© October 2026 | IJIRT | Volume 13 Issue 5 | ISSN: 2349-6002

Strategic Human Resource Practices and Employee
Mental Health: An Integrated Framework for Sustainable

Workplace Wellbeing and Organizational Performance

Prof. Savitha GR
Dean — PGDM & HR, Prin. L N Welingkar Institute of Management Development and Research,
Bangalore

Abstract—Mental health has emerged as a critical
organizational concern, influencing employee retention,
productivity, engagement, and overall workplace
effectiveness. As  employee  well-being  becomes
increasingly central to organizational success, Human
Resource Management (HRM) plays a strategic role in
designing and implementing proactive interventions that
promote psychological well-being and foster a supportive
work environment. This study explores the role of
strategic HR interventions in enhancing workplace
mental health through the integration of organizational
policies, supportive leadership practices, and evidence-
based well-being initiatives. It emphasizes that mental
health should not be treated as an isolated organizational
initiative but rather embedded within organizational
culture, leadership behaviour, and everyday management
practices. The paper examines key workplace stressors,
including excessive workloads, job insecurity, limited
autonomy, and challenging interpersonal relationships,
and explores how HR practices related to job design,
performance management, flexible work arrangements,
and transparent communication can mitigate these
challenges. Emphasis is placed on the role of leadership
in recognizing early signs of psychological distress,
demonstrating empathy, and cultivating psychologically
safe work environments. Furthermore, the study
highlights the importance of Employee Assistance
Programmes (EAPs), peer-support networks, and digital
mental health interventions as integral components of a
comprehensive HR strategy rather than standalone
employee benefits. The study underscores the potential of
strategically aligned mental health initiatives to enhance
employee engagement, reduce absenteeism, strengthen
retention, and foster a culture of trust, inclusion, and
organizational commitment. It concludes that a
preventive, inclusive, and leadership-driven approach to
workplace mental health is essential for sustaining
employee well-being, organizational resilience, and long-
term performance.
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Index Terms—Workplace mental health; Employee
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I. INTRODUCTION

Employee mental health has emerged as a critical
concern in contemporary organizations, significantly
influencing employee well-being, productivity,
engagement, and organizational sustainability. Rapid
technological advancements, increasing workloads,
job insecurity, digital fatigue, and blurred work—life
boundaries have intensified workplace stress.
Consequently, mental health is no longer viewed
solely as an individual concern but as a strategic
organizational priority requiring proactive Human
Resource Management (HRM) interventions.
Traditionally focused on administrative functions,
HRM has evolved into a strategic function
responsible for fostering psychologically safe,
inclusive, and supportive work environments.
Modern HR practices increasingly emphasize
employee  well-being through flexible work
arrangements, effective workload management,
supportive  leadership, = employee  assistance
programmes (EAPs), mental health awareness, and
inclusive organizational policies. These interventions
aim not only to address psychological distress but
also to enhance employee engagement, resilience,
retention, and organizational performance.

Employee well-being encompasses psychological,
emotional, and social dimensions that are closely
influenced by organizational culture, leadership
behaviour, job  design, and interpersonal
relationships. Supportive and empathetic leadership
plays a particularly important role in encouraging
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open communication, reducing mental health stigma,
and creating an environment where employees feel
valued and psychologically secure. Furthermore,
emerging digital wellness platforms, counselling
services, and peer-support mechanisms offer
additional opportunities for organizations to provide
accessible mental health support.
Despite growing awareness, many organizations
continue to adopt fragmented, reactive, or short-term
wellness initiatives that fail to address underlying
workplace stressors. Challenges such as limited
resources, inadequate managerial awareness, cultural
resistance, and difficulties in evaluating programme
effectiveness further constrain successful
implementation. This highlights the need to move
beyond isolated wellness activities towards an
integrated HR framework that embeds mental health
considerations into organizational policies, leadership
practices, performance management, and everyday
work processes.
Strategic HR interventions offer a preventive and
sustainable approach to addressing these challenges
by aligning employee well-being with broader
organizational objectives. Integrating mental health
into HR strategy has the potential to reduce
absenteeism, presenteeism, and employee turnover
while strengthening organizational commitment,
productivity, and resilience.
Against this backdrop, the present study examines the
role of strategic HR interventions in promoting
workplace  mental  health, identifies  key
organizational factors influencing their effectiveness,
and explores practical approaches for developing
psychologically healthy workplaces. By bridging the
gap between mental health awareness and strategic
HR implementation, the study seeks to contribute to
sustainable HRM practices and provide actionable
insights for HR professionals, organizational leaders,
and policymakers.
A. Objectives of the Study
1) To identify the key workplace stressors and
mental health challenges experienced by
employees across diverse organizational settings.
2) To examine the influence of HRM practices,
leadership styles, workload management, and
organizational culture on employee mental well-
being.
3) To evaluate the effectiveness of strategic HR
interventions, including wellness programmes,
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flexible work arrangements, training, and
supportive policies, in reducing workplace stress,
burnout, and absenteeism.

4) To assess employees’ perceptions and experiences
of workplace mental health initiatives and
identify gaps between organizational policies and
their implementation.

5) To examine the relationship between employee
mental well-being and organizational outcomes,
including employee engagement, job
satisfaction, performance, and retention.

II. LITERATURE REVIEW

Kniffin et al. (2021) assess COVID-19's impact on
workplace mental health. Their cross-disciplinary
study found that distant work, social isolation, and
health worry increased employee stress and burnout.
They emphasise that emotional weariness and the
blurring of work-life boundaries have plagued
employee well-being. Post pandemic leadership and
HR initiatives should include mental wellbeing as a
major performance metric, according to the authors.
They also recommend long-term hybrid models,
digital wellness initiatives, and empathetic
management development to create organisational
resilience and alleviate psychological strain (Giorgi,
G. et. al (2020)).

Singh et al. (2020) Mental health awareness is
developing in Indian corporations, particularly urban
ones. Social stigma, lack of infrastructure, and HR
professional training prevent practical action, they
say. To effect systemic change, they encourage
multistakeholder  interaction with  government
agencies, mental health practitioners, and business
HR officials. The report also emphasises the need for
culturally  sensitive interventions, confidential
counselling platforms, and awareness campaigns to
promote acceptance and psychologically healthy
workplaces across India's various organizations (Das,
S. S., & Pattanayak, S. (2023)).

World Health Organization (2022) provides a
worldwide perspective on workplace mental health
and its effects on public health and productivity. Poor
mental health costs trillions of dollars in lost
productivity, absenteeism, and turnover. The WHO
framework for mentally healthy workplaces promotes
mental health literacy, early intervention, stigma
reduction, and planned reintegration for returning
employees. A workplace mental health plan must
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include leadership responsibility, open
communication, and robust employee support
systems, according to the research (Koon, V. Y., &
Ho, T. S. (2021)).

Attridge (2019) EAPs' efficacy in addressing mental
health issues in diverse industries is assessed. When
correctly planned and presented, EAPs improve
psychological well-being, absenteeism, and work
satisfaction, according to his analysis. He argues
stigma, lack of information, and confidentiality issues
keep use low in many businesses. EAPs need greater
internal marketing, executive buy-in, and integration
with HR wellness programs, says Attridge. He
stresses the need of EAPs as immediately accessible,
discreet initial contacts (Walsh, M. M., & Arnold, K.
A. (2020).

Quick and Tetrick (2011) Leadership, proactive
policies, and extensive support systems are needed to
improve mental health via integrated organisational
initiatives. They argue reactive, conventional tactics
aren't adequate in today's fast-paced workplaces.
Instead, businesses should integrate mental health
into job design, performance assessments, and
culture. Success stories include peer support
networks, stress risk assessments, and mental health
first aid leadership training. Their approach urges HR
professionals to prevent rather than treat (Al Haziazi,
M., 2021).

Nielsen and Miraglia, 2017 meta-analysis shows that
leadership participation, employe input, and follow-
up procedures increase long-term impact. They
describe interventions as individual, group, and
organisational, advising HR take a multi-tiered
approach. The report recommends context-specific
solutions, frequent review, and open communication.
Integrating mental health methods into everyday
operations helps eliminate stigma, build trust, and
encourage mental health talks. Bella, K. M. J. (2023).
Tetrick and Winslow (2015) He proposes mental
health markers for HR performance evaluation. They
emphasise  measuring  psychological  wellness
alongside HR indicators like turnover and
absenteeism. Their research advises adding employe
stress, engagement, and mental health survey data to
HR dashboards. This data-driven method helps
companies identify issues, allocate finances, and
assess mental health program ROI. Real-time data
and executive engagement in mental health KPIs are
required (Venkat, et. al., 2023).
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Johns (2010) speaks about presenteeism, when sick
workers work, and how it hurts productivity and
mental health. He cites employment insecurity,
workload pressure, and insufficient organisational
support. Presenteeism was linked to prolonged
sickness, worse productivity, and greater long-term
health care expenses. Johns wants workplaces that
prioritise rest and recuperation. He also supports HR
rules that promote mental health days, flexibility, and
no fines for justifiable absence (Kniffin, 2021).

Leka and Jain (2010) to examine policy approaches
for work-related stress. They advocate for national
mental health policies, legal safeguards, and
workplace psychological safety regulations. Their
study provides a foundation for governments,
businesses, and industry groups to set mental health
standards. They want public-private collaborations,
workplace mental health benchmarking, and
mandated reporting. The results support workplace
safety regulation that treats mental health similarly to
physical health (Singh 2020).

Sonnentag (2012) highlights the relevance of off-job
psychological healing for long-term health and
productivity. She lists psychological detachment,
calm, mastery, and control as healing experiences.
Recovery boosts mental vitality, minimises fatigue,
and boosts life pleasure, according to her studies.
Sonnentag advises HR to encourage boundary-
setting, flexible scheduling, vacation use, and digital
detox. Modern workplaces need rehabilitation to
retain high performance and mental resilience; she
says WHO 2022.

III. RESEARCH GAP

Despite growing research on employee mental health
and well-being, significant gaps remain in
understanding the strategic integration,
implementation, and  effectiveness of HR
interventions across diverse organizational and
socioeconomic  contexts.  Existing literature
predominantly focuses on Western economies, with
relatively limited empirical evidence from emerging
economies such as India.

Although supportive leadership, psychological safety,
Employee Assistance Programmes (EAPs), and
workplace wellness initiatives are widely recognized,
research on their long-term effectiveness, scalability,
and applicability across industries, particularly
among resource-constrained small and medium
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enterprises (SMEs), remains limited. Furthermore,
insufficient attention has been given to how
demographic factors such as age, gender, and
employment level influence employee mental health
and responses to HR interventions.

Another critical gap concerns the lack of standardized
HR metrics to evaluate psychological well-being
alongside  organizational outcomes such as
engagement,  productivity, absenteeism, and
retention. Additionally, the long-term implications of
hybrid work arrangements, digital fatigue, and
evolving workplace expectations require further
investigation.

The present study seeks to address these gaps by
examining the effectiveness of strategic HR
interventions in promoting employee mental well-
being and their relationship with organizational
outcomes, with particular emphasis on developing an
integrated, practical, and sustainable HR framework.

IV. METHODOLOGY

This study adopts a systematic literature review
approach to examine the role of strategic Human
Resource Management (HRM) interventions in
promoting workplace mental health and employee
well-being. The review covers empirical studies,
conceptual papers, and authoritative organizational
reports published between 2010 and 2024. Relevant
literature was identified through databases including
Scopus, Web of Science, PubMed, Google Scholar,
and PsycINFO, supplemented by publications from
CIPD, SHRM, ILO, and government agencies.
Keywords such as workplace mental health, strategic
HR interventions, employee well-being,
psychological safety, stress management, and
organizational wellness were used with Boolean
operators to identify relevant studies. The selection
process involved title, abstract, and full-text
screening based on predefined inclusion and
exclusion criteria. English-language studies focusing
on adult employees, workplace mental health, and
HR-led interventions were included, while studies
involving non-workplace settings, clinical
populations, and unsupported opinions were
excluded. Relevant information concerning research
objectives, methodologies, employee populations,
interventions, and outcomes was extracted and
subjected to thematic analysis to identify key

patterns, research gaps, and effective HR practices.

IJIRT 209436

As the study relies exclusively on published literature
and secondary data, no direct human participation
was involved. Ethical standards were maintained
through appropriate source attribution, objective
evaluation, and sensitivity to mental health-related
concerns.

V. RESEARCH FINDINGS

The systematic review of 52 peer-reviewed studies
published between 2015 and 2024 identified three
major themes influencing workplace mental health:
preventive HR interventions, supportive
organizational practices, and managerial
competencies and organizational culture. The
findings highlight the importance of integrating
employee well-being into strategic HR policies and
organizational practices.

A. Preventive HR Interventions

Preventive HR interventions, including workload
restructuring, flexible work arrangements, -early
mental health screening, and stress management
initiatives, demonstrated positive outcomes for
employee well-being. Workload redesign was
associated with reduced burnout in 63% of the
studies examined under this intervention, while early
screening (68%) and flexible work policies (61%)
showed beneficial outcomes. Digital wellness tools
and stress management programmes also contributed
to improved coping mechanisms and psychological
well-being. These findings suggest that proactive
interventions may be more sustainable than reactive
approaches, although longitudinal evidence remains
limited.

B. Supportive Organizational Practices

Employee  Assistance  Programmes  (EAPs),
counselling services, peer-support networks, wellness
initiatives, and open communication emerged as
important  organizational support ~mechanisms.
Wellness programmes demonstrated beneficial
outcomes in 67% of the reviewed studies within that
category, followed by EAPs (58%) and peer-support
networks (55%). However, their effectiveness
depends on accessibility, employee awareness,
confidentiality, and organizational trust. The findings
emphasize the need to embed mental health support
within organizational culture rather than treating it as
an isolated employee benefit.

C. Managerial Competencies and Organizational
Culture
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Leadership behaviour and organizational culture
emerged as critical factors influencing workplace
mental health. Supportive and transformational
leadership, managerial mental health training, and
psychologically safe work environments were
associated with improved employee engagement,
organizational ~commitment, and help-seeking
behaviour. Conversely, high-pressure work cultures
contributed to increased burnout and turnover
intentions. The findings indicate that empathetic
leadership and psychological safety strengthen the
effectiveness of HR interventions, highlighting the
importance of integrating mental health competencies
into leadership development.

VI. LIMITATIONS OF THE STUDY

The study relies exclusively on secondary literature,
making its findings dependent on the quality and
methodological rigour of existing research.
Differences in organizational contexts, industries, and
cultural settings limit the generalizability of the
findings. Furthermore, the predominance of studies
involving large organizations restricts their
applicability to small and medium enterprises
(SMEs). The absence of primary data and limited
longitudinal evidence also constrain conclusions
regarding the long-term effectiveness of HR
interventions. Future research should incorporate
empirical investigations, cross-sector comparisons,
and longitudinal studies to validate and strengthen the
proposed strategic HR approaches.

Overall, the findings suggest that workplace mental
health is best promoted through an integrated HR
strategy ~ combining  preventive  interventions,
accessible support systems, empathetic leadership,
and a psychologically safe organizational culture.

VII. FUTURE SCOPE

Future research should examine the long-term
effectiveness of strategic HR interventions in
fostering psychological safety and sustainable
employee well-being across industries, demographic
groups, and cultural contexts. Attention may be given
to emerging digital and hybrid workplaces, including
the effectiveness and ethical implications of Al-
enabled wellness tools, digital mental health
platforms, and virtual counselling. Longitudinal
studies assessing employee engagement,
productivity, retention, and psychological well-being
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would provide deeper insights into intervention
outcomes. Further research should also explore the
role of employee voice, peer support, and stigma
reduction in developing inclusive, scalable, and
sustainable workplace mental health strategies.

VIII. CONCLUSION

The study highlights workplace mental health as a
strategic organizational priority influencing employee
well-being, engagement, productivity, and retention.
The findings emphasize that effective mental health
management requires an integrated, preventive, and
employee-centric HR approach rather than isolated
wellness  initiatives.  Supportive  leadership,
psychological safety, flexible work arrangements,
Employee Assistance Programmes (EAPs), and
mental health awareness are essential components of
a healthy organizational environment.

Integrating these interventions into HR policies,
performance management, talent development, and
organizational culture can strengthen employee
resilience, = commitment, and  organizational
effectiveness. The study underscores the strategic
role of HRM in fostering psychologically healthy
workplaces and highlights the need for sustained
organizational commitment and further empirical
research to ensure long-term effectiveness.
Ultimately, employee mental well-being should be
viewed not merely as an organizational responsibility
but as a fundamental pillar of sustainable HRM and
long-term organizational success.
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