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Abstract:

The present study aims to analyze the health and well-being of employees in Iran's banking industry. Employing a mixed-methods approach
(qualitative—quantitative), the research is exploratory in nature and applied in purpose. In the qualitative phase, utilizing the meta-synthesis
method and the seven-step model of Sandelowski and Barroso (2007), all domestic and international scholarly articles indexed in reputable
databases were examined. The review covered Persian articles from 2011 to 2023 and foreign articles from 2010 to 2023. Following
preliminary studies and article screening by the researcher, a set of indicators related to the research objective was compiled, resulting in an
initial checklist comprising 53 studies, 6 dimensions, and 38 components. The six dimensions were identified through meta-synthesis using
Sandelowski and Barroso's (2007) model. These dimensions of employee well-being and health were identified and confirmed by experts
and include: financial well-being, occupational well-being, social well-being, physical well-being, legal well-being, and emotional well-
being. Subsequently, in the quantitative phase, the Delphi technique was employed to validate the components through a survey of professors
and experts. The results indicated sufficient correlation among the indicators. To examine the relationships between dimensions and
components, questionnaires were distributed among branch managers of Bank Melli in Mazandaran Province. Factor analysis and path
analysis tests were conducted using LISREL software, and the results confirmed all dimensions (financial well-being, occupational well-

being, social well-being, physical well-being, legal well-being, and emotional well-being).
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Extended Summary

Introduction

Employee well-being programs are essential organizational strategies aimed at enhancing the financial security, physical
health, and overall quality of life of workers. These programs typically encompass a variety of benefits, including healthcare
coverage, retirement plans, financial counseling, and wellness resources, which collectively aim to elevate employee
satisfaction and productivity (Singh & Singh, 2024). A prominent example is the Employee Banking and Investment Program
of Bank of America, which offers employees tailored financial services, personal financial coaching, investment options, and
educational resources to enhance their financial well-being and general life satisfaction (Amhana & Thomas, 2024). These
kinds of initiatives are crucial for creating a supportive workplace environment that fosters employee engagement while
reducing financial stress. Investing in comprehensive well-being programs can enhance employee loyalty, attract top talent,
and improve overall organizational performance.

Nevertheless, the successful implementation of such programs requires a nuanced understanding of employee needs and
preferences. Regular feedback and evaluations can enable organizations to tailor their offerings to ensure employees feel valued

and supported in both their professional and personal lives (Bibi et al., 2022). Many organizations thus design their welfare

eoe®

ol 8,5 & g0 (CCBY-NC 4.0) LalsS b ollas ol wytasd &0 dllio oyl Uil ol odian s 0 Blaio dllio oyl jLisil Gois (ol VE-¥ © 105 3> g joome



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

\f"‘ JLw LJ}‘ O)Lsi td}‘ 09>

initiatives based on the specific needs of their workforce (Alizadeh Sani et al., 2018). In this context, the well-being of bank
employees holds special significance. The banking sector is marked by high pressure, extended working hours, and a
performance-driven culture, all of which pose unique challenges to employees’ mental and physical health (Ferm et al., 2024;
Hill et al., 2024). Ensuring employee well-being in such environments requires proactive policies that prioritize holistic support
systems.

Organizations like Bank Melli Iran, with a vast workforce, must take into account the direct relationship between employee
well-being and quality service delivery, customer satisfaction, and institutional success. However, several barriers impede the
optimal implementation of well-being programs in this context. These include increased job pressure, rapid changes in banking
systems, high customer expectations, and a lack of comprehensive programs addressing physical and mental health. Existing
initiatives may fall short of employee needs or lack effectiveness. Therefore, this study poses the central question: how can
employee health and well-being in Iran’s banking sector be comprehensively analyzed and supported?

Methods and Materials

This study utilized a mixed-methods approach composed of a qualitative phase followed by a quantitative phase. The
research was exploratory in nature and applied in purpose. In the first phase, meta-synthesis was used to identify the primary
dimensions of employee health and well-being. This phase adopted the seven-step model of Sandelowski and Barroso (2007).
Acrticles published between 2010 and 2023 were reviewed from reputable international and national databases using purposive
sampling. Out of 670 initially retrieved studies, 53 met the inclusion criteria.

In the second phase, the identified components were validated using the Delphi technique. The Delphi panel consisted of
academic experts in employee well-being and senior staff from Bank Melli branches in Mazandaran Province. Following this,
a questionnaire was distributed to 350 employees, of which 304 completed responses were analyzed. Statistical tests such as
factor analysis and path analysis were conducted using LISREL software to examine the relationships between the identified
components and dimensions. Sampling for the Delphi panel was purposive, while the survey sample was determined based on
Morgan’s table and employed convenience sampling.

Findings

The qualitative meta-synthesis yielded six key dimensions of employee well-being and health: financial well-being,
occupational well-being, social well-being, physical well-being, legal well-being, and emotional well-being, encompassing a
total of 38 components. Examples of these include fair salary and benefits, psychological support, legal protections,
opportunities for remote work, and physical health promotion.

Quantitative validation showed high levels of agreement among experts, with all six dimensions receiving average
importance scores above acceptable thresholds. The Kappa coefficient indicated strong inter-rater reliability, and the Kendall
coefficient of concordance for the second round of the Delphi was calculated at 0.507, indicating substantial agreement among
experts.

Demographically, the 304 respondents consisted of 252 males (83%) and 52 females (17%). The majority held bachelor’s
degrees (36%), followed by those with master’s degrees (25%), PhDs (18%), associate degrees (17%), and high school
diplomas (4%). The largest age group ranged from 26 to 42 years (43%).

Factor loadings and confirmatory factor analysis validated the model structure. All factor loadings exceeded the 0.30

threshold, with many surpassing 0.60, indicating strong relationships between indicators and latent constructs. Goodness-of-fit
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indices confirmed model adequacy (e.g., RMSEA = 0.072, GFI = 0.84, CFI = 0.93). All six dimensions showed significant
path coefficients with the dependent variable of employee well-being.

The final validated model of employee health and well-being reflected high internal consistency and structural coherence.
All 37 remaining components after the Delphi process were retained in the model.

Discussion and Conclusion

The results of this research confirmed that the six identified dimensions—financial, occupational, social, physical, legal,
and emotional well-being—are valid and essential aspects of employee health in the banking sector. The use of a robust mixed-
methods framework allowed for a comprehensive exploration and validation of these dimensions. Path analysis revealed strong
causal relationships between each dimension and overall employee well-being, and model fit indices demonstrated that the
proposed structure aligns well with the empirical data.

The analysis highlighted that financial well-being components, such as adequate salary, bonuses, and housing assistance,
were highly valued by employees and experts alike. Occupational well-being, including work conditions and job security, was
also found to be critically important. Social well-being factors like fair resource distribution and professional development
contributed to a sense of belonging and equity. Physical well-being, including ergonomic workspaces and health promotion,
and emotional well-being, with a focus on work-life balance and psychological support, were emphasized as vital for employee
satisfaction. Legal well-being, encompassing employee rights and protections, added a critical layer of institutional trust and
security.

Importantly, the findings underscored the need for organizational policies that go beyond traditional economic incentives.
Instead, they should integrate emotional, psychological, and social support systems to sustain long-term engagement and reduce
burnout. The finalized model provides a useful framework for designing future programs tailored to the specific needs of
employees in the Iranian banking sector. This model can also be adapted to other organizational contexts with similar structural
and cultural features.

However, the study had some limitations. It was conducted in a single institution (Bank Melli) and focused on one
geographic area (Mazandaran Province), which may restrict the generalizability of results. Convenience sampling in the
quantitative phase may have introduced selection bias. Additionally, reliance on domestic experts limited the breadth of
perspectives in the Delphi process.

Future studies should aim to replicate this research in other banks across various regions to enhance the generalizability and
comparative potential of the findings. Longitudinal designs could be employed to assess the long-term effects of well-being
interventions. Qualitative methods such as in-depth interviews and focus groups could uncover more nuanced employee needs.
Cross-cultural comparisons and gender-sensitive analyses are also recommended to refine and adapt welfare strategies more
effectively.

Practically, organizations are encouraged to develop comprehensive welfare programs that address all six identified
dimensions, with particular attention to the often-overlooked emotional and psychological needs of employees. Regular needs
assessments, employee feedback mechanisms, and the use of modern technologies such as Al for personalized service delivery
can enhance program effectiveness. Ultimately, prioritizing employee well-being not only boosts morale and retention but also

drives organizational success in competitive service industries like banking.
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