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Abstract

In the Philippines, the banking industry is portrayed by a cultulengf hours, heavy workloads, and social isolation
practices during office hours at the expense of other facets of lifs, motably family and social life. This study made use of
the eudaemonic concept of well-being in the workplace. As emgloymow occupies a significant portion of most people's
lives and has a significant impact on their well-being, this researelstigated the effect of eudaemonic factors on the well-
being of the top five based on assets commercial bank employedsguvarketro Manila. The study followed descriptive and
causal research designs employing mean and regression. Furthetradindings of the study indicated that among these nine
eudaemonic factors, engagement, relationships, meaning, mindsegndrmhment were not significantly predicting well-
being, while positive emotions, accomplishment, physical healtheeonomic security were revealed as significant predictors
of well-being. This suggests that these are the factors that need ptioritizp the banks if they would like to promote the
well-being of bank employees. Notably, economic security was identaiedaving the greatest contribution to well-being.
With this, the main output of this study is designed as a CAPSTONE pirojeet form of a wellness allowance, an innovative,
adjusted holistic wellness program proposal with the objective of impratagwell-being of employees in the banking
industry. With an effective wellness program in place, it will improelitres of the bank employees and help drive the bank's
success.

Keywords: PERMA+4; positive emotions; engagement; imrlahips; meaning; accomplishment; physical healthgset; work environment; economic
security; well-being; wellness program

1. Introduction

A Background of the study

The human body is being taken for granted not only physically butna¢sdally, emotionally, and spiritually.
Consequently, well-being is quickly becoming recognized as a necessafjciagrand urgent concept. An employee is in
a state of well-being when that employee "realizes their own abilities, is able to copeewitirmal stresses of life, is able
to work productively and fruitfully, and is able to contribute to their comtylnWorld Health Organization, 2022Jhus,
well-being, seen as a general measure of individual health, refers not timdyaiosence of sickness or physical ability but
also to the individual's overall quality of life and experiences (Elliot et.al,)2@1Z more than just being physically well; it

is also about being positive about the future, feeling deserving, appreciating lifesingdatisfied in all aspects of life.

The concept of well-being is important because it influences human activigestire global population, as well
as communities and organizations like banks, aindstalways been relevant (Pinar, 2019). Likewise, the banking sector
has a pivotal role in nation-buildingo bank employees are considered an important part of society. Theybkan
consistently working on the front lines to provide funds throughloitentire course of the pandemic. However, they are
saddled with an excessive amount of work in order to both improvesatwéinancial services for all Filipinos and fulfill
the requirements of their jobs, which may have an effect on their well-being giF&rr@otter, 2021). Amid all these

barriers, the bank employees worked unhindered to ensure custoniez sétivout disruption.
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Furthermore, a number of studies have proven that people who wibré ranking industry are subjected to high
levels of stress. One is from the National Institute for Occupational Safety and He@®HNIThey rated occupations
based on stress levels, with some of the 130 jobs found to be more diffesutithers, and the banking industry was one of
the top 28 most stressful jobs (National Institute for Occupational Safety&HealtB). Fd®longed stress could make
employees susceptible to health and well-being concerns. Because ofdiféeitties including anxiety, depression, and
other health-related disorders, stress among employees lowers the stdrtiaid job, increases employee turnover, and
increases absenteeism (Okechukwu et.al, 2019). In the Philippines, the bankstgyife portrayed by a culture of long
hours, heavy workloads, and social isolation practices during office hotine expense of other facets of life, most notably

family and social life.

Previous studiesf employees’ well-being captured only a snapshot of the average person's lifereBaiarch
advanced by studying employee quality of life incorporating whole-life eqees from within and outside the firm. As
employment now occupies a significant portion of most people's lives and lgsifizast impact on their well-being,
attempts are being made to quantify employees' well-being precisely. Studies have ithetatehsuring an employee's
total well-being just on the basis of their job's physical, mental, and spiréoedrdis is insufficient. As a result, the present
study examined how the PERMA + 4 factors influenced employees' well-loethg banking sector. By studying these, it
created a more holistic and valuable indicator for evaluating employee well-balnadded knowledge to the limited
research into the holistic wellness of bank employees. Although well-beisdgoéen studied in other industries and
domains, research on employee wellness in the banking industry is relatively recenthAthere are several areas for
improvement and future research. Lastly, despite several studies on the vanihldesing the well-being of employees
conducted in developed nations, there have been relatively few empirical studies avadabigldping countries such as

the Philippines that focus on bank employees specifically.

Herce, this study focused on the factors affecting the well-being dbphéve based on assets commercial bank
employees working in Metro Manila, which is the center of trade and indastdythey are the banks with impressive
growth and great performance. It is critical to place emphasis on such a belgjaese their well-being is critical to their
organization and society. Recognizing the factirsllowed the researcher to improve and develop an adjusted holistic
wellness program to implement appropriate resolutions that will address the keyasdumseds of bank employees
allowing them to perform at the optimal level that is most comfortable éon tiThe study also offed insights into how to
transform organizations througttjusted holistic wellness programs, which will enable both employees and orgarszatio
to achieve their highest potential and sustain the most favorable well-beinggipgodhotivated bank employees who can
help achieve the strategic goals of the bank. Likewise, this study has soaghtdes one of the sustainable development
goals, which is the promotion of health and well-being throughout their énéige This allowed the employees to be more
productive, effective, and efficient in the performance of their duties. Certtiidyesearch is deemed necessary because it
raised awareness of the issues and needs of bank employees with régeirdwell-being in order to provide high service
quality and service delivery to customers. The main output of this stud9A$&TONE project designed in the form of an
innovative, adjusted holistic wellness program with the objective of improving the &eli-bf employees in the banking

industry.
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B. Research Frameworks

This research is guided by the study of Donaldson and Donald828)(@ntitled:PERMA + 4: A Framework for
Work-Related Wellbeing, Performance and Positive Organizational Psycholdgyaigh included a conceptual outline
of PERMA + 4, a framework for well-being and productivity at work that weyohd the discipline's predominate
componential thinking. PERMA + 4 is positioned as a framework that describeathiveaps towards work-related well-
being as well as performance while working. This framework was used in thebstWdglker (2022) entitled?In Search
of Eudaimonia: A Human Needs Approach to Leading Cultures of W¥aip” conducted in Sao Paulo, Brazil. The
research analyzed how eudaemonic well-being theories may be used in the settinqitefnational school to assess
individual PERMA + 4 characteristics, discover unmet needs in people, and dastto@ble plans to meet those needs, in
turn improving their well-being. In this model, positive emotions, eegemnt, relationships, meaning, accomplishment,
physical health, mindset, work environment, and economic security are #pentent variables, while well-being is the

dependent variable. This is illustrated in Figure 1.
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Fig. 1 Conceptual Framework
Source: In search of eudaimonia: A Human Needs Appraeckading Cultures of Well-being (Walker, 2022)

The results indicated that, depending on their position and duration afeseemployees experience varied
degrees of eudaemonic well-being along the nine PERMA + 4 variables. The reswksl gt two of the PERMA + 4
factors environment, and economic securityere the least positive amongst the sample. On one hand, with a score of 6.15
and a coefficient variance of 15.55%, meanwags the factor that mostly affects well-being. On the other hand, the
following ratings br the other factorsvere: 5.78 for Engagement, 5.49 for Achievement, 5.25 for both Relaigsnd
Physical Health and 5.13 for Mindset. Meanwhile, participants exhibit stroitiypamotions, meaning, engagement, and

accomplishment (Walker, 2022).

Seligman (2018) conceptualized PERMA as a framework for eudaemonic well-besngubjective experience

connected with eudaimonia or living a life of virtue in desire to maximize humantiphténreferred to as eudaemonic

WWw.ijrp.org



%, 1JRP.ORG

ISSN: 2708-3578 (Online)

8

Anna Leigh Samantha D. Dimatatac / International Journal of Research Publications (IJRP.ORG)

well-being. It is also related to the concept of finding meaning and geirphich is portrayed as "optimal functioning.”
Whereas eudaemonic workplace well-being is described as an employee's ougealiveuevaluation of his or her
potential to develop and perform optimally at work (Bartels, Peterson, & R2@i®). This study made use of the

eudaemonic concept of well-being in the workplace.

In fact, Seligman (2018) also asserted that an individual's sense of well@sirspmething that can be actively
developed by pursuing the five measurable elements that are listed below, whiefefned to as PERMA: positive
emotions, engagement, relationships, meaning in life, and accomplishmeritive Rosotions include such feelings as
happiness, joy, love, gratitude, etc. Engagement, on the other haamgslyhly absorbed in what one is doing, emerging
from oneself in the activity while relationship is being able to form asthsuloving and appreciative connections with
other people that are mutually beneficial and characterized by feelings of aferutigmatitude, which are key components
of emotional intelligence. Meaning is the sensation of being connected to sontkttirsgmuch bigger than oneself or the
feeling that one is serving a greater purpose. Lastly, accomplishments airengca feeling of dominance over a specific
area of interest or accomplishing significant or difficult objectives in one'sgsiohal or personal life, which is one

definition of success.

These factors each demonstrated strong associations with work performaoogeits related to the workplace
and were found to be highly predictive of well-being on their own. Nonethelesglddon and Donaldson (2022)
discovered empirical data that supported the inclusion of four factous.aéditional variables that could be added to the
PERMA framework to help explain additional variation in work-related performancewnaticbeing are the following:
Physical health is a high level of biological, functional, and mental health resdhateare combined. Subsequently,
adopting a growth mindset is characterized by an upbeat, future-focutmakan life and views obstacles or failures as
opportunities to advance. This could also be a result of mental toughnesty temagrit. Next, work environment is the
degree to which the physical work environment meets the preferences ofittiduaid And finally, economic security is

the perception of the stability and financial security needed to meet indiviekedd.n

The study fully adopted the framework used in the resdaydValker (2022). While the study of Walker (2022)
focused on the employees of an international school in Sao Paulo, Brazil, this wagilgonducted in the Philippines,

specifically on bank employees. The operational framework is shown ireR2gur
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Fig. 2 Operational Framework

Under this framework, positive emotions, engagement, relationships, meao@ognplishment, physical health,
mindset, environment, and economic security (PERMA + 4) affect bank emglayek-being. Specifically, this study
aimed to determine the effect of PERMA + 4 on the well-being of bank emplayekisig in Metro Manila. In this model,
positive emotions, engagement, relationships, meaning, accomplishment, phgaltdal mindset, work environment, and

economic security are the independent variables, while well-being is the depeaririey
C. Objectives of the Study

In general, this study is an attempt to determine the significant predictoembfemployeésvell-being. Specifically,

the study aimed to:

1. describe the positive emotions, engagement, relationships, meaning, accompliginysoal health,
mindset, work environment, and economic security of the bank employees;
describe the bank employees' well-being

3. determine if positive emotions, engagement, relationships, meaning, accompljsphysical health,
mindset, work environment, and economic security have a significant effect orltHeeing of bank
employees; and

4. develop a proposal in the form of an innovative, adjusted holistic wellness pragitathe objective of

improving the well-being of employees in the banking industry.
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D. Hypotheses

To address the purpose of the research, the following null hypotheses are tested:
Ho1: Positive emotions have no significant effect on the well-being of bank employee
Ho2: Engagement has no significant effect on the well-being of bank employees.
Hos Relationshipsaveno significant effect on the well-being of bank employees.
Ho4: Meaning has no significant effect on the well-being of the employees.
Hos: Accomplishment has no significant effect on the well-being of bank employees.
Hoe: Physical health has no significant effect on the well-being of bank employees.
Ho7 Mindset has no significant effect on the well-being of the employees.
Hog: Environment has no significant effect on the well-being of bank employees.

Hoo: Economic security has no significant effect on the well-being of bank employees.
2. Materialsand Methods
A Research Design

The primary objective of this study is to determine the factors affecting/¢liebeing of the top five based on
assets commercial bank employees working in Metro Maiiifee study followed the descriptive and causal research
designs using the quantitative technique, as the aim was to assess the characteristiasiaibltseand determine the effect
of independent variables on the dependent variable. In addition, Walker) (2883 the Positive Functioning at Work
(PFW) Scale, which was designed to assess the nine variables of the PERMA + 4 frambedPEW is a 29-item
measure designed to assess the nine factors affecting well-being##topted in the study together with the 5-item well-

being measure developed by Diener et.al. (2018) (see Appendix).
B. Locale of the Study

The locale of this study was the top five based on assets commercial banks iM&rEte which is the center of

trade and industry. They are also banks with impressive growth anggrEamance.
C. Respondents of the Study

The respondents to this study were bank employees. They are comprisale aihd female employees of all ages,
not limited by number of tenure years or job function in the bankataulimited to permanent bank employees because,
comparatively speaking to other employee groups, the researcher believed tfctpeveasier to access and have already
experienced the well-being program of the banks. The total actual respondéi@ised on effect size of 0.15error of

0.15, power of 0.95 with 9 predictors.
D. Sampling Design

In order to gather data, the sample respondents were selected tivugk of purposive samplingubsequently,

primary data wergahered through a survey. The survey was conducted by distrilthéntink to the online survey as
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Google form through the use of social media platforms such as Facebaserder, Instagram and LinkedIn applying the
Office of Research and Publication’s Ethical Guidelines for Online Survey Design. Data collection was conducted from
March to May 2023.

E. Research Tools and Instruments

This study combined the questionnaire which was used in the study of Walk#) and the questionnaire
developed by Diener et.al. (2018). The questionnaire used in the studialkér (2022) aims to measure the nine
independent variables of well-being. The Positive Functioning at Work (PE&M bas been shown to predict significant
work outcomes, including plans to leave the company and job-related well-being, @ ileHibility, proactivity, and
organizational competency among individuals, teams, and organizations. As a rissalamplete instrument that can be
used to guide the design and evaluation of the holistic well-being of empldlyleas a total of 29 items using the 7-point
Likert scale. Whereas the questionnaire developed by Diener et.al. (2018emastitized in studies across the world. It
comprises of 5 items showing contentment and being satisfied with how onkasliferned out, and it has strong internal
consistency and temporal dependability. A 7-point Likert seake also used to rate responses to items. Participants were
asked to rate and assess the PERMA + 4 factors affecting their well-being from (Z-@tréngly Agree, 6-Agree, 5-

Somewhat Agree, 4-Neither agree or disagree, 3-Somewhat Disagree, 2-Dis&jrergll Disagree).
F. Data Analysis and Interpretation

The PERMA + 4 survey results were presented and analyzed with the standard deviatieamisdare. Further,
multiple regression was used to determine the eudaemonic factors that signifidantlyweall -being of bank employees. A
p-value of < .05 indicates significant effect. The mean and mean ranggsucted by Pimentel (2019) are presented in

Table 1, which were utilized to assess the PERMA + 4 factors affecting well-being.

Table 1 The 7-point scale, its response value, mean ramgevexrbal interpretation.

Likert Scale Response Value Mean Range Verbal Interpretation
7 Strongly Agree 6.16-7.00 Exceptional
6 Agree 5.30- 6.15 Excellent
5 Somewhat Agree 4.44-5.29 Very Good
4 Neither agree nor disagre: 3.58-4.43 Good
3 Somewhat Disagree 2.72-3.57 Fair
2 Disagree 1.86-2.71 Poor
1 Strongly Disagree 1.00-1.85 Very Poor

G. Ethical Consideration

All ethical principles were followed in the current study in full compliance with researckliggisl established by
the DLSL Research and Publications Office. Before data collection, all participants were éhfvme the study, the
purpose of the study, and the research procedures. Consent was obtaindefparticipants by answering the survey.
Their participation in the study was entirely voluntary, and they were allowed to leawetaha and for any reason. They

were also informed that their responses would be kept with the utmost confidentidlity ancordance with the data
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privacy policy. Additionally, the research findings were presented in a way thatotlidxpose the identities of the

individual participants.
3. Resultsand Discussions
A Descriptive Statistics

1. Distribution of Respondents by Age, Gender, Address, Education, andedncom

A total of 166 responses were gathered from the top five commercial ban&yeemporking in Metro Manila:
BDO (15.1%), BPI (35.5%), CBC (16.3%), LBP (17.5%), and MBT (15.7#0)erms of tenure, 35.5% were working for 6
months to less than 5 years with the bank; another 35.5% were also workihgefars to 10 years with the bank; 13.3%
were working for more than 11 years to 15 years; 12% were workinav&nr 20 years; and 3.6% were working for more
than 16 years to 20 years. This suggested that respondents were ntbsilyearly banking growing careers. This was also

a useful indicator that the responses received were from experienced bank employees.

2. Peaception of the Respondents on Eudaemonic Factors and Well-being:

Table2 shows the average responses to each of the variables and the correspongietgiiderof the result. The
findings of the study indicated that, when looked at collectively, the perceptibank employees on the eudaemonic
factors was a combination of excellent and very good, with mean ranges.5®nv4.08. With a score of 6.08 and a SD of
0.98, the highest mean was observed in Meaning. The selected bank employed aegtoong sense of meaning, which is

the most consistently felt of the nine eudaemonic factors.

Table 2 Perception of the Respondents on Eudaemonic Factd/d/elirbeing

Variable Mean Std. Deviation I nter pretation
Positive Emotions 5.44 1.19 Excellent
Engagement 5.49 1.02 Excellent
Relationships 5.84 1.07 Excellent
Meaning 6.08 0.98 Excellent
Accomplishment 5.81 0.88 Excellent
Physical Health 4.92 1.08 Very Good
Mindset 5.88 1.08 Excellent
Environment 5.01 1.10 Very Good
Economic Security 4.56 1.40 Very Good
Over-all Eudaemonic Factors 5.45 1.09 Excellent
Well-being 4.99 1.26 Very Good

Meaning in the workplace refers to a sense of individually valued purpdsenportance, whereas purpose in life
refers to having a sense of basic objectives, purposes, and direction that dretpurage future-oriented activities. It is
also characterized by perceptions of pursuing a meaningful prafessif-discovery at work, and work that contributes to
the greater goadrhis result is supported by previous research that has found thavibg laasense of meaning at work,
individuals exhibit greater psychological well-being, reduce sick leave, increase emgagement, and lower burnout

amongst employees (Donalds&nDonaldson, 209). Conversely, the lowest mean was observed by Economic Security
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with a mean score of 4.56 and SD of 1.40. Economic security is desasbad individual's impression of four critical
characteristics of economic security: income stability, job security, medical sgestiicks, and financial wealth buffers.
Economic security is also described by the International Committee of the Rexl (@RC) as the ability of individuals,
households, or communities to meet their basic needs in a sustainable afieddiganner. The ICRC focuses on essential
livelihood outcomes such as income, living circumstances, and food intake, atheng. The basic problem regarding
economic security is that individuals would be in a worse situation as a result dhimeeonomic prospects. This is based
on the idea that people fear economic losses, and when they incur such legsssffén in terms of their well-being as
well. Recently, Maravilla & Tan (2021) stated that Filipinos are generally unhappydseof poor economic conditions
specifically due to unemployment, low salary etc. Overall, eudaemonic factor wayee@eiexcellent. In addition to that
of Meaning, high means were also identified for Mindset (5.88), Relationghi), Accomplishment (5.81), Engagement
(5.49) and Positive Emotions (5.44). These are the eudaemonic faatoreth highly regarded by bank employees.

On the other hand, well-being obtained an average of 4.99 and alSPbpfvhich indicated that it was perceived
by the bank employees as being very good, a few notches down frognelsegllent. This implies that there are still areas
for improvement in the well-being of bank employees. Research has shown thatdeenic is an assault on the well-being
of employees. The banks are experiencing slightly shaky employee wejl-bairthey are responding in a notable way as
they seawell-being program as the best way to address them. For instance, bapégianéng to appreciate the scale and
impact of mental health problems in the workplace, and they have addressdiorabgh well-being programs like
counseling. Some banks have even developed multi-week resilience classesntdindr personnel, who are more
vulnerable to emotional stress as well as COVID-19 exposure. Hence, employee welhimagdjately emerged as a

significant priority for financial services executives (Brecheisen, 2020).

3. Effect of Eudaemonic factors on Well-being:

The study aimed to determine if positive emotions, engagement, relatiomsbgrsng, accomplishment, physical

health, mindset, work environment, and economic security have a significahbeffibe well-being of bank employees.

As shown in Table 3, eudaemonic facteqsositive emotions, relationships, meaning, accomplishment, physical
health, mindset, and economic secufigre positive predictors of well-being. Thus, this indicates that the better the
aforementioned eudaemonic factors, the better tHeheig will be. In contrast, engagement and environment revealed a
negative effect on well-being. Such that the more bank employees are dhsbileevorking on their jobs, the poorer their

well-being.

Among these nine eudaemonic factors, engagement, relationships, meandwgt/rand environment were not
significantly predicting well-being with p-values greater than 0.05. In thidys engagementas a weak predictor of the
well-being of bank employees. The research of Simon & Amarakoon (20g9estd that it must be a two-way process:
employers “harness organizational members” to their work roles, while employees involve and express themselves
physically, cognitively, and emotionally during role performance. Hence,shsimbuld increase engagement opportunities
to determine which processare most beneficial to well-being. This is the same for relatioeaghip one hand,sstated in

the study of Tan & Tay (2023}he correlations between relationships and well-being are typically insignificant. On the
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other hand, meaning may not also be an applicable predictor of well-beingikneb#ployees, as there is a strong
association between meaning and community service or volunteer activities (KovicRG&2I,Thus, banks may offer
clubs, organizations, or events that may contribute to a sense of maadipgrpose in bank employees so that meaning
can be fostered and contribute to the well-being of bank employees.féisunindset, findings indicate that promoting a
positive mindset might not be a particularly effective strategy for theureraent of wellness in bank employees, which
was also supported in the study of Wolfram (2022) on young adultscammonly experience mental health conditions
Lastly, exposure to public natural space apgeto have limited importance on bank employees’ well-being, which was
supported by the study of Hyunh et.&013). There may be differences in this effect based on geographic cooty w

of further consideration. Findings may be attributable to variations in geaogrhfestyle, or culture that are specific to

Metro Manila, aslarge proportion of the natural spdseén rural areas.

On the contrary, positive emotions, accomplishment, physical health, andrecoserurity were revealed as
significant predictors of well-being. Previous research by Cuncic (28@Fxederickson’s broaden-and-build theory of
positive emotions, revealed that positive emotions are a signal for optimal fungtend well-being. Positive emotions
have also been shown to boost creativity at work and feelings like pride grathgnhave an influence on personal
achievement in the workplace. Furthermore, accomplishment is described as aegejuadgwment of one's professional
success. According to research, high levels of achievement motivation in eegplogre shown to be closely associated
with economic growth (Villa & Sebastian, 2021). On the other hand, physical ledkffined as well-being that extends
beyond the absence of sickness. Physical health implies that factors likeeingllabd exercise are significant both on for
their own sake and to reduce illness. Lastly, the economic security situatiorisfimaryce, impede, and support goal-
oriented behaviors in the context of employees' work life. Employeesraié af economic losses, and when they incur
such losses, their well-being suffers as well (Donald&dbdonaldson, 2019)This indicates that these are the factors that

need prioritization by the banks if they would like to promote the well-bafitbgink employees.

Table 3 Effect of Positive Emotions, Engagement, Relationshigsahihg, Accomplishment, Physical Health, Mindset, Emrment, and Economic
Security on Well-being

Standardized

Model Unstandardized Coefficients Coefficients T Sig.
B Std. Error Beta (p-value)
(Constant) -0.89 0.42 -2.14 0.03
Positive Emotions 0.23 0.07 0.22 3.05 0.00¢
Engagement -0.05 0.06 -0.04 -0.89 0.38
Relationships 0.04 0.07 0.03 0.61 0.55
Meaning 0.03 0.09 0.02 0.32 0.75
1 Accomplishment 0.33 0.08 0.23 4.07 0.00¢
Physical Health 0.18 0.07 0.16 2.69 0.0
Mindset -9.738E-5 0.09 0.00 -0.00 1.00
Environment -0.03 0.06 -0.03 -0.47 0.64
Economic Security 0.40 0.05 0.45 7.62 0.00¢
a. Dependent Variable: Well-being
b. R? = .748; F-value = 51.349; p-value = .000
(o *Significant

In summary, 74.8% of well-being can be attributed to changes in the neoiaefactors, namely: positive
emotions, engagement, relationships, meaning, accomplishment, physical hisalget,mvork environment, and economic

security (R =.748; F-value = 51.349; p-value =.000). Among the nine eudaierfaxtors, economic security was identified
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as having the greatest contribution to well-being, with a standardized beta coefifcigdb. Effect is positive which
indicates thatfi compensation increases, it will increase the employee’s well-being. On the contrary, if compensation is
declining, well-being will decrease. It is a fact that bank employees needhenongpensation or savings to buy their
necessities, and if you satisfy your basic needs, you will never wobg siressed out. Syahreza et.al. (2017) claimed that
compensation has a significant impact on employee retention because satisfied enapoyea® likely to feel that their
employer is concerned about their needs. In order for compensatim utlized effectively and efficiently, it must be
managed accordingly by banks. One of the ways that can be doneeisdwing the salaries of the bank employees. After
which, the banks have the option of increasing employee pay annuedhyanding successful personnel with bonuses. This
will boost the employee's morale as a redidbnomic security, which is the most significant factor in bank employees’

well-being, should be a priority for the banks.
B. Conclusion and Recommendations

Based on the analyses, this study was able to describe the eudaemonic factors and gwefl-tteinbank
employees. When looked at as a group, the perception of bank ensptoydee eudaemonic factors was a combination of
excellent and very good. Furthermore, this study was able to identify thenerdadactors that significantly affect the
well-being of the top five based on the assets of commercial bank employeesgwiorkietro Manila. The eudaemonic
factors that significantly affect the well-being of bank employees ar&ivgoemotions, accomplishment, physical health,
and economic security, with p-values less than 0.05. On the otherdmyadjement, relationships, meaning, mindset, and
environment have no significant effect on the well-being of bank emploYkeas, this study rejected the, s, ands and
failed to reject k&, 3, 4, 7, ands. The model provided by Walker in his study on eudaemonic well-beitigeisetting of an
international school revealed meaning as the factor that mostly affects welldvhitegthe result of this study identified

economic security as the most significant factor that affects the well-beingloébwloyees.

This study identified the factors that significantly affect the well-being of amgloyees. Consequently, it
provided the basis for designing an innovative, adjusted holistic wellnegsapr proposal with the objective of improving

the well-being of employees in the banking industry.

The banks may develop and reviewithaurrent wellness program, which may include programs dealing with (a)
mental health, (b) goal setting and performance rating review, (c) physaitth,hand (d) financial literacy, compensation
review, andawellness stipend for bank employees. Based on the results of the sunidye posotions, accomplishments,
physical health, and economic security affect the well-being status of batdyess Recognizing these factors, it allowed
the researcher to know what to prioritize and review in the adjusted holistic wellnesanpnogiposal to implement
appropriate resolutions that will improve the well-being of bank employeeallandthem to perform at the optimal level

that is most comfortable for them.

The main objective of this research was to develop a CAPSTONE project in the farmirofovative, adjusted

holistic wellness program proposal with the objective of improving the well-beiamployees in the banking industry.

It will be a wellness campaign (See Appendix C) in the bank which will consist aka eéactivities undertaken

WWw.ijrp.org



Anna Leigh Samantha D. Dimatatac / International Journal of Research Publications (IJRP.ORG) @ JJ RP.ORG

ISSN: 2708-3578 (Online)

16

to improve the well-being of employees. To suggest, under positive ematfsnotivation training can be of help to
bank personnel to improve their psychological well-being. The company&rdbgul also plays an essential role in giving
inspiration and attention to employees through non-formal activities such asgsbarcounseling to offer advice to
troubled employees. Second, on accomplishment, by having additional tasgbiedrs, trainings, or short courses relating
to employee development and leadership programs to enhance their skills. NexyHgdnsider organizing a monthly
wellness program to talk about various health and safety-related topics. Itooeteourage workplace wellness, the banks
should also invite health experts to give talks about health concernsegnththalso provide emails about fitness, dietary

habits, and health weekly. These are just some of the programs undeydivalghealth factor.

Lastly, economic security, which is the most significant factor that affects thebeme of bank employees,
should be the top priority of the company. To demonstrate the commitbhéhe bank to their employees, they can offer
wellness stipends as part of their benefits package that will provide lifestyle gpaedounts or wellness reimbursement
plans that are separate from their health benefits which will be split into threer@egealth, wealth and lifestyle (S&P
Global, 2021). It is designed to put bank employees in control so thelecate how best to maximize their benefits. Once
they have considered the options available, they can easily make electioes ©hére will be a guide provided before
making the benefit selection which will be done through enroliment onlinew€less stipend proposal is patterned from
the world-leading provider of financial information services, the S&P Global. Ovemkjrh of this wellness allowance is
to provide an assortment of wéking initiatives that support each employee’s unique wellness journey at any stage in their
life and career and allow them to take the reins on their finances andrb@mtontrol of what they care the most about.
The wellness program proposal will enable both employees and organizatamtseiee their highest potential and sustain
the most favorable well-being, producing motivated bank employees whtef@machieve the strategic goals of the bank.
This will allow the employees to be more productive, effective, and efficient inetffiermance of their duties. Certainly,
this research is deemed necessary because it will raise awareness of the issuats aridbapk employees with regard to
their well-being in order to provide high service quality and service deliveppdtomers. With an effective wellness

program in place, it will improve the lives of the bank employees and helptbev®ank's success.
C. Limitations of the Study

Although this study provided significant factors that affect the well-beirizank employees, further study should
be conducted to consider other factors, like the role of their current wellmggarpron the well-being of bank employees.
Furthermore, there were limitations to this study that should be acknowlddgsdthis study was conducted only on the
top five based on assets of commercial bank employees working in Metro Maumslagetployees from other banks are not

considered.
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