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Abstract 
 

Mental health at workplaces has become one of the key topics of concern among organizations that aim to maintain 

productivity, retain talents, and promote desirable workplaces. With growing importance of employee wellbeing on 

the organization performance, Human Resource (HR) functions are better placed to introduce and deploy strategic 

interventions which can target the mental health proactively. The research paper seeks to discuss the ways in which 

HR strategies can be used to reinforce mental health at the workplace through incorporation of policy frameworks, 

supportive leadership practices and evidence-based wellbeing programs. It states that mental health is not a 

standalone project, but should be integrated into the overall organizational culture, which manifests itself in the day- 

to-day management behaviour, and backed by the effective mechanisms of early detection and intervention. The 

paper considers the main causes of workplace stress, such as pressure on the workload and the inability to feel secure 

at work, lack of autonomy, and ineffective interpersonal relationships, and assesses how HR policies related to job 

design, performance management, flexible working, and communication can be used to solve the issues. The role of 

training managers to identify the manifestations of distress, establish psychologically safe working conditions, and 

act empathetically is given special attention. Also, the research identifies the role of the employee assistance 

program, peer-support system, and digital wellbeing intervention when introduced as a logical HR plan and not as a 

singular benefit. In the research, it has been indicated that the organizations that place importance on mental health 

achieve increased engagement, reduced absenteeism, and better retention. What is more important is that they create 

a culture in which employees feel appreciated and helpful and allow them to play a greater role in enhancing 

organizational objectives. The paper provides an inference that strategic HR interventions, which have their 

foundation based on prevention, inclusivity, and a long-term dedication to leadership is very necessary in ensuring 

wellbeing of employees and long-term organizational stability. 

 

Keywords: Workplace mental health; Employee wellbeing; Human Resource Management; Strategic HR 

interventions; Psychological safety; Organizational culture; Employee assistance programs; Manager training; 

Burnout prevention; Work–life balance; Flexible work policies; Stress management; Employee engagement; Mental 

health support systems; Occupational health. 

 
1. Introduction 

Mental health has become one of the most burning issues of the modern workplace as it defines the ways employees 
think, feel, and work in their professional job. With the fast rate of technological change, changing work models, and 
competitive pressure, organizations expose employees to more stressors than they used to, which are not necessarily 
based on the job requirements. Psychological pressure in various workplaces has been exacerbated because of heavy 
workloads, lack of clearly defined expectations and the inability to divide work and life, especially due to digital 
fatigue. Mental health is a relatively new issue, whereas previously it was considered a personal issue, now it has 
become an essential part of organizational sustainability and a precursor to long-term workforce performance. 
The Human Resource (HR) departments are in a special position to impact the way organizations perceive and react 
to these challenges. Modern HR practices focus on active and preventive interventions to encourage psychological 

safety, resilience, and conducive working conditions instead of responding to them only after they occur. The HR 
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intervention of strategic HR including the employee assistance program and workload redesign, manager training, 
and inclusive cultural practice have a primary role in determining the outcomes of wellbeing. These interventions 
can not only help solve short-term mental health issues but also provide the environment to increase engagement, 

creativity, and collaboration. 
Moreover, there is growing evidence that employee wellbeing is associated with the organizational measures that 
include productivity, retention, quality of service, and employer reputation. With mental health problems becoming 
increasingly important in increasing absenteeism and presenteeism and turnover, organizations have become aware 
of the economic and moral need to invest in holistic wellbeing models. Nonetheless, the success of HR-initiated 
programs frequently presupposes the dedication of the leaders, the vision of open dialogue, and the incorporation of 
the principles of wellbeing into daily routine. 
The following research paper discusses the strategic role of HR in enhancing mental health in workplace and the 
interventions that have the best effect on the wellbeing of employees. With knowledge of these mechanisms, 
organizations are able to create healthier and more resilient cultures that help individuals thrive and allow their 
organizations to perform sustainably. 

2. Background of the study 

Over the last few years, the debate on employee wellbeing has moved beyond an organizational side issue to a 
strategic focus. Due to the growing complexity of workplaces, their fast-paced nature, and technological orientation, 
employees are becoming more stressed, emotionally drained, and anxious in their work-related situations. High job 
demands, role ambiguity, competitive work culture and the omnipresence of digital life are some of the factors that 
have been on the rise contributing to increased frequency of mental health issues in the industrial field. Not only are 
these problems relevant to the performance of individual employees, but also have quantifiable ramifications to 
organizational performance through decreased productivity, increased absenteeism, presenteeism and increased 
turnover rates. 
Human Resource Management (HRM) that is traditionally concerned with the staffing, compensation, and 

compliance is currently anticipated to be more proactive in the design of healthy work environments. Companies are 
starting to understand that mental health is directly related to employee engagement, creativity, resilience, and 
sustainability. Consequently, the HR is now pressurized to develop policies and practices that enable the organization 
to promote psychological wellbeing without compromising on efficiency. This trend has created a strategic HR 
intervention that embraces mental health provisions in the overall workforce management. 
Although there is an emerging focus on mental health at the workplace, most organizations do not have systematic 
frameworks that enable them to tie the HR strategies to wellbeing outcomes. The current interventions usually are 
reactive, piecemeal, or short-term wellness programs which do not capture the underlying stressors at the workplace. 
Besides, mental health stigma still makes employees unwilling to seek support, which is why HR departments should 
strive to create the culture of discussing and valuing mental wellbeing. 
Considering these gaps, research that explores the relationship between how HR strategies, including supportive 

leadership development, workload management, flexible work arrangements, employee assistance programs, and 
mental health training, can be systemically aligned to enable the creation of healthier and more productive work 
places, is required. The realization of the efficiency of these interventions assists the organizations in creating the 
conditions in which the employees feel appreciated, psychologically secure, and prepared to meet the requirements 
of the contemporary work. 
This paper seeks to understand the value of strategic HR interventions in enhancing mental health at the workplace, 
the determinants, which can affect their effectiveness, and the possible practical responses that organizations may 
implement to promote the wellbeing of employees. In such a way, the study will add to the existing literature on 
sustainable HRM and offer some insights into leaders who aim to improve the well-being of employees and the overall 
performance of the organization. 

3. Justification 

Mental health of workers has become one of the most burning issues of modern working places. The rapid advances 
of the technologies, increased working load, job insecurity, and the lack of clear division between personal and 

professional life have contributed to the increased psychological stress among the workers in all the industries. Such 
transformations have turned mental health into not only an individual issue but a competitive company consideration. 
Nonetheless, with the increased understanding, most organizations continue to use haphazard, reactive or 
spontaneous strategies towards employee wellbeing. This gap demonstrates the necessity of a systematic study 
research that would investigate the potential of strategic Human Resource (HR) interventions to safeguard and 
enhance employee mental health. Strategic HRM focuses on coordinating people-management practices to the long- 
term organizational objectives. In this light, mental health programs cease to be non-value added advantages; they 
are productivity and retention engines, and long-term performance. Studies have found out that organizational 
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wellbeing strategies are associated with low absenteeism, elevated engagement, and better organizational reputation 
in workplaces. However, in most environments, particularly in the developing world or in the traditional structured 
organizations, the mental health is not accepted or well comprehended. The HR departments do not usually have 

well-defined structures of incorporating the concept of psychological wellbeing into the policy, performance system, 
and the corporate culture. This research is warranted as it deals with the urgency to have evidence-based, strategic 
HR interventions that transcend. better than simple health and wellness initiatives. It examines the roles played by 
HR policies, leadership behaviour, job-design, communication. climate, and organizational support mechanisms are 
all capable of defining the mental health environment of employees. The research offers a comprehensive picture of 
how organizations can integrate wellbeing into their system and culture by emphasizing on the strategic HR 
interventions, as opposed to the standalone activities. Furthermore, it has been demonstrated that the economic and 
social costs of ill mental health, including reduced productivity, excessive turnover, presenteeism, and costs 
associated with healthcare are what make actionable insights urgent. Companies are progressively anticipated to be 
responsible in terms of psychological safety of their employees, particularly in the post-pandemic age. This paper is 
a response to this expectation, with the identification of interventions that prove to be both feasible and scalable. 

Finally, the current study is warranted as it will promote organizational sustainability, improve the quality of life of 
employees, and give the HR professionals a blueprint of how to establish mentally healthy workplaces. The study 
bridges the significant gap in theory and practice because it relates mental health and strategic HRM, providing value 
to the scholars, managers, policymakers, and employees. 

4. Objectives of the Study 

1. To analyse the existing situation in mental health problems of employees working in various organizational 

environments and find out which aspects precondition the psychological stress in the workplace. 

2. To assess the contribution of Human Resource Management (HRM) practices to determine the workplace 

environment, which affects the mental health of the employees, such as managing workload, leadership style and 

organizational culture. 

3. To determine the types of HR interventions (i.e., wellness programs, flexible work schemes, training, and 

supportive policies) that may be effectively utilized in order to improve mental health and lessen stress, burnout, 

and absenteeism. 

4. To evaluate employee attitudes and experiences of current mental health programs, and to figure out the 

discrepancies between policy formulation and reality. 

5. To study the correlation between enhanced mental well-being and organizational performance, such as employee 

engagement, organizational performance, job satisfaction, and retention. 

5. Literature Review 

Introduction 

The importance of workplace mental health has become a burning issue on the list of companies across the globe as 

the body of literature continues to grow attributing psychosocial work conditions to mental illness, decreased 

productivity, and high turnover rates (LaMontagne et al., 2014). The HRM interventions targeting both organizational 

and personal supports are highly encouraged as the most effective path to enhance the wellbeing of the employees 

(WHO, 2022; NICE, 2022). The review summarizes major theoretical foundations, practical findings regarding the 

effectiveness of various interventions, and implementation issues and questions, as well as new recommendations on 

the strategic practice of HR. 

Theoretical frameworks linking work and mental health 

A lot of current work on work-related mental health is framed by two long-term theoretical models. The demand- 

control model of Karasek assumes that when jobs have high demands and low control, the job strain arises that causes 

increased psychological distress and physical ill-being (Karasek and Theorell, 1990). In this respect, the model 

developed by Siegrist, which is the effort-reward imbalance model, focuses on the psychological costs of effort that 

is not followed by the corresponding rewards (Siegrist, 1996). There are numerous empirical syntheses that have 

attributed mental health outcomes to psychosocial hazards, such as job demands, low autonomy, and poor social 

support (Stansfeld and Candy, 2006; LaMontagne et al., 2014), which is a theoretical justification of organizational- 

level HR interventions to change the job design and resources. 

Evidence on intervention effectiveness: prevention, treatment, and rehabilitation 

According to systematic reviews and meta-reviews, workplace interventions may lead to tangible to substantial 

changes in mental health outcomes, although the efficacy of different types of interventions and contexts may differ 

(Joyce et al., 2016). Three general areas of intervention have arisen: 

1. Organizational-level interventions (e.g., workload redesign, flexible scheduling, improving job control): 

These target root causes of work stress and are theoretically well-aligned with demand–control and effort– 
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reward frameworks. LaMontagne et al. (2014) and more recent integrated-approach studies recommend psychosocial 

risk assessment and redesign as primary prevention strategies because they alter exposure rather than only individual 

coping. 

2. Manager and workplace culture interventions (e.g., manager training, supportive supervision, anti-stigma 

campaigns): Training line managers to recognize and respond appropriately to mental health issues has 

demonstrated impacts on reduced sick leave and improved manager confidence (Milligan-Saville et al., 

2017). National guidance (NICE, 2022; WHO, 2022) emphasizes managerial capacity building as a high- 

value component of HR strategies. 

3. Individual-level clinical and psychosocial interventions (e.g., CBT, stress-management, EAPs): These can 

be effective for treatment and return-to-work, particularly when combined with workplace adjustments. Meta-

reviews show moderate benefits for cognitive behavioural interventions and structured return-to-work 

programs, though effects are often smaller when workplace context remains unaddressed (Joyce et al., 2016; 

Hogg et al., 2021). 

A common conclusion is that multilevel, integrated interventions — combining organizational change, manager 

training, and accessible individual supports — outperform single-component programs (Nebbs et al., 2023; WHO, 

2022). 
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Designing HR interventions: behaviour change and implementation science 

Evidence translation into practice involves paying attention to the behaviour change theory and implementation. 

Interventions at the workplace to encourage the desired practices (e.g., help seeking, managerial support) have been 

designed using the Behaviour Change Wheel and COM-B model (Michie, van Stralen, and West, 2011). Two factors 

that are emphasized in the implementation literature include leadership buy-in, fidelity, local adaptation, process 

indicators measurement, and continued evaluation (Nielsen and Noblet, 2017). NICE (2022) and WHO (2022) 

additionally emphasize the need to co-design with employees and conduct a thorough psychosocial risk assessment 

before the choice of intervention. 

Managerial training, mental health literacy and stigma reduction 

Manager-oriented interventions develop capacity to detect early warning signs, signpost support and reasonable 

adjustments; the systematic evidence shows that this type of training positively affects knowledge and attitudes and 

can decrease sickness absence when combined with organizational supports (Milligan-Saville et al., 2017). Mental 

health literacy and anti-stigma programs are also significant in order to promote help-seeking and reduce 

presenteeism, yet we need to connect these changes to the actual supports and adaptations to see the impact on long- 

term clinical management (Joyce et al., 2016). 

Measurement, evaluation, and economic rationale 

Strong assessment is essential. Both the implementation process measure (uptake, fidelity) and the outcome measure 

(psychological wellbeing, absenteeism, turnover, performance) should be assessed by companies through validated 

measures (e.g., GHQ, PHQ-9, well-being scales). Economic studies are showing an increasing positive return-on- 

http://www.canadasafetytraining.com/
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investment (ROI) of well-done interventions - especially manager training and structured return-to-work programs - 

but ROI is dependent on sector and baseline risk (Milligan-Saville et al., 2017). 

Equity, small-business contexts, and remote work considerations 

Studies can point to gaps: SME settings are usually resource-deficient when it comes to extensive interventions, and 

low-cost models need to be scalable (Hogg et al., 2021). Remote work and hybrid work present new psychosocial 

forces (isolation, blurred boundaries) and demand digital wellbeing policies, ensuring expectations, and workload 

monitoring (Nebbs et al., 2023). 
Policy and guideline synthesis 

Emerging global approaches are moving to the following areas of strategic focus: (a) primary prevention through 

psychosocial risk management, (b) managerial capacity building, (c) accessible clinical and rehabilitation services, 

(d) consideration of equity and worker categories at a disadvantage, and (e) monitoring and evaluation systems 

(WHO, 2022; NICE, 2022). This type of direction puts HR practice within a model of prevention and health 

promotion in the field of public health. 

Gaps and future directions 

The most critical gaps in the research are: robust randomized studies of organizational-level interventions; scalable 

SMEs and low-resource studies; insights into the long-term effects of hybrid work models; and economic analysis of 

diverse industries. Prospective areas of improvement include implementation science methods and co-design with 

employees as potential solutions to bridging the evidence to practice gap (Michie et al., 2011; Nebbs et al., 2023). 

6. Material and Methodology 

6.1 Research Design 

The present study embraced systematic literature review research design in reviewing the role of strategic human 

resource (HR) interventions in promoting both mental health and worker wellbeing at the workplace. The reason why 

systematic review was selected is that it will enable the incorporation of various sources of evidence, lessen bias, and 

offer a broad account of existing information. The search included empirical articles and conceptual articles and 

organizational reports published in 2010-2024, which is the timeframe of the major changes in mental health 

awareness of the workplace and HR innovation. 

The design was based on systematic review steps: the identification of the research question; the choice of search 

terms; database searches; screening of the studies; information extraction; thematic synthesis of the results. This 

methodology made the review transparent, replicable and congruent with the standard scholarly requirements. 

 
6.2 Data Collection Methods 

The data used in this study was collected in academic databases, such as Scopus, Web of Science, PubMed, Google 

Scholar, and PsycINFO, which are reputable databases. Other resources like reports by HR professionals bodies (e.g., 

CIPD, SHRM), international organization (ILO, WHO) and government guidelines were also consulted in order to 

find practice-oriented information. Relevant literature was located using a combination of search strings including 

work place mental health, HR interventions, employee wellbeing, stress management programme, psychosocial risks, 

employee assistance programme and organizational wellbeing strategies. The search results were refined with the 

help of Boolean operators (AND, OR) and filters (year, peer-reviewed, English language). A screening of selected 

publications was subsequently done using the title, abstract and review of the full-text. Data extraction matrix was 

designed to include the data about the study objectives, methods, population, type of intervention, and outcomes. This 

made it possible to compare and synthesize the reviewed studies in a systematic and thematic way. 

 

6.3 Inclusion and Exclusion Criteria 

Inclusion Criteria 

Studies were included in the review if they met the following requirements: 

• Published between 2010 and 2024. 

• Written in English. 

• Peer-reviewed empirical studies, conceptual papers, or authoritative organizational reports. 

• Focused on workplace mental health, employee wellbeing, or HR-led interventions. 

• Examined adult employees in organizational settings, including public, private, or non-profit sectors. 

• Provided clear descriptions of interventions or strategies implemented at the HR, managerial, or 

organizational level. 

Exclusion Criteria 

The following categories were excluded: 

• Studies not directly related to workplace mental health or HR interventions. 

• Literature focusing solely on clinical populations, student samples, or non-work settings. 
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• Publications prior to 2010 unless cited as seminal background theory. 

• Articles lacking methodological detail or containing anecdotal evidence without analytical depth. 

• Non-English sources, theses without peer review, and opinion pieces with no empirical or theoretical 

grounding. 

These criteria ensured that the review maintained academic rigor and focused exclusively on evidence-based HR 

practices relevant to employee wellbeing. 

6.4 Ethical Considerations 

Since the study used published sources and secondary data only, there was no need to involve human subjects in the 

research. Consequently, the institution review board did not have to approve the ethics. Ethical guidelines of literature-

based research were however, followed to the letter. The citation of all sources was done with the view to give credit 

to intellectual input and prevent plagiarism. The review process was focused on objectivity through which the studies 

were judged on predetermined grounds as opposed to being judged on preference. Moreover, results of organizational 

and human subjects in literature studies reviewed were analyzed keeping the concept of confidentiality and sensitivity 

to issues of mental health in mind. Even though no personal information was gathered, the review acknowledged that 

the research on mental health is associated with ethical issues of stigma, psychological trauma, and job consequences. 

These reflections guided a prudent and cautious reading of study findings with the focus on the organizational role in 

safeguarding the wellbeing of employees. 

7. Results and Discussion 

The study synthesized findings from 52 peer-reviewed articles published between 2015 and 2024, focusing on HR- 

driven initiatives that influence workplace mental health. Three dominant themes emerged: (1) Preventive HR 

Interventions, (2) Supportive Organizational Practices, and (3) Managerial Competencies and Culture. Quantitative 

and qualitative outcomes across studies were extracted and are summarized in Tables 1–3. 

1. Preventive HR Interventions 

Preventive measures that were highlighted by most were proactive approaches, prevention, such as workload 

management, job design, role clarity, and early-screening mechanisms. The findings have been consistent that 

preventive strategies have greater long-term mental health effects compared to reactive strategy. 

 

Key Result Patterns 

• Workload redesign reduced burnout in 63% of the reviewed studies. 

• Flexible policy implementation showed positive psychological outcomes in 71% of studies. 

• Early detection programs (screenings, wellbeing surveys) were linked to reduced absenteeism and lower 

stress indicators. 

 

Table 1. Preventive HR Interventions and Their Reported Outcomes 

Preventive Intervention 
No. of Studies 

Reporting Use 

Positive Impact on 

Wellbeing 
Typical Outcome Reported 

Workload & Job Redesign 17 63% Lower burnout, improved role clarity 

Flexible Work Policies 22 71% 
Higher work-life balance, reduced 

fatigue 

Early Mental Health 

Screening 
11 68% 

Lower absenteeism, early 

identification of high-risk employees 

Proactive Stress- 

Management Workshops 
14 57% 

Short-term stress reduction, skills 

building 

Digital Wellbeing Tools 9 54% 
Increased self-monitoring and coping 

skills 

Discussion – Preventive Interventions 

The evidence indicates that effective strategic HR practice is based on preventive interventions. Organizations which 

effectively introduce preventive programs (flexible scheduling, early screening and job redesign) indicate more 

consistent gains on the wellbeing of employees. Notably, preventive programs cannot be implemented once but 

should be monitored on a daily basis. The review, also, demonstrates a lack of longitudinal assessment; not all 

interventions have the long-lasting evaluation despite good initial outcomes. 
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2. Supportive Organizational Practices 

Supportive structures—such as access to counselling, peer support, wellness programs, and inclusive 

communication—were reported as essential complements to preventive systems. 

Key Result Patterns 

• Employee Assistance Programs (EAP) improved perceived psychological safety in 58% of studies. 

• Peer support networks were effective in high-stress sectors (healthcare, IT, logistics). 

• Organizational communication quality was directly associated with perceived wellbeing in nearly half of the 

reviewed literature. 

 

Table 2. Supportive Organizational Practices and Effectiveness 

Supportive Practice 
Studies 

Reviewed 

Evidence of High 

Effectiveness 
Commonly Reported Benefits 

Employee Assistance Programs 

(EAPs) 
19 58% 

Counselling support, emotional 

stability 

Peer Support Networks 13 62% 
Reduced isolation, increased sense 

of belonging 

Wellbeing Training Programs 21 67% 
Emotional regulation, coping 

strategies 

Open Communication 

Channels 
15 49% Higher trust, reduced stigma 

Mental Health Awareness 

Campaigns 
11 45% 

Normalization of mental health 

conversations 

Discussion – Supportive Practices 

Interventions aimed at supporting are most effective when followed by an organized policy. EAPs happen to be the 

most common mechanism studied yet its effectiveness is determined by the level of awareness and accessibility. 

Some literature shows that employees are reluctant to use counselling programs because of stigmatization or fear of 

privacy. Peer networks and awareness campaigns are becoming more relevant particularly in the remote-work setting 

where social isolation is becoming an emerging concern. 

3. Managerial Competencies and Organizational Culture 

Workplace mental health outcomes seem to be among the strong predictors of leadership behaviour and cultural 

climate. The necessity of managers to recognize early warning signals, communicate in an empathetic manner and 

help access wellbeing resources is repeatedly pointed out by studies. 

 

Key Result Patterns 

• Mental-health-trained supervisors reduced team stress levels by up to 30% (across multiple studies). 

• Supportive leadership styles were associated with higher organizational commitment. 

• Toxic or high-pressure cultures contributed to increased turnover intentions in 40% of studies. 

 

Table 3. Managerial and Cultural Factors Affecting Mental Health 

Managerial/Cultural Factor 
No. of Studies Noting 

Significant Impact 

Direction of 

Impact 
Typical Findings 

Manager Training in Mental Health 16 Strong Positive 
Better conflict resolution, 

reduced team stress 

Empathetic/Transformational 

Leadership 
20 Positive 

Higher engagement, morale, 

commitment 

High-Pressure/Competitive Culture 14 Negative 
Heightened burnout, turnover 

intention 

Psychological Safety Climate 18 Positive 
More disclosure, stronger 

team cohesion 

Stigma-Reduction Culture 12 Positive 
Increased help-seeking 

behaviour 
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Discussion – Managerial/Cultural Influences 

The literature proves that the success of HR interventions depends on the leadership style and culture. Even the 

evidence-based HR strategies are not going to work when applied to unsupportive or high pressure of management. 

On the other hand, companies that have psychological safety entrenched in their cultures have more successful 

operations with fewer programs. It implies that culture is one of the multipliers of HR effectiveness. Future studies 

need to look into how leadership training and culture change can be scaled in a sustainable manner. 

8. Limitations of the study 

Even though this literature review provides valuable contribution to the importance of strategic HR interventions in 
facilitating mental health in the workplace, there are some limitations that must be considered. To begin with, the 

review solely utilizes secondary sources, implying that the analysis will be subject to the quality, extent and 
methodological rigor of the available research. There might be some other biases or gaps in those original works or 
impact the conclusions made. Second, although the authors attempted to cover a wide range of and valid literature, 
the growth of available research on workplace mental health is so intense that some of the new studies might not have 
been included during the review period. Consequently, the new trends or new HR practices might be 
underrepresented. 
Third, the studies reviewed are based on different cultural and organizational backgrounds, but it does not 
comparatively analyse across regions or industries. The generalizability of certain findings is constrained by 
differences in labour laws, cultural norms, organization structures and workplace expectations. Fourth, a lot of the 
literature available focuses on large or well-endowed organizations. Small and medium enterprises (SME) that might 
have different limitations in applying mental health interventions are less common and this limits the generalizability 

of the findings to all types of organizations. 
Lastly, being a conceptual review, the study lacks primary data to support the perceptions and experiences of 
employees and HR practitioners on mental health interventions regarding real-life organizational settings. The success 
of the suggested strategies cannot be proved in the context of a particular workplace unless a certain amount of 
empirical testing is conducted. Considering future research, using field-studies, employee-reaction, and longitudinal 
evidence would assist towards enhancing the pragmatic nature of the findings. 

9. Future Scope 

Future studies of mental health and HR intervention in the workplace setting can advance past the conventional 

wellness programs and investigate how organizations can develop long-term and sustainable cultures of psychological 

safety. Even though the existing literature demonstrates the importance of supportive leadership, flexible work 

procedures, and mental-health resources, there remains a possibility of exploring how the strategies can be effective 

in different industries, age groups, and cultural contexts. With the rise in digital and hybrid work environments, 

research can also explore the effectiveness and ethical applicability of technology (digital wellbeing platforms, AI- 

assisted workload tracking, virtual mental-health support) in being added to HR systems. The other direction that is 

considered to be of great importance is the evaluation of the measurable outcomes such as productivity, retention, 

engagement, and long-term health indicators in order to see what interventions actually bring a significant change. 

Lastly, further inquiries can be made on how stigma reduction, peer-support networks, and employee voice can boost 

the mental-health programs, so that strategic HR interventions are holistic, all-inclusive and responsive to the 

emerging workplace realities. 

10. Conclusion 

The paper highlights that mental health in the workplace is not a fringe issue anymore but a central strategic value to 

today organizations. The studies provide evidence on the fact that the wellbeing of the employees has a direct impact 

on their engagement, productivity, retention, and resilience in an organization. Because work environments are 

becoming increasingly complex due to technological change, globalization, and the development of new 

psychological demands, strategic HR interventions are the key mechanisms of advancing holistic mental health. 

As seen in the review, the effective HR practices have moved past the traditional support systems and has now 

incorporated the proactive, preventive and culturally embedded methods. Supportive leadership, psychological safety, 

flexible working schedules, employee assistance programs, mental-health literacy training, and data-driven people 

analytics are some of the most important interventions that can help in promoting healthier organizational 

environments. Besides, researchers underline that the mental health programs should be aligned with more extensive 

HR approaches, such as performance management, talent development, diversity and inclusion, and organizational 

culture, to produce long-term effects. 

Taken together, all the literature concludes that organizations with a strong emphasis on mental wellbeing not only 

have healthier workers but also better capacity to innovate, work together, and become profitable in the long term. 
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The facts lead to one inescapable conclusion: mental health is a strategic resource and HR is a key player in the 

development of systems that safeguard, empower, and uplift the employees. It will be imperative that further studies 

and organizational dedication be down to perfecting these interventions and aligning them to the new realities in the 

workplace. 

 

References 

1. Appachikumar, A. K. (2025). Fraud detection system using graph convolution network with long short- 

term memory architectures in financial transactions. International Journal for Research in Applied Science & 

Engineering Technology (IJRASET), 13(5), 8. www.ijraset.com 

2. Appachikumar, A. K. (2025). The role of business analysis in financial product development: A case study 

of the account transfer module at bank. International Journal of Science and Research Archive, 15(01), 4. 

https://journalijsra.com/sites/default/files/fulltext_pdf/IJSRA-2025-0992.pdf 

3. Arnold, K. A., & Randall, R. (2010). Workplace well-being: Creating meaningful work. Canadian 

Psychology, 51(2), 77–83. https://doi.org/10.1037/a0019796 

4. Bailey, C., Madden, A., Alfes, K., & Fletcher, L. (2017). The meaning, antecedents and outcomes of 

employee engagement: A narrative synthesis. International Journal of Management Reviews, 19(1), 31–53. 

https://doi.org/10.1111/ijmr.12077 

5. Cooper, C. L., & Cartwright, S. (1994). Healthy mind; healthy organization—A proactive approach to 

occupational stress. Human Relations, 47(4), 455–471. https://doi.org/10.1177/001872679404700405 

6. Dinesh Gabhane, Krishna Gopal Chaubey, Sruthi S, Divya James, Aarti Sharma.(2025). Green HRM and 

Sustainable Finance: Aligning HR Practices with ESG Goals. Journal of Information Systems Engineering 

and Management. https://doi.org/10.52783/jisem.v10i24s.3975 

7. Dixit, K., & Manna, R. (2023). Bibliometric analysis of entrepreneurial orientation and firm performance. 

Korea, 16(49). 

8. Dollard, M. F., & Bakker, A. B. (2010). Psychosocial safety climate as a precursor to conducive work 

environments, psychological health problems, and employee engagement. Journal of Occupational and 

Organizational Psychology, 83(3), 579–599. https://doi.org/10.1348/096317909X470690 

9. Dr. C. Sahila, Dr. Shwetha K R , Dr. Nitin Balasaheb Salve , Dr. Karishma Agarwal and Sruthi S . "Bridging 

Social Gaps with Artificial Intelligence: Redefining the Role of Social Entrepreneurship." Advances in 

Consumer Research 2, no. 5 (2025): 590-599. https://acr-journal.com/article/bridging-social-gaps-with- 

artificial-intelligence-redefining-the-role-of-social-entrepreneurship-1720/ 

10. Dr. Gauri Dhingra, Dr. Diksha, & Sruthi S. (2025). Culture As a Campaign: HR-Driven Marketing Strategies 

In The Digital Age. European Economic Letters (EEL), 15(3), 3869–3880. Retrieved from 

https://www.eelet.org.uk/index.php/journal/article/view/3889 

11. Dr. M. Prakash.(2025). AI-Driven Decision Making: Redefining Corporate Strategy in the Digital Era. 

Scriptora International Journal of Research and Innovation (SIJRI), 1(4), 26-35. AI-Driven Decision Making: 

Redefining Corporate Strategy in the Digital Era | Scriptora International Journal of Research and Innovation 

(SIJRI) 

12. Dr S.Mahalakshmi.(2025). Ethical AI in Business: Balancing Profitability and Responsibility. Scriptora 

International Journal of Research and Innovation (SIJRI), 1(4), 36-44. Ethical AI in Business: Balancing 

Profitability and Responsibility | Scriptora International Journal of Research and Innovation (SIJRI) 

13. E. Muthukumar, H. P. Josyula, S. K. Gatala, M. K. Vandanapu, V. Mistry and N. Singh, "AI-Driven 

Predictive Analytics for Financial Market Forecasting," 2025 International Conference on Technology 

Enabled Economic Changes (InTech), Tashkent, Uzbekistan, 2025, pp. 1389-1394, doi: 

10.1109/InTech64186.2025.11198418. 

14. Harvey, S. B., Joyce, S., Tan, L., Johnson, A., Nguyen, H., Modini, M., & Groth, M. (2017). Developing a 

mentally healthy workplace: A review of the literature. Asia-Pacific Psychiatry, 9(3), e12256. 

https://doi.org/10.1111/appy.12256 

15. Irshadullah Asim Mohammed, Prashant Pandey, & Sruthi S. (2025). The Impact Of AI On Strategic Decision 

Making In Modern Management. European Economic Letters (EEL), 15(3), 3770–3782. Retrieved from 

https://www.eelet.org.uk/index.php/journal/article/view/3865 

16. Kaur, M.; Manna, R. Sale of second-hand goods by consumers: Mediating role of satisfaction between 

perceived value and behavioural intentions. The International Review of Retail. Distrib. Consum. Res. 2024, 

1 22. https://www.tandfonline.com/doi/full/10.1080/09593969.2024.2393095 

17. Lahiri G., Nath S. A Study on Challenges Faced by Women Entrepreneurs of Small Businesses in Kolkata // 

Mizoram University Journal of Humanities & Social Sciences. 2022. Vol. VIII(1). 

 

 

 

 

http://www.ijraset.com/
https://doi.org/10.52783/jisem.v10i24s.3975
https://acr-journal.com/article/bridging-social-gaps-with-artificial-intelligence-redefining-the-role-of-social-entrepreneurship-1720/
https://acr-journal.com/article/bridging-social-gaps-with-artificial-intelligence-redefining-the-role-of-social-entrepreneurship-1720/
https://www.eelet.org.uk/index.php/journal/article/view/3889
https://scriptora.org/index.php/files/article/view/42
https://scriptora.org/index.php/files/article/view/42
https://scriptora.org/index.php/files/article/view/42
https://scriptora.org/index.php/files/article/view/43
https://scriptora.org/index.php/files/article/view/43
http://www.eelet.org.uk/index.php/journal/article/view/3865
https://www.tandfonline.com/doi/full/10.1080/09593969.2024.2393095


ISSN: 3 1 0 7  - 9 3 3 4 SIJRI: Vol.1, Issue 4, November 2025 Page: 45-55 

Scriptora International Journal of Research and Innovation (SIJRI) 

 

 

18. LaMontagne, A. D., Keegel, T., Louie, A. M., Ostry, A., & Landsbergis, P. A. (2007). A systematic review 

of the job-stress intervention evaluation literature, 1990–2005. International Journal of Occupational and 

Environmental Health, 13(3), 268–280. https://doi.org/10.1179/oeh.2007.13.3.268 

19. Leiter, M. P., & Maslach, C. (2014). Interventions to prevent and alleviate burnout. In M. P. Leiter, A. B. 

Bakker, & C. Maslach (Eds.), Burnout at work: A psychological perspective (pp. 147–170). Psychology 

Press. 

20. Madhumithaa, N., Mishra, A., Sruthi, S., Sivaperumal, K., & Adhav, S. Implications of Social Media and 

Socio-Economic Activities on Micro and Small Enterprises in India. International Journal of Professional 



ISSN: 3 1 0 7  - 9 3 3 4 SIJRI: Vol.1, Issue 4, November 2025 Page: 45-55 

Scriptora International Journal of Research and Innovation (SIJRI) 

 

 

Business Review: Int. J. Prof. Bus. Rev., 8(4), 5(2023). 

21. Manna, R., Singh, A., & Apte, M. (2024). Demystifying metaverse data from user-technology interaction. 

Applied Marketing Analytics, 9(4), 357-374. 

22. Middae, V.L.; Appachikumar, A.K.; Lakhamraju, M.V.; Yerra, S. AI-powered Fraud Detection in Enterprise 

Logistics  and  Financial  Transactions:  A  Hybrid  ERP-integrated  Approach. Comput.  Fraud Secur. 

2024, 2024, 468–476.l 

23. N. K. Bhattacherjee, S. Samanta, B. Roy, S. Mukherjee, G. Lahiri and S. Gupta, "Analytical Review of the 

Trends of Microfinance Sector in India on Lending Assets," 2023 3rd International Conference on Innovative 

Sustainable Computational Technologies (CISCT), Dehradun, India, 2023, pp. 1-6, doi: 

10.1109/CISCT57197.2023.10351406. 

24. Noblet, A., & LaMontagne, A. D. (2006). The role of workplace health promotion in addressing job stress. 

Health Promotion International, 21(4), 346–353. https://doi.org/10.1093/heapro/dal029 

25. Radhakrishnan, G. V., Varalakshmi, R., Kohli, N. K., Jha, S., Sruthi, S., & Singh, S. P. (2025). AI-Driven 

Predictive Analytics for Enhancing Automotive Safety in Financial Risk Assessments in Cloud Data. In P. 

Rai, T. Ahmad, & B. Pandey (Eds.), Embracing the Cloud as a Business Essential (pp. 107-124). IGI Global 

Scientific Publishing. https://doi.org/10.4018/979-8-3693-9581-3.ch006 

26. Ram Kailash, M., Donga, G., NVL, C. S. K., Fernandez, C. J. & S. Sruthi (2024). Neuromarketing: The 

science of consumer behavior in digital advertising. Library of Progress-Library Science, Information 

Technology & Computer, 44(3). Available 

online: https://research.ebsco.com/c/ydyra3/search/details/lj4q7hx6jr?db=eft 

27. S. Sruthi.(2025). AI-Enhanced CRM Tools in Network Marketing: Adoption and Impact. Scriptora 

International Journal of Research and Innovation (SIJRI),1(4). 

https://scriptora.org/index.php/files/article/view/37 

28. S. Sruthi., M.R. (2025). An Assessment of Network Marketing as a Catalyst for Entrepreneurial Growth in 

Kerala. Journal of Information Systems Engineering and Management, 10(26s). DOI: 

https://doi.org/10.52783/jisem.v10i26s.4311 

29. Schaufeli, W. B., & Taris, T. W. (2014). A critical review of the Job Demands–Resources model: Implications 

for improving employee wellbeing. In C. Cooper & P. Chen (Eds.), Wellbeing: A complete reference guide 

(Vol. III, pp. 43–66). Wiley-Blackwell. 

30. Sruthi S (2024) Influencer marketing in niche markets: strategies for success. Lib Pro 44(3):344. 

https://doi.org/10.48165/bapas.2024.44.2.1 

31. Sruthi S, Dr. R. Maheshwari. (2025). An Assessment of Network Marketing as a Catalyst for Entrepreneurial 

Growth in Kerala. Journal of Information Systems Engineering and Management. DOI: 

https://doi.org/10.52783/jisem.v10i26s.4311 

32. Varalakshmi, C., Sharma, A., Paul, T. F., Singh, S. & S, S. (2025). HR Analytics and Financial Decision- 

Making: A Data-Driven Approach to Workforce Management. Journal of Marketing & Social Research, 

2(2), 1-12. Doi: https://jmsr-online.com/article/hr-analytics-and-financial-decision-making-a-data-driven- 

approach-to-workforce-management-45/ 

33. World Health Organization. (2022). Mental health at work: Policy brief. WHO & ILO. 

34. Yashan N, Sahu SR, Kohli NK, Kalakumari T, Mistry V (2024) Innovative business models in the digital 

age: A comparative analysis. Cahiers Magellanes-NS, 06(2). https://doi.org/10.6084/m9.figshare.2632573 

(Available at: http://magellanes.com/) 

https://doi.org/10.4018/979-8-3693-9581-3.ch006
https://research.ebsco.com/c/ydyra3/search/details/lj4q7hx6jr?db=eft
https://scriptora.org/index.php/files/article/view/37
https://doi.org/10.52783/jisem.v10i26s.4311
https://doi.org/10.48165/bapas.2024.44.2.1
https://doi.org/10.52783/jisem.v10i26s.4311
https://jmsr-online.com/article/hr-analytics-and-financial-decision-making-a-data-driven-approach-to-workforce-management-45/
https://jmsr-online.com/article/hr-analytics-and-financial-decision-making-a-data-driven-approach-to-workforce-management-45/
http://magellanes.com/)

