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Abstract
This paper aims at understanding the effects of outsourcing of HRM practices on employee
health with the main areas of interest being mental health, stresses, and work-life balance. If
the well-being of the workers is beneficial for the organisation, this study aims to assess sound
methods of HRM that may influence positive employee health. The main research question
focuses on what records the impact of HRM practices on the health of the employees and the
difficulties faced by the HR managers in the processes of implementing the practices. The study
is based on the frameworks of organisational behaviour and human resource management with

references to mental health issues, stress, and work-life balance.

To gather data the study applies a qualitative method of research that includes 10 HRM
professionals from different organisations in Australia in a way of semi-structured interviews.
Thus, this methodology allows for additional investigation of the situation, including the
assessment of the effectiveness of present policies and determining obstacles to their
implementation. The study shows that organisations must enhance mental health care of
employees and employ flexible working arrangements to mitigate stress while improving
employees' job satisfaction. Consequently, this has power implications for the existing body of
knowledge in the field of employee well-being and comes up with recommendations that will

help in improving HRM practices and thus efficiency in the Organisation.
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8 CHAPTER 1: INTRODUCTION

8.1 Background

In any workplace setting, the human resources department is the bridge that
demonstrates the correlation between the management and the employees as it is a pivotal
character in any business regardless of its nature or size majorly because the HRM team is
obligated to ensure the performance of the employees based on its policies that hold the power
to make or break the operational efficiency and productivity. To highlight the responsibilities
of the HRM team it can be understood that besides managing the design of work, the human
resources team manages the employee's life cycle and examines their professional competency
to ensure a positive environment for the employees so that their mental health is not being
compromised, initiation of the stress levels evaluations among employees and the
implementation of the initiatives that secure the supportive and professional work-life balance
to maintain the trust of the employees. In any organisation, personnel are the major key that
leads to the cultivation of success therefore forming a high morale check-in that approaches
the valuable and supportive measures that eliminate the challenges and hurdles in their efforts
is the major responsibility of the HRM practices. The research by Mira, Choong, and Thim,
(2019), acknowledges the imbalance of the workplace environment caused by the negligence
of the human resources management team emphasising their unavailability and weak policies
that affect the goals of the company. The saturation of well-structured policies that prioritise
the needs and requirements of the staff and eradication of unjust and productivity-damaging
factors such as extra graveyard shifts, discrimination among employees, low salary provisions,
excessive work demands, and no performance appreciation measures lead to a successful
business plan that solidifies that longevity and legitimacy of the company and ensures a

positive reputation in their respective industries and economic markets as well.

8.2 Research Problem

The study focuses on the imbalance caused by the weak HRM team causing a threat to a
company’s sustainability, reputation, and efficiency. The research emphasises the problem that
has been recorded to be considered as less of a priority is approaching the well-being and
mental health security of the employees as a choice and not as a legal duty. It is prominent in
any workplace setting to understand the significance of this comprehensive approach that
ensures the reception of diversity, mental health considerations, and balance in employee duties
that foster stress management dynamics. An organisation that strategizes to create an appealing

employer brand gets the benefit of gaining the trust of its customers, attracting top candidates
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who value the company’s culture which leads to lower recruitment costs and boosts the
reputation of the company. The research problem of this study highlights the expansion and
modification of HRM’s obligations from carrying out the functional and traditional duties of
managing work to forming a link between the employees and the management so that the
communication measures are initiated in the form of discussions, and regular check-ins and
employee feedback portals regarding the issues that cause an imbalance in the workplace,

increase in stress levels and negative impact on the mental health of their staff.

8.3 Research Rationale

In the world of digitalisation where forming a business has become the new normal and
various fields have been instilled in the social system, human resources management is still a
department that lacks in fulfilling their moral and legal obligation. Regardless of the size of a
business, whether it is a start-up or a powerful and settled company, managing the descriptions
of human resources is still a struggling factor that requires attention. It can be understood that
the growth in local and multinational organisations has been occurring swiftly which has
indubitably upsurged the competition in the global industry mainly in the labour sector. This
aspect of the growing economy sheds light on the need to form a system that entails valued
human capital, retention of talents, and adoption of innovative technologies to overcome the
challenges that may occur due to the modernisation of the Information technology industry. To
achieve success in attaining the following goals, establishing a satisfactory environment for the
employees is necessary. In the growing business world, the issues of maintaining work-life
balance and mental health positivity are the key elements that come under the job description
of human resources teams and should be made the top priority as employees' performance is
directly associated with the productivity and operation efficiency of any company.

This phenomenon is also emphasised by Rodjam et al. (2020), who bolster the idea that
growth and prosperity are the requirements of every company that desires to stay in the business
for a long time, however, affluence comes at the cost of strategizing recognition programs,
better policies and incentivising of professional structures that represent the growth in
employee’s performance which is depended on human resources team. These are the factors
that highlight the need for this study to ensure that a company is dependent on its employees
and should take the initiative that offer the security of a job and a healthy workplace
environment to them. Besides the legal obligations, it is also an ethical and moral responsibility
of management to provide a comfortable and supportive environment to their employees so

that their performance is boosted and dedication towards work is enhanced.
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8.4 Research Aim

The research aims to figure out the strategies that are implemented by human resources
management teams to ensure the well-being of their employees that involve initiatives such as
mental health programs, provision of work balance, and stress management sessions.
8.5 Research Objectives

The research is structured on the following objectives that ensure the validity and

legitimacy of the research.

e To highlight the impacts of work-life balance on employee retention and engagement
in the company.

e To analyse the effects of HRM practices on mental health initiatives that impact
workers' well-being at the workplace.

e To carry out the primary challenges that HR managers must overcome to successfully
implement work-life balance plans, stress management techniques, and mental health
initiatives.

8.6 Research Questions

e How do work-life balance strategies and practices affect employee retention and
engagement in the company?

e How does the use of HRM practices for mental health initiatives impact workers' well-
being at the workplace?

e Is employee well-being affected by organisational justice within the company?

e What are the primary challenges that HR managers must overcome to successfully
implement work-life balance plans, stress management techniques, and mental health
initiatives, and how can these challenges be overcome?

8.7 Research Significance

To orchestrate the factors that ensure the importance of this matter that focuses on the
contributions embedded by the human resources management team on the employee's mental
health, stress management aspect, and inclusion of work-life balance, Yousef and Shadi,
(2021), have provided the example of commercial banks in Jordan. The study emphasises the
founding of a human resources management program that forms the patterns and plans for
human resources placements and exercises that are designed to operate the goals and objectives
of the company’s strategic business plan. These patterns are encapsulated in three elements,

analysing job stability, job enrichment, and job ability. However, it is also emphasised that all
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these elements are the product of job satisfaction which is a major aspect in forming a well-
settled and highly reputed company.

Building and maintaining employees’ and staff’s confidence, motivation, and morale is
based on the strategies that are implemented by the HRM team ensuring the sustainability of
the organisation. The purpose of highlighting the matter is encapsulated in the ideology that
the human resources department in any organisation oversees maintaining, sustaining, and
enhancing the profitability and cash flow which is majorly dependent on the employee’s
performance. Rui Jing and Choon Hee, (2018), have also highlighted according to their study
it was recorded that in any business, the deciding factor in attaining success is the behaviour,
attitudes, and decision-making of employees. It was also recorded that the positive impacts and
initiatives taken by the human resource department in any business ensure an increase in
employee performance majorly the initiative that provides satisfaction to the personnel

regarding mental health, stress management, and workplace balance.
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9 CHAPTER 2 LITERATURE REVIEW

9.1 HRM practices on mental health initiatives

Elufioye et al. (2024) conclude that mental health initiatives in HR practices can help in
the development of a supportive environment that helps the employee feel valued and by
prioritising their mental health by continuously refining their initiative in response to the
employee needs it not only helps in the development of the environment that promotes the
overall health and success of their most valuable assets. Sakdiyah and Hapsari,(2023) stated
that when an organisation recognises and understands that there is interconnectedness between
the employee's performance and overall well-being there is a major shift for integrating the
employee well-being strategies into HR practices. However, Koon and Ho (2021) say that the
key driver of success is a healthy and motivated workforce. Prioritising the employee well-

being not only helps in enhanced performance but can also reduce turnover.

According to Brandl, et al. (2019), employee assistance programs like counselling,
mental health support, and preventive care build a workplace culture that prioritises mental
health. These HR practices help in wellness that goes beyond the traditional benefits. Mhlongo
et al. (2024) review that there is a critical need for the recognition of mental health well-being
in health organisations. The external factors and the demanding nature of healthcare
professionals contribute to mental stress and burnout. The review paper concluded that HR
should take the lead in support of the development and implementation of policies that
prioritise mental health and well-being. The HRM practices can help in the psychological and

employee physical health, safety, and stress reduction techniques.
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Have you provided training to HR and managers on recognizing and

addressing mental health issues in the workplace?

Yes
8%

No
62%

Results from a poll of 30+ HR and business leaders who are members of the HR Exchange Network Linkedin group

Figure I survey conducted on HRM and managers

Source: (Meglio, 2023)

As shown above, results from a poll conducted from HRM and managers, it has shown
that many HRM and Managers have not provided the training on recognizing and addressing
the mental health issues in the organisations as, 62 percent of the participants responded as no.
The study conducted by Chen et al. (2021) aims to determine the effect of customer
mistreatment on employee performance. The mistreatment of the employees is not only from
the organisations and co-workers but also from outsiders like customers. The researcher also
found the effects of customer mistreatment and employee work-related outcomes that help in
understanding how customer and employee relationships result in negative outcomes. This
study also focuses on how the empowerment of HRM practices can reduce the negative effects
of customer mistreatment, help employees retain a sense of control and protect their
psychological needs. The practical implication the HR should implement is to provide basic
need satisfaction which has a wide effect on the critical psychological mechanisms. HRM
should implement customer-oriented training that can help in dealing with difficult customers.
By giving the flexible opportunity by managers to make on-the-spot decisions about whether
to meet certain customer needs and expectations. By allowing the employee to make the
decisions about the working hours that are suitable for them according to their family
schedules. By providing the opportunity for online communication, informal meetings can

allow the employees to give their opinions.
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Chillakuri and Vanka (2020) concluded that over the past few decades, organisations
have increased the focus on the implementation of strategic human resource management
practices so that financial and market outcomes can be achieved. A high-performance work
system can be defined as the practices that can motivate employees to achieve the skills,
motivation, and involvement that can help the organisation achieve the firm to gain a
sustainable competitive advantage. The HPWS also facilitates employee involvement,
innovation, and involvement that can help the employee achieve positive work-related health
and social well-being. However, they mentioned that sustainability is important for business
development here sustainability is not meant by reducing carbon emissions and improving the
health of the employee but sustainability is defined as the developments that meet the needs of
the current generation without compromising the future generation's ability to meet their own
needs. The extended literature suggests that HPWS also increases knowledge and improves
skills, and increases employee motivation, and job performance, and increases creativity.
However, Jyoti and Rani (2019) concluded that HRM also has negative outcomes like anxiety,
emotional exhaustion, and intention to leave. They mentioned that performance-based pay may

increase productivity but also increase psychological stress.

HR can contribute to the employee's well-being through policy development that can
help in prioritising the employee's mental health policies like flexible work arrangements,
mental health leave, and the employee assistance program. HR can also help effectively by
mental well-being through effective communication. Raising awareness and sharing resources
in HR creates an environment where employees feel safe and comfortable seeking help.
Training employees through workshops and stress management techniques HR can also help
by confidential counselling services it provides a safe space for the employee to seek guidance

and support.

By prioritising the employee's mental health and well-being it enhances productivity and
performance as they feel supported and motivated and more likely to be engaged and
productive. It increases employee retention and loyalty as when an employee feels valued,
supported, and cared they are more likely to remain committed to the organisation and its

mission. The implementation of HR helps in increments of employee loyalty and morale.

9.2 The primary challenges that HR faces and the strategies that can help to overcome

these challenges:
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Rasca (2017) states in the research article that there are various obstacles or
complexities that HR encounters during managing and optimising the workforce within an
organisation. Understanding these human resources management problems and solutions can
help in building solid and productive organisations. The most major challenge that is faced by
the employee is leadership development. HR makes sure that they provide the essential tools
and structures to select and develop the future leaders for the organisations. The second
challenge they face is to manage a diverse workforce. That can help in bringing the employee
with key skills and broader experiences that can help in the broader productivity. People with
different skills and experiences are the greater challenges for HR managers as frequent
disagreements encourage effective communication and can help the managers solve the

problem.

Biggest Challenge of Employee 23% 20% 6% M% 10% 9% 7%
Engagement

& Burrout
Blurring of wark and personal e
# Leadership not engaging employess dieetly

Lack of caeer pathing

Cormmurication
@ Too rmarny distractiong
Roles shifting

Figure 2 Challenges of Employee Engagement

Source: (Meglio, 2022)

On finding that there is promoting employee mental health well-being in organisations
there is increasing the advancement of strategies to the HR. Mental well-being has a significant
and less visible effect on the work; however, after exploration it has been found that traditional
HR strategies have primarily focused on the tangible benefits and physical health. After the
exposure, they concluded that mental health well-being by more open conversations.
Addressing mental well-being can also enhance the productivity of the organisation's
performance. The other challenge that HR faces is that the initiatives must be in ethical

imperatives.

The implementation of employee assistance programs provides confidential

counselling and support services. According to Fernandes and Gallardo-Gallardo (2020), these
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programs help employees with a resource that addresses personal and mental health. The other
challenge that HR faces is the issue of confidence that they do not want to discuss the problems
openly without the fear of judgement. The challenges that employees face is that they are not
aware of or lack training on how to address the challenges that can help in work-life balance.
These initiatives help in reducing misconceptions, promoting understanding, and creating a

supportive environment.

Despite the significant evolution of HR strategies, challenges continue and the need for
a cultural shift are still ongoing challenges. The paper of Cvenkel, (2020) focuses on
contextualising employee well-being within modern work. The well-being of the employee

extends from physical health and encompasses mental, emotional, and societal dimensions.

The modern work environment focuses on flexible work means that with remote work options
and flexible hours. These also influenced wellbeing by influencing the work-life balance, job
satisfaction, and stress levels. Integration of technology not only helps HR in development but
also increases the negative impacts as using these technologies like digital burnout, and

constant connectivity results in the blurring of boundaries between work and personal life.

In the era of digital transformation organisations have increased the use of technologies that
can enhance and personalise the well-being program for the employee. Selimovi¢, Pilav-Veli¢
and Krndzija (2021) paper helps in the exploration of technologies that can help in the use of
wellness applications. This technology can help in the unique well-being programs that are the

requirement of the workforce.

The leadership role cannot be ignored in the workplace culture as it promotes a
supportive environment. Effective leaders play a significant role in shaping the organisations
that help in the physical, mental, and emotional health of their teams. Koenig and Diehl (2021)
leaders need to be available and approachable so that it can help create the environment where
employees get the empathy and response from the leaders and create the environment that is

comfortable for them.

The primary challenge that HR faces is the cultural influence that does not allow the
employees to discuss their well-being about mental problems; the cultural challenges
discourage the employees from seeking help for their well-being or openly discussing their
problems Mazhar et al. (2021). Overcoming these challenges requires approaches like
education camps and awareness campaigns. Maddox-Daines's (2021) paper explores that

continuous wellbeing and improvement in the well-being programs can initiate the adaptations
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of evolving workforce needs. regularly sieving and assessments allow the organisation to
directly evaluate the employee wellbeing. The anonymous survey plays a crucial role in well-
being initiatives. Anonymity can encourage the employee to give their opinion without being

judged.

Budhwar et al. (2022) concluded leaders can create listening sessions or informal
meetings where the employees can have discussions about the regular problems they face.
Leader engagement is important for the well-being of the employee and by doing the
comparative analysis of the surveys employee can well well-being can be evaluated which can
help the HRM practices to develop the facilities that can help in not only the leadership
improvements but also develop the practices that can help them to develop the awareness
sessions that can enhance their productivity and company development by embracing the
technological innovations and by utilising the digital platform or mobile applications can
enhance the employee productivity and by virtual support services that ensure that employee
those working remotely can have access the mental health tools and resources and by
employing the cultural practices and awareness and normalising that mental health can be
significant challenge and normal in today developing world can enhance the company
developments. In conclusion employee wellbeing and mental health prioritising and
continuously refining the practices can help initiate the wellbeing of the employee and by
prioritising the employee basic needs it not only encourages employees to work but also help
s in the development of the organisation that can help in the promotion of the overall wellbeing.
By the collaboration with the HR and the employees, professional and leadership can serve as
a milestone that can initiate the wellbeing and help in addressing the challenges that the HR

faces during the work.

9.3 Employee Assistance Programs and Confidentiality

Fernandez and Gallardo-Gallardo (2020) highlight that EAPs provide confidential counselling
and support, crucial for addressing personal and mental health issues among employees. The
emphasis on confidentiality is vital, as it encourages employees to seek help without fear of
judgment or repercussion. However, the text also points out a challenge: employees may lack
confidence in discussing their problems openly, even in a confidential setting. This highlights
a need for better communication and reassurance about the confidentiality and purpose of

EAPs.
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9.4  Cultural Challenges and Awareness

Mazhar et al. (2021) discuss the cultural barriers that prevent employees from seeking help
for mental health issues, suggesting that cultural attitudes can discourage open discussions
about well-being. Overcoming these challenges requires cultural shifts within organisations,
supported by education camps and awareness campaigns to normalise conversations around
mental health. This aligns with the broader recognition of the importance of creating a

supportive work culture that prioritises employee well-being.

9.5 The Role of Leadership

Effective leadership is crucial in fostering a supportive workplace environment. Koenig and
Diehl (2021) emphasise that leaders must be approachable and empathetic to encourage open
communication. Leadership's role extends beyond mere support; it involves actively shaping
the organisational culture to prioritise mental, emotional, and societal well-being, as suggested
by Cvenkel (2020). Leaders can facilitate well-being by organising listening sessions and
informal meetings, as Budhwar et al. (2022) recommend, creating spaces for employees to

discuss their challenges without fear.

9.6 Technological Integration and Digital Transformation

The integration of technology into well-being programs is a double-edged sword. On one hand,
Selimovi¢, Pilav-Veli¢, and KrndZzija (2021) explore how technologies can enhance well-being
programs, offering personalised support through wellness applications. On the other hand, the
text warns of the negative impacts of technology, such as digital burnout and blurred
boundaries between work and personal life. This highlights the need for balanced strategies

that leverage technology to support well-being without overextending its reach.

9.7 Continuous Improvement and Feedback Mechanisms

Continuous improvement in well-being programs is essential. Maddox-Daines (2021) suggests
that regular assessment and anonymous surveys can provide valuable feedback, allowing
organisations to tailor their programs to evolving workforce needs. Anonymity in feedback
mechanisms is crucial, as it encourages honest input without fear of repercussions, contributing
to a more accurate understanding of employee well-being. The overall message is clear:

prioritising employee well-being, particularly mental health, requires a multi-faceted approach
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involving leadership engagement, cultural shifts, technological integration, and continuous
feedback. The evolving nature of work and the increasing importance of mental health
necessitate ongoing adaptation and refinement of well-being programs. Collaboration between
HR and leadership, supported by technological and cultural innovations, can significantly
enhance both employee satisfaction and organisational performance. This analysis integrates
and critically assesses the studies mentioned, providing a comprehensive view of the current
state and future directions for employee well-being initiatives. The references to specific
studies add depth to the discussion, highlighting both the challenges and potential solutions in

this crucial area of HR practice.

9.8 Employees Well-Being

The well-being of the employee in a workplace depends on the mental, financial, and
physical health of the employee. The overall aspects of the work are affected by the well-being
of the employee. According to Carvajal-Arango, et al. (2021), the performance, productivity,
and quality of the employee’s work are influenced by the well-being of the employee. In
addition to it, the cultural environment of the organisation along with external factors such as
family issues also plays a part in the well-being of the employees. However, there are many
factors in the organisation that influence the well-being of the employee. Some of these factors

are described here impacting the well-being of the employee.

9.9 Factors Affecting the Worker’s Well-Being at the Workplace
9.9.1 Organisational Justice

Organisational justice means fairness in the workplace and how the employees
recognise this justice. The workplace prioritises organisational justice as it is influenced by the
fairness perception of the employees. As per the research by Duyar, (2020), the fairness of the
perception is influenced by commitment and employee satisfaction. The effects of
Organisational Justice on the workers’ well-being support the retention rate of the employees
in the organisation. Moreover, the employees who are satisfied with the fairness perception of
organisational justice do not hop jobs frequently. In addition, an organisation that has fairness
in justice will help retain the employees who are liable for the company and drive great
outcomes. However, to achieve the well-being of the employee satisfaction and strong trust are
important. Companies enforcing organisational justice experience low turnover rates because
the employees are highly satisfied with the jobs and the fairness within the organisation. A

company with strong organisational justice builds a positive environment that makes the
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employees feel comfortable and valued. In this way, the workers have trust in the leadership

and their colleagues.

9.9.2 Extensive Training

It is helpful for the organisation to conduct extensive training regarding the well-being
of the workers. The extensive training for the worker’s well-being includes both theory and
practice. The training for employee well-being consists of structured programs and workshops
that will support, empower, and educate the employees of the organisation. According to the
research conducted by Ho and Kuvaas (2020), Extensive training is essential as it promotes
wellness and a healthy culture within the organisation. Moreover, extensive training promotes
performance, job satisfaction, work improvement, and enhanced engagement, and helps in the
retention of employees. Furthermore, employees are equipped with extensive training tools to
manage their mental and physical health. Moreover, this extensive training provides the staff
or workers with tips to reduce the stress or problems they are suffering from due to the work.
Additionally, the management could conduct training programs to inform the employees about

mental well-being affecting the productivity of the employees.

9.9.3 Internal Promotion

The promotion of the employees for the vacant position the company needs to start
hiring is termed as internal promotion. However, internal promotion is beneficial for the
management which allows the employees to have growth opportunities within the organisation.
With the internal promotion, the workers are more satisfied with their jobs than they feel
valued, motivated, committed, and engaged in the work. In addition, the productivity and
quality of the work of the worker or employee will be improved and enhanced because of
internal promotion. In this way, the overall progress of the company is also affected due to the
increase in the productivity of the workers who get promoted. Therefore, this factor has a great

and positive impact on the well-being of the employee.

9.9.4 Employment Security

As per the research by Salas-Vallina, (2021), the security and safety that assures the
workers that they are safe from dismissal and can stay in the position for a long time is called
employment security. The fear of job loss can result in stress affecting the mental and physical
well-being of the employees. Moreover, when the employees are satisfied that they are safe
from layoff then it will be less stressful for the workers and their mental, physical, and

emotional well-being will be stable. Additionally, management should be open to
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communicating with the workers as it can be effective in reducing the stress the employees
face regarding employment security. However, if the management ensures the employees about
their role satisfaction within the organisation will help them to maintain a healthy well-being

environment in the company.

As shown below, the performance of the employees is directly linked with mental
health. This can cause reduced performance because of reduced motivation and it is essential

to overcome these challenges in order to enhance the performance of the organisation.

Employees without mental healih concems @ Employess with mental health coneerns
Productivity
60%
Engagement
0% 20% 40% G0 Ho%

Figure 3 Mental Health and performance of employees

Source: (Executive, 2021)

9.10 Literature Gap

It is acknowledged that many studies have been conducted regarding the topic how
HRM practices contribute to employee well-being, including mental health initiatives, work-
life balance, and stress management programs but there is not much research on how these
practices should be implemented for marinating a healthy workplace. Therefore, the researcher
in this study conducted research to fill the existing gap concerned with the research topic.
Although there are many studies that elaborate on the impact of employee well-being on the
productivity and the performance of the employee, detailed information on how to implement
these strategies and practices within the organisation by the management does not exist. That
is why the researcher has studied for further improvement in the research topic. The HRM

practices should be enhanced and improved according to the rapid development in technology
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hence the well-being can be maintained while using the innovative technology in training
programs. For this reason, the researcher conducted research to contribute to how HR practices

can affect the productivity of employees.

9.11 Summary

This literature review focuses on the impact and use of HRM practices by the
management of an organisation to maintain the well-being of the employees at the workplace.
Moreover, the researcher has also illustrated the effect of work-life balance and practices on
the retention and engagement of the workers in the company. Moving forward, the researcher
has discussed the use of HRM practices for the initiatives of mental health, and how these
practices are useful for the well-being of the employees at the workplace. Moreover, the
researcher has also described the primary challenges that need to be overcome by the HRM for
the success of practices implemented for employee well-being. To conclude the researcher has
elaborated on all the important aspects like effects, practices, and challenges concerning the

well-being of the employees at the workplace
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10 CHAPTER 3 METHODOLOGY
10.1 Introduction

In chapter three the methodology applied was to help in attaining the present research
and objectives. In this chapter the model used for the identification of the approach is Saunders
Onion Model as shown in fig . The method that has been adopted is according to the reliability
and validity of the research. In the research that is conducted by Abu-Taieh, Hadid, and
Mouatasim, (2020) accuracy and appropriateness of the research also depend upon the
methodology used. After understanding the nature of the research problem, the current research
method was justified and developed. In chapter three the techniques and the strategies including
the research philosophy and approach and design are described. Furthermore, the design
approaches and the data collection for analysing the HRM practices contributed to Mental
health initiatives, work-life balance, and the stress management program. Along with that, this

chapter represented ethical considerations and reliable research studies.

Philosophies

Experiment

Approaches

Mono method

Cross-sectional

Strategies

Data

collection
and data
analysis

Action
research

Mixed
methods

Choices

Grounded

Longitudinal

Time
horizons

Multi-method

Archival research

Techniques and
procedures

Figure 4 Saunders Onion Model

Source: (Seuring, 2021)
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10.2 Research philosophy

Badu, O’Brien, and Mitchell, (2019) state research Philosophy provide a guideline for
the researcher on how the data sampling was done and the research design which assists in the
analysis of the research quality. The research philosophy changes and improves over time as
it an inherent. However, the worldwide view of the researcher and the attitude toward the
generation of knowledge and suggestions for the starting point of the process of research can
be defined as the research philosophy. Ryan, (2018) states that the three primary types of
Research Philosophy are positivism, pragmatism, interpretivism, and realism. Pragmatism
refers to the type of study that combines both the qualitative and the quantitative. However,
according to Traylike, (2021), realism is the study that suggests the information on the socially
created knowledge on the other hand positivist research philosophy is based on the reasoning
and the measurement in which the knowledge is neutral or the measurable reflection of the
action and the activity and the reaction. Moreover, Curry, (2020) suggests that interpretivism
research philosophy refers to analysis based on the norms, values, and beliefs of the society in

which it occurs.

In this study, HRM practices that was contribute to employee well-being, including the
mental health initiative, work-life balance, and the stress management program was discussed.
The research philosophy that is used in this research is interpretivism because in the study by
Bleiker et al. (2019) the philosophical research method that helps in the analysis of the events
that was based on society and the specific value system of the society or the culture they occur.
Hence interpretivism, the opinion of the individuals who had worked in the organisation was
included in this research philosophy. To investigate HRM practices and their impact on
employee well-being, maintaining an objective standpoint is important that ensure the
reliability and validity of the findings. This topic provides insight into whether certain HRM
practices that was practiced directly contribute to the improvement or not for mental health,
work-life balance, or stress levels. DEWI, (2022) argues that the interpretivism research
philosophy collects qualitative data with the help of qualitative methods such as interviews.
The researcher designed the interview which proved to be useful for carrying out the more
structured form of the interview. The research that wasconducted by Mo, Viljoen, and Sharma,
(2021) says that the interviews that are used by the interpretive help in getting insights into the

individuals and the groups that was aiding in the role of the explorations of identities,
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perceptions, and beliefs. However, with the help of the interview, helps in a deeper
understanding of human behaviour. These methods also allow the researcher to reflect on
analysing the information that was collected leading to a more generalised and explanatory

social understanding and relationships.

10.3 Research approach

In the study by Rashid et al. (2019) the strategy or the process that is used to carry out
the study is called the research approach. In the research philosophy, everything from the
general hypothesis to specific techniques for the gathering of the information, the
interpretation, and the data analyses has been covered. However, Dawadi, Shrestha, and Giri,
(2021) argue that the research approach can be divided into two main types. These types are
the use of the information or the knowledge for beneficial conclusions or predictions and
getting an excellent explanation of the study the two main methodologies are known as the
inductive and the deductive approach which are described above. O’Kane, Smith, and Lerman
(2019) say that the current research follows the inductive approach based on the observations
through which patterns are recognised leading toward the development of theories that are
based on the observation of the pattern. The deductive approach enables the researcher to create
the hypothesis and then move towards testing it with the help of observation and data
collection. In this case study, we adopt the inductive approach that helps to determine the
effects of HRM practices on the welfare of the employees. As in the inductive approach, it
become possible to get the necessary level of details and get to know the practices and the
policies within the organisations for the context. By interviewing the professionals that was
involved in the HRM departments the research was collect more voluminous and varied
quantitative data that offer an enhanced insight into the efficiency of the various strategies for

the subject.

10.4 Research design

As noted by Rooshenas et al. (2019) the research design is the backbone of the study that
helps to lead the researcher to get the more confined data. In the research design, the collection
of the data and its analysis are included. However, three types of research design can be
conducted with the help of three types of data collection: qualitative and quantitative, and
mixed data collection methods. For this study, the research design that was used the qualitative

research design. According to Mahajan (2020), the quantitative research design can be done
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through the analysis and the collection of data that is numerical on the other hand qualitative
data can be defined as the nonnumerical collection of data which includes the respondent's
experiences, observations, and opinions on the specific area of the study while Taherdoost
(2022) argues that the qualitative and the quantitative studies that are conducted in combination
is referred to as the mixed method. In the current approach, the design that was adopted to
conduct the research was qualitative as the qualitative analysis is based on the analysis of the
individual's opinion or the meta-analysis rather than the number of the individual the high
quality of data is also provided in the qualitative analysis that is helpful for the further studies.
The qualitative approach is more suitable which helps in the depth analysis and the richness of
the concepts that are applied to the practices of HRM and for the investigation of the employees
about their experiences by the effects of the HRM practices.

10.5 Data collection

Lobe, Morgan, and Hoffman (2020) noted that data collection can be defined as the
acquisition of information from pertinent sources that helps to study the topic. The collection
of the data is an important part of the research as it helps the researcher to get insight into the
concerns of the individuals. However, two types of data collection methods are the primary
and the secondary data collection. The individuals who are involved directly in the study are
considered as the primary sources of the data. Moreover, the researcher Kumari (2022) states
that primary data collection provides a range of instruments such as survey questionnaires,
polls, interviews, observation, and experiments. However, the secondary data collection
method utilises sources that secondary which include peer-reviewed journals, case studies,
books, articles, newspapers, documents, business journals, social books, and business
magazines used for the collecting and recording of the data. In other words, the secondary data
involves and provides insight into the previous research conducted in the same field to compare
the results of and the strategies. Hence in this research, the data collection method used was
the primary data collection and the interviews was taken from the human resource management
participants. The interviews question has attached in appendix (1). It enables the participants
to be more flexible in being able to go deeper into different aspects of HRM practices. The
interview allows the participants to talk about the issues that they consider significant. In this
research, the study was employ a case study interview method that helps to understand the
current mental state of the employee because of the HRM policies across the various

organisations the number of participants that was selected were 10.
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10.6 Data analysis

Kalpokaite and Radivojevic (2019) argue that the process of gathering, structuring, and
interpreting qualitative data helps in the understanding of what it represents is called qualitative
data analysis. The qualitative data analysis is non-numerical and unstructured moreover the
qualitative data analysis represents the open-ended responses to the survey questions and the
user interviews. On the other hand, quantitative data analysis deals with the numerical data
with statistics that help to measure differences and identify the options. The questions that are
preferred in the quantitative data analysis like how many, or in what percentage. The methods
that are involved in qualitative data analysis are narrative analysis, discourse analysis, thematic
analysis, and grounded theory. Ben Youssef, Leicht, and Marongiu (2018) discussed that in the
narrative analysis, the focus was on the stories the customers tell narrative analysis was
particularly useful in qualitative research methods because it tells a deeper understanding of
the customer perspectives on the specific issues. Khan and MacEachen (2021) say that
discourse analysis was used to understand the political, cultural, and power dynamics that exist
situations. The grounded theory is useful when little is known about the subject. However, in
the current research, the method of qualitative data analysis used was the thematic analysis that
was used to understand the meaning behind the word that the person used. The thematic
analysis techniques that was involved are the identification of the pattern, and reporting to the
different levels commonly referred to as the themes. In the current research data analysis was
preferred since it involves a detailed analysis of the qualitative study that helps the investigator

fully understand the practices in human resource management.

10.7 Ethical consideration

In the research that is conducted by Zawacki-Richter et al. (2020), ethical considerations
can be defined as a set of principles that guide your research design and practices. During the
data collection, the scientist and the researcher must always adhere to a certain code of conduct.
In human research, the goal often includes the understanding of real-life phenomena and
studying effective treatments, investigating the behaviours are also involved. After deciding on
the research and how to conduct the research the ethical considerations that are involved are
protecting the rights of the research participants, enhancement of the validity, and maintaining
scientific and academic integrity. In this current research, the primary data collection was
involved. In ethical consideration, the researcher was required to consider the sensitivity about

the factors that was involved in the research that may harm the participants which can also
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relate to the psychological, emotional, social, and economic. Archibald et al. (2019) noted that
in the primary data collection, the anonymity of the person was respected. The participants be
made to understand why the interview was conducted. The type of questions that was involved
in the interview. The proper data handling along with the proper use of the labelling was
ensured to maintain the confidentiality of the data collected. The questions that was being asked
in the primary research data analysis and the interview factors that was most considered are

privacy and the beliefs, attitudes, and opinions regarding the research.

10.8 Summary

In summary, this chapter involves discussions of the different techniques used in the
research to conduct the research. However, in the current research, the research philosophy
used is interpretative which allows the identification or the analysis of the events that was based
on the norms. The approach that was used in this research was the inductive approach and the
data analysis was done with the thematic analysis that helps in understanding the detailed
qualitative analysis. However ethical considerations were taken for the confidentiality of the
participants as the research was conducted on the primary data collection. Ethical
considerations were also considered for the minimisation of the methodological problems and
to build the most credible results. The number of participants that was involved in the study is
10 which helps them to understand the practices that was taken by HRM that contribute to the
well-being of the employee including the mental health initiatives, work-life balance, and stress

management programs.
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11 CHAPTER 4 FINDINGS AND DISCUSSION:

In this chapter, the author has conducted a detailed analysis of the data collected about the

practices of HR management which contribute to the wellbeing of employees including the

initiatives of mental health, the balance between Work-life and the programs of stress

management. The source of the data collected for this study is through a qualitative approach,

and the data is analysed through the approach of thematic analysis. Moreover, the discussion

in this section commences with the findings of this study and is compared with the previously

conducted studies about the practices and policies of HR management in multiple

organisations.

11.1 Thematic analysis

Interview Questionnaires and responses

Question 1: What mental

health resources and support

systems does your
organisation  provide to
employees?

P1: Well, in our organisation, we offer a comprehensive
Employee assistance program (EAP) that includes the

counselling of our employees mentally and supporting them.

P2: The mental health of our employees is most important to
us, for which we have patterned with professionals of mental

to offer free and confidential counselling services.

Question 2: How does your
company address workplace
stress and prevent burnout

among employees?

P3: In our organisation, we promote the work-life balance
for every employee by offering flexible working hours and

the employees also have the option to work remotely.

P4: We do not care about the stress on the employees as we
all here do our own work and we must complete it on the

given deadline.

Question 3: Are there any
specific initiatives or
programs in place to promote
mental well-being within

your organisation?

P5: We tried to relieve our employees from stress by
promoting and implementing Wellness Wednesday in which
the employees focus on mental and physical health

activities.
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P6: In our organisation every month there is a mental health
day in which we host an event in which the motivational
speakers come to motivate the employees and foster a

culture of openness and support the mental health around.

Question 4: What are the
main challenges you faced
you faced and what strategies

you implement to manage the

work-life balance, the
techniques for stress
management and mental
health?

P7: The main challenges I faced in the organisation were the
problem of work-life balance and stress among employees.
The challenges were like balancing the responsibilities of
balancing work and personal commitments with managing
such limited time leisure. I overcome these challenges by
prioritising the tasks, setting boundaries, and using the time

effectively to complete the task in a given time.

P8: I have experienced such a moment in my life when I was
unable to manage the time but the strategies I implemented
like coping with the competitive environment and handling

the deadlines with priority helped me to complete the tasks.

Question 5: What measures

are taken to create a

supportive and  inclusive
environment for employees

struggling?

P9: In our organisation, we have structured a return-to-work
program that includes a phased return, adjustments to
workload, and regular check-ins with a designated HR

representative to ensure a smooth transition back to work.

P10: Well, I say that in our organisation, the employees
returning from a mental health-related absence are provided
with tailored support plans that may include flexible
working arrangements, reduced hours, and ongoing
counselling support. We also ensure their managers are fully

briefed and supportive during the transition period

Table 1 Thematic analysis

Source: Self-made
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11.2 Theme 1: work-life balance strategies and practices to retain the employees and engage

them in the company

The first identified theme is to analyse the strategies implemented in organisations, as

per the response of P1:

“The implementation of an Employee assistance program in the organisation helps

the employees to retain the employees by providing mental health counselling.”

As per previous conducted studies, Kelly et al. (2021) describe some HRM practices
that include free and flexible working hours, mental health, and awareness programmes, and a
platform for employees to voice concerns freely which aligns with the findings of this study.
Moreover, as per the statement of P3, it is essential to provide and promote the work-life
balance in the life of employees as it keeps them motivated and work effectively. The
organisations also promote a flexible working environment and the employees also have the
option to work remotely. This statement aligns with the previously conducted study by
Bataineh (2019) argued that good work-life balance has positive impacts on the physical,

psychological, and organisational health, performance, and productivity of workers.
Participant 4 argues that:

“Work-life balance is not necessary as all must complete the work on a given time,
but it can affect the healthy mindset of employees and result in the resignation of employees

because of overpressure.”

As it aligns with the previous studies by Kusumlert (2020) found that work-life support
has a negative moderating effect on employees' turnover intention and is thus crucial in force
preservation. In this theme, it concludes that work-life balance strategies and practices are

essential in retention and engagement in companies.

11.3 Theme 2: HRM practices for mental health initiatives impact the workers' well-being

at the workplace

Participant 2 (P2)

"Employees need to be motivated by implementing initiatives like confidential

counselling services by professional psychologists."

Participant 5 (P5)
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"Promoting a mental health day in a week and a full day off for mental health events in a

month can help foster a culture of openness and motivate employees."”
Participant 6 (P6)

"These practices can keep employees from leaving the company and engage them in their

work with more dedication and effort."

In this theme, the response from p2, p5, and p6, is that the employees need to be
motivated by implementing initiatives like confidential counselling services by professional
psychologists, promoting a mental health day in a week and a full day off for mental health
event in a month, as it can help the employees to foster the culture of openness and motivate
the employees. These practices of HRM can keep the employees from leaving the company
and engage them in their work with more dedication and effort. The finding aligns with the
previously conducted study by Rajgopal (2010) opines that creating good mental health
policies for employees increases the organisation's image, effectiveness, and efficiency.

Moreover, the P10 stated that:

"Employees need to be supported after mental health-related absences with plans that
include reduced hours, a flexible work environment, and ongoing counselling. This can

ensure that managers are fully briefed and supported during the transition period."

The employees need to be supported after mental health-related absences with some
plans which are tailored and supported which include reduced hours, a flexible work
environment and ongoing counselling. These techniques can ensure that the managers are
briefed fully and are supported during the period of transition. This statement of finding aligns
with the study conducted by According to Dewi and Riana (2019), that equitable workload
distribution in the employees who came after the mental health-related absences is most

appropriate as more work overload can result in stress, exhaustion, and reduced efficiency.

11.4 Theme 3: Primary challenges faced by HR managers and the strategies to overcome
problems in work-life balance plans, stress management techniques, and mental

health initiatives.

In this theme, as per the response of P7, there are multiple challenges which are faced by HR
managers about the employees in work-related problems like the work-life balance, and the

overstress. As quoted:
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“HR managers face multiple challenges regarding employees' work-related problems like
work-life balance and overstress. These challenges can be overcome by prioritising tasks,
setting boundaries to minimise disturbances, and using time effectively. Stress management
can also include techniques like mindfulness, regular exercise, and consultations with

psychologists, helping to cope with a competitive environment."

These challenges can be overcome by implementing some strategies like prioritising
tasks, and setting boundaries among employees to retain from nearby disturbances, and by
using time effectively. Moreover, to overcome the issues related to stress it can be managed by
implementing some techniques like mindfulness, regular exercise and talking with the
psychologist and coping with the environment with competitiveness. As per the study by
Huettermann and Bruch (2019) reveals that increased organisational attention to mental health
and related practices in human resource management successfully tackle such issues.

Moreover, as per the response of P8:

"HR faces challenges related to employees' mental health, stress, and work-life
balance. Specifically, there are issues with work overload, meeting critical deadlines in
limited time, and coping with the political environment, which negatively impacts employees’
mental health and workflow. Challenges like anxiety, depression, and difficulty in breathing
due to work overload can be addressed by creating a structured schedule, taking regular

breaks, using productivity applications, and seeking help from professionals when needed."

It is been analysed that HR faces multiple challenges related to employees in the form of
mental health, stress, and work-life balance. The challenges faced by P8 are the overload of
work, meeting critical deadlines in very limited time and coping with the political environment,
these types of organisations impact the mental health of employees and reduce their workflow.
Furthermore, the challenges faced in the form of stress are anxiety, depression, and difficulty
in breathing due to the overload of work. These challenges can be overcome by some strategies.
Maintaining the work-life balance, it can be overcome by creating a schedule for every task in
a well-structured form, taking regular breaks and using productive applications. Moreover, the
stress can be reduced by taking to the psychologist to reduce the anxiety and depression, by

taking the work which can be handled and asking for help from any professional when needed.
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11.4.1 Mental Health Resources and Support Systems

Interview responses highlight that organisations provide varying levels of mental health
support, such as Employee Assistance Programs (EAPs) offering counselling services. This
aligns with Fernandes and Gallardo-Gallardo's (2020) emphasis on EAPs as crucial tools for
supporting employee mental health. The presence of free and confidential counselling services,
as mentioned by respondents, underscores the importance of accessible mental health
resources. However, the responses also indicate variability in the implementation and

effectiveness of these programs across organisations.

11.4.2 Addressing Workplace Stress and Preventing Burnout

The responses to how companies address workplace stress reveal a mixed approach.
While some organisations promote work-life balance through flexible hours and remote work
options, as noted by P3, others appear indifferent to employee stress, as indicated by P4's
response. This divergence highlights a critical issue in HR management: the inconsistency in
addressing employee well-being, which can significantly impact overall job satisfaction and
productivity. Bataineh (2019) supports the view that a positive work-life balance enhances
physical and psychological well-being, emphasising the need for organisations to adopt more

consistent stress management practices.

11.4.3 Initiatives Promoting Mental Well-being

The introduction of specific initiatives like "Wellness Wednesday" and "mental health
days," as described by P5 and P6, highlights proactive efforts by some organisations to promote
mental well-being. These initiatives align with the findings of Cvenkel (2020), who suggests
that employee well-being extends beyond physical health to encompass mental and emotional
dimensions. Such programs help foster a supportive workplace culture, encouraging employees
to engage in mental and physical health activities, thereby reducing stress and enhancing

overall well-being.

11.4.4 Challenges in Work-Life Balance and Stress Management

Respondents P7 and P8 discussed challenges in balancing work and personal
commitments, highlighting the importance of prioritising tasks and setting boundaries. These

strategies are crucial for managing stress and maintaining a healthy work-life balance, as noted
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in the literature. The findings suggest that while individual coping mechanisms are essential,

organisational support through structured policies and practices is equally important.

11.4.5 Creating a Supportive and Inclusive Environment

The responses to creating a supportive environment for employees, especially those
returning from mental health-related absences, emphasise the need for tailored support plans,
including phased returns and flexible work arrangements. This approach is crucial for
facilitating a smooth transition back to work and ensuring ongoing support, as highlighted by
P9 and P10. These findings align with the recommendations of Maddox-Daines (2021), who
advocates for continuous improvement in well-being programs, including regular assessments
and feedback mechanisms to tailor support to individual needs. The thematic analysis reveals
several key areas where HR practices can significantly impact employee well-being. The
provision of mental health resources, proactive stress management initiatives, and the
promotion of work-life balance are critical components of a supportive workplace
environment. The variability in the implementation of these practices suggests a need for more

standardised and consistent approaches across organisations.

11.5 Discussion
11.6 Work-Life Balance Strategies and Practices: Impact on Employee Retention and
Engagement

Both findings and analysis show that work-life balance initiatives and arrangements
have strong effects on retention and engagement. First, it can be stated that enhanced job
satisfaction occupies a central position in addressing the issue of turnover rates. Finding a
balance that an employee believes he can balance work and personal commitments means he
will not be looking for another employer. This improvement in job satisfaction is not only done
to time management but also the satisfaction of the employer about the requirements outside
the workplace. This accords with research done by Opatrnd and Prochazka (2023), which
defined that female or male employees with good WLB felt that their satisfaction level at the
workplace was high hence they are less likely to quit their jobs.

Moreover, if an employee has the feeling that his company is interested in the quality

of his professional and personal life, then, his commitment to the company rises. This results
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in fewer instances of employees taking sick days off and or they work more diligently since
they are loyal to the company and their positions. Huettermann and Bruch (2019) have
endorsed this by revealing that organisations implementing flexible working systems
experience a reduction in absenteeism and employee turnover. Therefore, a work-life balance
culture needs to be encouraged and supported to ensure talent management as well as to

continue having a productive workforce.

From the perspective of employee involvement, WLB practices lead to improved
performance and stabilised employee moods. In other words, employees who are likely to
manage their work and family commitments are usually likely to provide better performance.
This efficiency is attributed to, the ability of the cultures to cope with stress and escape the
corollary of bullying. Further, organisations observe a boost in morale among the employees
once they feel that the organisational time respects the individual time and vice versa, resulting
in a more dedicated staff. This is one of the biggest commitments for organisational
development because engaged employees are mostly committed to passions and value-creation
processes that transfer the company forward. This tallies with the work done by Kelly et al.
(2021) that established that employees with a work-life balance are more engaged and have

better performance outcomes.

11.7 HRM Practices for Mental Health Initiatives: Impact on Workers' Well-Being

Another important aspect is the effects seen in the mental health initiatives of workers
through the HRM practices experienced on the job. It is crucial to understand that help in the
form of counselling or stress management is a key component in lowering stress in employees.
These programs help enhance mental health, as they offer tools to enable people at the
workplace to cope with anxiety and depression discussed by Salas-Vallina et al. (2021).
Moreover, directly addressing the issue through Mental Health Days and EAP leads to better
employee protection and the ability to deal with various work-related adversities. This type of
dependency is advantageous for the employee as well as for the organisation since it results in
a more stable and reliable workforce. Another study by Dewi and Riana (2019), established
that if a workplace has a comprehensive mental health support program, then the resulting
stress levels among the employees are normally lower as compared to workplaces that do not

have such programs.
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The acts of performing and assigning mental health promotions have a positive impact
on workplace interactions. Due to proper care and support for employees' mental wellness,
there is improved relationship and coordination within a working environment. The society
also benefits when employees are supported in their mental health since they become more
engaged and motivated resulting in active workplaces. In addition, organisations where mental
health is valued will be better placed to draw a qualified workforce, and thus offer better
compensation packages to avoid losing such human resources. Interestingly, the focus on the
mental health of its employees is not only an advantage towards employee satisfaction at the
organisation's present but also a competitive strategic factor regarding job prospects. However,
this is true as organisations which provide extensive mental health programs will attract and

maintain top talents within the organisation.

11.8 Primary challenges faced by HR managers and the strategies to overcome problems in

work-life balance plans, stress management techniques, and mental health initiatives.

Senior management and organisational culture are considered as one of the key factors to the
effective implementation of HRM strategies. It then takes supportive leadership and
organisational culture to enhance the practice of HRM effectively and appropriately for the
needs of the employee in matters to do with mental health. According to Ng, Lit, and Cheung
(2022), it is noted that stress levels could be especially lowered by the remote working method
since this freed-up environment can be tailored to the employee's preference with a direct
positive impact on organisational safety culture. Rajgopal (2010) opines that creating good

mental health policies increases the organisation's image, effectiveness, and efficiency.

As per the findings of this study, it has been identified that the challenges which are faced by
HR managers are overload work pressure, critical deadlines, and coping with the political
environment of office as it can affect mental health. These challenges can result in severe
depression, anxiety and sometimes difficulty in breathing because of such a suffocated
environment. These challenges can be overcome by implementing some strategies like
prioritising tasks, and setting boundaries among employees to retain from nearby disturbances,
and by using time effectively. Moreover, to overcome the issues related to stress it can be
managed by implementing some techniques like mindfulness, regular exercise and talking with
the psychologist and coping with the environment with competitiveness. Moreover,
maintaining the work-life balance, can be overcome by creating a schedule for every task in a

well-structured form, taking regular breaks and using productive applications. Moreover, the
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stress can be reduced by taking to the psychologist to reduce the anxiety and depression, by
taking the work which can be handled and asking for help from any professional when needed.
As per the study by Daniel (2019), it has been identified that the stress of work can be one of
the main reasons for work-related conflicts with some effects which are averse to the
employees and organisational performance. It is found that work overload is also known as the
main contributor of conflict as these can affect the mental health of employees. in terms of
contribution to the research of work-life balance (Irfan 2023). It is analysed by the findings that
the employees feel rushed and stressed because of working for long hours due to the more
pressurised demands of the job and the overstress of work as it can turn exacerbate the stress

from failing to effectively engage with the commitments of the organisation.
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12 CHAPTER 5 CONCLUSION AND RECOMMENDATION

Consequently, it is crucial in the modern world to build and maintain a healthy
organisational climate for the further development of the company's activity. A healthy
workplace culture has a strong influence on employee turnover and performance rates, which
are key to sustainability for any business venture. The well-being of the workers and their
psychological and physical conditions as the keys to productivity that are going to increase
company revenues. Besides, while promoting the well-being of the employees, the
organisations not only guarantee a healthy workforce but also test the employees to work to

their optimum capacity.

The paper shows that the application of appropriate Human Resource Management
(HRM) approaches directly contributes to the employee's overall health — and mental health.
Such measures as the flexibility to adopt work-life balance policies, stress and other mental
health programs affect organisational performance and productivity. Thus, the study underlines
the need and importance for organisations to institute elaborate and jealously ingrained HRM
systems that can easily incorporate these areas to help create a supportive work climate that

enhances productivity.

In terms of specific locations and industries, the research offers a comprehensive
analysis of how it is possible to adapt various strategies of HRM depending on the subject
matter. Thus, it stresses the crucial need for organisational culture and leadership support for
effective HRM practices. This therefore is a clear indication that organisations that ensure the
development of a favourable working culture alongside the implementation of good human
resource management practices have a higher propensity to enhance the level of organisational

commitment, job satisfaction and organisational performance.

However, it can be said that the investigation of the factors revealing the importance
of the culture of effective HRM practices and indicators for ensuring the well-being of the
employees highlights their significance not only from the point of the employees' perspective
but also from the organisational perspective that is based on the notion that prioritisation of the
well-being of the employees is also strategically important for the strategic goals and profound
sustainable development of the organisations. The well-being of the employees began getting
consideration as a means of boosting productivity, decreasing the turnover rate, gaining a

positive image of the employer and, therefore, achieving greater organisational success.
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Consequently, since positive employee well-being is a notable antecedent, this work
was centred on the theme of human resources management within organisations. The presented
study is crucial for setting up the motive why it is necessary to investigate the given topic and
for positioning the research questions and the general framework of the study. The HRM
focuses on coming up with methods that can be applied to enhance the productivity of the
workers and at the same time enhance their morale through matters such as options for part-
time work and reduction of stress levels. The literature review discussed also includes the
comparison of the existing reviews in the literature and a critical analysis of the empirical
studies the literature review has also compared the existing reviews in the literature and
proposes critical insights into the theories and variables like organisational justice, leadership
and mental health intervention concerning the employee's well-being. Some of the themes
explained are within the scope of the study to offer a sneak peek into the objectives of the study
and the research done to address gaps within the literature. Under the section on the
methodology, the paper outlines the type of qualitative research used with structured interviews
as the data collection tools for this study seeking to establish the existence of a relationship
between the choice variables, the HRM practices, and effects on the health of the employees,
which measured qualitatively. To avoid and reduce the methodological issues and to make the
building of the most convincing results the section for ethical consideration and limitations was

constructed.

Work-family balance is a solution where everyone benefits both for employers and
employees since it entails positive impacts to both ends. The management of the work-life
balance comprises the gains that both parties must provide or obtain, and this makes it crucial.
By using the above arguments, it can be concluded that when WLB practices are taken into
consideration and have been endorsed by the employees and employers, then it is evident that
work-to-family as well as family-to-work conflict will be reduced as a positive attitude towards
the organisation. This results in better employee satisfaction, an increase in performance, a
decrease in cases of absenteeism, an increase in productivity, a decrease in costs which are
incurred during recruitment and training, an increase in loyal employees, and commitment to

the organisation.

It also improves work productivity, decreases staff turnover, and provides for the
mental and physical well-being of the employees as well as to turn out their commitment to

work. All these improvements lead to better organisational performance, increased customer
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satisfaction, and reduction of costs. The process of creating a supportive culture toward WLB

is a gradual process depending on the organisation’s size and structure.

12.1 Recommendations

There is a need to increase the usage of work-life balance arrangements that include
flexitime, job sharing, and work breaks that would enable junior employees to balance their
family and work demands. When it comes to policies, organisations should consider them in
the current context and update them as it is necessary. This consists of leave facilities, with or
without pay, for family exigency and/or provisions of child care within the organisation for
female employees to eradicate unfair treatment of women at the workplace to come up with a
work environment that may not be stressful to female employees. Flexible working
arrangements such as job sharing and carer leave should be instituted; this would also
encompass paid or unpaid sabbatical leave; concrete guidance for work-life balance should also
be offered. Counselling departments that are structural should be created in an organisation to
figure out the work-life conflicts that employees have and come up with the most suitable
solutions for the conflicts they encounter at their workplace. Daily exercises, meditation, and

other soft skill practices can be carried out to boost the emotional aspect of the employees.

12.1.1 Enhancing Work-Life Balance Strategies

On this basis, it is crucial for enhancing the favourable impact of work-life balance on
employees' retention and engagement that organisations widen and prioritise work-life balance
activities. Flexible working hours and, shift running options, and a proper leave policy increase
the employability and satisfaction of the employee. Daily polls and questionnaires should be
used to gain insight into the employees and ascertain their consumer needs and wants. Further,
the occupation of managers in promoting WLB raises the possibility of developing a more
accepting culture at the workplace. Companies should also incorporate and provide wellness
programs and facilities which enable the workers to have ways of managing their time properly
and being less stressed. With these steps, employees will be made to feel valued and supported,
hence, a greater number of them will stay with their organisations, and more engaged they will

be.

12.1.2 Strengthening Mental Health Initiatives
Consequently, while ensuring workers' welfare and a healthy organisational climate, it

is essential to enhance mental health activities within the frameworks of HRM. Employers
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should offer mental health wellness programs, counselling services, mental health days off and
stress management programs. It is recommended that mental health awareness programmes be
conducted for all the employees periodically to erase prejudice as well as create understanding
and acceptance by others. Other policies that should be implemented are policies that prevent
workers' psychological damage, for example, avoiding too much pressure at work or suggesting
flexible working hours. Moreover, adopting mental health indices in organisational
performance evaluations enables the assessment of these interventions' efficacy and the
identification of required modifications. Focusing on mental health can benefit companies by
improving employees' health and morale, increasing their productivity, and improving the

chances to attract and keep the best candidates.

The findings of this study give fresh perspectives and literature recommendations for
future research focused on work-life balance practices, organisational performance, and
employees' productivity. In terms of practical relevance, it addresses the mindset of
organisations that want to support work-life balance and family-friendly measures for talent
retention. Adopting these practices in turn enhances the level of self-satisfaction and efficiency
of the employees, as well as sets the organisation apart as the desired employer. To highlight
the importance of the work and make recommendations the study promotes a positive,
constructive, and organisational-employee-friendly strategy for its enactment. Thus, the work-
life balance strategies should be strong and multi-faceted and must include mental health
approaches that are also sophisticated. This twofold approach will challenge occupational
climate which will be beneficial in terms of the employees' satisfaction, retention and then
output. The above-stipulated recommendations may help organisations to become employers

of choice and healthier employee workforce.
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14 Appendices

14.1 Appendix 1: Interview Questions’

Question 1: What mental health resources and support systems does your organisation

provide to employees?

Question 2: How does your company address workplace stress and prevent burnout among

employees?

Question 3: Are there any specific initiatives or programs in place to promote mental well-

being within your organisation?

Question 4: What are the main challenges you faced you faced and what strategies you
implement to manage the work-life balance, the techniques for stress management and mental

health?

Question 5: What measures are taken to create a supportive and inclusive environment for

employees struggling?
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