YK 331.101.6
DOI 10.47367/0021-3497_2025_4_347
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The article investigates how process-oriented wellness programs affect funda-
mental operational metrics. Data collection during six months in five textile compa-
nies involved selecting 1,000 employees by stratified random sampling to ensure
workforce diversity across different job positions and shift schedules. The companies
implemented five core wellness initiatives which included fundamental health
check-ups combined with stress reduction educations along with exercise competi-
tions together with dietary counseling programs and work schedule flexibility. The
metrics got tracked alongside monthly assessments that included daily production
output, absenteeism rate, product defect rates, time-to-completion and employee sat-
isfaction scores.

The study data indicated that every metric demonstrated significant improvement
while both production numbers and employee satisfaction scores increased and the
absenteeism rates decreased with lower defect numbers. The delays necessary to fin-
ish these tasks decreased persistently throughout the program period. The infor-
mation demonstrates that clear wellness programs significantly influence organiza-
tion performance along with individual performance development. The obtained
findings create possibilities to integrate employee welfare programs into fundamen-
tal operational approaches which support labor-intensive industries. Wellness
should not operate as a supplementary workforce benefit because it represents the
core foundation that ensures sustainable workforce management.

Hacmoawaa cmamvsa noceauiena u3yueHuio 61UAHUL MEPONRPUAMUIL NO YKPen-
JIeHUI0 300P06bA HA KI04esble NOKA3amenu 0esameibHOCImU nPeonpusmuil mekK-
CmunbHo20 cekmopa. /Ina coopa Imnupuueckozo mamepuana Ovlil Op2aHu306aH
wecmumMecAYHbli MOHUMOPUHZ NAMU KOMRAHUI meKcmuabvHou unoycmpuu. C
UCROJIb306AHUEM MEMO0A CIPAMUPUUUPOCAHHO20 CYYATIH020 ombopa, obeche-
uugau|ezo penpe3eHmamueHoCms demozpaghuueckozo npoghuna u paznooopasue
npogheccuonanbHbIX NOZUUUIL YUACMHUKOG IKCnepumenma, ovtaiu omoopanst 1000
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pecnonoenmos. B pamkax skcnepumenmanvHoil cpynnsl 01U NOC1E006AMETbHO
ocyuiecmeiensl nAmo 0A306bIX UHUYUAMUE RO YJIYUULEHUIO 300P06bA MPYOsi-
wuxca: oodazamenvHoe MeOUyUHCKoe 00cnedo6anue, MpeHuHzu no cmpecc-me-
HeOHCMeHmy, 3aHAMUA 6 001acmu 06U2AMENbHOI AKMUBHOCMU, KOHCYTbMUPOEa-
HUe O 6ONPOCAM PAUUOHAILHO20 NUMAHUA U 6HeOpEeHUe 2UDKO20 percuma mpyoo-
6020 OHA.

AHanu3 pe3yiomamos eHncemecauHvlX 3amepoe NpPoOeMOHCMPUPOBATl GblPa-
HCEHHYIO NONOHCUMEIbHYI0 OUHAMUKY 6CeX K1I0Ye8blX MEMPUK: yeeauyeHue 00b-
e€MO08 6bINYCKa 20Mo6oill npoOyKuUU, NOGbIUIEHUE CHEeNneH yY0061emE0opPEeHHOCHU
COMPYOHUKOE CB0€ll 0eAmMeNbHOCMbIO, CHUIICEHUE KOIUYEeCmEa C1yuaes 6pemeH-
HOUl HempyOOCnOCOOHOCIMU 8cle0Cmaue 3a001e8aHUIl, YMEeHbUIeHUE 001U 0edheKkm-
HOUl NPOOYKUUU U COKPAULEHUE CPOKOB UCNOJIHEHUS OMOETbHbIX MEXHOI02UYEeCKUX
npoueccos.

Buisagnennvie 3akonomeprnocmu ceudemenpbCmeyom o0 3HAUUMENbHOM NO3U-
MUGHOM GIUAHUU CUCIEMAMUYECKU OP2AHU308AHHBIX MEP NO OXPaHe 300P08bs HA
UHmMezpaibHble IKOHOMUYECKUE XAPAKMEPUCMUKU NPEORPUAMUA U UHOUBUOY A/Tb-
Hble noKazamenau NPOU3B00CMEEHHO20 pe3yibmama compyonukos. Obocnoeviéa-
emca HeoOXo00uUMoCms OPZAHUYHO20 GKAIOUEHUA IIEMEHMO8 npodurakmuku 60-
Jle3Hell U nOO0EPIHCKU PuUu3UUecKo20 cOCMOARUA PADOMHUKOE 6 cmpamezuiyecKue
ynpagnenuecKue Mooeau pecypcoemKux npomovluiieHHbolx cekmopos. Coxpanenue
300p08bs nepconana uenecooOpazHo paccmampueams He KaKk OONOJIHUMENbHYI0
COUUANBbHYIO (YHKYUIO KOMRAHUU, 4 KAK 8ANCHEHWUI KOMNOHEHM Cmpamezuu
YCmOUu4uUE020 pa3zeumus Kaopoeo2o NOMeHUUa1a nPeonpusmusl.

Keywords: employee wellness; textile manufacturing; productivity improve-
ment; absenteeism reduction; workplace satisfaction; operational efficiency;
wellness interventions.

KiroueBbie cioBa: 0uaromosydme COTPYAHMKOB; TEeKCTHJIbHOE INPOU3BOJ-
CTBO; NIOBBIICHHE NIPOU3BOAUTEIBbHOCTH; COKPallleHHe IPONYCKOB padoThl; yA0-
BJIETBOPEHHOCTb PadounM MecTOM; IPPEKTUBHOCTL PadOThI; MEPONIPUATHS 10
MOJJAEPKAHUIO 310POBbI.

Introduction

The textile industry displays the intense
stress between output requirements and main-
taining staff well-being because of its exten-
sive supply networks double workforce needs
and volatile business settings. Companies ac-
tive in the textile industry maintain relentless
focus on developing fresh strategic approaches
to maximize their operational performance be-
cause of highly competitive pressure [1].
Structured employee wellness programs have
appeared as a strategic combination of effec-
tiveness and practical application [2].

Employee wellness programs provide di-
verse activities and policies which aim to pro-
mote physical and emotional and mental health
of employees at work. Wellness initiatives at

workplaces consist of basic components in-
cluding periodic health check-ups and fitness
benefit programs and nutritional education
Followed by stress management classes That
also extend to mental health services support.
The programs support employee health
through comprehensive measures to achieve
reduced absenteeism and gain better retention
of staff while developing dedicated groups of
employees. The benefits can appear when em-
ployees receive care and support from their
employers because they manifest greater com-
mitment to the company while achieving
higher performance levels that boost organiza-
tional culture quality [3].

The textile manufacturing sector requires
workers to complete monotonous work while
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working long shifts under demanding work-
place conditions which include excessive noise
levels and extreme temperatures and mechani-
cal equipment operation requirements. Multiple
factors in the workplace create substantial phys-
ical tension which leads to higher workplace
stress and lower job satisfaction. The repetitive
conditions will eventually trigger persistent em-
ployee absences that harm job quality and de-
crease productivity which creates substantial
sustainability challenges for business profitabil-
ity. Textile companies now direct their focus to
employee wellness investments because they
want to prevent these risks and reveal more po-
tential within their workers [4].

Employee wellness programs do not lead to
productivity benefits in simple direct ways.
Wellness initiatives seem to deliver concrete
improvements to organization performance
right after implementation yet other businesses
detect these changes only over time or notice
contradictory results. The inconsistent findings
about wellness programs challenge the methods
which companies utilize to create, deliver and
assess their initiatives. Various wellness pro-
gram elements together with employee access
to initiatives and participation frequency and
ongoing support systems determine how pro-
grams affect their targets. The success of well-
ness programs depends on well-planned execu-
tion and true organizational-wide dedication to
employee welfare at every company level [5].

The results of wellness programs depend
on multiple organizational aspects including
business scale and working technique as well
as employee location and population charac-
teristics. A small family textile business would
generally receive better results from informal
wellness programs that combine physical chal-
lenges with flexible work scheduling practices
yet a multinational company might need for-
mal wellness initiatives supported by health
advisors and budget allocation. Subsequently
each program seeks to establish a workplace
that enriches employee dedication and sup-
ports their ability to maximize their perfor-
mance potential [6].

Companies operating in the textile sector
receive double value when they focus on em-
ployee wellness because this approach im-
proves productivity alongside demonstrating

their dedication to building satisfied and suc-
cessful staff [7, 8].

Importantly, the role of leadership in promot-
ing these initiatives is also highlighted in existing
literature. When organizational leaders actively
support wellness efforts, employees are more
likely to participate, and the programs them-
selves are more likely to succeed [9...11].

For the textile industry literature examining
the direct relationship between wellness initia-
tives and productivity remains limited. While
there is ample research on general manufactur-
ing contexts, relatively few studies address the
unique challenges of textile production—such
as the repetitive nature of tasks, the physical
strain on workers, and the rapid pace of pro-
duction cycles. This gap in the literature under-
scores the need for further exploration into
how tailored wellness programs might address
these industry-specific issues.

The study investigates how employee well-
ness programs affect productivity in textile
businesses by determining their most efficient
implementation for performance improve-
ments.

Methodology

This study design is guided by established
frameworks on organizational well-being and data-
driven workplace behavior research [2, 3, 5, 7].

The total study population comprises 5,000
employees across five independent textile
firms, each of comparable operational scale. A
sample of 1,000 participants was drawn using
stratified random sampling, ensuring equal rep-
resentation across job categories and shift pat-
terns. Stratification variables included job clas-
sification (managers, line workers, technicians,
quality inspectors, and office staff), shift timing
(morning, afternoon, night, and weekend), and
employment type (seasonal or permanent).

For each stratum h, the number of individ-
uals selected was determined by the Neyman
allocation formula:

Np - op
H )
Yh=1Nn on

1)

np,=n

where n;, sample size in stratum h; N;,, popula-
tion size of stratum h; o3, standard deviation in
stratum h; H total number of strata; n=1,000,
N=5,000.
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This formula minimizes variance of the
overall estimator and ensures proportional rep-
resentation based on internal variability [4, 8].

Stratified Employee Allocation by Role
and Shift are presented in Table 2.

Table 1
Job Classification | Morning Shift | Afternoon Shift | Night Shift | Weekend Workers | Seasonal Workers
Managers 10 15 20 10 10
Line Workers 50 45 50 40 45
Technicians 40 35 30 30 30
Quality Inspectors 20 25 25 20 25
Office Staff 30 30 20 30 40

Each unit of observation was assigned a
composite identifier incorporating job role,
shift code, and employee ID to maintain longi-
tudinal traceability.

A set of five wellness interventions was de-
signed and uniformly rolled out across all
firms over a five-month operational phase
(January—May 2025). These interventions
include:

1. Routine health screenings (W;)

2. Stress management workshops (W,)

3. Structured fitness challenges (W5)

4. Nutritional counseling sessions (W,)

5. Flexible scheduling policies (Ws)

Each wellness component W, € W =
= {W;,...,Ws}is governed by a formal de-
ployment protocol P; = (v}, 7j,7;), where v;
intervention objectives, 7; implementation ca-

dence, 7r; participation eligibility and incentive
scheme
Employee participation in intervention j
during month t was recorded as a binary ma-
trix 6;;(t) € {0,1}, where i indexes partici-
pants. A cumulative Wellness Exposure Score
(WES) was computed for each individual as:
WES; = ?:1 pX SO w;,  (2)
where w; denotes a weight for intervention j
calibrated by expert utility scaling, and T =
5 is the total number of observation months.
The WES index prepares the foundation for
dose-response modeling in the analytical phase

[2, 11]. Monthly Participation in Wellness In-
terventions is presented in Table 2.

Table 2
Wellness Intervention January February March April May
Health Screenings 180 200 210 220 250
Stress Management 150 180 190 200 230
Fitness Challenges 140 170 180 190 220
Nutritional Counseling 120 140 160 180 200
Flexible Scheduling 200 210 220 230 240

Data integrity for these participation logs
was validated through cross-verification with
employee attendance systems and internal HR
software exports, following principles of struc-
tured program fidelity [12, 13].

To operationalize employee productivity,
five dependent variables were identified and
monitored monthly (Figure 1).
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Average daily Average defect Absenteeism Average 1]II-'IE— . satistaction
A . to-completion index (survey-
production rate rate (% rate (% missed (mimutes per based. 0—100
(unitsfoperator)  defective items) workdays) unit) scale)
Fig. 1
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Each metric was pre-specified and formally
defined to avoid outcome ambiguity. Measure-
ment relied on both automated tracking sys-
tems for operational metrics and psychometri-
cally validated Likert-scale instruments for
perceptual indicators. These instruments were
adapted to textile industry norms and were pre-
tested for construct reliability (a > 0.85)
[14...16].

Let Y;¥ be the score of metrics k €
{Q,D,A,T,S} forindividual i at time t. A mul-
tilevel fixed-effects decomposition was speci-
fied as:

V¥ = BE + BEWES; + X{B* +vf + af + €l

where X; vector of control variables (job type,
shift, tenure); yX monthly time effect; g5 mar-
ginal effect of wellness exposure on outcome
k.

To account for firm-level heterogeneity
and possible autocorrelation, cluster-robust
standard errors were specified at the organiza-
tional level. Post-estimation diagnostics in-
cluded the Hausman test for model consistency
and Breusch—Pagan tests for heteroskedasticity
[15, 17].

Furthermore, a cost-efficiency proxy was
defined for future return-on-investment assess-
ment (not reported here but structurally pre-
pared) as:

FWESy)
'Qt - 2*}’?=1 Cjt ' (5)
where f(WES;) marginal performance gain
function linked to exposure; C;; cost of inter-
vention j in month ¢.

Such analytical structuring is aligned with
frameworks for evaluating economic implica-
tions of workplace health programs [18, 19].
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where ak unobserved individual effect; A%
temporal effect; £ idiosyncratic error.

This decomposition allows isolation of
within-person change over time, a methodo-
logical strength in organizational studies [2, 6].

To model the association between wellness
engagement and productivity outcomes, an ex-
tended fixed-effects panel regression was pre-
pared for each productivity dimension:

(4)

Results

The evaluation is structured according to
five critical performance dimensions: daily
production output, absenteeism rate, product
defect rate, task completion time, and em-
ployee satisfaction. Each metric is contextual-
ized with its operational relevance, followed
by a quantitative examination of changes ob-
served over a six-month intervention period.

Daily production per operator was used as
a central operational metric to measure
changes in employee output following well-
ness interventions. Each of the 5 firms tracked
operator output through digital monitoring sys-
tems calibrated per production line. The initial
baseline was set uniformly at 500 units per day
for comparison across months. The evolution
of output from January to June was analyzed to
assess whether exposure to health screenings,
stress workshops, and physical fitness pro-
grams influenced production outcomes across
the workforce (Figure 2 - Monthly Changes in
Average Daily Output per Employee Follow-
ing Wellness Interventions).

N
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The data reveal a consistent upward trajec-
tory in production output over the six-month
span. In January, productivity rose modestly to
520 units, but the increase accelerated in sub-
sequent months, reaching 570 units by June.
This 14% overall gain reflects the cumulative
effect of the wellness interventions introduced
in parallel across all job roles. The most sub-
stantial increase occurred between March and
May, a period during which participation in fit-
ness challenges and flexible scheduling also
peaked. These findings suggest that well-being
investments are positively correlated with im-
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Baseline Absenteeism
Observed Absenteeism
Absolute Reduction

Monthly Reduction (%)

Absenteeism Rate (%)
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proved physical performance and sustained
operational capacity in textile production envi-
ronments.

Absenteeism was monitored as a proxy for
overall employee health, stress reduction, and
morale. The baseline absenteeism rate was uni-
formly set at 10%, and each month’s data were
recorded using attendance tracking systems in-
tegrated with human resources software. Fig-
ure 3 demonstrated Monthly Decrease in Em-
ployee Absenteeism During Wellness Program
Implementation.
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During January to June absenteeism rates
fell by 3 percentage points which resulted in a
7.0% final rate. The initial drop in January
stood at 0.5% but showed the organization was
adapting to the new policy. By April the absen-
teeism rate declined to 2.0% which matched
the time when stress reduction workshops were
expanded across all facilities. The measured
decrease extended across all months until June
and amounted to a 30% reduction of the initial
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rate. The engagement data from wellness ac-
tivities reveals a direct timeframe relationship
with enhanced workforce showing up for work
which resulted in better staff scheduling while
reducing the costs of unexpected team ab-
sences.

Figure 4 shows Decline in Monthly Manu-
facturing Defect Rates Following Wellness
Implementation.
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Every month starting from March proved
to be the most effective in defect rate reduc-
tion. The original 5.0% rate gradually de-
creased until it settled at 3.5% during June. A
30% relative reduction supports better em-
ployee alertness and reduced fatigue which re-
sulted from their engagement in wellness chal-
lenges and enhanced stress management prac-
tices. Manufacturing output quality receives
direct positive support from these efforts since

-4.2%
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115.2
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120

E

60

110.0 108,0
100
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401

20

10.0
5.0

12.0

they produce both improved workforce health
and a production environment less prone to er-
rors.

Figure 5 shows Time Efficiency Gains in
Unit Completion During Wellness Engage-
ment. The baseline task time was standardized
at 120 minutes. Data were collected using dig-
ital time-tracking systems embedded in pro-
duction lines.
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The average time required to complete a
unit of work declined by 20 minutes over the
six-month period, representing a 16.7% im-
provement. Initial gains were modest but
gained momentum in the later months of the
study. This trend suggests increasing adapta-
tion and benefit accrual from wellness policies
over time. As employees became more physi-
cally resilient and better rested, they demon-
strated greater endurance and more consistent
throughput. These gains in time efficiency di-
rectly contributed to the broader increase in
daily output, confirming the effectiveness of
performance-centric wellness design.
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Figure 6 shows Monthly Increases in
Workforce Satisfaction Scores During Well-
ness Programs. Employee satisfaction was
monitored as a composite score based on sur-
vey feedback covering perceived health, moti-
vation, team morale, and overall workplace en-
vironment. The score ranged from 0 to 100,
with 70 set as the baseline benchmark derived
from pre-intervention surveys. The score was
collected monthly using a standardized anony-
mous survey instrument administered digitally
across all firms.
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The data in Figure 6 confirmed that em-
ployee satisfaction grew 17.1% throughout the
monitoring duration most notably after March.
Wellness interventions have produced a con-
tinuous upward trend which proves that their
psychological advantages exceed basic health
and production outcomes. Multiple occur-
rences of structured wellness activities to-
gether with visible manager backing led work-
ers to believe the organization showed greater
dedication to employee well-being. Internal
cultural changes among the workforce serve to
produce enduring workforce engagement to-
gether with enhanced organizational climate.

Discussion

The article establishes significant evidence
about how textile firms experience better
productivity indicators because of their em-
ployee wellness programs. The establishment
of health screenings and stress management to-
gether with fitness challenges nutritional coun-
seling and flexible work hours produced sys-
tematic advancements in production rate along
with absenteeism reduction and defect rate de-
creases and shorter time-to-completion periods
and enhanced employee contentment during a
six-month program period. Health interven-
tions deliver comprehensive advantages to or-
ganizations since they enhance staff wellness
and boost operational efficiency.

The analysis of this study's outcomes
demonstrates shared findings together with
unique observations compared to previous in-
dustrial and service sector research works [16].
This research provides firm evidence about
specific productivity measures in the textile in-
dustry by studying a domain which receives
little attention in the wellness program litera-
ture. The physically difficult nature of textile
work along with repeated tasks and high-stress
exposure creates special conditions where
wellness programs show maximum effective-
ness. The 30% decrease in absenteeism along-
side defect rate reduction observed in this
study delivered superior results beyond stand-
ard outcomes from office work or sectors that
use fewer workers [20]. Reasons indicate that
physical health plays an exceptional role in
wellness initiatives throughout textile work-
places.

Employee satisfaction scores showed sig-
nificant improvement because the programs ef-
fected psychological and emotional changes
within the organization. The integration of
physical health and job satisfaction research in
this study demonstrates that coordinated mental
and physical health care programs lead to main-
tained improvement effects. Operational perfor-
mance improves the most from a 14% produc-
tion rate increase because such production en-
hancements have substantial effects in high-
volume textile mills which yield notable output
differences from small productivity gains.
Wellness interventions function as productivity
tools when organizations execute programs in a
strategic fashion according to [21].

Contrary to literature basing improved
time-to-completion on secondary benefits sci-
entists have discovered a direct correlation be-
tween enhanced workflow management and
focus and stamina that caused the observed
16.7% reduction. Textile production shows
quick exponential growth from time wastage
that accumulates between various units of op-
eration. Adjustable scheduling systems func-
tioned as the essential component which re-
sulted in these beneficial outcomes thus con-
firming that time management freedom equals
health-based initiatives in importance [17].

Nonetheless, it must be noted that the suc-
cessful implementation of wellness programs
depends heavily on organizational culture and
managerial commitment. While the positive
outcomes observed here validate the interven-
tions, their effectiveness is contingent upon
consistent application, employee engagement,
and resource allocation. This reinforces earlier
findings that emphasize the importance of top-
down support and strategic planning in embed-
ding wellness into daily operations [18].

Another key contribution of this study is
the alignment of wellness initiatives with cost-
effectiveness indicators. By tracking expenses
related to program components and comparing
them with productivity gains, the study bridges
the operational and financial rationale for
adoption. Many prior works have treated well-
ness investments as standalone costs [19];
however, this study positions them as catalysts
for cost efficiency and labor optimization.
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Conclusion

The findings of this study demonstrate the
effectiveness of implementing structured em-
ployee wellness programs in enhancing opera-
tional and human capital outcomes within tex-
tile manufacturing firms. The integration of
health-focused interventions such as screen-
ings, stress management workshops, physical
activity challenges, nutritional guidance, and
flexible scheduling produced measurable im-
provements across a wide range of key perfor-
mance indicators.
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