implicitly higher levels of organizational performance (Ioan, 2010). 

Employerswhoimprovewellnessprogramsforworkersarelikelytohaveacompetitiveadvantageinthemarket.Other benefits 

of wellness programs include increased employee control over time, meeting set targets and standards, employee 

satisfaction, reduced family conflicts hence higher performance for the organization. 

 

RESEARCHMETHODOLOGY 

Thisstudyadoptedadescriptivesurveyresearchdesignusingbothqualitativeandquantitativeapproaches.Quantitative 

approach because it places emphasis on methodology, procedure and statistical measures to test hypothesis and make 

predictions.(Mugenda,2003,Saunders,2009).Qualitativeapproachwasalsousedbecauseitprovidesgreaterdepthto 

response and understanding which forms a link with respondents (Berg, 2001). This research design has been used in 

previous studies by Baughman, DiNardi& Holtz (2003); Mukanzi, Gachunga, Karanja&Kihoro (2014). 

The target population consisted of 43 registered banks by the central bank of Kenya (CBK, 2015). These consisted of 

banks located in Nairobi because major banks have their busiest and main branches in Nairobi and most of their 

headquarters are in Nairobi with a target population of 36,212 employees (Bank Supervision Annual Report, 2015). 
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ConceptualFramework 

 Wellnessprograms 

 Promotionofpreventivecare 

 Educationandtraining 

Performance 

 Customersatisfaction 

 Targetstandards 

 employeesatisfaction 

 

INDEPENDENTVARIABLE DEPENDENTVARIABLE 

Thesamplesizewasdeterminedbyuseofthefollowingformula; 
 

nadjusted= Nn 

N+n 

 
Where 

 

n=numberofsamples,N=Totalpopulationande=precisionlevel0.05. 

z=Standardnormaldistributionsetat1.96correspondingtoaconfidencelevelof95% p=probability of 

success (0.5) 

q=probabilityoffailure 

Inthiscasethetargetpopulationbeing36,212at0.05levelofsignificance,thesamplesizewas: 
 

=~380Respondents 

 
Themultipleregressionmodelforthisstudywas: 

 

Y=β0+β1X1+e 

Y Performance 

X1 WellnessPrograms 

BO Constant 

 

RESEARCHFINDINGSANDDISCUSSION 

Ahighpercentageofrespondents50.5%disagreedthatemployeesgetsubsidizedgymmembershipfeesataplaceof their 

choice with 63.5% of respondents also disagreeing that staff are allowed time off for exercise or gym training 

paidbytheorganization. However,68.9%ofrespondentsagreedthatemployeesaregiventrainingandeducationon 

importance of good health with 55.5% of respondents disagreeing that managers support employees by providing 

themwithsubsidizedbalancedmealinthecompany.Alsomajorityofrespondents69.6%agreedthattheorganization often 

organizes regular employee health counselling programs with 54.9% of respondents agreeing that through manager 

support,theyfind it easier to takecareoftheir health. Again54%ofrespondents disagreed thatemployees 

arenotgiventrainingandeducationonimportanceofhealthtotheirbodies.Howeveroverwhelmingly70.5%of 
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respondents agreed that the manager minds about their personal health and conditions of work hence provides 

comfortable tools of work with 44.8% agreeing that employees are allowed rest periods in between work against 

37.3% who disagreed with that statement. 

 

Table1:WellnessPrograms 

 

SA A N D SD 

Standard 

% % % % % Meandeviation 
 

a.Employeesgetsubsidized 
gymmembershipfeesata 

placeoftheirchoice 8.2 22.8 18.4 27.1 23.5 3.35 12.85 

b.Staffareallowedtimeoff 
for exercise or gym training 3.9 
paid by the organization 

17.6 15.0 32.6 30.9 3.69 1.192 

c. Employees are given 
trainingandeducation  on23.7 
importance of good health 

d. Manager supports 

 
45.2 

 
17.4 

 
11.5 

 
2.2 

 
2.23 

 
0.980 

employees
 bythe
m with 

providing 
subsidized 

 

6.8 

 

22.5 

 

15.3 

 

28.6 

 

26.9 

 

3.46 

 

1.008 

balanced meal 
company 

in the        

e. Theorganization often 
organizes regular employee 

health/counselling 24.8 44.8 19.2 7.1 4.1 2.21 1.283 
programs. 

f. Through manager 

support, employees find it 

easier to take care of their 
health and their bodies 

. Employees are not given 
training and education on 
importance of health totheir 
bodies 

 
h. My manager minds about 
our personal health and 
conditions of work hence 
provides comfortable toolsof 
work. 

i. Employees are allowed rest 
periods in between work 

1.026 
 
 
 
 
 

 
1.334 

 
 
 

 

23.0 37.1 20.6 6.5 2.4 2.18 0.941 

 
 
 
 

12.8 43.0 17.9 22.8 14.5 2.94 1.282 
 

 

 
n=416,KEY:SA=StronglyAgree,A=Agree,N=Neutral,D=Disagree,SD=StronglyDisagree. 

15.9 39.0 23.9 18.3 2.9 2.53 

 

 

 

10.5 

 

 

 

21.9 

 

 

 

13.6 

 

 

 

29.9 

 

 

 

24.1 

 

 

 

3.35 
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Crochbach Alpha=0.715 with 8 items when item c is dropped. 
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RegressionAnalysisOutputofWellnessProgramsandPerformance 

Further test to determine the amount of variation on performance explained by wellness programs was carried out. 

Results in tables 2a, 2b, 2c below shows the amount of variation on the dependent variable explained by the 

independent variable. Regressionanalysis yield coefficientRvalueof.178 and R
2
=0.032 which meansthat3.2%of 

corresponding variations in performance can be explained by wellness program. The remaining 96.8% is explained 

by other variables not included in the model 

Themodelis:Performance=2.072+0.111(wellnessprogramindex). 

Themodel wasfoundtobesignificant F(1,408)=13.330,p<.000) whichwaslargeenoughtosupportthegoodness of fit 

model explaining the variations in the dependent variables. This validates that wellness program is a useful predictor 

of performance implying that employees who are accorded wellness programs tend to have higher performance. The 

following account highlights how respondents (40.5%) responded when asked how wellness programs played a role 

in their work: 

The results of regression analysis revealed that there was a significant positive relationship (β = 0.178), p <0.000) 

between wellness programs and performance. 

 

Therefore,H01ofthestudyissupported whichstatesthatthereisnosignificance influenceofwellnessprogramson 

performance in the banking industry in Kenya, hence we reject the null hypothesis. This shows that the regression 

model has less than 0.001 likelihood (probability) of giving a wrong prediction. Hence the regression model has a 

confidence level of 95%. 

 

DiscussionofFindingsforWellnessProgramsonPerformanceoftheBankingIndustryinKenya. 

The objective for this study was to establish the influence of wellness programs on performance of the banking 

industry in Kenya. Findings of this study indicated the coefficient for wellness programs was -0.004. Regression 

analysis yielded R value of .178 and R
2
= 0.032. This means that a unit change in wellness programs will result to a 

change in performance by a factor of 0.004 at 5% significant level. The empirical results of this study indicate that 

regression analysis revealed there was a significant positive relationship (β = 0.178), p <0.000) between wellness 

programs and performance. 

This finding agrees with findings by other scholars Eisingerich, and Bell (2006) who support that the underlying 

purpose of wellness programs isto unlockthe value ofthe relationship assets inorganizations to enable acceleration in 

revenue and profit. Utilizing wellness programs in meeting the bank‟s immediate and long-term needs enables 

companies to build customer loyalty and long-term relationships to the benefit of both parties. Miller and Harlem 

indicates that worksite fitness programs are important for the organization as it lowers employees‟ absenteeism and 

jobturnovers,FindingsbyKamau,Tuwai&Kuria(2015)oncorporatewellnessincommercialbanksinKenyashows 

strongrelationshipbetweenphysicalwellnessandemployee‟sperformance.Wellnesspromotiondoesnotjustbenefit the 

employees because an organization filled with healthy and fulfilled employees is a productive workplace that retains 

its employees. Offering on –site seminars and workshops on topics such as stress, healthy leaving, communication 

styles among others is also key in enhancing wellness and health living of employees (Duxbury & Higgins, 1992). 

Findingsfromthedescriptivestatisticsindicate majorityofinformantsagreed thattraining and education wasoneof the 

mostly used ways by the banks to promote wellness as well as organizing regular employee health counselling 

programs. The informants also indicated manager support on personal health and conditions of work as well as 

provisions of rest periods in between work as opposed to gym facilities in the places of work and outside of work at 

subsidized rates wasprovidedapartfromgym facilities whichrespondentsdisagreed onbeingoffered.Itistherefore 

evident from the foregoing discussions that there was evidence of wellness programs from the banking industry in 

Kenya though not satisfactorily which is very important in ensuring that employees are health and motivated to 

enhance performance. Organization should therefore encourage fitness and health living in addition to offering 

workshops. 
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Table2a ModelSummary  
 

Mode 
l R RSquare 

Adjusted R 
Square Std.ErroroftheEstimate 

1 .178a 
.032 .029 .42389 

 

Table2bANOVAb 
 

Sumof 

Model Squares DfMeanSquare F Sig. 

1 Regression 2.395 1 2.395 13.330 .000a 

 Residual 73.309 408 .180   

 Total 75.704 409    

 
 

 

Table2cCoefficients 
 

Unstandardized Standardized 
Coefficients Coefficients Sig 

 

Model B Std.Error Beta T . 

1 (Constant) 2.072 .093  22.373 .000 

Wellnessprograms .111 .030 .178 3.651 .000 

a. Dependentvariable:Performance 
 

 
SUMMARY,CONCLUSIONSANDRECOMMENDATIONS 

The study established that wellness programs influenced performance. This was through preventive care, education 

andtrainingonimportanceofwellnessonemployeesaswellasthroughsupportivemanager.Theresearchattempted to 

establish whether preventivecare, trainingand education onhealthissuesto employeeswasprovided as wellasif 

managers were supportive on the same to enhance performance of the banking industry 

Based on the results of this research as evidenced in the regression models, there shows an interaction between 

wellness programs and performance. The findings of this study indicated that performance of the banking industry 

was increased when wellness programs were provided to employees and there was a significant change in 

performance. The value of Rsquare was significant (R
2
=0.032) and as revealed byresults ofF tests (p< 0.001).This 

led to rejection of the null hypothesis that wellness programs had no significance influence on performance in the 

banking industry in Kenya. It was evident that majority of the banks in Kenya encouraged wellness programs and 

embraced preventive care, education and training opportunities and managers were supportive of the programs for 

higher performance though not satisfactorily. 

 

CONCLUSION 

The resultsofthis research indicatingan interactionbetween wellness programs and performance is a reflectionthat 

wellness program practices such as promotion of preventive care, education and training opportunities on wellness 

mattersand havingsupportivemanagerare goodpracticesthat influenceperformance ifemployeesare accordedthem. 

Based on the findings of this study it can therefore be concluded that majority of the banks in Kenya which were 

sampled in this study lay emphasis on wellness programs for increased performance. Hence wellness programs 

remainedsignificantininfluencingfirmperformance.Wellnessprogramsprovisionswhichincludespromotionof 
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preventivecare,educationandtrainingopportunitiesonwellness,andhavingsupportivemanagersonwellnessissues 

hadalinearrelationshipwithcustomersatisfaction,targetstandards,employeesatisfactionandinthebankingindustry 

inKenya.Thiscouldimplythattheyplayedamajorroleininfluencingoverallperformance.Itiswidelyacceptedthat wellness 

promotion does not just benefit the employees because an organization filled with healthy and fulfilled 

employeesisaproductive workplacethatretainsitsemployees whichobviouslytranslatestoincreasedperformance. 

 

RECOMMENDATIONS 

Aspects of wellness and policies that pertains to wellness of employees such as promotion of preventive care, 

educationandtrainingopportunitiesonwellnessofemployeesalongsidesupportivemanagersonaspectsofwellness plays 

major role in increasing performance. The results of this study has helped to determine the crucial role of wellness 

programs practices and therefore recommends organizations to focus on the use of wellness programs 

practicesastheyarenecessarytoensurethatorganizationssupporttheirobjectives.Inaddition,thisstudyrecommends 

thatorganizationsshouldincreasinglyrecognizetheinfluenceofwellnessprogramspracticesascriticalinachieving their 

objectives. 

Thesefindingsthereforerecommendthatorganizationsshouldcarefullyconsiderthealignmentofwellnessprograms 

aspectstheyadoptsothattheysupportandsupplementoneanotherinensuringtheobjectiveofboththeorganization 

andemployeesismet.Inaddition,itisproposedthatinlightofthesefindings,policymakersinorganizationsevaluate the 

wellness programs practices and activities bythe degree to whichtheycontribute directlyto the accomplishment 

ofanorganizationsgoalsandalsothebenefittheyhavetoemployeessothattheyensurethepoliciesareinplaceand 

implemented in organizations as mandatory. 
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