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ABSTRACT

The COVID-19 pandemic has fundamentally changed workplace dynamics, placing employee
mental health and well-being at the forefront of Human Resource Management (HRM) priorities.
As organizations navigate the post-pandemic era, ensuring continued employee performance requires
a strategic emphasis on psychological resilience, work-life balance, and organizational support
systems. This study uses a Systematic Literature Review (SLR) approach following the PRISMA
Sframework to identify effective HRM strategies that promote workplace mental health and well-being.
The study’s findings highlight key strategies, including flexible work arrangements, Employee
Assistance Programs (EAPs), leadership-driven well-being initiatives, and the promotion of a
supportive organizational culture. These strategies not only reduce mental health risks but also
improve employee engagement, productivity, and retention. This study presents a comprehensive
framework for HR practitioners to integrate well-being into organizational policies, ensuring long-
term resilience and competitiveness in an increasingly volatile work environment.

Keywords: Workplace Well-Being, Mental Health, Human Resource Management, Employee
Performance, Post-Pandemic Strategies

ABSTRAK

Pandemi COVID-19 telah mengubah dinamika tempat kerja secara mendasar, menempatkan
kesehatan mental dan kesejahteraan karyawan di garis depan prioritas Manajemen Sumber Daya
Manusia (SDM). Saat organisasi menavigasi eva pascapandemi, memastikan kinerja karyawan
yang berkelanjutan memerlukan penekanan strategis pada ketahanan psikologis, keseimbangan
kehidupan kerja, dan sistem pendukung organisasi. Studi ini menggunakan pendekatan Tinjauan
Literatur Sistematis (SLR) mengikuti kerangka kerja PRISMA untuk mengidentifikasi strategi
HRM yang efektif yang mempromosikan kesejahteraan dan kesehatan mental di tempat kerja.
Temuan penelitian ini menggarisbawahi strategi utama, termasuk pengaturan kerja yang fleksibel,
Program Bantuan Karyawan, inisiatif kesejahteraan yang didorong oleh kepemimpinan, dan
promosi budaya organisasi yang mendukung. Strategi ini tidak hanya mengurangi risiko kesehatan
mental tetapi juga meningkatkan keterlibatan, produktivitas, dan retensi karyawan. Studi ini
menyajikan kerangka kerja yang komprehensif bagi praktisi SDM untuk mengintegrasikan
kesejahteraan ke dalam kebijakan organisasi, memastikan ketahanan dan daya saing jangka
panjang dalam lingkungan kerja yang semakin tidak stabil.

Kata kunci: Kesejahteraan Tempat Kerja, Kesehatan Mental, Manajemen Sumber Daya
Manusia, Kinerja Karyawan, Strategi Pascapandemi
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INTRODUCTION

The global outbreak of COVID-19 has transformed the work landscape, forcing
organisations worldwide to face unprecedented challenges regarding employee well-being
and mental health. The sudden shift to remote work, increased job insecurity, social
isolation, and blurred lines between personal and professional life have heightened
psychological stress among employees. Consequently, proactive measures focusing on
mental health support and resources are now crucial for maintaining a productive and
engaged workforce. Organisations are increasingly recognizing the long-term impact of
neglecting employee mental health on productivity, absenteeism, and overall business
sustainability. As businesses seek to recover and adapt in the post-pandemic era,
addressing these mental health concerns has become a vital aspect of sustainable Human
Resource Management (HRM) (Cogan et al., 2022; Srivastava & Gupta, 2022; Eng et al.,
2024).

Employee well-being, once viewed as a secondary concern, has now become a strategic
necessity. Studies show that ignoring mental health leads not only to increased
absenteeism and turnover but also undermines overall organisational performance. This
necessitates a shift towards creating supportive work environments that prioritise mental
health and foster a sense of belonging among employees. The pandemic has exposed
vulnerabilities in existing HR practices, emphasising the need for a proactive and holistic
approach to promoting workplace well-being. In this context, HRM must evolve beyond
administrative functions to catalyse psychological resilience and sustainability
performance (Dutta & Mishra, 2024; Foster et al., 2024; Vintila et al., 2024). The concept
of workplace well-being goes beyond physical health; it includes emotional, social, and
mental aspects that directly impact employee productivity and engagement. Recent
research highlights the critical importance of organisational support, leadership
behaviour, and flexible work policies in reducing mental health risks. This necessitates a
comprehensive approach that integrates well-being into all aspects of the employee
lifecycle, from recruitment to offboarding. Nevertheless, even with increasing awareness,
many organisations still lack a structured framework to incorporate well-being initiatives
into their core strategies effectively (Williams, 2024; Baird et al., 2024; Menshikova et al.,
2025). Addressing this gap requires a strategic and sustained commitment from
organisational leadership to foster a truly supportive and mentally healthy work
environment.

This gap between awareness and implementation presents a significant research
opportunity. While much research has explored individual aspects of workplace mental
health, there is a lack of comprehensive analysis of strategic HRM interventions that
support long-term employee performance. Furthermore, the post-pandemic environment
presents unique stressors and uncertainties that require adaptive and innovative HR
practice solutions. The purpose of this study is to periodically review the existing literature
to identify best practices and strategic approaches that HR professionals can adopt to
improve workplace mental health and well-being. By synthesizing current findings, this
study aims to provide actionable insights for organizations seeking to build a resilient
workforce that thrives in the face of ongoing challenges and disruptions.

LITERATURE REVIEW
Concept of Workplace Well-Being and Mental Health

Workplace well-being has evolved from a narrow focus on physical health and safety
to a broader, holistic concept that includes the emotional, psychological, and social
dimensions of employees' experiences at work. Modern organisations understand that
well-being is not just the absence of illness. A proactive state is one in which individuals
thrive, feel engaged, and maintain a healthy balance between professional demands and
personal fulfilment. This shift demonstrates that employee well-being directly influences
organisational outcomes, such as productivity, innovation, and retention (Srivastava &
Gupta, 2022; Willett et al., 2024; Chmiel, 2024). Mental health, as a crucial aspect of
workplace well-being, has gained increasing attention due to the rising incidence of stress,



anxiety, depression, and burnout, especially in high-pressure and dynamic work
environments. The World Health Organisation (WHO) defines mental health as a state
of well-being in which individuals recognise their abilities, manage the normal stresses of
life, work productively, and contribute to their community. In the workplace context,
poor mental health can result in absenteeism, presenteeism, decreased morale, and
interpersonal conflicts, all of which can undermine organisational effectiveness and
performance (Wright et al., 2023; Catapano et al., 2024; Grimmond et al., 2024).

The COVID-19 pandemic further intensified mental health challenges by introducing
new stressors, such as remote work isolation, job insecurity, health concerns, and blurred
work-life boundaries. These factors compelled organisations to rethink traditional HR
practices and prioritise employee psychological safety. Consequently, workplace well-
being initiatives have expanded to include mental health programs, flexible working
conditions, and support systems designed to promote resilience and stability in emotional
well-being. Despite growing awareness, many organisations still struggle to implement
comprehensive well-being frameworks. There remains a tendency to address mental
health reactively through crisis intervention rather than embedding preventive strategies
into organisational culture. This underscores the need for HRM to adopt a strategic
approach that views workplace well-being and mental health as ongoing, long-term
investments rather than temporary solutions to immediate issues and problems (Greiner
et al., 2022; Nikunlaakso et al., 2022).

Theoretical Perspectives on Employee Well-Being

The theoretical foundation of employee well-being is based on several established
models that illustrate how workplace conditions affect psychological health and
performance. One of the most notable is the Job Demands-Resources (JD-R) Model,
which suggests that every occupation has specific risk factors related to job stress.
According to this model, when job demands exceed available resources, employees are
more likely to experience burnout and disengagement. Conversely, when organisations
provide sufficient resources, such as autonomy, feedback, and support, employees tend to
be more motivated and resilient (Adil & Kamal, 2020; Radic et al., 2020). Another
influential framework is Seligman’s PERMA Model, which outlines five core elements
essential to human flourishing: Positive Emotion, Engagement, Relationships, Meaning,
and Accomplishment. This model emphasises that well-being is multifaceted and that
organisations must create environments where employees can experience these positive
states. Implementing PERMA in the workplace encourages HR practices that go beyond
performance metrics to include emotional and social well-being as critical factors for
success (Upadyaya & Salmela-Aro, 2020; Marsh et al., 2023).

The Self-Determination Theory (SDT) deepens our understanding of employee well-
being by highlighting the significance of intrinsic motivation. SDT asserts that individuals
possess fundamental psychological needs, such as autonomy, competence, and
relatedness, that must be fulfilled to ensure optimal mental health and engagement at
work. HR policies that foster empowerment, skill development, and collaborative cultures
closely align with these theoretical insights, providing pathways for sustainable employee
growth and satisfaction (Bahasoan et al., 2019; Cheng et al., 2020; Katou et al., 2022).
While these theories provide valuable frameworks, their practical application often faces
challenges due to organisational constraints, leadership styles, and cultural differences.
Many companies implement fragmented well-being initiatives without fully integrating
them into their strategic HRM practices. This disconnect between theory and practice
underscores the need for cohesive strategies that align theoretical models with actionable
HR policies tailored to specific organisational contexts (Kaiser et al., 2020; Zeshan et al.,
2025).

Impact of Mental Health on Employee Performance
The connection between mental health and employee performance is well-established,
with numerous studies showing that psychological well-being is a crucial factor in
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productivity, creativity, and job satisfaction. Employees facing high levels of stress,
anxiety, or depression are more likely to demonstrate reduced focus, lower energy, and
impaired decision-making abilities. Together, these elements contribute to a decline in
both individual and team performance, ultimately impacting organisational outcomes
(Sarfaraz et al., 2022; Van Der Feltz-Cornelis et al., 2023). One significant issue associated
with poor mental health is presenteeism, where employees show up to work despite being
mentally unwell, resulting in suboptimal performance. Unlike absenteeism, presenteeism
is more challenging to detect but can have a deeper impact on productivity over time.
Organisations that do not recognise and address mental health challenges may experience
gradual declines in efficiency, increased errors, and a deteriorating workplace culture
morale (Extremera et al., 2020; Li & Wang, 2022).

Conversely, creating a supportive environment that prioritises mental health has been
shown to yield substantial benefits. Companies that implement proactive mental health
strategies often report higher levels of employee engagement, improved collaboration, and
greater innovation capacity. Well-being initiatives can also enhance employee loyalty,
reduce turnover rates and related recruitment costs, thereby contributing to long-term
organisational success and stability (Qiu et al., 2021; Mohammad et al., 2023). Despite
these advantages, some organisations view mental health programs as cost centres instead
of value drivers. This short-sighted perspective overlooks the significant Return on
Investment (ROT) that well-being initiatives can produce through improved performance
and decreased health-related costs. Closing this perception gap demands a strategic HR
approach that positions mental health as essential to business success, backed by data-
driven evidence of its positive effect on workforce productivity (Daoud et al., 2024)

HRM Strategies Addressing Well-Being and Mental Health

Human Resource Management (HRM) plays a critical role in designing and
implementing strategies that promote workplace well-being and mental health. One
widely adopted approach is the introduction of Flexible Working Arrangements (FWA),
which allow employees to manage their work schedules and environments in ways that
reduce stress and enhance work-life balance. The rise of hybrid and remote work models
during the pandemic has demonstrated the effectiveness of flexibility in improving
employee satisfaction and mental health resilience (Hopkins & Bardoel, 2023; Jogulu et
al., 2024). Another key strategy is establishing Employee Assistance Programs (EAPS),
which offer confidential counselling services, mental health resources, and crisis support.
EAPS aim to provide employees with professional assistance in managing personal and
work-related challenges, preventing minor issues from escalating into serious mental
health problems. These programs have been associated with reduced absenteeism,
improved morale, and higher overall satisfaction and productivity (Soga et al., 2022;
Wheatley et al., 2024).

Leadership engagement is also crucial for fostering a culture of well-being. Leaders
who demonstrate empathy, encourage open communication, and are dedicated to
psychological safety can significantly influence employee mental health outcomes.
Transformational leadership styles, which inspire and motivate employees while
addressing individual needs, are particularly effective in creating supportive workplace
environments that promote well-being (Allen et al., 2021). Despite the availability of these
strategies, successful implementation often hinges on organisational culture and the
alignment of well-being initiatives with broader business objectives. Companies that
incorporate mental health into their core values and HR policies, rather than viewing it
as a secondary concern, are more likely to achieve sustainable outcomes. This necessitates
ongoing training, resource allocation, and leadership support to ensure that well-being is
woven into daily practices and decision-making processes (Teng-Calleja et al., 2024;
Petitta & Ghezzi, 2025).



RESEARCH METHOD

The research method used in this study is Systematic Literature Review (SLR). This
approach was chosen to present a comprehensive synthesis of existing research on well-
being and mental health strategies in the workplace in the context of Human Resource
Management (HRM). The SLR process involves structured and transparent stages, which
allow for the systematic and replicable identification, evaluation, and integration of
relevant studies. Data collection is done through in-depth searches on various leading
academic databases such as Scopus, Web of Science, and ScienceDirect and utilizes
Boolean operators and advanced filtering techniques to ensure the relevance and quality
of the selected articles. The study publication deadline is limited from 2019 to 2024 to
include current developments and responses to mental health issues arising from the
COVID-19 pandemic. The study selection process follows PRISMA guidelines to ensure
methodological rigor and transparency, by applying clear inclusion and exclusion criteria
after the elimination of duplication. Thematic analysis was then applied to the selected
articles to identify recurrent patterns, strategies, and conceptual frameworks related to
wellbeing and mental health interventions in the workplace. Efforts to ensure the validity
and reliability of studies are carried out through cross-referencing techniques and the
selection of studies published in high-impact journals. This systematic approach aims to
enhance the credibility of the findings and provide a solid foundation for the development
of a strategic framework that integrates mental health initiatives into HRM practices.

RESULTS
Strategic HRM Interventions for Workplace Mental Health

The shift toward Flexible Working Arrangements (FWA) has become one of the most
significant organizational transformations in response to the COVID-19 pandemic.
Flexibility in work schedules and locations has been consistently linked to improvements
in employee mental health, particularly through the reduction of work-related stress and
the enhancement of work-life balance. Employees who have control over their working
hours often report higher job satisfaction and decreased feelings of frustration and burnout
(Terry, 2022; Vyas, 2022; Chu et al., 2024). Several studies have shown that FWA can
reduce commuting stress, provide employees with more time for personal responsibilities,
and foster a sense of autonomy. These elements positively impact psychological well-
being, as employees feel more empowered to manage their professional and personal lives
effectively. Autonomy is a vital psychological need, and flexible work structures directly
support this, resulting in higher levels of engagement (Nowrouzi-Kia et al., 2024; Urrila
et al., 2025).

Employee Assistance Programs (EAPs) have become an essential component of
organizational strategies to address mental health challenges in the workplace. These
programs offer confidential access to counseling services, psychological support, and
resources to cope with personal and professional pressures. The review shows that
organizations providing comprehensive EAPs experience significant improvements in
employee well-being metrics (Jeannotte et al., 2021; Lungu et al., 2021). One of the main
advantages of EAPs is their ability to offer early intervention, preventing minor mental
health issues from escalating into serious conditions that impact performance and
absenteeism. By providing a safe space for employees to seek help, EAPs reduce stigma
and encourage proactive psychological management (Silver et al., 2020; Attridge &
Dickens, 2022). Customizing EAP offerings significantly enhances their effectiveness.
Programs tailored to diverse needs—from stress management to financial counseling—
are better equipped to address a wide range of employee concerns. Customized services
increase engagement with EAPs and ensure that the support provided is relevant and
impactful (Matthews et al., 2021; Deng et al., 2024; Hengboriboon & Yukongdi, 2024).
The integration of digital platforms into EAP delivery has also expanded access,
particularly for remote and hybrid workers. Online counseling, mental health apps, and
virtual wellness resources have become key elements, increasing flexibility and
confidentiality. This digital shift aligns with modern work practices and meets employees
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where they are most comfortable (Attridge, 2022; West et al., 2023; Zieringer & Zapf,
2024).

Leadership plays a crucial role in shaping workplace culture, particularly in fostering
an environment that supports mental health and well-being. The existing literature
consistently highlights that leaders who show empathy, active listening, and emotional
intelligence create psychological safety, enabling employees to express concerns without
fear of stigma or retaliation. This sense of safety is essential for employees to address
mental health challenges proactively. Transformational leadership styles are often
regarded as the most effective in enhancing employee well-being. Leaders who inspire,
motivate, and offer individual attention not only contribute to higher performance but
also improve mental health outcomes. These leaders recognize that employee well-being
is closely linked to organizational success and systematically prioritize initiatives that
strengthen psychological resilience (Tawfik et al., 2023; Basar, 2024; Erti6 et al., 2024).
Leadership training that emphasizes mental health awareness and emotional intelligence
has been identified as a critical intervention. Equipping managers with the skills to
identify signs of stress, facilitate supportive discussions, and refer employees to
appropriate resources significantly enhances the overall effectiveness of well-being
strategies. Without such training, even the most comprehensive policies may be
undermined by poor leadership practices (Cortés-Denia et al., 2024; Clarke et al., 2025).
The review also underscores the importance of transparent communication from leaders
during times of crisis or organizational change. Uncertainty is a major source of
workplace anxiety, and leaders who engage in open and frequent communication can
mitigate this impact by providing clarity and reassurance. This approach not only boosts
employee morale but also fosters a sense of collective resilience (Quinane et al., 2021;
Shih & Yeh, 2024).

Building a Supportive Organizational Culture

The digitization of workplace well-being initiatives has grown rapidly, especially due
to the shift to remote and hybrid work models. Digital tools, including mental health apps,
online counseling platforms, and virtual wellness programs, have become essential in
supporting employee mental health across geographically dispersed teams. Existing
literature highlights that these tools enhance accessibility, flexibility, and anonymity—
key components in encouraging employee engagement with mental health resources
(Tran & Kim, 2023; Muijeen et al., 2025). One of the main advantages of digital solutions
is their ability to provide real-time support and continuous monitoring of employee well-
being. Features such as mood tracking, guided meditation, and immediate access to
professional counselors empower employees to manage their mental health proactively.
Additionally, these tools generate valuable data that organizations can use to identify
trends, evaluate program effectiveness, and tailor interventions to meet specific employee
needs (Yang et al., 2022). Customization and personalization are also critical to the
success of digital mental health initiatives. Platforms that allow employees to tailor their
experiences based on individual preferences and needs are more likely to foster long-term
engagement. Generic, one-size-fits-all solutions often fail to resonate with diverse
workforces.

A supportive organizational culture serves as the foundation upon which all mental
health and well-being initiatives are built. The prevailing culture significantly influences
employees' perceptions, their engagement with well-being programs, and their sense of
safety in openly addressing mental health concerns. The literature shows that without a
strong cultural commitment, even well-designed strategies may fall short of achieving
their intended outcomes (Herkes et al., 2019; Fraboni et al., 2023; Chang et al., 2024).
Organizations characterized by cultures that emphasize inclusivity, empathy, and
transparency often report higher levels of employee engagement and lower incidences of
stress-related issues. These environments encourage open dialogue about mental health,
reduce stigma, and build a sense of community (Shen et al., 2023; Nguyen et al., 2025).
Employees in such cultures are more likely to seek help when needed and actively



participate in well-being initiatives. However, transforming organizational culture is a
complex and long-term process that requires alignment among leadership behaviors,
human resource policies, and everyday workplace practices. Token gestures or isolated
programs are insufficient; well-being must be integrated into the organization's core
values, mission statements, and performance evaluations to demonstrate genuine
commitment. The review outlines several best practices for cultivating a supportive
organizational culture, including regular mental health awareness campaigns, the
establishment of peer support networks, and the inclusion of well-being metrics in
performance indicators. These initiatives signal to employees that their mental health is
valued and that support services are readily available (Vito, 2020; Lowe, 2024). Another
critical factor is employee involvement in the design and implementation of well-being
programs. When employees have a voice in shaping these initiatives, they are more likely
to feel ownership and engagement, leading to higher participation rates and better
outcomes. This participatory approach also ensures that programs are tailored to meet the
specific needs and preferences of the workforce. Cultural sensitivity is paramount,
especially in multinational organizations where attitudes toward mental health may vary
significantly across regions. Adapting strategies to respect local norms while promoting
universal principles of psychological safety enhances the effectiveness of global well-being
initiatives (Hunt et al., 2021; Mehta et al., 2024).

DISCUSSION

The benefits of Flexible Working Arrangements (FWA) are not universal and heavily
depend on the presence of strong organisational support systems. In the absence of clear
guidelines, well-defined expectations, and sufficient technological infrastructure, FWA
can blur the boundaries between work and personal life, often resulting in overworking
and digital fatigue. Many employees struggle to disconnect from their work, which
paradoxically increases stress levels and undermines the intended advantages of
flexibility. Furthermore, the success of FWA hinges on effective communication and
mutual trust between employers and employees. Organisations lacking transparent
communication channels may encounter difficulties in collaboration, team cohesion, and
performance tracking, which can lead to a sense of isolation among remote workers and
negatively impact their mental health and sense of belonging. Leadership plays a critical
role in the implementation of effective flexible work policies. In line with Babapour Chafi
et al. (2021) and Alsulami et al. (2022) that managers must be well-trained to lead virtual
teams, identify signs of stress remotely, and encourage healthy work practices. Without
appropriate leadership interventions, FWAs can become a source of unmanaged stress
rather than a stress reliever.

Furthermore, the effectiveness of FWAs varies across different job types and
industries. Mtombeni et al. (2025); Osorio and Madero (2025) explain that while proven
successful in sectors such as technology and consulting, FWAs present significant
challenges in roles that require physical presence, creating gaps in the implementation of
wellbeing strategies. This requires a tailored approach that takes into account the specific
needs and circumstances of different job roles. Thus, while flexible working arrangements
have the potential to improve workplace wellbeing, their success depends on
organizational readiness, capable leadership and strong employee self-management. A
structured yet adaptable framework is essential to maximizing the benefits of FWAs on
mental health and sustainable performance.

Despite the proven advantages of Employee Assistance Programs (EAPs), utilisation
rates remain relatively low across many organisations. This underutilisation is often
attributed to limited awareness among employees, fears about confidentiality, and
persistent cultural stigmas associated with mental health. Consequently, the mere
existence of an EAP is insufficient; organisations must actively promote these services
and work to normalise mental health conversations in the workplace. Leadership
endorsement is instrumental in increasing the visibility and acceptance of EAPs. When
leaders openly advocate for mental health and encourage the use of available support
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services, employees are more inclined to view these programs as credible and worthwhile.
This top-down support helps cultivate a workplace culture where seeking help is perceived
as a strength rather than a weakness. In summary, EAPs represent a vital strategy for
enhancing mental health in the workplace, but their success depends on deliberate
promotion, active leadership involvement, and continuous alignment with evolving
employee needs. When well-executed, EAPs contribute significantly to the resilience and
productivity of the workforce.

However, many organizations face inconsistencies in leadership behavior across
management levels. Cloutier and Barling (2023) explain that while executive leadership
may publicly support mental health initiatives, middle management often lacks the
training or awareness necessary to implement these principles effectively. This
misalignment results in fragmented efforts where well-being strategies exist on paper but
fail to translate into practice, ultimately eroding employee trust. Leaders also set the tone
for work-life balance through their behavior. Johnson et al. (2025) found that managers
who model healthy boundaries—such as respecting non-work hours and encouraging the
use of paid time off—empower employees to prioritize their well-being. In contrast,
leaders who glorify overwork foster a culture that leads to burnout, regardless of any
formal policies in place. Therefore, leadership engagement is not just a supporting factor
but a key force in embedding mental health and well-being into an organization’s culture.
Consistent, empathetic, and informed leadership fosters a workplace where employees
can thrive both personally and professionally, strengthening long-term, sustainable
performance across the organization. Creating a supportive organizational culture
requires sustained effort, clear communication, and reinforcement through policies and
leadership actions. Organizations that succeed in this regard create an environment where
mental health is normalized, supported, and integrated into daily operations. This holistic
approach contributes to the long-term well-being of employees and strengthens
organizational resilience.

However, the adoption of digital tools in mental health strategies is not without its
challenges. Concerns around data privacy, confidentiality, and the potential misuse of
sensitive personal information can hinder employee engagement with digital platforms.
In line with Thm et al. (2024), to address these concerns, organizations must establish and
clearly communicate robust data protection policies that build trust and encourage
participation. Additionally, Chan et al. (2024) have also explained that the digital divide
remains a major barrier, particularly in regions or sectors with limited access to
technology. Deschénes (2024) explained that employees who face connectivity issues or
lack digital literacy are less likely to benefit from online mental health resources, making
it important for organizations to adopt a hybrid approach that combines digital and face-
to-face support services.

Additionally, Aboobaker and Shanujas (2025) stated that while digital tools offer
convenience and scalability, they should not completely replace human interaction. This
research consistently highlights the importance of maintaining personal relationships
through regular check-ins with managers, peer support networks, and face-to-face
counseling options where possible. This hybrid approach strengthens mental health
initiatives by addressing both the technological and emotional components of well-being.
In conclusion, digital tools play a transformative role in mental health strategies in the
modern workplace, especially in flexible and remote work environments. However, their
successful implementation requires careful attention to privacy, equitable access, and a
balance between technological solutions and human engagement. Organizations that
strategically integrate digital tools can expand the reach and effectiveness of their mental
health programs, ultimately fostering a more inclusive, resilient, and healthy workforce.

CONCLUSION

This research emphasizes that addressing mental health in the workplace is not a
peripheral issue, but a strategic imperative. Organizations that actively foster
psychologically safe and supportive environments are more capable of adapting to global



disruptions and meeting the evolving expectations of the modern workforce. A
fragmented approach is no longer sufficient—mental health initiatives must be holistic
and integrated, aligning leadership behavior, organizational culture, and technological
tools to achieve sustainable impact. Based on a systematic literature review, the study
identifies five foundational pillars in promoting sustainable employee performance:
flexible working arrangements, employee assistance programs (EAPs), leadership
engagement, a supportive organizational culture, and the strategic use of digital platforms.

In practical terms, Human Resource (HR) professionals must prioritize building well-
being frameworks that are responsive to the unique needs of their workforce. This includes
implementing clear and supportive flexible work policies, encouraging active utilization
of EAPs, investing in leadership training focused on emotional intelligence, and
embedding mental health values into daily operations and organizational identity. The
integration of digital platforms also holds potential to increase access to mental health
support—provided that issues of privacy, inclusivity, and digital literacy are effectively
addressed. The theoretical implications of this research suggest a necessary refinement of
existing HRM models to include mental health as a core dimension of employee
performance and organizational success. As the nature of work continues to evolve in the
post-pandemic era, mental health must become a defining element of strategic HRM.
Future research should examine the long-term effects of mental health programs, the
application of sector-specific strategies, and the cultural variations in how workplace
mental health initiatives are perceived and implemented. Ultimately, organizations that
embrace this strategic shift will not only improve employee well-being, but also enhance
resilience, innovation, and long-term competitiveness in an increasingly dynamic global
environment.

REFERENCES

[1] Aboobaker, N., & Shanujas, V. (2025). Towards a sustainable workplace:
Investigating workplace cyberbullying and its relationship with employee
wellbeing and intention to stay in remote and hybrid work settings. International
Journal of Productivity and Performance Management, 74(2), 453—470.

[2] Adil, A., & Kamal, A. (2020). Authentic leadership and psychological capital in
the job demands-resources model among Pakistani university teachers.
International Journal of Leadership in Education, 23(6), 734—754.

[3] Allen, J., Alpass, F. M., Szab0o, A, & Stephens, C. V. (2021). Impact of Flexible
Work Arrangements on Key Challenges to Work Engagement Among Older
Workers. Work, Ageing and Retirement, 7(4), 404-417.

[4] Alsulami, A., Mabrouk, F., & Bousrih, J. (2022). Flexible Working Arrangements
and Social Sustainability: Study on Women Academics Post-COVID-19.
Sustainability, 15(1), 544.

[5] Attridge, M. (2022). Profile of Small Employers in the United States and the
Importance of Employee Assistance Programs During the COVID-19 Pandemic.
American Journal of Health Promotion, 36(7), 1229-1236.

[6] Attridge, M., & Dickens, S. P. (2022). Health and Work Outcomes of Brief
Counselling From an EAP in Vermont: Follow-Up Survey Results, Client
Satisfaction, and Estimated Cost Savings. Sage Open, 12(1).

[7] Babapour Chafi, M., Hultberg, A., & Bozic Yams, N. (2021). Post-Pandemic
Office Work: Perceived Challenges and Opportunities for a Sustainable Work
Environment. Sustainability, 14(1), 294.

[8] Bahasoan, A. N., Anwar, C., Khaldun, R. I., & Tahawa, T. H. B. (2019). The
influence of economic growth on manpower absorption in Central Sulawesi. /OP
Conference Series: Earth and Environmental Science, 343(1), 012253.

[9] Baird, K., Tung, A., Phan, T., & Bhuyan, M. (2024). The influence of human
resource management policies on employee behaviour-related outcomes and

Sustainable
Employee
Performance

1247




Sustainable Employee
Performance

1248

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

organisational resilience during COVID-19. International Journal of Manpower,
45(7), 1474-1491.

Basar, M. (2024). Enhancing outcomes in I[VF laboratories: navigating the human
element through leadership and emotional intelligence. Journal of Assisted
Reproduction and Genetics, 41(10), 2557-2567.

Catapano, P., Luciano, M., Cipolla, S., Pascolo, S., Sampogna, G., Perris, F., ...
& Fiorillo, A. (2024). How to manage work-related stress in healthcare
professionals:  organizational and individual interventions. European
Psychiatry, 67(S1), S600-S600.

Chan, S., Kwan, R., Ng, F., Hi-Po Lau, B., & Chan, A. (2024). S17: The
translation of digital technology to promote mental health of older adults.
International Psychogeriatrics, 36, 28-32.

Chang, Y.-P., Lee, D., Lee, Y.-H., & Chiu, M.-H. (2024). Nurses’ perceived
health and occupational burnout: A focus on sleep quality, workplace violence,
and organizational culture. International Nursing Review, 71(4), 912-923.

Cheng, H., Yang, H., Ding, Y., & Wang, B. (2020). Nurses’ mental health and
patient safety: An extension of the Job Demands—Resources model. Journal of
Nursing Management, 28(3), 653—-663.

Chmiel, M. (2024). Loneliness, office space arrangement and mental well-being
of Gen Z PR professionals. Falling into the trap of an agile office? Journal of
Communication Management.

Chu, F., Zhang, J., Pellegrini, M. M., Wang, C., & Liu, Y. (2024). Staying
connected beyond the clock: a talent management perspective of after-hours work
connectivity and proactive behaviours in the digital age. Management Decision,
62(10), 3132-3154.

Clarke, E., Naswall, K., Masselot, A., & Malinen, S. (2025). Feeling safe to speak
up: Leaders improving employee wellbeing through psychological safety.
Economic and Industrial Democracy, 46(1), 152—-176.

Cloutier, A. E., & Barling, J. (2023). Expectations of Leaders’ Mental Health.
Journal of Leadership & Organizational Studies, 30(3), 276-296.

Cogan, N., Kennedy, C., Beck, Z., Mclnnes, L., Maclntyre, G., Morton, L.,
Tanner, G., & Kolacz, J. (2022). <scp>ENACT</scp> study: What has helped
health and social care workers maintain their mental well-being during the
<scp>COVID</scp> -19 pandemic? Health & Social Care in the Community, 30(6).
Cortés-Denia, D., Pulido-Martos, M., Bosak, J., & Lopez-Zafra, E. (2024). The
impact of transformational leadership on workers’ personal resources: latent
profile analysis and links with physical and psychological health. BJPsych Open,
10(5), e135.

Daoud, H., Sellami, I., Ben Chabene, C., Ghrab, M. A., Haddar, A., Hajjaji, M.,
Jmal Hammami, K., & Masmoudi, M. L. (2024). The impact of working
conditions on the mental health of workers in a confectionery factory. European
Psychiatry, 67(S1), S596-5596.

Deng, Y., Frey, J. J., Osteen, P. J., Mosby, A., Imboden, R., Ware, O. D., &
Bazell, A. (2024). Engaging Law Enforcement Employees in Mental Health Help-
Seeking: Examining the Utilization of Interactive Screening Program and
Motivational Interviewing Techniques. Administration and Policy in Mental Health
and Mental Health Services Research, 1-15.

Deschénes, A.-A. (2024). Digital literacy, the use of collaborative technologies,
and perceived social proximity in a hybrid work environment: Technology as a
social binder. Computers in Human Behavior Reports, 13, 100351.

Dutta, D., & Mishra, S. K. (2024). Bots for mental health: the boundaries of
human and technology agencies for enabling mental well-being within
organizations. Personnel Review, 53(5), 1129-1156.



25

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

[37]

[38]

[39]

Eng, N., Sun, R., Meng, J., & Neill, M. S. (2024). Promoting employee well-being
and commitment in communication industries. Journal of Communication
Management.

Ertio, T., Eriksson, T., Rowan, W., & McCarthy, S. (2024). The role of digital
leaders’ emotional intelligence in mitigating employee technostress. Business
Horizons, 67(4), 399—409.

Extremera, N., Mérida-Lopez, S., Quintana-Orts, C., & Rey, L. (2020). On the
association between job dissatisfaction and employee’s mental health problems:
Does emotional regulation ability buffer the link? Personality and Individual
Differences, 155, 109710.

Foster, K., Shakespeare-Finch, J., Shochet, 1., Maybery, D., Bui, M. V., Steele,
M., & Roche, M. (2024). Psychological distress, well-being, resilience,
posttraumatic growth, and turnover intention of mental health nurses during
COVID-19: A cross-sectional study. International Journal of Mental Health Nursing,
33(5), 1543-1552.

Fraboni, F., Brendel, H., & Pietrantoni, L. (2023). Evaluating Organizational
Guidelines for Enhancing Psychological Well-Being, Safety, and Performance in
Technology Integration. Sustainability, 15(10), 8113.

Greiner, B. A., Leduc, C., O’Brien, C., Cresswell-Smith, J., Rugulies, R.,
Wahlbeck, K., Abdulla, K., Amann, B. L., Pashoja, A. C., Coppens, E.,
Corcoran, P., Maxwell, M., Ross, V., de Winter, L., Arensman, E., & Aust, B.
(2022). The effectiveness of organisational-level workplace mental health
interventions on mental health and wellbeing in construction workers: A
systematic review and recommended research agenda. PLOS ONE, 17(11),
e0277114.

Grimmond, T., King, T., LaMontagne, A. D., Qostermeijer, S., Harrap, B.,
Newberry-Dupé, J., & Reavley, N. (2024). Workplace-related determinants of
mental health in food and bar workers in Western, high-income countries: A
systematic review. American Journal of Industrial Medicine, 67(8), 696—711.
Hengboriboon, L., & Yukongdi, V. (2024). Enhancing Employee Assistance
Programs for Stress Management in Thailand: Employees’ Perspectives. Sage
Open, 14(4).

Herkes, J., Ellis, L. A., Churruca, K., & Braithwaite, J. (2019). A cross-sectional
study investigating the associations of person-organisation and person-group fit
with staff outcomes in mental healthcare. BMJ Open, 99), e030669.

Hopkins, J., & Bardoel, A. (2023). The Future Is Hybrid: How Organisations Are
Designing and Supporting Sustainable Hybrid Work Models in Post-Pandemic
Australia. Sustainability, 15(4), 3086.

Hunt, D. F., Bailey, J., Lennox, B. R., Crofts, M., & Vincent, C. (2021).
Enhancing psychological safety in mental health services. International Journal of
Mental Health Systems, 15(1), 33.

Ihm, J., Kim, Y., & Lee, C.-J. (2024). Whom Does Remote Work Make Happy?
The Digital Divide in Remote Workers’ Well-Being. Cyberpsychology, Behavior, and
Social Networking, 27(8), 550-561.

Jeannotte, A. M., Hutchinson, D. M., & Kellerman, G. R. (2021). Time to
Change for Mental Health and Well-being via Virtual Professional Coaching:
Longitudinal Observational Study. Journal of Medical Internet Research, 23(7),
e27774.

Jogulu, U., Green, N., Franken, E., Vassiley, A., Bentley, T., & Onnis, L. (2024).
Work arrangement “yo-yo”: forced flexibility from the office to home and back
again. Personnel Review, 53(5), 1224—1243.

Johnson, W., Searby, A., & Alexander, L. (2025). Can Emotionally Intelligent
Mental Health Nurse Leaders Influence Workforce Sustainability? A Scoping
Review. International Journal of Mental Health Nursing, 34(1).

Sustainable
Employee
Performance

1249




Sustainable Employee
Performance

1250

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

[52]

[53]

[54]

Kaiser, S., Patras, J., Adolfsen, F., Richardsen, A. M., & Martinussen, M. (2020).
Using the Job Demands—Resources Model to Evaluate Work-Related Outcomes
Among Norwegian Health Care Workers. Sage Open, 10(3).

Katou, A. A., Koupkas, M., & Triantafillidou, E. (2022). Job demands-resources
model, transformational leadership and organizational performance: a multilevel
study. International Journal of Productivity and Performance Management, 71(7), 2704—
2722.

Li, L. Z., & Wang, S. (2022). Do work-family initiatives improve employee
mental health? Longitudinal evidence from a nationally representative cohort.
Journal of Affective Disorders, 297, 407-414.

Lowe, G. (2024). Promoting Psychological Health and Safety in Canadian
Healthcare Organizations. Healthcare Quarterly, 27(3), 22-27.

Lungu, A., Boone, M. S., Chen, S. Y., Chen, C. E., & Walser, R. D. (2021).
Effectiveness of a Cognitive Behavioral Coaching Program Delivered via Video
in Real World Settings. Telemedicine and E-Health, 27(1), 47-54.

Marsh, H. W., Dicke, T., Riley, P., Parker, P. D., Guo, J., Basarkod, G., &
Martin, A. J. (2023). School principals’ mental health and well-being under threat:
A longitudinal analysis of workplace demands, resources, burnout, and well-
being. Applied Psychology: Health and Well-Being, 15(3), 999-1027.

Matthews, L. R., Gerald, J., & Jessup, G. M. (2021). Exploring men’s use of
mental health support offered by an Australian Employee Assistance Program
(EAP): perspectives from a focus-group study with males working in blue- and
white-collar industries. International Journal of Mental Health Systems, 15(1), 68.
Mehta, L. S., Churchwell, K., Coleman, D., Davidson, J., Furie, K., [jioma, N.
N., Katz, J. N., Moutier, C., Rove, J. Y., Summers, R., Vela, A., & Shanafelt, T.
(2024). Fostering Psychological Safety and Supporting Mental Health Among
Cardiovascular Health Care Workers: A Science Advisory from the American
Heart Association. Circulation, 150(2), e51—e61.

Menshikova, M., Bonacci, 1., Scarozza, D., & Zifaro, M. (2025). The employee
satisfaction with the new normal ways of working: a cluster analysis. Journal of
Asia Business Studies.

Mohammad, S., Miguet, M., Rukh, G., Schitth, H. B., & Mwinyi, J. (2023). Job
satisfaction and job tenure of people with mental health disorders: a UK Biobank
cohort study. Scandinavian Journal of Public Health, 51(8), 1248-1257.

Mtombeni, A., Chisango, S., Mapuranga, R., Mlilo Mabwe, L., & Manimhanzi,
G. (2025). COVID-19 and the Work-Life Balance in Zimbabwe Private Sector
Companies. Oikos: The Zimbabwe Ezekiel Guti University Bulletin of Ecology, Science
Technology, Agriculture, Food Systems Review and Advancement, 26—42.

Muijeen, K., Kittiteerasack, P., Rungrojwatanasiri, P., Rochanahastin, A.,
Chumwichan, S., & Phanphairoj, K. (2025). Impact of Online Work Mode on
Personal Well-being: Exploring Paradigm Shifts in the Relationship Between
Resilience Coping, Life Orientation, Hope, and Purpose in Life. ABAC Journal,
45(1), 135-153.

Nguyen, M. Van, Khanh, H. D., Phan, C. T., & Thuc, L. D. (2025). Investigating
the impacts of psychological safety climate on mental ill health in the Vietnamese
construction industry. Engineering, Construction and Architectural Management.
Nikunlaakso, R., Selander, K., Oksanen, T., & Laitinen, J. (2022). Interventions
to reduce the risk of mental health problems in health and social care workplaces:
A scoping review. Journal of Psychiatric Research, 152, 57-69.

Nowrouzi-Kia, B., Haritos, A. M., Long, B.-Z. S., Atikian, C., Fiorini, L. A.,
Gohar, B., Howe, A., Li, Y., & Bani-Fatemi, A. (2024). Remote work transition
amidst COVID-19: Impacts on presenteeism, absenteeism, and worker well-
being—A scoping review. PLOS ONE, 19(7), e0307087.



[55]

[56]

[57]

[58]

[59]

[60]

[61]

[62]

[63]

[64]

[65]

[66]

[67]

[68]

[69]

[70]

[71]

[72]

Osorio, M. L., & Madero, S. (2025). Explaining Gen Z’s desire for hybrid work
in corporate, family, and entrepreneurial settings. Business Horizons, 68(1), 83-93.
Petitta, L., & Ghezzi, V. (2025). Remote Work and Psychological Distance:
Organizational Belongingness as a Resource Against Work Stressors and
Employee Performance Impairment and Distress. Sustainability, 17(4), 1342.

Qiu, D,, Li, R, Li, Y., He, J., Ouyang, F., Luo, D., & Xiao, S. (2021). Job
Dissatisfaction Mediated the Associations Between Work Stress and Mental
Health Problems. Frontiers in Psychiatry, 12.

Quinane, E., Bardoel, E. A., & Pervan, S. (2021). CEOs, leaders and managing
mental health: a tension-centered approach. The International Journal of Human
Resource Management, 32(15), 3157-3189.

Radic, A., Arjona-Fuentes, J. M., Ariza-Montes, A., Han, H., & Law, R. (2020).
Job demands—job resources (JD-R) model, work engagement, and well-being of
cruise ship employees. International Journal of Hospitality Management, 88, 102518.
Sarfaraz, M., Sarfaraz, S., Magsood, A., Ahmed, N., Vohra, F., Abduljabbar, T.,
& Abduljabbar, A. S. (2022). Assessing the impact of workaholism and work
engagement on medical university employee stress and satisfaction levels. PeerJ,
10, e12565.

Shen, Y., Li, Y., Ju, C., Ashraf, H., Hu, Z., He, C., & Memon, S. A. (2023).
Foundational Effects of Organizational Climate on Perceived Safety Climate: A
Multiple Mediation Model. Sustainability, 15(22), 15759.

Shih, F.-C., & Yeh, S.-C. J. (2024). Conservation of resources perspective on
authentic leadership and employee well-being: The influence of job stress and
emotional intelligence. Health Care Management Review, 49(4), 323-330.

Silver, A. M., Farabaugh, J. L., & Holland, D. (2020). 11. Time is of the essence:
one residency programs approach to breaking down barriers to accessing mental
health resources. Academic Pediatrics, 20(7), e7—€8.

Soga, L. R., Bolade-Ogunfodun, Y., Mariani, M., Nasr, R., & Laker, B. (2022).
Unmasking the other face of flexible working practices: A systematic literature
review. Journal of Business Research, 142, 648—662.

Srivastava, S., & Gupta, P. (2022). Workplace spirituality as panacea for waning
well-being during the pandemic crisis: A SDT perspective. Journal of Hospitality
and Tourism Management, 50, 375-388.

Tawfik, D. S., Adair, K. C., Palassof, S., Sexton, J. B., Levoy, E., Frankel, A.,
Leonard, M., Proulx, J., & Profit, J. (2023). Leadership Behavior Associations
with Domains of Safety Culture, Engagement, and Health Care Worker Well-
Being. The Joint Commission Journal on Quality and Patient Safety, 49(3), 156—165.
Teng-Calleja, M., Mactal, M. T. de G., & Caringal-Go, J. F. (2024). Examining
employee experiences of hybrid work: an ecological approach. Personnel Review,
53(6), 1408-1424.

Terry, P. E. (2022). Well-Being and Evolving Work Autonomy: The Locus of
Control Construct Revisited. American Journal of Health Promotion, 36(4), 593-596.
Tran, H. T. D., & Kim, M. (2023). Factors Influencing the Continued Intent to
Use Virtual Interactive Platforms in Korean Small- and Medium-Sized
Enterprises for Remote and Hybrid Work. Sustainability, 15(13), 9972.
Upadyaya, K., & Salmela-Aro, K. (2020). Social demands and resources predict
job burnout and engagement profiles among Finnish employees. Anxiety, Stress, &
Coping, 33(4), 403-415.

hybrid work settings. Journal of Vocational Behavior, 157, 104096.

Van Der Feltz-Cornelis, C. M., Shepherd, J., Olaya, B., Vanroelen, C., Gevaert,
J., Borrega Cepa, O., Bernard, R. M., Merecz-Kot, D., Sinokki, M., Hakkaart-
van Roijen, L., & Haro, J. M. (2023). Empower: Design of a digital intervention

Sustainable
Employee
Performance

1251




Sustainable Employee
Performance

1252

[73]

[74]

[75]

[76]

[77]

[78]

[79]

[80]

[81]

[82]

for workplace stress and mental health. A European study. European Psychiatry,
66(S1), S160-S161.

Vito, R. (2020). Key variations in organizational culture and leadership influence:
A comparison between three children’s mental health and child welfare agencies.
Children and Youth Services Review, 108, 104600.

Vyas, L. (2022). “New normal” at work in a post-COVID world: work-life
balance and labor markets. Policy and Society, 41(1), 155-167.

West, A. B., Guo, Y. V., & Bucher, A. (2023). Leveraging behavioral science and
artificial intelligence to support mental health in the workplace: a pilot study.
Frontiers in Psychiatry, 14.

Wheatley, D., Broome, M. R., Dobbins, T., Hopkins, B., & Powell, O. (2024).
Navigating Choppy Water: Flexibility Ripple Effects in the COVID-19 Pandemic
and the Future of Remote and Hybrid Working. Work, Employment and Society,
38(5), 1379-1402.

Willett, J. F., LaGree, D., Warner, B. R., Brian Houston, J., & Duffy, M. (2024).
Flourishing With Flexibility: Leader Communicative Support of Flexible Work
Arrangements Enhances Employee Engagement and Well-Being. International
Journal of Business Communication.

Williams, G. (2024). Where should health system investments be made to protect
the mental health of healthcare workers? European Journal of Public Health,
34(Supplement_3).

Wright, S. A., Walker, L. F., & Hall, E. E. (2023). Effects of workplace stress,
perceived stress, and burnout on collegiate coach mental health
outcomes. Frontiers in Sports and Active Living, 5, 974267.

Yang, L., Murad, M., Mirza, F., Chaudhary, N. 1., & Saeed, M. (2022). Shadow
of cyber ostracism over remote environment: Implication on remote work
challenges, virtual work environment and employee mental well-being during a
Covid-19 pandemic. Acta Psychologica, 225, 103552.

Zeshan, M., Morelli, M., Rasool, S., Centobelli, P., & Cerchione, R. (2025).
Empowering sustainable workplaces: A perspective on employee well-being in the
light of the job demand resource model. Sustainable Development, 33(2), 1861-1878.
Zieringer, R. C., & Zapf, D. (2024). The effects of an employee assistance program
on productivity at work, workability, absenteeism, and smartphone measures of
heart rate and heart rate variability. Journal of Occupational Health Psychology, 29(4),
280-298.



