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Abstract

Mental health is a universal issue critical not only to individual health and well-being but also to workplace
sustainability and organization performance. Mental health has historically been a tabu subject in the workplace
despite the role it plays. When it comes to both worker well-being an organizational performance the lack of
attention from employers is a major oversight given the prevalence of mental health issues and their potential
impact at workplace. Approximately 1 in 5 adults experience some degree of mental health concern each year. In
2019 and estimated 970 million people globally has a diagnosable mental health disorder, including 15% of
working age adults. Mental health has emerged as a cornerstone of overall employee well-being and a primary
determinant of organization success. Research indicates that poor mental health conditions, particularly
depression and anxiety leads to the loss of an estimated 12 billion working days annually, costing the global
economy roughly US §$ 1 trillion in lost productivity. Safe and healthy work environment are not only a
fundamental right but are also more likely to minimize tension and conflicts at workplace and improve staff
retention work performance and productivity. Conversely a lack of effective structures and support at work,
especially for those living with mental health conditions, can affect a person’s ability to enjoy their and do their
job well. This study shows that mental health and well-being strategies must be integrated into organization
policies to build resilience , ensure sustainable performance and maintain workforce competitiveness.
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Introduction

In modern organizational landscapes, employee financial wellness. Mental health, in particular,
wellbeing and mental health have become central to affects cognitive functioning, decision-making,
discussions on sustainable performance and long- interpersonal  relationships, and  workplace
term competitiveness. Global reports by the World engagement. Organizations increasingly recognize
Health Organization (WHO, 2023) [7] estimate that that a mentally healthy workforce is more
depression and anxiety cost the global economy over productive, innovative, and committed. This research
USD 1 trillion annually due to lost productivity. examines how strategic approaches to mental health
Rapid digitalization, increasing workloads, work-life contribute to employee wellbeing and, in turn,
imbalance, and evolving job demands have support sustainable workplace performance.

intensified stress levels across sectors, making
mental health a strategic business priority. Employee
wellbeing is no longer limited to physical health but
includes psychological, emotional, social, and
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Review of Literature

Concept of Employee Wellbeing

Dodge et al. (2012) [2] define wellbeing as the balance
between resources and challenges. Wellbeing includes
physical health, emotional stability, social connections,
and job satisfaction. Studies show that wellbeing directly
affects motivation, productivityy, and employee
engagement.

Mental Health and Workplace Performance

The WHO (2022) [9] identifies workplace stress as a
global challenge affecting productivity. Mental
health issues such as anxiety, depression, and
burnout significantly reduce employee performance
and increase absenteeism. A Deloitte (2023) [10]
report revealed that 47% of employees experience
workplace fatigue and mental distress.

Burnout and Job Outcomes

Maslach and Leiter (2016) [11] describe burnout as
emotional exhaustion, depersonalisation, and
reduced personal accomplishment. Burnout is
strongly linked to absenteeism, reduced job
satisfaction, and turnover intention.

Organisational Support and Psychological Safety

Edmondson (2019) [14] highlights psychological
safety as critical for innovation and learning.
Employees who feel safe to express concerns without
fear of punishment experience higher job satisfaction
and performance. Organisational support enhances
wellbeing and fosters commitment

Work-Life Balance

Greenhaus and Powell (2012) [12] state that work-
life balance enriches both personal and professional
roles. Flexible work arrangements reduce stress and
improve mental health, leading to higher
productivity.
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Wellbeing as a Strategic Tool

Recent HR research emphasises integrating
wellbeing into strategic planning. Companies that
prioritise wellbeing report higher profitability, lower
turnover, and stronger employer branding (Gallup,
2022)[13].

Objectives of the Study

1. To assess the relationship between employee
wellbeing, mental health, and sustainable
workplace performance.

2. To analyse the role of organisational practices
in promoting employee mental health.

3. To identify critical factors influencing
wellbeing and long-term performance

4. To provide strategic recommendations based
on secondary research insights

Research Methodology

Secondary data-based descriptive and analytical
research.

Impact of Wellbeing on Productivity

Employee wellbeing has been consistently identified
as a critical determinant of productivity across
various organisational settings. Secondary data from
global research bodies, management journals, and
HR industry reports reveals a strong and positive
correlation between employee wellbeing and
workplace productivity. When employees enjoy
good physical, mental, and emotional health, their
capacity to perform tasks efficiently, creatively, and

consistently increases substantially. Wellbeing
enhances several fundamental drivers of
productivity. Employees with high levels of

wellbeing are more engaged in their tasks. According
to the Gallup State of the Global Workplace Report
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(2022) [13], employees who report thriving in their
wellbeing are approximately 21% more productive
than those struggling with stress or health concerns.
High wellbeing enables employees to maintain
focus, demonstrate greater initiative, and sustain
higher attention spans, directly influencing job
output. Second, wellbeing impacts cognitive
performance. A study from the Harvard Business
Review (HBR, 2023) indicates that psychological
wellbeing enhances decision-making, problem-
solving, and innovation. Mental clarity and
emotional stability reduce errors, improve analytical
thinking, and increase creativity. Employees
experiencing burnout or chronic stress, however, are
more prone to mistakes, slower responses, and
reduced problem-solving abilities.

Distress and

Psychological Workplace

Performance

Psychological distress characterised by anxiety,
depression, emotional imbalance, and chronic stress
has a profound negative impact on workplace
performance. Secondary data from global surveys
and organisational studies reveals that untreated
psychological distress directly impairs employee
concentration, decision-making capacity, and
motivation. According to the World Health
Organization (2022) [9], anxiety and depression lead
to a global productivity loss exceeding USD 1 trillion
annually. Psychological distress compromises
cognitive functioning, reducing employees’ ability to
focus, prioritise tasks, and manage workload
effectively. Studies published in the Journal of
Occupational Health Psychology (2021) indicate that
employees suffering from moderate to high
psychological distress perform tasks 35-45% slower
and are more likely to make critical errors. Further,
psychological distress impairs emotional regulation,
leading to increased irritability, interpersonal
conflicts, and reduced teamwork. This affects not
only individual output but also collective team
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performance. Employees experiencing distress are
less engaged, less committed to organisational goals,
and more prone to presenteeism being physically
present but mentally disengaged.

Burnout and Organisational Costs

Burnout, recognised by the WHO as an occupational
phenomenon, is defined by emotional exhaustion,
depersonalisation, and reduced personal
accomplishment. Secondary data underscores
burnout as one of the most significant contributors to
performance decline and organisational inefficiency.
According to the Maslach Burnout Inventory (MBI)
framework, burnout emerges from chronic
workplace stressors such as excessive workload, lack
of recognition, and limited organisational support.
Burnout leads to a disengaged workforce that
struggles to maintain consistent performance levels.
Research by the International Journal of
Environmental Research and Public Health (2022)
reports that burnout can lower productivity by up to
37%. Burnout also increases absenteeism. The ILO
(2023) highlights that organisations lose millions of
work hours annually due to stress-induced
absenteeism, with burnout being a leading cause.
Employees experiencing burnout are more likely to
call in sick, take extended leaves, or work at reduced
capacity

Role of Organisational Culture in Wellbeing and
Performance

Organisational culture plays a foundational role in
shaping employee wellbeing, mental health, and
workplace performance. Culture determines how
employees perceive support, manage stress, interact
with colleagues, and engage with organisational
objectives. A positive organisational culture marked
by trust, inclusion, open communication, and
psychological safety has been consistently linked to
higher productivity. Edmondson (2019) [14]
emphasises psychological safety as a key factor that
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encourages employees to share ideas, express
concerns, and innovate without fear of criticism.
Such environments reduce stress and promote mental
wellbeing. Secondary data from the Gallup Global
Workplace Study (2022) [13] shows that
organisations with supportive cultures report: * 70%
higher employee engagement * 40% fewer safety
incidents e+ 20% increase in productivity
Organisations known for strong wellbeing cultures,
such as Google, Microsoft, and Salesforce,
demonstrate higher innovation outcomes and
stronger employee retention. These companies invest
in mental health support, flexibility, and inclusive
leadership practices. Conversely, toxic workplace
cultures characterised by excessive workloads, lack
of recognition, and poor leadership contribute to
poor mental health and reduced performance. Studies
indicate that employees in negative cultures
experience higher stress, emotional exhaustion, and
conflict, which diminish productivity.

Work-Life Balance and Sustainable Performance

Work-life balance has become a crucial factor
affecting employee wellbeing and long-term
workplace performance. Secondary data reveals that
employees with manageable workloads, flexible
schedules, and supportive work environments are
more productive, healthier, and more engaged.
According to PwC’s Future of Work Report (2023),
employees with strong work-life balance are 31%
more productive and demonstrate higher job
satisfaction. Worklife balance reduces stress,
prevents burnout, and enhances mental rejuvenation,
allowing employees to return to work with better
focus and energy. Flexible work arrangements such
as remote work, hybrid models, and flexible hours
have shown significant positive effects on
performance. The Microsoft Work Trend Index
(2022) found that flexible work improved employee
wellbeing for 78% of respondents and increased
long-term performance sustainability.
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Findings (Based on Secondary Data0029

1.Employee wellbeing strongly correlates with
productivity and job satisfaction.

2. Mental health challenges significantly increase
absenteeism and reduce performance.

3. Burnout is a major contributor to turnover and
reduced efficiency.

4. Organisational support, leadership behaviour, and
psychological safety influence wellbeing.

5. Work-life balance improves mental health and
longterm performance.

6. Wellbeing programs positively influence employer
branding and retention.

7. Integrating mental health into organisational
strategy enhances sustainable performance.

Suggestions and Policy Implications

Based on the extensive review of secondary data and
global evidence, it is clear that employee wellbeing
and mental health must be integrated into
organisational strategies to enhance sustainable
workplace performance. The following suggestions
and policy implications provide a structured
roadmap for organisations, HR professionals, and
policymakers to promote psychological health and
longterm productivity

Implement Comprehensive Employee Wellbeing
Programs

Organisations should develop holistic wellbeing
programs that address physical, emotional,
psychological, and social dimensions of employee
health. Secondary data from WHO, ILO, and
Deloitte studies emphasise that well-designed
wellbeing programs significantly reduce
absenteeism, stress, and burnout.

Establish Strong Mental Health Support Systems
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A robust mental health support system is critical for
reducing workplace stress and improving employee
engagement. This includes providing access to
Employee Assistance Programs (EAPs), counselling
services, mental health helplines, and stress
management workshops.

Promote Psychological Safety and Supportive
Leadership

A psychologically safe work environment
encourages open communication, innovation, and
trust. Research shows that supportive leadership
reduces employee stress and increases resilience.

Strengthen Work-Life Balance Policies

Work-life balance is essential for long-term mental
health and productivity. Flexible work schedules,
hybrid work arrangements, and workload
management significantly reduce burnout.

Integrate Wellbeing Metrics into Organisational
Performance Indicators

Traditional performance metrics focus on financial
outcomes but neglect employee health. By
integrating wellbeing indicators, organisations can
develop more sustainable performance systems.

Conduct Periodic Mental Health Assessments
Regular monitoring of employee mental health helps
organisations identify early signs of burnout, stress,
or disengagement. Evidence from global workplace
surveys shows that early intervention reduces long-
term costs.

Conclusion

Employee wellbeing and mental health are essential
drivers of sustainable workplace performance.

375

ISSN: 2454-9940 www.ijasem.org

Vol 20, Issuse.2 April 2026

Secondary data reveals strong evidence that mentally
healthy employees perform better, remain more
engaged, and contribute  significantly to
organisational success. Organisations must move
beyond traditional HR practices and adopt a strategic
wellbeing framework that includes mental health
policies, supportive leadership, flexible work
arrangements, and psychological safety. Sustainable
performance is attainable only when organisations
recognise mental health as a strategic asset and invest
in comprehensive wellbeing programs
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