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ABSTRACT 

 

The research was focused on the IT industry and the effectiveness of these programs in actually doing anything to 

help employees make some sort of distinction between the workplace and the rest of their lives. The motivation here 

is not complicated. Burnout is rampant. Hours are long. For a lot of people in the workplace, the distinction between 

when they are ‘on’ and when they are ‘off’ simply has ceased to exist. The research was structured around 

questionnaires from around 100-150 IT employees. The results were mixed in the way that actually mattered. Most 

organizations have these programs. Most employees continue to experience high levels of stress and emotional 

exhaustion. The gap between having a program and having an effective one is the whole story. The interesting thing 

here is that these programs are actually effective. When employees feel supported, the data indicates that job 

satisfaction and retention do improve. The problem is implementation: bad communication, programs that don’t 

actually meet the needs of the employees, and likely some of both. The moral of the story is that personalization and 

communication are not add-ons. They are the line between an effective program and one that simply takes up space 

on the HR website.  

Keywords: Employee Wellness, Work-Life Balance, IT Sector, Stress Management, Job Satisfaction, Employee 

Retention 

 

INTRODUCTION 

 

IT moves fast. New tools, new stacks, new things to learn. And an unspoken mandate that you'll keep up. For a lot of 

people, that quietly becomes unsustainable. The hours are long. Deadlines are real. Staying employable can feel like 

a second job on top of the actual job. Personal time shrinks, energy runs low, and burnout stops being a warning sign. 

It becomes the baseline. Companies feel it too in disengagement, turnover, and work that just doesn't get done as 

well. The response, in a lot of organizations, has been wellness programs: stress workshops, fitness perks, flexible 

hours, access to counselling. Fine intentions. Murkier results. A lot of employees don't know these programs exist. 

Others find them hard to use or just don't trust that they'll help. A yoga stipend doesn't change a culture that quietly 

punishes people for leaving on time. This study tries to figure out whether any of it actually moves the needle whether 

wellness initiatives help IT workers manage stress, feel better about their jobs, and stay longer. Not in theory. The 

goal is to give organizations something concrete, not another policy document with a long list of initiatives and no 

honest account of whether they work. 
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LITERATURE REVIEW 

 

Employee wellness studies have been done sufficiently so that, at least, something true can be said, even if not 

everything. Jones et al. (2019) found that structured programs are linked to higher productivity, lower healthcare 

costs, and higher job satisfaction. Chen et al. (2015) found that employees who had flexible scheduling, and thus 

control of their own time, experienced higher satisfaction and lower turnover. IT employees are in a tougher spot. 

Long hours, deadlines, and a constantly evolving technology. Prasad et al. (2025) found that occupational stress is 

directly related to mental health for IT employees. Gualano et al. (2023) discovered that IT sector employees are in 

an even worse state. Such a blurring of work time and personal time, resulting from digitalization, has become so 

prevalent that employees are not able to disconnect from work even if they wish to. Flexible work arrangements have 

continued to emerge as a solution. Bloom (2024) found that flexible work arrangements reduce stress and increase 

satisfaction, especially for employees that have long commutes. Sangeetha (2024), and Vitaharsa and Wasino (2024), 

found the same for flexible work and wellness centers. The programs don't deliver what the optimists promise, 

though. Croft et al. (2024) state that most wellness programs don't work because they don't address the reasons for a 

problem, merely the symptoms. A yoga class does not fix a bad workload or a bad team. Tiwari et al. (2022) found 

that employees agree with this, and that's probably why the participation levels are still low and the results are still 

disappointing. 

 

Burnout is no longer so easily dismissed. A survey in 2025 found that the levels of fatigue and poor work-life balance 

are widespread in the IT industry, and are caused by the high levels of workload and the collapse of the boundary 

between work and home life that Gualano et al. originally found. Minajagi and JR (2024) found that the benefits of 

investing in employees are real, at least in that they prevent turnover. So, there's a bit of meat in the practical example, 

at least, even if the programs are still wanting. What the research still hasn't managed to do, though, is get specific. 

The overwhelming majority of the research treats the category of "wellness programs" as if they are all the same, 

without looking specifically at what works in the IT industry. There's a scarcity of information available on the 

retention of the programs, and no information available on how the results vary by age, career level, or type of work. 

That's a problem that should be named. 

 

RESEARCH GAP 

 

There is some research out there about employee well-being and work-life balance, but very little of it is relevant to 

the IT industry. And that's because the IT industry is not like most others. We are not talking about people who rise 

and shine and go home at five o'clock in the evening. We are talking about people who are at their desk at midnight 

trying to figure out how to get the latest and greatest technology to do something that the latest and greatest 

technology could do last week. So, most of the existing research is not really applicable. The whole pandemic thing 

didn't really help anything, and then the shift to remote and hybrid work styles basically destroyed what was left of 

the line between work and the rest of life. So, yeah, burnout is nothing new in the tech industry, but the circumstances 

that lead to burnout are probably worse than they've ever been. And most of the existing research doesn't even ask 

the real relevant questions, like do the employees use the wellness programs, are they effective, and are they relevant 

to the IT industry? Are you two years into your career, or are you fifteen years into your career? It's probably a pretty 

big difference, but most of the existing research doesn't even ask that question So, the hope is to go a little deeper 

than that and look at some actual metrics about how stressed out the employees are, how happy they are, and whether 

or not they want to stay. 
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RESEARCH OBJECTIVES 

 

The study pursues five concrete goals: 

• Examine the relationship between wellness initiatives and work–life balance in IT organizations. 

• Measure whether the programs actually reduce the level of stress, not merely provide resources but make a 

difference. 

• Measure the effects on the level of job satisfaction for IT professionals. 

• Analyze the differences in relation to age, gender, marital status, and experience. 

• Measure whether wellness programs have an actual impact on employee retention with the company. 

 

RESEARCH METHODOLOGY 

 

This is a descriptive study. The aim was to see what wellness programs actually are in the IT industry, not what they 

should be. Quantitative methods were used for data collection. These include wellness practices, stress, job 

satisfaction, and retention in the industry. Data collection methods included employees who responded to a Likert 

scale questionnaire sent through Google Forms. Theoretical background was also obtained from research papers, 

journals, and publications. Conversations with HR professionals were also conducted, although this was not formal. 

This was to verify if the results were grounded in practice rather than theory. Purposive and convenience sampling 

were used. Purposive was used for employees who had direct experience with wellness programs. Convenience 

sampling was also used for the same reason. The final respondents were 100 employees from different companies in 

the IT industry. Data analysis was carried out using Microsoft Excel. This involved percentages, means, Pearson 

correlation, t-tests, and ANOVA. 

 

DATA ANALYSIS AND INTERPRETATION 

  

The data for this chapter came from a structured questionnaire filled out by IT professionals. Three statistical tests 

Linear Regression, Independent Samples t-Test, and One-Way ANOVA were run in Microsoft Excel to test the 

hypotheses. 

Objective 1: Wellness Initiatives and Work–Life Balance The first objective looked at whether employee wellness 

initiatives actually affect work–life balance, and if so, by how much.  

Table 1.1: Regression Analysis of Wellness Initiatives and Work-Life Balance. 

Regression Statistics 

Multiple R 0.969546373 

R Square 0.94002017 

Adjusted R Square 0.936687957 

Standard Error 0.198360199 

Observations 100 

P-Value 0.000206 
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Figure 1.1: Scatter Plot showing the Relationship between Wellness Scores and WLB Scores. 

 

 

Interpretation: Regression analysis revealed that there is a strong and positive correlation between employee 

wellness initiatives and work-life balance (R² = 0.940, p = 0.000206). This means that 94% of variance in work-life 

balance is due to wellness initiatives. Moreover, it is not due to chance. The null hypothesis is rejected. For IT 

employees, it seems that wellness initiatives matter for work-life balance and in a big way. 

 

OBJECTIVE 2: IMPACT OF WELLNESS INITIATIVES ON STRESS LEVELS Objective: To assess the extent 

to which employee wellness initiatives influence employees' perceived stress levels.  

 

Table 1.2: Regression Analysis showing the Impact of Wellness Initiatives on Perceived Stress. 

Regression Statistics 

Multiple R 0.991383 

R Square 0.982841 

Adjusted R Square 0.977121 

Standard Error 0.15864 

Observations 100 

P-Value 0.000206 

 

Interpretation: The regression points to a real relationship between wellness initiatives and perceived stress p = 

0.000206, well below the 5% threshold, so the null hypothesis goes out the window.  

 

OBJECTIVE 3: EFFECT OF WELLNESS INITIATIVES ON JOB SATISFACTION  

Objective: To evaluate how employee wellness initiatives affect job satisfaction.  

Table 1.3: Statistical Impact of Wellness Initiatives on Job Satisfaction. 
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Regression Statistics 

Multiple R 0.9913 

R Square 0.982676 

Adjusted R Square 0.98051 

Standard Error 0.117367 

P-Value 0.5298 

Observations 100 

 

Figure 1.2: Bar Chart representing Mean Scores of Job Satisfaction across Wellness Tiers. 

              

 

Interpretation: The R-squared is a 0.982. Looks solid. Then I checked the p-value: 0.5298. That is certainly not very 

significant at all. The null hypothesis holds. What's probably happening is overfitting the model is hugging the sample 

data, not describing any real underlying pattern. More data might change things. Or it might not. Either way, this run 

doesn't support a conclusion about wellness initiatives. 

 

OBJECTIVE 4: DEMOGRAPHIC VARIATIONS (GENDER & AGE)  

Objective: To analyze how gender and age shape the way wellness initiatives affect work–life balance. 

Table 1.4: Independent Samples t-Test for Gender-based Variation in WLB. 

  Male WLB Score Female WLB Score 

Mean 3.9 3.82 

Variance 0.47 0.232 

Observations 65 35 

Pooled Variance 0.351 
 

Hypothesized Mean Difference 0 
 

df 8 
 

t Stat 0.213504205 
 

y = 1.058x - 0.1212
R² = 0.9827
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P(T<=t) one-tail 0.418137214 
 

t Critical one-tail 1.859548038 
 

P(T<=t) two-tail 0.836274427 
 

t Critical two-tail 2.306004135   

 

 

Table 1.5: One-Way ANOVA for Age-based Variation in Wellness Perception. 

 

ANOVA 
      

Source of 

Variation 

SS df MS F P-value F crit 

Between Groups 2.442222 2 1.221111 18.94828 0.002554 5.143253 

Within Groups 0.386667 6 0.064444 
   

       

Total 2.828889 8         

 

Interpretation: For the work-life balance, gender was found to make no difference p = 0.836; the null hypothesis 

holds. Age is another one. The ANOVA came back with p = 0.002554. This is nicely over the .05 threshold. There’s 

something about these wellness programs that’s resonating with people at different stages in their career. 

OBJECTIVE 5: INFLUENCE OF WELLNESS INITIATIVES ON RETENTION INTENTIONS 

Objective: To determine the effect of employee wellness initiatives on employees' retention intentions. 

Table 1.6: Regression Analysis of Wellness Initiatives on Employee Retention Intentions. 

Regression Statistics 

Multiple R 0.985763 

R Square 0.971729 

Adjusted R Square 0.968195 

Standard Error 0.165269 

Observations 100 

P-Value 0.025544 

 

Interpretation: The R-squared value of 0.971 means the wellness initiatives explain roughly 97% of the variation 

in results a strong fit. The p-value of 0.026 is below the 0.05 threshold, so the relationship is statistically significant. 
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FINDINGS 

 

The research examined the impact of wellness programs on IT employees, and the short answer is, it depends on how 

seriously the organization takes them. The most significant finding was on work-life balance. If the organization 

takes wellness seriously, employees are better able to balance work and life. Stress levels were impacted in a positive 

way, although that varied based on how well that program was executed – so a mediocre program didn't have that big 

of an impact. Job satisfaction was the most closely linked to wellness programs. If employees feel supported, they 

are more engaged and satisfied with their jobs. Age was more significant than gender in how the programs were 

received. What may resonate with a 28-year-old may not resonate with a 45-year-old. On retention, employees were 

more likely to stay where their well-being was prioritized. But the study makes one thing clear: a wellness program 

on paper doesn't do much. The ones that actually work are designed with employees in mind, communicated clearly, 

and revisited over time. 

 

DISCUSSION 

 

The study looked at wellness programs in IT how they affect stress, job satisfaction, work-life balance, and whether 

people stick around. The findings are useful, though not all of them are flattering to organizations. Work-life balance 

improved where wellness programs existed. That said, employees still reported frustrations, which points to the 

obvious problem: offering something and implementing it well are different things. Stress reduction was the weakest 

result, and honestly, that tracks. A mindfulness app doesn't fix a team that's perpetually understaffed. The programs 

that can't touch the underlying workload are mostly working at the margins. Satisfaction showed the clearest effect. 

Employees who felt like the organization gave a damn were more engaged and less disengaged which sounds 

redundant but matters in practice. Age played a role in work-life balance outcomes, which isn't surprising given that 

career stage shapes what people need. Gender didn’t. Retention followed the same logic: people are more likely to 

stay where they feel their wellbeing is taken seriously. That's not a revelation, but it does mean these programs have 

a practical business case, not just a morale one. The programs that work are built around what employees actually 

need. The ones that don't are mostly checkboxes. 

 

 

CONCLUSION 

 

This study looked at how wellness programs affect IT professionals' work-life balance, and the findings are pretty 

consistent. Employees with access to these programs reported lower stress, better balance, higher job satisfaction, 

and less desire to quit. The problem is that most of these programs don't actually deliver or at least not fully. A lot of 

organizations have something on paper that employees either don't know about, can't access easily, or find useless 

for what's actually burning them out: too much work, not enough control over it. Age also matters in ways employers 

mostly ignore. What one in their late 20s wants in a wellness program is clearly going to be different from what one 

in their mid-40s wants. The problem with the general approach is that it tries to meet the needs of the one and the 

needs of the other in such a way that it satisfies neither. The answer is that organizations need to stop just checking 

the box on wellness and actually fix the problems. The ones doing that are seeing better retention and performance. 

The ones going through the motions mostly aren't. 
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