¢h Ak
o !
¢ IJISREM 3 . . o . . .
@, j# International Journal of Scientific Research in Engineering and Management (IJSREM)
W Volume: 09 Issue: 09 | Sept - 2025 SJIF Rating: 8.586 ISSN: 2582-3930

Mental Health at Work: HR’s Role in Creating a Supportive Culture

Ms. Charu Mahajan
Assistant Professor, Department of Management Studies
Global Group of Institutes,
Amritsar-143001
Punjab, India

Emailid: charumahajan425@gmail.com

Ms. Kirandeep Kaur
Assistant Professor, Department of Management Studies
Global Group of Institutes,
Amritsar-143001
Punjab, India

Emailid: kirancheema77@gmail.com

ABSTRACT

At the heart of every organization, Human Resources departments are entrusted with the stewardship of its most
important asset — its employees. Traditionally centered on administrative functions like recruitment, training,
and employee relations, HR now also plays a key role in promoting employee well-being. With growing
awareness of how mental health affects performance and morale, HR professionals have taken a leading role in
building a supportive work environment. Focusing on the relationship between HRM practices and the mental
health of knowledge workers, this manuscript underscores the necessity of sustainable approaches that center
employee well-being. HR practices raise awareness about mental health, work to eliminate stigma, and foster
open dialogue. Equipping managers with emotional intelligence and empathetic leadership skills contributes to

building supportive work environments.

This research examines how HR strategies contribute to building a nurturing and healthy work environment for
professionals. These strategies include the implementation of employee assistance programs, stress management
initiatives, and mental health awareness campaigns. World Health Organization data (2022) suggests that a
substantial portion of the population—ranging from one-quarter to one-half—will struggle with serious mental
health problems at some stage in life. Difficulties related to mental health spanning social and emotional well-
being, have a notable impact on the productivity and effectiveness of numerous workforce members. Despite
growing awareness, many organizations still exhibit systemic stigma toward mental health issues, leading
employees to hesitate in sharing their challenges or pursuing help. Although interest in workplace mental health

is increasing, limited research exists on how HRM and technological innovations can support it. The studies
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underscore the critical necessity for systematic HRM approaches to mental health and call for a reimagining of

how HRM and technologies like people and data analytics can aid workforce mental health.

To this day, many HR professionals and managers have treated mental health in the workplace as an
overwhelming challenge, leading to its neglect or insufficient attention. While the pandemic brought significant
disruption, it also presented a chance for employers and HR professionals to drive a shift in how mental health
is perceived and managed. To build and sustain a high-performing workforce, organizations need to address
mental health issues with urgency and genuine commitment. Additionally, with mental health issues imposing
significant costs on organizations worldwide, proactive HR involvement is crucial in reducing absenteeism,
presenteeism, and declining productivity. The concluding section offers recommendations for HR practitioners
on how to effectively implement, monitor, and evaluate policies that prioritize employee well-being. Through
a comprehensive approach and strong leadership, HR can cultivate a positive organizational culture where work-
life balance and mental well-being serve as foundations for long-term success. This paper explores how HRM
practices influence mental health outcomes and provides recommendations for organizations seeking to create

a supportive workplace.

Keywords: Employee well-being, Mental health, HRM practices, Harmonious work environment

1. INTRODUCTION

The dynamics of contemporary workplace have changed, especially post the pandemic of Covid-19, where the
success of an organization is not solely defined by productivity, innovation and robust marketing strategies, but
are equally significant the well-being and mental health of employees which directly impact the job satisfaction
and organizational performance (Mahdia, 2024). Conversely, organizations that promote stress, anxiety and
toxic work cultures can push employees feel undervalued, burnt-out, experience difficulty in balancing work
and personal life. This can ultimately contribute to greater absenteeism, lower job satisfaction, and fall in
productivity, which eventually culminates in undermining an organization’s success and reputation (Chopra,

2009; Bora et al., 2015; Chaplain, 2001; Suxbury et al, 1998 & Monteiro et al., 2023).

Attributed to the rise in mental health issues during and after the Covid-19 pandemic, it has become a challenge
for organizations to prioritize employees’ well-being in achieving their financial imperatives. This is where the
rules of game have changed, and HRM practices are increasingly designed to foster a positive work culture,
enhance employee engagement, and handle the matters related to diversity, equity and inclusion (Kavyashree

& Kulenur, 2023 & Hakiki et al., 2024).

In recent times, organizations are waking up to the fact that how valuable it is for them to create a kind of
workplace culture that gives priority its employee well-being and mental health. The contemporary HR

strategies include holistic health and wellness programs which encompass mental health support, fitness
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activities and initiatives fostering healthy lifestyle choices. The main aim of this research paper is to go for a
systematic literature review about how HR strategies contribute to building a nurturing and healthy work

environment for professionals.
2. RESEARCH APPROACH

The present study uses a systematic literature review approach to collect and analyze various papers as to the
role of HR in creating a supportive culture that centers well-being and mental health of employees. The data
used in this study were obtained from well-established research-oriented database such as Web of Science, and
Google Scholar. The utilization of this academic database guarantees that the chosen articles are both high-

quality and highly relevant to the fields of HRM and employee well-being.

nmn nmn

Initially, this research employed pertinent keywords like "HRM practices," "employee well-being," "mental
health," along with related keyword variations. We further restricted our search to English-language articles
published within a defined timeframe—typically from 2006 to the most recent year—to ensure the inclusion of

the most current data.

After gathering articles that met the initial criteria, we conducted an advanced screening by reviewing the title,
abstract, and other key sections of each article to assess their relevance to the research topic. Our goal is to
create a thorough and detailed literature review on this research topic, offering meaningful insights for HRM
practitioners, researchers, and other stakeholders to support the development of more effective strategies and

policies aimed at enhancing employee well-being and mental health.
3. RESULTS AND DISCUSSION

HR initiatives for supporting work-life balance and its influence on Employee well-being

3.1 Flexible employment structure

Employees are among the key contributor within an organization, while the organization itself serves as a
primary concerned party in human resource management (HRM). The majority of HRM models highlight work
flexibility as a key factor that directly and significantly impacts how people are managed within organizations
(Sisson, K.; Storey, J, 2000). Flexible work arrangements allow employees to maintain a balance between their
personal and professional lives, resulting in greater job satisfaction, enhanced performance, and overall

organizational improvement.

Flexibility is a key feature of sustainable HRM, as it primarily addresses and supports employees' needs (J.
Park, 2017). Flexible employment structures (FES) are approaches that help employees more effectively
manage responsibilities across various areas of their lives (Allen 2001; Brough, O’Driscoll & Kalliath,2005).
Flex-time allows employees to tailor their working hours to meet their individual needs. Rather, schedule

flexibility is mainly defined by the allocation of workdays and vacation days (Jones & Lee, 2022).
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Overall, Flexible work options have grown more common as a successful way to adapt to a constantly changing
and competitive business landscape. These structures allow employees to modify their work hours and location.
In addition to flexible working hours, HR must also make sure that employees receive adequate time off, such
as holidays, sick leave, and maternity leave. Another important approach HR can implement is offering
Workplace counselling services. These can offer confidential counseling and support services to employees

dealing with personal challenges such as mental health concerns, family matters, or financial difficulties.

3.2 HR support services

a) Allowing employees greater autonomy in managing their work - Allowing employees greater control
over how they perform their tasks is highly important, as it fosters creativity, promotes learning, enhances their
skills, helps address challenges caused by continuous work pressure and also improved their competencies
(Holman D, Axtell C, 2016).

b) Encourages investment in employees - By covering recruitment and selection, training and development,
as well as providing opportunities for advancement. Increasing investment in the training and development of
emotional competencies—such as emotional intelligence, resilience, and both intra- and interpersonal skills—
is essential for strengthening the mental health resources of the workforce (Ayeleke et al., 2019).

c) High employee retention rates - Organizations that provide support and access to mental health resources
for their employees are more likely to retain talent, reduce recruitment expenses, and maintain a more stable
workforce (Collins et al., 2005). A consistent workforce promotes continuity, strengthens team collaboration,
and lowers the risk of long-term organizational setbacks.

d) Employee feedback and survey processes - Anonymous surveys should be conducted to allow
employees to express their concerns, provide suggestions, and evaluate the effectiveness of current policies.
Consistent feedback is essential to ensure that policies meet employee needs and expectations, enabling

organizations to make well-informed decisions when updating their policies (Kossek et al., 2011).

In a nutshell, the strategic role of Human Resources (HR) in fostering work-life balance and supporting mental
well-being has become essential for achieving success in modern organizations. HR departments can more
effectively reduce stress, enhance job satisfaction, and elevate overall employee performance by promoting

flexible work hours, implementing adequate leave policies, and offering Workplace wellness program.

3.3 Setup Holistic workplace wellness initiatives

Comprehensive workplace programs prioritize the complete well-being of employees, addressing their physical,
mental, emotional, and social needs. A positive work environment supports employee well-being while also
fostering a more dynamic and productive organization. Grasping the concept and practice of workplace learning

involves combining various elements, including learning models, organizational requirements and personal
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interests, this integration contributes to effective and beneficial workplace learning outcomes (Pamela

Matthews, 1999).

A) Tactics employed by direct supervisors - Employee well-being can be supported not only through
company-wide initiatives but also through the daily management practices of their immediate supervisors (Artz
etal., 2015; Avey et al., 2010). Supervisors have the ability to impact the quality of life of their employees. An
employer’s technical expertise is actually a key factor in determining job satisfaction (Artz et al., 2015).
B) Recognition has a meaningful impact — Employers can also actively promote well-being by fostering
supportive work environments, expressing appreciation, modeling the use of well-being strategies, informing
employees about available resources, and valuing employee growth as a goal in itself rather than merely a tool
for achieving other outcomes (Gallup Corp., 2015). Supervisors may observe instances of bullying, harassment,
or inappropriate behavior between colleagues or among other supervisors, and the way they fairly address these
incidents can significantly influence employees’ sense of safety and protection (Litchfield et al., 2016).
O Work structure and scheduling arrangements - Several other key factors related to each employee's role
can contribute to supporting their well-being, such as:
1.Support from superiors and colleagues

ii.Employee’s physical safety and protection

iii.Stress management resources

iv.Development of customized workplace policies and procedures

v.Sense of fairness experienced in the workplace (Bryson et al., 2014; Kalliath et al., 2012).

All in all, by focusing on work-life balance and mental health, HR departments improve employee well-being
while also advancing key organizational objectives such as productivity, employee retention, and a healthy
workplace culture. Effectively integrating work-life balance and mental health initiatives into HR practices is
crucial for building a resilient, motivated, and high-performing workforce, which in turn drives long-term

organizational success.
3.4  Advocate for leadership that practices what it preaches

Leaders are instrumental in creating a supportive work atmosphere that fosters employee mental well-being.
The behavior, mindset, and leadership approach of leaders can greatly influence employee well-being,
satisfaction at work, and overall performance. This paper examines essential elements of leadership in
cultivating a supportive workplace, such as developing a leadership culture that values well-being, promoting

open communication, and actively supporting mental health initiatives (Cvenkel, 2020, Hannah, et. al., 2020).

The study suggests that effective leadership can enhance employees' mental well-being and overall health.
Specifically, leaders who are supportive, transparent, and respectful can create a workplace atmosphere that

promotes employee well-being. Conversely, authoritarian, overly critical, and negligent leaders can foster a
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toxic work environment that harms employees' mental health (Follmer & Jones, 2018). HR can support
leadership development programs that equip leaders with the skills to recognize signs of mental health issues,
provide appropriate support, and foster an open and inclusive workplace culture. Leadership that demonstrates
empathy and support for mental health challenges can help reduce stigma and boost employee engagement

(Nembhard & Edmondson, 2006).

In conclusion, Leadership is viewed as a practical ability that involves guiding and influencing others. HR
should work alongside leaders to develop policies that allow them to demonstrate their commitment to
maintaining work-life balance. Research shows that when leaders exhibit healthy work-life balance behaviors,

employees are more likely to feel encouraged and confident in taking steps to protect their own balance.

3.5 Tech-driven Solution for mental healthcare

Incorporating technology into HRM practices brings both opportunities and challenges in promoting employee
mental health. New technologies like blockchain and artificial intelligence can be utilized to track employee
well-being and anticipate possible mental health concerns (Hamouche S, 2023; Bharadwaj V, Sharma V &
Bhatnagar A, 2022). Amid digital transformation, organizations are increasingly adopting technology to
improve and tailor well-being programs to meet employees' individual needs (Selimovié¢, Pilav-Veli¢ &

Krndzija, 2021, Trenerry, et. al., 2021).

As more people face mental health challenges, it is increasingly important to understand how technological
changes affect psychological well-being. Advancements driven by information technology (such as ITB) are
fundamentally integrated into the organizational frameworks of companies. Therefore, to promote positive
mental health, ITB incorporates preventive health technologies within the company's framework (Abdullah M,
Huang D, Sarfraz M, Ivascu L, Riaz A.,2021; Wessel L, Baiyere A, Ologeanu-Taddei R, Cha J, Blegind Jensen
T., 2021).

Instead of merely adopting technology, companies should develop a clear comprehension of how it can be used
to enhance employees’ mindfulness. Currently, technological advancements have improved global work
environments, leading to better health quality for employees. As a result, to tackle mental health issues,
organizations need to consider the widespread use of new digital tools (such as ITB) that can support work-life

balance and encourage positive mental well-being (Schneider K. R.,2019).

In conclusion, without a doubt, the vast array of digital innovations over the years has encouraged employees
to adopt digital tools that foster a positive psychological work environment. It shows that IT capabilities have

a positive impact on employees' mental health and overall well-being at work.
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3.6 Essential link between communication and organizational productivity

An initiative involving employees and managers designed to promote health-protective factors for workers
managing mental health challenges in the workplace. The initiative, referred to as MENTOR, mainly focuses
on promoting employee engagement and well-being in the workplace. Upon enrolling in MENTOR, participants

develop three core skills:

(1) engagement — gaining strategies to maintain well-being and enhance productivity at work; (2)
interpersonal communication — learning to engage in open discussions about mental health in the workplace;
and (3) psychological flexibility — building the ability to manage difficult workplace situations effectively
(Prudenzi et al., 2023).

Organizations that foster a culture of transparency, trust, and mutual support tend to experience better mental
health outcomes among their employees (Cooper and Cartwright, 1997). Within these environments, employees
are at ease discussing mental health concerns without fear of negative consequences, and managers are more
inclined to respond with supportive actions. Cultivating a mentally healthy culture requires establishing a space
where conversations about mental health are welcomed and assistance is readily available. Studies indicate that
organizations that prioritize mental health tend to benefit from improved employee morale, higher retention

rates, and enhanced overall productivity (LaMontagne et al., 2014).

Employees may also experience presenteeism, where they are physically at work but unable to fully concentrate
or perform effectively due to mental health challenges (Hemp, 2004). A number of variables might shape how
communication impacts productivity. Emotion should be examined alongside network structure since networks
enable the spread of emotions, influencing the dynamics within groups (Austin J. R, 2003). The function of
communication in a workplace is to facilitate transformation and steer efforts toward the organization’s interests
(Weihrich and Koontz, 1993). To ensure positive production outcomes, it is essential to use a good

communication approach when leading a workforce (Martinez, 2012).

3.7  Workplace culture as a driver of employee innovation and creative output

Creativity is broadly acknowledged as a crucial catalyst for innovation and a source of competitive edge in
today’s rapidly changing business environment. In today’s fast-paced and highly competitive environment,
creativity serves as a crucial driver of long-term success and a key source of competitive advantage (Hughes et
al., 2018). Studies indicate that various factors influence employee creativity, such as motivation (Liu et al.,
2016), individual and role-based creative identities (Fischer et al., 2019), workplace environment (Appu & Sia,
2017), and the transfer of resources between family and work domains (Tang et al., 2017). Senior leadership
should be motivated to promote creativity as a key element of the organization's drive for innovation, while also

ensuring that creative employees are not overburdened by excessive workloads (Amabile, 1997).
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Even minimal positive engagement in the workplace can impact innovative behavior. Employee engagement
serves as a powerful motivational basis for driving desired actions, and engaged individuals are generally seen
as performing more effectively (J. Kim, J.A. Kolb, H. Kim, 2023). In conclusion, Employee well-being is not
merely a beneficial trait but a crucial element that fuels creativity and innovation. By supporting the physical
and mental health of their workforce, organizations cultivate an environment where creativity thrives, promoting

a culture of innovation and long-term growth.

4 FINDINGS AND CONCLUSION

Employment can provide a significant sense of purpose and overall life satisfaction, serving as a valuable
contributor to mental well-being (Steger & Dik, 2010). Anxiety and depression among employees are linked to
negative work-related outcomes such as lower job satisfaction and performance, increased intentions to resign,
and more serious physical health issues that can lead to greater rates of sickness-related absenteeism (Pyc et al.,
2017). In the current landscape, HR professionals are required to take on the roles of advocates, educators, and
enablers in supporting mental health. They are accountable for creating policies, initiating programs, training
managers, and cultivating workplaces where employees feel secure and comfortable sharing their challenges.
Policies and benefits form the foundation of an organization’s dedication to mental health (U.Homiga &

Harinisree A, 2025).

This paper highlights the significance of combining mental health support programs with efforts to boost
employee engagement in order to improve employee well-being and drive organizational achievement. By
investing in supportive HR programs, organizations can foster a workplace atmosphere that encourages
employees’ physical, mental, and emotional well-being (Ridwan Hakiki, Hendrik Pandiangan & Dendi

Zainuddin Hamidi, 2024).

The framework of this conceptual study is:

HR initiatives Impact on Employee well-being
HR support services Professional growth
Flexible structure layout Reduce stress and attain mental peace
Tech — driven solution Enhance productivity

>

Compensation policies Job satisfaction
Set up Holistic workplace Progressive and positive work culture
Link between communication Achieve organizational justice
and productivity
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CONCLUSION

The literature review demonstrates that organizations that prioritize and implement robust HRM strategies, such
as offering mental health resources, promoting a healthy work-life balance, and encouraging employee
participation in decision-making, foster a supportive and productive work environment. Ultimately, this focus
on employee welfare not only enhances individual mental health and job satisfaction but also contributes to the
organization's overall success and performance.

Today's organizations rely on employees as their most valuable asset. The effective and efficient management
of this asset—including the selection, recruitment, retention, and development of qualified personnel—is a core
function of the human resources department. This process is most successful when it is grounded in a focus on
employee well-being.

An organization's success is heavily reliant on the mental health of its knowledge workers, a domain where
HRM practices are pivotal in shaping the workplace culture. By embedding mental health into sustainable HRM
strategies, companies can cultivate a supportive environment that enhances employee well-being and
productivity.

Organizations can achieve this by implementing a range of strategies, such as providing mental health resources,
promoting work-life balance, and empowering employees through participatory decision-making. By
prioritizing employee well-being, companies cultivate a healthier and more productive work environment,

yielding mutual benefits for both the individual and the business.

5 IMPLICATIONS OF THE STUDY

Human Resource Management plays a crucial role in promoting organizational success, boosting
competitiveness, and accomplishing strategic goals through the efficient management of personnel. These
practices are vital to organizational success, as they influence key areas including employee turnover,
productivity levels, financial outcomes, and corporate social responsibility performance.

5.1 Professional growth prospects

Workplace stressors such as extended working hours, lack of social support, and ambiguous managerial or job
responsibilities are linked to a heightened risk of adverse mental health outcomes (Michie S, Williams S,2003).
Growing evidence suggests that a psychologically healthy work environment contributes to increased job
satisfaction, motivation, and performance, while also helping reduce employee turnover and healthcare
expenses for organizations (American Psychological Association, 2021).

Organizational culture encompasses elements like leadership and managerial conduct, formal policies or
guideline documents, and prevailing practices and expectations within the workplace, collectively, these aspects
represent the organization’s shared values and shape a workplace environment that can either promote or hinder
employee mental well-being (Kent K, Goetzel RZ, Roemer EC, Prasad A, Freundlich N., 2016).Strategies used
to prevent and alleviate stress involve matching workloads to employees' skills and available resources, offering

career growth opportunities, and enhancing communication and managerial support from supervisors (National
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Institute for Occupational Safety and Health (NIOSH), 2021). Managers at all levels can demonstrate supportive
supervision techniques by bringing employees together to actively identify and address sources of stress and
help mediate work-life conflicts (National Occupational Research Agenda, 2021). This approach has been
linked to improvements in employee job satisfaction, physical well-being, and overall workplace productivity.
Moreover, Technological progress in 2024 is reshaping the landscape of employee well-being, with digital
health platforms, wearable devices, and Al-powered tools emerging as key elements of wellness initiatives.
These innovations enable real-time tracking of health and well-being, offer customized wellness plans, and
provide immediate access to a wide range of health resources and services, supporting a more advanced and
personalized approach to employee wellness (Eksioglu E. 2024’te Calisan Refahinin Gelecegi,2024). In
summary, the integration of these references highlights the complex connection between career development
opportunities and mental well-being. Offering opportunities for career advancement boosts personal well-being
and also improves professional performance and decision-making, which is particularly important in fields such
as mental health nursing.

5.2 Organisational justice supports mental ease and reduces distress

Studies indicate that organizational justice influences not only individual well-being but also serves as a
predictor of job satisfaction and employee performance (Prilleltensky, 2011). It has been demonstrated that
perceiving high levels of organizational justice is linked to several positive outcomes, including increased job
satisfaction, stronger organizational commitment, and better physical and mental health (Lonnqvist et al., 2021).
Workplace fairness has been recognized as an important element that affects employees’ overall well-being and
psychological health (Sharma & Kumra, 2020). A lack of fairness within an organization can negatively impact
employees’ well-being and health, leading to increased work-related stress, health problems, and employee

absences (Jia, K., Zhu, T., Zhang, W., Rasool, S.F., Asghar, A. And Chin, T., 2022).

Reference: Dr. Karthick K K & Dr. Manjushri Janardan Yadav (2024). The Role of Organizational Justice in
Enhancing Employee Engagement and Well-being. Journal of Informatics Education and Research ISSN: 1526-
4726 Vol 4 Issue 3.

5.3 Progressive and Positive Corporate culture:

Culture consists of shared fundamental beliefs that a group has formed to address challenges related to adapting

to external environments and maintaining internal cohesion (Hogan, S. J., & Coote, L. V,2014). Studies indicate
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that healthy workplace cultures—marked by encouraging leadership, transparent communication, collaboration,
and mutual trust—greatly enhance employee well-being, satisfaction, motivation, and overall performance
(Mabher, 2000; Saks, 2006; Schneider et al., 2013). The Human Resources (HR) department is central to
developing and sustaining organizational culture, making sure it reflects and supports the company’s objectives

and core values.

The contribution of HR in building and maintaining a healthy organizational culture, the approaches used to
achieve this, and the advantages of fostering a robust work environment (AlHamad, et al., 2022). HR plays a
vital role in shaping and preserving an organization's culture by implementing a range of strategic initiatives.
This involves implementing leadership development initiatives that foster organizational cultural values and
motivate leaders to exemplify these behaviors (Aryani, et al., 2021). Developing programs that cultivate a

supportive workplace atmosphere and promote active participation among employees (Azeem, et al., 2021).

In conclusion, HR can develop a workplace that encourages engagement, productivity, and satisfaction by
applying strategies that are consistent with the organization's values and objectives. With ongoing dedication
and consistent effort, HR can maintain a culture that evolves over time while aligning with and supporting the

organization’s long-term goals.
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