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[bookmark: _Toc231222652]Abstract
Modern Human Resource Management (HRM) has placed increased significance on employee well-being and mental health in reaction to shifting workplace dynamics and the increased demands of the organisation. This dissertation explains the significance of employee well-being in HRM by evaluating how workplace, HR policies, emotional intelligence and organisational strategies impact employee well-being and organisational performance.
The qualitative systematic literature review (SLR) methodology was selected in the study with a PRISMA-based strategy of recognizing and choosing applicable academic literature. Peer-reviewed journal articles, books, and academic sources published in the past five years (primarily 2020-25) were used as a source of secondary data. The key themes, patterns and implications of employee well-being and mental health concerning organisational implications were identified using thematic analysis. The JD-R model and Social Exchange Theory were used in guiding the study.
The results indicate that interrelated organisational variables such as workload pressure, leadership behaviour, organisational culture, workplace relationships, emotional intelligence, and work-life balance practices are related to employee well-being. Unrealistic workload and a lack of organisational support are the contributing factors to stress and burnout, and supportive leadership, flexible employment, and good HR practices reinforce engagement and psychological safety. The research finds that employee well-being must be a strategic organisational priority that entails integrated organisational commitment and sustainable workplace practices.
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	Term
	Definition

	Employee Well-being
	The general health (physical, psychological, emotional and social) of workers in the workplace.

	Mental Health
	The thoughts, feelings and behaviour of a person are influenced by his/her psychological and emotional state.

	Human Resource Management (HRM)
	The art of people management in an organisation in order to meet organisational goals.

	Emotional Intelligence (EI)
	The skill to be conscious, perceive, control and shape feelings and feelings of others.

	Work-life Balance (WLB)
	Employee capability to successfully match work commitments and personal life commitments.

	Burnout
	The physical, emotional and mental fatigue that results due to stress in the work place.

	Organisational Culture
	The common values, beliefs and practices which shape behaviour in an organisation.

	Employee Engagement
	The degree of commitment, motivation and involvement the employees have in work and organisation.

	Psychological Safety
	An organizational culture where employees feel secure to share ideas, concerns and opinions without fear of any negative repercussions.

	Workplace Stress
	Suffering physical and emotional stress because of work related pressures and demands.

	Leadership
	Leadership skills to influence, inspire and direct staff members with the aim of attaining organisational objectives.

	Organisational Support
	How much the employees feel that their organisation appreciates their input and is concerned about their welfare.

	Flexible Working Arrangements
	Employment policies that enable workers to have more flexibility with respect to the working hours and places.

	Employee Assistance Programmes
	Support services that are provided by organisations to assist employees deal with personal and work related problems.

	Organisational Productivity
	How well and efficiently an organisation attends to its objectives and outputs.
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[bookmark: _Toc231222656]1.1 Background of the Study
Mental health and employee well-being have gained much attention as a topic of interest in the Human Resource Management (HRM), especially amidst the changing workplace dynamics in the digital age, greater workloads, and company restructuring. Modern studies emphasise that the employee well-being is a multidimensional value that consists of psychological, emotional, and physical health, and all of them lead to the overall job satisfaction and performance (Judijanto, Soesanto and Pahrijal, 2025). Companies are beginning to appreciate that well-being is not simply a duty of morality, but also a strategic motivator of organisational achievements as well as it has direct impact on productivity, engagement and retention.
The HRM has also transformed its administrative roles to a more strategic focus in the present organisations where the welfare of the workers has become a constituent of organisational policies and practises. Theoretical models that enable this transition are the Job Demands-Resources (JD-R) model explaining how work conditions influence the welfare of employees. The model suggests that stress and burnout can be the results of high job demands (workload and time pressure), and job resources (support and autonomy) can lead to motivation and performance (Raghuwanshi, 2024).
[bookmark: _Toc231222657]1.2 Research Problem
Despite the heightened concern regarding the welfare of employees, majority of organisations struggle to implement HR policies that are inclusive of mental health. Poor organisational support, work-life balance and stress at workplace continue to negatively impact performance and satisfaction of employees. This is indicative of lack of literacy on theoretical knowledge and practical implementation of well-being strategies in HRM (CIPD, 2024).
One of the main problems is the disconnect between the planning and execution of HR policies to enhance employee well-being. Although a good portion of organisations have implemented well-being programs, their actual implementation effectiveness is often different because of variations in organisational culture, leadership support, and employee engagement (Bhoir and Sinha, 2024). This brings a gap between theory and practice in HR.
Also, a coherent continuation of emotional intelligence, HR policies, and organisational strategies in one framework is lacking. The current studies are inclined to analyse these factors separately, which restricts a thorough insight into their joint effects on the well-being of employees and their output. The other complication is that it is not easy to measure well-being in a consistent manner across organisations, which also makes it more challenging to assess HR interventions (CIPD, 2024).
[bookmark: _Toc231222658]1.3 Research Rationale
The study is both a scholarly and practical research. The research on employee well-being has been conducted academically in the past, but the research has not incorporated the methods of HR policies, organisational strategies, and mental health outcomes in a study (Elufioye et al., 2024). Practically, organisations require evidence-based approaches to improve the well-being of employees and stay productive (Chang, 2024). This research will provide valuable information to HR practitioners and organisations aiming to enhance work performance through literature review.
Academically, the research fills a big gap in the literature by incorporating various dimensions of employee well-being such as emotional intelligence, HR policies and workplace factors. Past research has been mostly on a single aspect instead of exploring the collective effect of these components (Zhenjing et al., 2022). This study has helped in creating a more comprehensive approach to employee welfare under HRM.
Practically, organisations are becoming more interested in evidence-based approaches to deal with mental health of employees and enhance performance at workplace. The results of this research can help HR practitioners to develop and establish more efficient well-being programs that can be aligned to organisational goals. The research helps to understand the main factors which affect the well-being of employees and offers practical suggestions on how to enhance employee engagement, burnout, and overall productivity (Bhoir and Sinha, 2024).
[bookmark: _Toc231222659]1.4 Research Aim
This study aims to investigate the importance of employee well-being and mental health in HRM and to examine how HR policies and organisational strategies contribute to developing emotional intelligence and improving employee well-being and productivity.
[bookmark: _Toc231222660]1.5 Research Objectives
1. To examine the concept of employee well-being in HR literature. 
2. To analyse workplace factors that affect employee mental health. 
3. To evaluate how HR policies contribute to the development of emotional intelligence among employees. 
4. To identify organisational strategies that improve employee well-being and promote productivity. 
[bookmark: _Toc231222661]1.6 Research Questions
· How do HR policies and organisational strategies influence emotional intelligence and employee well-being in the workplace?
· What workplace factors most significantly influence employee mental health and well-being in modern organisations?
· How can HR practices such as flexible working arrangements, employee support programmes, and leadership development improve employee engagement and productivity? 
[bookmark: _Toc231222662]1.7 Theoretical Foundation
The study is grounded on Job Demands-Resources (JD-R) model and Social Exchange Theory. The JD-R model states that both job demands and resources interact with each other, where high job demands lead to burnouts and adequate resources in employee engagement and performance (Princewill, 2024; Bakker, Demerouti and Sanz-Vergel 2022). In comparison, the Social Exchange Theory is concerned with the interdependence of organisations and employees, which means that in the scenarios where organisations help employees through HR policy, the latter achieve higher commitment and performance (Ahmad et al., 2023). Taken together, the theories possess a very strong framework on how HR practises correlate with employee well-being.
The Job Demands-Resources (JD-R) model is an excellent theory that explains the impact of the workplace on the well-being of employees. Job demands, including workload, time pressure, and emotional labour, involve a long-term effort and may result in stress and burnout in the absence of an equitable balance of these demands with sufficient resources. Conversely, organisational support, autonomy, and career development opportunities are all job resources that are critical to boosting employee motivation, engagement, and performance (Bakker, Demerouti and Sanz-Vergel 2022). This model emphasizes the need to balance the demands and resources to ensure that employees are well maintained.
Social Exchange Theory also adds to this view by highlighting the mutual nature between organisations and employees. When employees feel that their organisation cares about their well-being and offers sufficient support, they will tend to react by engaging in more efforts to increase commitment, loyalty and performance. This reciprocity is especially applicable in the sphere of HR practices, where favourable policies have the potential to encourage favourable employee attitudes and behaviours (Ahmad et al., 2023).
Taken together, these theories offer a holistic approach to the analysis of the impact of HR policies and organisational strategies on the well-being of the employees. The Job Demands-Resources (JD-R) model is a theory that describes how the work environment in terms of job demands and the resources available affect stress levels, motivation, and well-being of employees. It shows how too much demand may result in burnout, and sufficient resources facilitate engagement and performance. Conversely, the Social Exchange Theory is concerned with the relational aspect, in that it looks at the give and take relationship between organisations and employees. It implies that employees are more likely to respond with commitment, trust, and positive work behaviours when they feel that they are treated fairly, supported and invested by the organisation. Collectively, these views present a comprehensive picture, which integrates both the structural and relational elements and allows a more holistic examination of the impact of HRM practices on employee well-being in modern organisational contexts.
[bookmark: _Toc231222663]1.8 Structure of the Dissertation
	Chapter
	Title
	Detailed Description
	Timeframe

	Chapter 1
	Introduction
	Presents the research topic, which is the employee well-being, and defines the research problem, aims, objectives, and questions. It defines the applicability of the study in the organisational context and gives the theoretical backdrop on which the research takes place. It also outlines the scope and gives a preview of the structure of the dissertation.
	Month 1 2nd April

	Chapter 2
	Literature Review
	Evaluates literature on employee well being, emotional intelligence, HR practices and workplace factors critically. It determines significant themes, theories, and research gaps, and creates a conceptual framework to provide the study and direction to the analysis.
	Month 2 16th April

	Chapter 3
	Methodology
	Describes the research design, in particular, the systematic literature review method. It describes the data sources, inclusion criteria, and thematic analysis methods, and touches upon the issues of reliability, validity, and ethical aspects.
	30th April

	Chapter 4
	Findings and Analysis
	The results of the systematic review are presented in the form of the thematic analysis. The identity and arrangement of key themes and patterns are made clear, and easy to agree with, research objectives, and provide the foundation upon which to further interpret.
	14th May

	Chapter 5
	Discussion
	Explains the results relative to the literature and theory. It analyzes the similarities, differences, and implications critically to show the contribution made by the study to the academic and practical knowledge.
	28th May

	Chapter 6
	Conclusion and Recommendations
	Concludes results, assesses research goals and offers feasible recommendations. It also brings to the fore restrictions and proposes future research before the final submission.
	28th May to 4th June 2026


[bookmark: _Toc230995918]Table 1: Structure of the Dissertation


[bookmark: _Toc231222664]Chapter 2: Literature Review
[bookmark: _Toc226418979][bookmark: _Toc231222665]2.1 Introduction
[bookmark: _Toc228205912]The chapter is a critical assessment of literature on employee well-being and mental health in the context of HRM. It breaks down major theories, determinants in workplace, and organisational practices and determines gaps in research. There is a thematic and comparative approach instead of descriptive review.
According to the literature available, individual, organisational and contextual factors are said to have an impact on employee well-being. It is explained that Job Demands Resources model (JD-R Model)  (Bakker and Demerouti) covers the role of job demands and resources, whereas other researchers emphasize the role of emotional intelligence and leadership (Judijanto et al., 2025).
Key themes that are used to structure the chapter are the conceptualisation of employee well-being, emotional intelligence, and work-life balance, after which workplace factors and HR policies are used to support the research objectives.
[bookmark: _Toc226418980][bookmark: _Toc230995564][bookmark: _Toc231222666]2.2 Concept of Employee Well-being
[image: ]
[bookmark: _Toc226419302][bookmark: _Toc230995924]Figure 1: Concept of Employee Well-being
(Source: Self-created)
The concept of employee well-being is largely considered to be a multidimensional concept that involves psychological, physical, and emotional elements of the work experience of an individual. According to Danna and Griffin, it is the total quality of the experience of an employee, both in health and job satisfaction, but it focuses on both the personal and organisational levels (Avramchuk, 2017). In the same vein, Warr also rationalises well-being by the environmental elements of job security, autonomy, and interpersonal connections, emphasizing the workplace conditions (Guest, 2017).
Recent research, on the contrary, is more comprehensive. According to Pandey et al. (2025), the concept of well-being encompasses not only the lack of stress but also interaction and satisfaction, which correlates with the HRM perspectives that view well-being as an effective strategic resource. Nevertheless, Guest (2017) observes discrepancy in definitions, which restricts practical use. The JD-R model also relates well-being to job demands and resources, in which high job demands lead to burnout and job resources lead to motivation (Bakker et al., 2007).
More importantly, although it is generally recognized that it is important, the absence of a standardized definition and measurement system is one of the major weaknesses, which suggests the necessity of additional integrative studies.
Despite extensive research, the conceptualisation of employee well-being remains fragmented and lacks standardisation across studies. El-Qebaisi (2025) emphasise varying dimensions, including psychological, emotional, and physical well-being, which makes it difficult to establish a universally accepted definition. This inconsistency creates challenges in measuring and comparing well-being outcomes across organisations. Furthermore, many organisations adopt well-being initiatives without clear frameworks for evaluation, limiting their effectiveness in practice. From an HRM perspective, this lack of conceptual clarity affects the design and implementation of well-being strategies. The JD-R model provides a useful structure by linking well-being to the balance between job demands and resources; however, it does not fully capture broader organisational and social dynamics. This suggests that while existing models contribute to understanding well-being, there is still a need for more integrated approaches that align theoretical definitions with practical HR applications (Bakker, Demerouti and Sanz-Vergel 2022).
[bookmark: _Toc226418981][bookmark: _Toc230995565][bookmark: _Toc231222667]2.3 Emotional Intelligence in Employee Well-being
[image: A Milestone of Intelligent Development: Daniel Goleman's Emotional  Intelligence Theory - Experianta]
[bookmark: _Toc226419303][bookmark: _Toc230995925]Figure 2: Daniel Goleman’s Emotional Intelligence Theory
(Source: Uluç, 2023)
Emotional intelligence (EI) has been cited as one of the determinants of employee well-being especially in the management of stress, relationship and workplace behaviour. According to Goleman (1998), emotional intelligence refers to the capacity to identify, comprehend, and regulate personal feelings and those of others and it is essential in organisations. Goleman states that highly emotionally intelligent employees have superior self-regulation, empathy, and interpersonal skills that lead to better well-being and performance.
In line with this argument, Mayer, Caruso and Salovey (2004) conceptualise emotional intelligence as a cognitive skill concerning emotional processing and regulation.. According to their model, people with greater EI have more resources to deal with stress in the workplace and to adjust to organisational challenges. On the same note, Petrides presents the notion of trait emotional intelligence whereby the emotional abilities that are based on personality affect behaviour and well-being (Russ, França Perazzo and Petrides, 2023).
Most individuals would concur that EI is a necessity, but it has notable differences regarding conceptualisation and application. Despite the fact that the model of Goleman is founded on the applied competencies in the work environment; Mayer, Caruso and Salovey (2004) argue that EI should be measured as a mental aptitude and not a behavioural attribute. On the other hand, Petrides highlights the subjectivity of EI and suggests that self-perception is a key aspect in the characterisation of emotional behaviour (Russ, França Perazzo and Petrides, 2023).
Notably, the literature illustrates weaknesses to the application of emotional intelligence in HRM. Although the EI is a popular concept, it is not consistently measured, and its integration into HR policies remains unclear. In addition, many studies are concerned with EI on the level of individuals without the connection with the way it relates to the organisational system. This is an indication of a knowledge gap on how emotional intelligence can be imparted in HR practices in a systematic manner in a bid to enhance the well being of employees.
Comparison of the Mayer-Salovey-Caruso Model and Goleman's Emotional Intelligence Model
Conceptualisation of emotional intelligence (EI) differs a lot in the models of theories, especially between the Mayer-Salovey ability and competency-based models developed by Goleman. According to Mayer, Salovey and Caruso (2004), EI is a cognitive skill that entails the perception, cognition, and control of emotions. Their approach considers EI as a calculable variant of intelligence, just like the traditional cognitive skills, and focuses on objective testing in terms of performance-based measures. This view is scientifically based and thus it can be used as a scientific study and as a framework that can be evaluated in an empirical manner.
Goleman, in contrast, introduces EI as a group of behavioural competencies, such as self-awareness, self-regulation, motivation, empathy, and social skills. In contrast to the ability-based model, the framework by Goleman is more practical and can be applied in practice in the organisational setting, with emotional competencies being directly related to leadership performance, work relationships, and performance outcomes. This renders the model very applicable in the HRM practices of training, leadership development, and engagement of the employees (‌Singh, 2004).
Nevertheless, the two models are limited. Although conceptually clear and measurement reliable, the Mayer-Salovey model has been criticised to have limited applicability in organisational contexts (Mayer, Salovey, and Caruso, 2004). On the other hand, the model by Goleman has been criticised as being too popular in practice without being precise as a theory or rather having a consistent scale of measurement (‌Singh, 2004). This separation points out a major problem with EI research, in which theoretical soundness and practical implementation tend to be incompatible.
	Dimension
	Mayer-Salovey-Caruso Model
	Goleman Model

	View of Emotional Intelligence
	Emotional intelligence as a cognitive ability
	Emotional intelligence as a set of behavioural competencies

	Main Focus
	Perception, understanding and management of emotions
	Self-awareness, self-regulation, motivation, empathy and social skills

	Measurement
	Ability-based assessment
	Competency and behavioural assessment

	Organisational Relevance
	Useful for understanding emotional processing
	Widely applied in leadership and HRM practices

	Key Strength
	Strong theoretical and empirical foundation
	High practical relevance in workplace settings

	Key Limitation
	Limited practical application in organisations
	Lack of conceptual and measurement consistency


[bookmark: _Toc230995919]Table 2: Comparison of Mayer-Salovey-Caruso and Goleman Emotional Intelligence Models
Notably, this analogy implies that a combined solution can be more efficient in HRM. The ability model is the model describing the way in which people process emotions and the model of Goleman describes the way in which emotional abilities are converted into behaviours at the workplace. Thus, both viewpoints can be combined to give a more holistic view of the role of emotional intelligence in employee well-being and organisational performance.
[bookmark: _Toc226418982][bookmark: _Toc230995566][bookmark: _Toc231222668]2.4 Work-life Balance and Employee Well-being
Work-life balance (WLB) is one of the main aspects of employee well-being, which is the way people cope with their professional and personal life. Armstrong (2024) explains WLB as work-life balance, which is critical to employee satisfaction and organisational performance and which is facilitated by flexible policies to enable engagement and retention.
Greenhaus and Allen, in compliance with this opinion, argue that work-life balance is associated with stress reduction and psychological well-being since it allows people to perform their working and personal tasks effectively (Pattusamy and Jacob, 2015). In the same manner, Haar et al. discover that work-life balance has a positive effect on employee satisfaction and organisational performance in various cultural settings (Haar et al., 2019). However, challenges exist. BELLA (2023) claims that with technology and continuous connections, the work-life lines have become blurred, and it is challenging to find balance.
More to the point, we still have a gap between theory and practice. WLB policies are applied in most organisations but effectiveness depends on culture and managerial support. Furthermore, in the literature, it is often believed that WLB is an independent concept without factoring in the relationship with emotional intelligence and human resources policies, that is, more comprehensive approach is needed.
[bookmark: _Toc226418983][bookmark: _Toc230995567][bookmark: _Toc231222669]2.5 Workplace Factors Affecting Mental Health
The factors at work place are generally known to be major determinants of mental health and well-being of employees. The Job Demands Resources (JD-R) model, as Bakker et al. (2007) note, describes that job demands like workload, time pressure, and emotional labour result in burnout and job resources in job engagement and well-being. We find this point of view in Pandey et al. (2025), who state that outcomes of employee well-being are major predictors of workplace stress and organisational demands.
A broader perspective is however presented by other scholars. Bhoir and Sinha (2024) also note that workload is not the sole determinant in the workplace but also the organisational culture, leadership, and HR support systems. Similarly, supportive leadership, fair policies, and work relations can influence greatly mental health among the employees. These perceptions also highlight the importance of social and organisational dynamics as opposed to the structural approach of JD-R.
More to the point, there is a debate concerning which factor has dominance over mental health. However, despite the fact that JD-R puts an emphasis on job demands and resources, the findings of other studies assert that the experiences of employees are more determined by leadership and culture. In addition, the majority of the studies study these factors individually without considering their combined effect (Bakker et al., 2007). This individualistic solution to the problem does not allow a comprehensive view of how work circumstances affect mental health.
Notably, workplace factors cannot be considered separately since they are dynamic and interact to affect employee mental health. As an example, a heavy workload coupled with ineffective leadership and absence of HR support may greatly contribute to the stress. Although the JD-R model offers a systematic approach to the analysis of job demands and resources, it fails to capture the intricacy of these relationships.
In addition, organisational culture is a key moderator in determining the perception of employees towards workplace demands. High demands may be mitigated by a supportive culture and aggravated by an unhealthy environment, but can be mitigated or aggravated by resources respectively (Andersen et al., 2022). This implies that a holistic approach is needed to appreciate the impact of a combination of factors in the workplace in determining the welfare of employees.
[bookmark: _Toc226418984][bookmark: _Toc230995568][bookmark: _Toc231222670]2.6 HR Policies and Employee Well-being
The human resource (HR) policies play a pivotal role in encouraging employee well-being as they determine the organisational practices and experiences of employees. According to Bhoir and Sinha (2024), well-being-based HRM practices are critical in ensuring sustainable organisational performance in the long term. On the same note, such critical HR practices as flexible working arrangements, career development opportunities, and organisational justice are important drivers of employee well-being.
To this end, the view of Gerhart and Feng, (2021) is of recent origin, indicating that job resource-based HR practices have a direct and indirect positive effect on all levels of employee well-being. These results are consistent with JD-R model, which focuses on the role of organisational support in reducing stress and increasing engagement.
However, contrary views have disadvantages in HR policy performance. Some scholars believe that in most instances, HR initiatives are undertaken in superficial fashions and they might not be integrated into organisational culture. This reduces their practical implication although they are good theoretical implications. In addition, studies indicate that employee well-being HR practices (EWBHRPs) do not possess one conceptual framework, and, therefore, implementation in different organisations is lacking (Alvesson and Sveningsson, 2024).
Notably, despite the generally accepted benefit of HR policies, there exists a high gap between the design and implementation of the policy. This means that the application of HR initiatives alone is insufficient and their performance is based on organisational commitment, support and employee involvement.
One major weakness to the literature is the distance between the design and implementation of HR policies. Although organisations have been known to initiate well-being programs, it can be superficially enacted without organisational involvement. Upon this occurrence, HR practices are less effective and more symbolic, and thus, less relevant in the context of employee well-being (Kowalski and Loretto, 2017).
Considering the Social Exchange Theory, HR policies are effective based on how employees perceive organisational support. Employees will be more likely to react to HR initiatives when they view them as genuine and supportive, leading to greater engagement and performance. Nonetheless, in case policies are not applied consistently or communicated in a poor way, they might not produce positive results (Kowalski and Loretto, 2017). This shows how closer integration of HR policy design, leadership practices and organisational culture is needed.
[bookmark: _Toc226418985][bookmark: _Toc230995569][bookmark: _Toc231222671]2.7 Employee Well-being and Organisational Productivity
The connection between organisational productivity and employee well-being has been the subject of extensive study in HRM literature. Studies show that well-being leads to high performance, interest, and overall organisational performance. BELLA (2023) emphasizes that it has a direct impact on job satisfaction and organisational success, which makes it a strategically important aspect.
Equally, Pandey et al. (2025) associate well-being with productivity and engagement, whereas Alvesson and Sveningsson (2024) find the HR practices that promote well-being as the primary performance determinants. Nevertheless, other researchers claim that well-being is not sufficient to ensure higher productivity since leadership, organisational structure, and external conditions are also contributing factors. The JD-R model also indicates the possibility of counterbalancing the advantages of available resources with excessive demands (Chang, 2024).
Notably, although the positive relationship is predominant, there is no consensus on the mechanisms behind it, meaning that further studies are needed.
Also, the correlation between employee well-being and productivity is not always linear. Though, better well-being may lead to better performance, there is always a possibility that better-performing organisations invest more in employee well-being, thus, there is a reverse relationship. This implies that well-being and productivity might be mutually reinforcing and not unidirectional (Green, 2014).
Additionally, this relationship is moderated by a number of factors, such as effectiveness of leadership, organisational structure, and external economic conditions. As an example, supportive leadership can enhance the positive relationship between well-being and productivity, and vice versa (Green, 2014). This complexity signifies that more studies need to be done in order to know the behind scene processes that relate to employee well being and organisational performance.
[bookmark: _Toc226418986][bookmark: _Toc230995570][bookmark: _Toc231222672]2.8 Critical Synthesis of Literature
The reviewed literature identifies important themes in employee well-being in HRM. It is widely accepted that workplace conditions, human resource policies, and organisational strategies determine well-being (Bakker et al., 2007; Bhoir and Sinha, 2024). The JD-R model is one of the most acceptable models that explain the impact of job demands and resources on the outcome of employees.
However, contradictions exist. Some of them focus on HR policies as the effective means of enhancing well-being, whereas others point to their shortcomings because of ineffective implementation (Alvesson and Sveningsson, 2024). Equally, despite the affirmation of a positive association between well-being and productivity, the mechanisms and the magnitude are not well understood (Pandey et al., 2025).
The lack of coherent research is the biggest weakness. Several studies focus on single variables, such as stress, leadership, or HR practices, that do not provide a clear picture of the well-being of employees in the framework of the HRM (Guest, 2017).
Critical review of the literature shows that organisational factors such as emotional intelligence, HR policies, workplace conditions, and work-life balance interact to determine employee well-being. But these aspects are seldom researched together and so the understanding of the same is fragmented. As an example, emotional intelligence is being recognised as a significant personal competence, but it has only been sparingly employed in HR practices. Likewise, the HR policies are often talked about as well being drivers, but their success is determined by the organisational culture and leadership.
JD-R model is a structural account of the impacts of job demands and resources on well-being, and Social Exchange Theory is a relational account of how employees and organisations interact (Bakker, Demerouti and Sanz-Vergel 2022). Although relevant, not many studies have integrated these theoretical insights to formulate a holistic model. This means that the literature is not theoretically integrated (Ahmad et al., 2023).
All in all, the literature presents the necessity of a more holistic approach that takes into consideration the overall effect of organisational strategies, employee abilities, and working conditions. In the absence of such integration, HR interventions might not be able to positively impact employee well-being and organisational performance.
[bookmark: _Toc226418987][bookmark: _Toc230995571][bookmark: _Toc231222673]2.9 Research Gap
According to the review, there is an evident research gap on the interrelationship between HR policies, emotional intelligence, and organisational strategies as an explanation of employee well-being and productivity (Bakker et al., 2007; Gerhart and Feng, 2021). Though the research has been conducted on these factors individually, there is a dearth of literature that looks at the combined effect of these factors in a unified framework which justify the reason of the current research on analysing workplace factors that affect mental health and evaluate how HR policies contribute to the development of Emotional intelligence and thus finding organisational strategies that improve employee wellbeing and promote productivity. 
Also, the discrepancy between theoretical HR practices and its real implementation is under-researched (Alvesson and Sveningsson, 2024). This research fills these gaps through assuming a literature review methodology to facilitate a holistic approach to the topic to understand the impact of HR practices on employee well-being and organisational performance.
Moreover, there is a lack of empirical research on the interaction of HR policies, emotional intelligence, and workplace factors within a single construct in the existing studies. Although theoretical frameworks like the JD-R model and the Social Exchange Theory have important insights to contribute, their integrative use in explaining employee well-being has not received enough attention. Secondly, there is uncertainty on how organisations can successfully translate well-being strategies into a consistent practice.
This research attempts to fill these gaps by taking a systematic literature review methodology to combine these dimensions and give a holistic picture of the correlation between HR practices, employee welfare and organisational performance.


[bookmark: _Toc231222674]Chapter 3: Methodology
[bookmark: _Toc228205913][bookmark: _Toc231222675]3.1 Introduction
This chapter describes the methodological framework that will be used to answer the research purpose of exploring the significance of employee well-being and mental health in HRM. It introduces the research philosophy, approach, and design, data collection and data analysis methods. Since the study is qualitative in nature, a qualitative systematic literature review (SLR) is used to summarise the academic knowledge available. The chapter also defends the chosen methods, evaluates reliability and validity, considers ethical implications and notes major limitations.
[bookmark: _Toc228205914][bookmark: _Toc231222676]3.2 Research Philosophy
The research is based on an interpretivist research philosophy that focuses on the meaning, perspectives, and subjective interpretation based on the available literature. The interpretivism approach is suitable because it helps to explore intricate concepts like the employee well-being, mental health, and HR practices in the organisational context. In contrast to positivism that emphasizes quantifiable variables and causal connections, interpretivism facilitates the interpretation of qualitative information in scholarly sources (Alharahsheh and Pius, 2020). This is in line with the research objective, which aims at explaining the effects of HR strategies on employee well-being.
[bookmark: _Toc228205915][bookmark: _Toc231222677]3.3 Research Approach
The current research employs an inductive research method, in which themes, concepts, and patterns are developed based on the literature that has been reviewed as opposed to being governed by pre-existing hypotheses. This method is especially suitable when the systematic literature review is conducted because it enables the flexibility in interpreting various findings of different studies, and this helps to develop a theory through the accumulated findings. The study does not test a predetermined theoretical model but rather develops comprehension as it goes on, uncovering common themes in terms of HR practices and employee well-being. The inductive approach also allows the researcher a chance to abstract insights in different contexts, industries and viewpoints thus guaranteeing a holistic understanding of the issue. Moreover, it enables the combination of theoretical and empirical sources, which helps to develop a more comprehensive conceptual understanding. This is a good methodology in the fields where the research is developing because it will facilitate the discovery of new trends and relationships. Through this method, the research will produce valuable information on the effects of HR policies and organisational strategies on employee well-being in various organisational environments (Kumar, 2024).
[bookmark: _Toc231222678]3.4 Research Design
The research design is a systematic literature review (SLR) in qualitative research to establish a structured, transparent, and reproducible synthesis of existing literature related to employee well-being and mental health in HRM. In contrast to a general literature review, the SLR is a well-defined and rigorous process that will reduce the amount of bias and increase methodological reliability.
The PRISMA (Preferred Reporting Items to Systematic Reviews and Meta-Analyses) framework guides the review process and provides a systematic methodology of identifying, screening, and selecting relevant studies. The procedure has four steps. During the identification stage, the studies were obtained in the selected academic databases with the help of predetermined keywords and search combinations. During the screening phase, the duplication of records were eliminated, titles and abstracts evaluated to remove unnecessary studies. At the stage of eligibility, the full-text articles were compared to the inclusion and exclusion criteria to guarantee the relevance and quality of the articles. Lastly, in the inclusion stage, the studies that directly covered employee well-being, HR practices, mental health, and other organisational factors were selected to be included in the analysis.
This organized methodology increases transparency, consistency in the selection of studies, and the overall reliability and academic rigour of the study. The qualitative attributes of the SLR also enable the in-depth interpretation of complicated concepts such as emotional intelligence, workplace dynamics, and HR strategies in the organisational context(Santos et al., 2021). To demonstrate the study selection process, PRISMA flow diagram (see Appendix) can be used.
[bookmark: _Toc231222679]3.5 Data Collection Method
[bookmark: _Toc231222680]3.5.1 Data Type
The paper uses secondary data only as the sources of information, which are the already published scholarly and professional materials. Secondary data would be the right choice in this research because it provides a great variety of the already conducted studies, both theoretical and empirical findings on the topic of employee well-being and HR practices. This method is time- and resource-saving and has a comprehensive coverage of the subject matter. It allows the researcher to examine various views, compare results between studies and find similar trends and patterns. Additionally, the secondary data is also beneficial in improving the reliability of the research because the data is obtained via peer-reviewed and reliable sources. It can also include longitudinal and cross-sectional studies, which will provide a more comprehensive picture of the effect of HR strategies on employee well-being in the long term. The study can develop a robust evidence base as it can synthesize the available literature without collecting primary data. This method is especially useful in systematic literature reviews, where the goal is to synthesize and assess the already existing knowledge and not to create any data (Mazhar et al., 2021).
[bookmark: _Toc231222681]3.5.2 Data Sources
This study gathers data based on various reliable scholarly and professional materials, such as peer reviewed journal articles, scholarly books and organisational reports. Peer-reviewed journals are of high quality and present both empirical and theoretical studies which have gone through a rigorous evaluation process and therefore are reliable and valid. Scholarly books provide in-depth theoretical frameworks and concepts concerning HRM and employee welfare. Organisational reports provide practicality and real application and assist in the bridging of the gap between theory and practice. The variety of the sources has provided the balanced insight into the subject matter and increased the level of analysis. All these sources will provide information about such significant aspects as the well-being of employees, workplace mental health, HR policies and emotional intelligence. Also, the usage of authoritative and credible sources enhances the scholarly integrity of the study and makes sure that the conclusions rely on the proven evidence. Using a mix of various sources, the research gains a balanced approach, integrating academic and practical perspectives (Mazhar et al., 2021).
[bookmark: _Toc231222682]3.5.3 Databases
In order to have a complete and systematic data collection, the study will employ various reputed academic databases such as Google scholar, ScienceDirect, Emerald insight and JSTOR. These databases are known to have access to quality and peer-reviewed research in different fields. Google Scholar is a comprehensive source of scholarly materials, which comes in handy when searching and locating pertinent research and references. ScienceDirect offers a large amount of scientific and social science research, especially in the field of management and organisational studies. Emerald Insight focuses on business and management literature, which makes it very relevant and applicable in the research concerning HR. JSTOR provides the access to archived journals and foundational studies, which provide the richness of the theoretical scope of the research. The utilization of various databases will guarantee the comprehensive nature of literature search and minimise the threat of lacking the relevant studies. It also helps to make the research more credible as it is based on credible sources. This methodological course of database selection facilitates the process of finding pertinent and quality literature in line with the research aims.
[bookmark: _Toc231222683]3.5.4 Keywords
The search strategy was designed in a systematic manner to provide adequate and relevant literature search based on the research objectives. Keywords were obtained based on the main ideas of the study, such as the well-being of employees, their mental health, HR policies, and emotional intelligence. Boolean operators were used to improve search precision and coverage. E.g., such combinations as “employee well-being” AND “HRM”, “mental health” OR “workplace stress”, and “emotional intelligence” AND “organisational performance” were employed. In addition, truncation and modifications of keywords were also taken into account in order to obtain a broader scope of the studies. Selection and search Process To enhance consistency, the search process was carried out in the selected academic databases. This systematic approach limited the number of irrelevant findings, but ensured that the key studies related to employee well-being and HRM were identified systematically, enhancing the reliability and exhaustiveness of the literature review.
[bookmark: _Toc228205922][bookmark: _Toc231222684]3.6 Inclusion and Exclusion Criteria
Inclusion and exclusion criteria are used to make sure that the literature is of good quality and is relevant.
Inclusion criteria:
· Peer-reviewed academic articles 
· Publications between 2020 and 2025 
· Key works (e.g., major theories like models of emotional intelligence) were included irrespective of the year of publication.
· Research on HRM, employee welfare, and mental health. 
Exclusion criteria:
· Sources that are non-academic or unreliable. 
· Surveys unrelated to the research topic. 
· Publications that are too old and do not have current relevance. 
Sources published in the years 2020 to 2025 were chosen to ensure that recent and relevant research is incorporated that reflects the current dynamics in the workplace. This period reflects the major shifts in the well-being of employees and HR practices, especially in the post-pandemic work environments, digital transformation, and changing organisational strategies. Citing of new research increases relevance, accuracy and applicability of findings to contemporary HRM situations.
These criteria will make sure that the literature chosen is credible, relevant and in line with the research objectives.
[bookmark: _Toc228205923][bookmark: _Toc231222685]3.7 Data Analysis Method
The research utilizes thematic analysis to methodically review and analyze patterns in the chosen literature. In this way, the recurring concepts and relationships concerning employee well-being and HRM can be identified. Analytical process was structured based on coding. First, it used open coding to extract important ideas and concepts in the chosen studies. The codes were then aggregated using the axial coding to come up with correlations between related ideas. Lastly, selective coding was employed to come up with overarching themes that are consistent with the research objectives and include HR policies, emotional intelligence, work-life balance, and workplace factors (Terry and Hayfield, 2021).
The themes were assessed and optimized so that there could be some uniformity and relevancy across the studies. The analysis was performed by hand, which made it possible to interpret the qualitative results in-depth. This methodical coding procedure increases the transparency, reliability, and depth of analysis of the research.
.
[bookmark: _Toc228205924][bookmark: _Toc231222686]3.8 Reliability and Validity
The research guarantees the quality of research based on qualitative research criteria such as credibility, transferability and dependability. The credibility is upheld with the help of peer-reviewed and credible scholarly sources, making sure that the findings are supported by the valid research. Transferability is realised with the incorporation of various studies in various organisational and contextual backgrounds, and which enable the broader applicability of results. Reliability is achieved through the use of systematic and transparent literature review process, with well defined search strategies, inclusion criteria and analysis procedures (Nha, 2021).
As a means to enhance the reliability further, the results of various sources were compared and synthesised to minimise bias and maximise consistency. The methodological rigor of the study, its transparency, and scholarly rigor are assured due to the structured approach to data selection and analysis. 
[bookmark: _Toc228205925][bookmark: _Toc231222687]3.9 Ethical Considerations
The research adheres to ethical research principles as only secondary sources of publicly available and peer-reviewed sources are used. The appropriate use of the Harvard referencing is used to guarantee the academic integrity and prevent plagiarism. Since there are no human subjects involved, there are no consent and confidentiality issues. The research also recognizes the possibility of researcher bias because the qualitative analysis is interpretive in nature (Hasan et al., 2021). The systematic and transparent review process was adhered to as much as possible to minimise subjectivity, which included the presence of clear inclusion criteria and the consistent evaluation of the sources. The results are determined by various studies to provide the balanced interpretation. 
[bookmark: _Toc228205926][bookmark: _Toc231222688]3.10 Limitations of Methodology
This research has a weakness in that it uses secondary data as a source of information, which is dependent on the quality and extent of the available research. Lack of primary data limits real-time insights. Publication bias could be because the search is limited to peer-reviewed studies, whereas language bias is a result of the search being restricted to English-only sources. Differences in the approaches of research used in different studies can also impact consistency. These restrictions imply one should be cautious in interpreting findings (Taherdoost, 2022). 
[bookmark: _Toc228205927][bookmark: _Toc231222689]3.11 Chapter Summary
The chapter has identified the methodological approach adopted in the study, the interpretivist philosophy, inductive approach and qualitative SLR design. It has described the method of data collection and data analysis, and the aspect of reliability, validity and ethics. The selected methodology offers a systematic approach to the study of the available literature and the accomplishment of the research goals. The following chapter is the presentation of the results based on the thematic analysis.


[bookmark: _Toc231222690]Chapter 4: Findings and Analysis
[bookmark: _Toc231222691]4.1 Introduction
This chapter demonstrates the research results and discussion based on the systematic literature review of the employee well-being and mental health in the framework of Human Resource Management (HRM). The results were obtained by conducting thematic analysis of the chosen academic sources located with the help of the PRISMA-based review procedure that was presented in Chapter 3. PRISMA framework was used to provide a structured and transparent selection process of relevant studies, carried out by the stages of identification, screening, eligibility and inclusion.
This chapter aims to critically discuss the key themes detected in the reviewed literature and explore the impacts of the workplace conditions and organisational practices on the mental health and well-being of employees. The analysis is structured thematically according to the research objectives that have been set in in the past chapters and is solely informed by secondary scholarly literature. Theoretical perspectives that are incorporated in the discussion include the Job Demands-Resources (JD-R) model and the Social Exchange Theory to explain the organisational behaviour and employee outcomes. The themes identified are workplace factors, HR policies, emotional intelligence and work-life balance in association to employee well-being and organisational productivity.
[bookmark: _Toc229575987][bookmark: _Toc230995590][bookmark: _Toc231222692]4.2 Overview of Selected Studies
The results are informed by systematic review of 22 identified academic studies selected based on PRISMA-based systematic literature review process. The chosen literature primarily included scholarly journal articles along with few organisational reports and scholarly books on employee well-being and HRM. The majority of papers were published in the years 2020-25 in order to be up-to-date and relevant to evolving working environments and the present-day HR practices.
The studies reviewed were of different organisational settings such as healthcare, education, service industry, and corporate organisations. The workplace stress, burnout, organisational culture, leadership behaviour, emotional intelligence and work-life balance were the subjects of several studies. In terms of geography, the literature was both international and cross-cultural in nature, demonstrating that the issue of employee well-being has cross-industrial and cross-regional aspects. The studies were methodologically qualitative, quantitative, and conceptual. Irrespective of these disparities, the common theme in the literature was that organisational support, workplace culture, leadership practices and HR strategies interact to a great extent in affecting employee mental health and well-being, as opposed to their effects alone.
[bookmark: _Toc229575988][bookmark: _Toc230995591][bookmark: _Toc231222693]4.3 Theme 1: Workplace Factors Affecting Employee Mental Health
[bookmark: _Toc229575989][bookmark: _Toc230995592][bookmark: _Toc231222694]4.3.1 Job Demands and Workplace Stress
Job demands are continually listed among the most significant workplace determinants of employee mental health and well-being in the literature. The JD-R model argues that work overload, emotional labour, time pressure and role stress are some of the factors that lead to burnout and psychological exhaustion when organisational resources are inadequate (Bakker et al., 2007). Organisations are increasingly subjecting their employees to high-performance demands and constant on-the-job pressure, which adversely impacts emotional stability and job satisfaction. Pandey et al. (2025) state that all the growing productivity pressures have made workplace stress a key organisational issue, whereas Chang (2024) associates excessive job demands with the deterioration of employee well-being and decreased job performance.
Nevertheless, the literature also illustrates that the stressful work conditions do not necessarily lead to negative effects. According to Bakker, Demerouti and Sanz-Vergel (2023), employees can manage high job demands successfully under the condition that organisations are supportive, flexible, and offer flexibility and autonomy. This generates controversy on whether organisations should strive to minimise the workplace pressures or enhance organisational support systems. The results also suggest that most organisations overly on resilience programmes and stress management initiatives without dealing with structural factors that drive stress like high workloads and poor work design.
[bookmark: _Toc229575990][bookmark: _Toc230995593][bookmark: _Toc231222695]4.3.2 Organisation Culture and Leadership.
The research reviewed found organisational culture and leadership as some of the most relevant factors that impact the mental health of employees. Positive organisational cultures foster psychological safety, communication, trust and emotional support, and negative organisational cultures enhance stress and lack of engagement. As stated by Bhoir and Sinha (2024), organisational support and leadership behaviour have a significant impact on employee perceptions of workplace well-being. Positional leadership styles promote employee involvement, rewards, and free communication, which reinforce emotional health and job satisfaction.
Andersen et al. (2022) also indicate that workplace demands are perceived differently by employees based on the organisational culture and management support. The challenging work can be perceived as a way of growing in favorable contexts, whereas unhealthy cultures can cause emotional pressure and anxiety. However, the literature finds a discrepancy between organisational rhetoric and practicability. Alvesson and Sveningsson (2024) suggest that there are some organisations that supposedly promote the well-being of employees but do not really incorporate it into organisational culture. Consequently, workers might view well-being programmes as a show instead of care.
[bookmark: _Toc229575991][bookmark: _Toc230995594][bookmark: _Toc231222696]4.3.3 Relationship and Support Systems at Work.
The literature also emphasises the role of relationships at work and organisational support systems in determining the well-being of employees. According to Ahmad et al. (2023), employees are likely to positively react when they feel that the organisation is fair, recognises and supports them as explained in the Social Exchange Theory. Healthy employee-supervisor and employee-team relationships minimize stress in the workplace, enhance emotional resilience, and boost engagement. Supervisor support was especially found to be critical in alleviating emotional exhaustion and enhancing workplace satisfaction.
Nonetheless, the nature of organisational support systems varies widely among workplaces and industries. Other organisations offer extensive employee assistance programmes as well as conducive working environments whereas others do not have adequate emotional and organisational support systems. The results indicate that the workplace relationships are not isolable to the overall organisational culture and leadership practices. Positive interpersonal relationships will emerge more easily in organisations where trust, communication and employee-focused leadership are practiced. On balance, organisational, cultural, and interpersonal factors are interconnected and influence employee mental health as opposed to single conditions in the workplace.
	Theme
	Key Findings from Literature
	Comparative Analysis
	Contradictions / Debates
	Organisational Implications
	Key References

	Job Demands and Workplace Stress
	Stress and burnout are caused by high workload and emotional labour.
	Bakker et al. (2007) and Pandey et al. (2025) identify stress as a major well-being issue.
	There is controversy whether organisations need to cut down demands or enhance support systems.
	Organisations ought to strike a balance between work and autonomy and support.
	Bakker et al. (2007); Pandey et al. (2025)

	Organisational Culture and Leadership
	Engagement and psychological safety are enhanced with supportive leadership.
	Bhoir and Sinha (2024) highlight leadership as essential for well-being.
	Certain organisations encourage symbolic and not real well being practices.
	HR needs to incorporate well-being in organisational culture and communication.
	Bhoir and Sinha (2024); Andersen et al. (2022)

	Workplace Relationships and Support Systems
	Good relationships lessen stress and enhance resilience.
	Ahmad et al. (2023) apply Social Exchange Theory to explain employee support.
	Interpersonal support systems without formal HR support may not work.
	Supervisor support and teamwork should be enhanced within the organisations.
	Ahmad et al. (2023); Andersen et al. (2022)


[bookmark: _Toc230995920]Table 3: Theme 1: Workplace Factors Affecting Employee Mental Health
[bookmark: _Toc229575992][bookmark: _Toc230995595][bookmark: _Toc231222697]4.4 Theme 2: HR Policies and Employee Well-being
[bookmark: _Toc229575993][bookmark: _Toc230995596][bookmark: _Toc231222698]4.4.1 Flexible Working Arrangements
According to different literature, a significant HR practice that impacts the well-being of the employees is flexible working arrangements. Flexible working hours, remote and hybrid employment arrangements are becoming more popular as approaches that enhance work-life balance, minimize stress, and increase employee satisfaction. According to Armstrong (2024), flexible work arrangements enhance employee engagement and retention as it gives employees more authority to manage their personal and professional lives. Equally, Haar et al. (2019) discovered that work-life balance practices have a positive impact on employee satisfaction and organisational performance.
Nevertheless, the literature also indicates issues that are related to flexible work. BELLA (2023) suggests that digital over connectivity and work-life boundaries can harm the well-being of employees in spite of the flexibility of workplaces. Workers might feel the pressure to be always accessible and productive in distant locations. This brings controversy as to whether flexible working actually enhances well being or merely the pressure at work is put at home. It also indicates that not all organisations offer flexibility in a significant way, as some organisations may only offer it symbolically. According to Social Exchange Theory, employees will positively react only when flexible work arrangements are seen as the true organisational support and not the strategies aimed at increasing productivity (Ahmad et al., 2023).
[bookmark: _Toc229575994][bookmark: _Toc230995597][bookmark: _Toc231222699]4.4.2 Employee Assistance and Mental Health Programmes
The literature underscores the increasing organisational application of employee assistance programmes, wellness and stress management programs to enhance mental health in the workplace. Counselling, mental health awareness programs, and wellness programs are becoming more important HR well-being practices. Elufioye et al. (2024) suppose that employee mental health is regarded as a moral duty, as well as a strategic organisational concern, associated with productivity and retention. Bhoir and Sinha (2024) also note that successful well-being programs have a positive impact on the sustainability of organisations in the long term.
In spite of these advantages, the effectiveness of most mental health programmes is critically questioned in the literature. Multiple studies have indicated that wellness programs tend to be reactive, rather than preventive, and that they are focused on stress management, rather than structural reasons of overwork and inadequate leadership. Alvesson and Sveningsson (2024) believe that there are organisations that implement well-being programs by symbolic gesture in order to enhance the organisational image, as opposed to being truly concerned about the well-being of their employees. In turn, organisational culture can be unsupportive in the eyes of the employees who may view such efforts as performative.
[bookmark: _Toc229575995][bookmark: _Toc230995598][bookmark: _Toc231222700]4.4.3 Training, Development, and Employee Support
Other HR practices that have been found to influence employee well-being in the literature include employee training, career development, and organisational support systems. Gerhart and Feng (2021) believe that HR resources enhance employee engagement, motivation, and performance at the workplace. The importance of leadership development programmes is especially significant since the supportive leadership enhances trust, communication, and psychological safety. Nevertheless, the provision of opportunities in development is traditionally unequal among organisations, which results in dissimilar experience of employees and the feeling of fairness. The results indicate that HR practices can only lead to significant well-being by being part and parcel of the organisational culture, leadership behaviour, and employee support systems.
	Subtheme
	Key Findings
	Comparative Analysis
	Contradictions / Debates
	Organisational Implications
	Key References

	Flexible Working Arrangements
	Work-life balance and satisfaction are enhanced by flexible and hybrid work.
	Armstrong (2024) and Haar et al. (2019) identify positive effects on engagement and retention.
	Flexibility can also enhance digital overconnectivity and work-life boundaries.
	Flexibility and workload management and communication support should be integrated in organisations.
	Armstrong (2024); Haar et al. (2019)

	Employee Assistance and Mental Health Programmes
	Wellness programs help employees be mentally and resilient.
	Elufioye et al. (2024) emphasise their strategic importance.
	Numerous programmes are criticized to be reactive and symbolic.
	HR should deal with organisational factors and symptoms of stress.
	Elufioye et al. (2024); Bhoir and Sinha (2024)

	Training, Development, and Employee Support
	Engagement and commitment are enhanced by training and support.
	Gerhart and Feng (2021) link HR support with performance outcomes.
	The perception of fairness can be diminished by the unequal development opportunities.
	Development should be incorporated in well-being strategies in organisations.
	Gerhart and Feng (2021)


[bookmark: _Toc230995921]Table 4: Theme 2 – HR Policies and Employee Well-being
[bookmark: _Toc229575996][bookmark: _Toc230995599][bookmark: _Toc231222701]4.5 Theme 3: Emotional Intelligence and Employee Well-being
[bookmark: _Toc229575997][bookmark: _Toc230995600][bookmark: _Toc231222702]4.5.1 Emotional Intelligence and Stress Management
The literature has shown that emotional intelligence (EI) is a significant variable that affects the well-being of employees, stress management, and psychological resilience. According to Goleman (1998), emotional intelligence is the skill of recognising and controlling emotions and being able to manage interpersonal relationships. The better the employees are intelligentluy quotient, the more likely they will be able to cope with stress at the workplace and remain in an emotionally stable state in the conditions of a demanding organisation. On the same note, Mayer, Caruso and Salovey (2004) define emotional intelligence as a mental capacity which is associated with emotional perception, understanding and management. According to their model, emotionally intelligent employees have more coping mechanisms and flexibility in stressful circumstances.
Nonetheless, there is controversy on the conceptualisation and measurement of emotional intelligence. The competency-based model developed by Goleman is concerned with behavioural and leadership competencies, whereas, the ability-based model, developed by Mayer-Salovey, considers emotional intelligence as an ability, which can be measured. This poses controversy over whether emotional intelligence is to be considered as a behaviour skill or as a goal psychological skill. Moreover, emotional intelligence in itself cannot do away with stress at work due to work overloads, poor organisational cultures, or poor leaders. Thus, EI cannot be viewed as a replacement of organisational responsibility towards employee well-being.
[bookmark: _Toc229575998][bookmark: _Toc230995601][bookmark: _Toc231222703]4.5.2 Emotional Intelligence and Workplace Relationships
The results also show that emotional intelligence has a great impact on workplace relationship, communication, empathy, and teamwork. Higher emotional intelligence employees tend to be more competent in terms of their ability to pick up on emotional cues, deal with interpersonal conflict, and effectively sustain positive workplace relationships. According to Goleman (1998), empathy and social skills enhance communication and teamwork in organisations. Emotional intelligence thus has a positive impact on organisational culture, teamwork, trust, and psychological safety.
However, literature also presents a number of constraints of emotional intelligence as a factor in workplace relationships. The research pays a lot of attention to the individual emotional competencies without taking into account the organisational culture and leadership factors completely. It is possible that emotional intelligence can enhance interpersonal relationships, yet organisational systems and managerial behaviour continue to dominate workplace interactions. Furthermore, there is discussion on how to objectively measure emotional intelligence. The framework by Mayer-Salovey has favoured standardised testing, where Goleman has depended more on behavioural observation and self-perception, which makes the measurement of EI unreliable across organisations.
The concept of Managing by stress reduction also known as MBSR has also proven their efficacy such as organisations like KPMG provides councelling sessions for staff running through personal or professional stress. Employees are encouraged to talk through their problems and request support and when it comes closer to exhaustion, companies provides mental support health, organisations help through to reduce mental overload by using strategies such as minimising tasks, use calendar blocks ,tunring off non essential notifications and other strategies 
[bookmark: _Toc229575999][bookmark: _Toc230995602][bookmark: _Toc231222704]4.5.3 HRM Role in Developing Emotional Intelligence
The literature is becoming more aware of the role of HRM in facilitating the development of emotional intelligence by providing leadership training, employee development programmes and organisational learning strategies. Emotional awareness and empathy practices and supportive leadership by HR practices have a positive impact on employee engagement and organisational culture. Nevertheless, emotional intelligence development is not well developed in most organisations because it is not well integrated in overall HR strategies. The results imply that emotional intelligence cannot be regarded as an individual responsibility. Rather, organisations need to integrate EI training with favourable organisational culture, leadership styles, and people-oriented HR to empower staff well-being and psychological safety.
	Subtheme
	Key Findings
	Comparative Analysis
	Contradictions / Debates
	Organisational Implications
	Key References

	Emotional Intelligence and Stress Management
	EI enhances emotional stability and management of stress at work.
	Goleman (1998) considers EI as behavioural competence and Mayer, Caruso and Salovey (2004) describe it as cognitive ability.
	There is disagreement on EI measurement and conceptualisation.
	Organisation needs to integrate EI training with stress reduction strategies at the workplace.
	Goleman (1998); Mayer, Caruso and Salovey (2004)

	Emotional Intelligence and Workplace Relationships
	EI enhances teamwork, communication, and empathy.
	Research has emphasized the importance of EI in healthy relationships in the workplace.
	Organisational and cultural impacts are not always considered in research.
	HRM ought to foster psychologically conducive workplace cultures.
	Goleman (1998); Russ, França Perazzo and Petrides (2023)

	HRM Role in Developing Emotional Intelligence
	Emotional competence and engagement are backed by leadership training.
	The literature concurs that EI enhances leadership.
	HR systems tend to be poorly aligned to EI initiatives.
	Employers ought to incorporate EI in the human resource policies and management development.
	Singh (2004); Goleman (1998)


[bookmark: _Toc230995922]Table 5: Theme 3 – Emotional Intelligence and Employee Well-being
[bookmark: _Toc229576000][bookmark: _Toc230995603][bookmark: _Toc231222705]4.6 Theme 4: Work-life Balance and Organisational Productivity
[bookmark: _Toc229576001][bookmark: _Toc230995604][bookmark: _Toc231222706]4.6.1 Work-life Balance and Employee Satisfaction
Work-life balance (WLB) is always cited as a key factor in employee well-being and organisational satisfaction in the literature. WLB can be defined as the capability of employees to balance professional and personal and family obligations. Armstrong (2024) suggests that WLB practices enhance employee engagement, satisfaction and organisational commitment by offering more flexibility and control over their working conditions. Likewise, according to Pattusamy and Jacob (2015), work and personal life balance helps to lower the level of psychological stress and add emotional value. Haar et al. (2019) also concluded that healthier work-life balance has a positive impact on employee satisfaction and motivation in various organisational settings.
Nevertheless, balancing work and life has been a lot harder in contemporary workplaces. BELLA (2023) believes that remote work systems, technological advances, and the sustained digital connectivity, have removed the line between professional and personal life. They can have flexibility among employees and at the same time put pressure on them to be constantly available. There is also the presence of discrepancy between the official WLB policies and the real experience of employees. Numerous organisations openly advertise work-life balance programs, but workers still have to cope with heavy workloads and unrealistic performance demands. This illustrates that the efficacy of WLB requires the presence of organisational culture, support by leadership and actual implementation as opposed to the mere existence of policies.
[bookmark: _Toc229576002][bookmark: _Toc230995605][bookmark: _Toc231222707]4.6.2 Work-life Balance and Productivity Outcomes
The literature reviewed shows that there is a positive correlation between work-life balance and organisational productivity in general. Workers with a healthier work-life balance tend to be more engaged, motivated, and productive. According to BELLA (2023), the satisfaction of employees and their psychological well-being are directly associated with organisational performance and retention. In the same way, Pandey et al. (2025) relate the well-being of employees to enhanced engagement and workplace productivity. Companies are also becoming more aware of the importance of employee well-being as a strategic organisational asset, and not a welfare issue.
However, the correlation between WLB and productivity is complicated. Green (2014) believes that productivity and employee well-being can coexist and consequently the cause and effect are hard to establish. Moreover, the quality of leadership, communication systems, and the workplace culture have a strong influence on productivity outcomes. Flexible working styles might enhance performance in conducive organisational cultures but not in contaminated or highly competitive cultures. Also, flexible work regimes can heighten emotional strain, and decrease work-family distance despite temporary gains in productivity.
[bookmark: _Toc229576003][bookmark: _Toc230995606][bookmark: _Toc231222708]4.6.3 Challenges in Maintaining Work-life Balance
According to the literature, there are a number of obstacles to effective implementation of work-life balance practices. Permanent online connectivity leads to workplaces that are boundless where workers find it hard to get out of their organisational duties (BELLA, 2023). The organisational culture plays a significant role in helping the employees to have healthy work-life boundaries. Even in working environments that have loose policies on flexibility, employees can experience an indirect form of pressure to focus on productivity and not well-being in highly competitive cultures. Attitudes of managers also influence employee experience as flexible and psychologically safe leadership fosters supporting leadership, and unsupportive management enhances stress and work-family conflict. Generally, successful WLB entails organisational commitment, leadership and good working culture.
	Subtheme
	Key Findings
	Comparative Analysis
	Contradictions / Debates
	Organisational Implications
	Key References

	Work-life Balance and Employee Satisfaction
	Well-being and satisfaction of employees are enhanced by effective WLB.
	Armstrong (2024) and Haar et al. (2019) highlight positive outcomes of WLB.
	Flexible work can make work/life lines blurred and create emotional stress.
	Flexibility in realistic workloads and support of leadership should be encouraged at organisations.
	Armstrong (2024); Haar et al. (2019)

	Work-life Balance and Productivity Outcomes
	WLB has a positive impact on engagement and productivity.
	Pandey et al. (2025) support positive productivity outcomes.
	There is a controversy on whether productivity and well being act equally on each other.
	Well-being ought to be considered as an organisational resource by the organisations.
	Pandey et al. (2025); Green (2014)

	Challenges in Maintaining Work-life Balance
	WLB barriers occur due to technology and workplace culture.
	BELLA (2023) highlights digital overconnectivity issues.
	There is a lack of real organisational support of formal policies.
	The HRM must make sure there is a viable application of flexible work policies.
	BELLA (2023); Armstrong (2024)


[bookmark: _Toc230995923]Table 6: Theme 4 – Work-life Balance and Organisational Productivity

[bookmark: _Toc229576004][bookmark: _Toc230995607][bookmark: _Toc231222709]4.7 Chapter Summary
This chapter provided the results and discussion based on the systematic literature review on employee well-being and mental health in the context of HRM. The thematic analysis has revealed that there were four broad themes, which included workplace factors, which influence employee mental health, HR policies and employee well-being, emotional intelligence in organisational contexts, and work-life balance as it relates to organisational productivity.
The results indicated that the organisational well-being of employees is influenced by the interrelated organisational variables, including leadership behaviour, workplace culture, organisational support, and HR practices. High job demands, unhealthy workplace cultures and unhelpful support networks are also key factors that lead to stress and burnout, meanwhile, supportive leadership, flexible work schedules and people-focused HR practices have a positive impact on engagement and psychological health. Contradictions were also identified in the analysis in relation to the symbolic HR initiatives, policy implementation, and the measurement of emotional intelligence.
These findings are critically discussed in the following chapter in relation to the research objectives, theoretical framework and implications of the findings on HRM practice.


[bookmark: _Toc229575752][bookmark: _Toc230995608][bookmark: _Toc231222710]Chapter 5: Discussion
[bookmark: _Toc229575753][bookmark: _Toc230995609][bookmark: _Toc231222711]5.1 Introduction
This chapter is a critical discussion of the findings in Chapter 4, in terms of the research objectives and theoretical framework of the study. It is a discussion on the interpretation of the meaning of the findings, rather than mere restatement. The chapter assesses the contribution of organisational conditions, HR practices, leadership behaviour, emotional intelligence and workplace culture towards employee well-being and mental health in modern organisations.
The findings are interpreted using Job Demands-Resources (JD-R) model and Social Exchange Theory. JD-R model is a model that describes how undue work demands in the workplace cause stress and burnout among employees when organisational resources are inadequate (Bakker et al., 2007). Conversely, the Social Exchange Theory aids in understanding the positive employee reaction to organisational support in terms of greater engagement, trust, and commitment (Ahmad et al., 2023). These theories combine to offer structural and relational insights into the well-being of employees in HRM.
This chapter critically evaluates the multidimensionality of employee well-being, workplace experiences that influence employee mental health and the contribution of HR policies and emotional intelligence in organisational experiences. Constrained and conflicting aspects in the current organisational well-being practices are also discussed and their implications to sustainable HRM strategy are evaluated.
[bookmark: _Toc229575754][bookmark: _Toc230995610][bookmark: _Toc231222712]5.2 Discussion of Research Objective 1
To Examine the Concept of Employee Well-being in HR Literature
[bookmark: _Toc229575755][bookmark: _Toc230995611][bookmark: _Toc231222713]5.2.1 Multidimensional Nature of Employee Well-being
The data indicate that the well-being of the employees is becoming a concept that is multidimensional and includes psychological, emotional and physical aspects instead of the absence of stress or illness. Although Guest (2017) focuses on workplace satisfaction and organisational relationships as the primary predictors of well-being, Pandey et al. (2025) focus more on psychological health and organisational commitment. This discrepancy demonstrates the absence of a unanimity on how well-being is to be conceptualised. Moreover, despite positive well-being outcomes commonly linked to supportive workplace relationships and leadership behaviour (Bhoir and Sinha, 2024), their impact might be less effective in situations where workers still face pressure of excessive workloads. Equally, Haar et al. (2019) report that flexible working arrangements are advantageous to physical and psychological wellbeing; nevertheless, other researchers indicate that flexibility might also be linked with the establishment of blurred work-life boundaries. Thus, employee well-being is to be perceived as the product of both organisational and personal interacting factors as opposed to individual interventions in the workplace.
[bookmark: _Toc229575756][bookmark: _Toc230995612][bookmark: _Toc231222714]5.2.2 Lack of Conceptual Consistency
The literature review shows that there is still conceptual inconsistency in the area of employee well-being in HRM research. Whereas well-being is defined by some researchers based on psychological health and emotional stability, others concentrate on workplace satisfaction, productivity or work-life balance (Guest, 2017; El-Qebaisi, 2025). This lack of consistency makes the work of researchers and organisations difficult as the various definitions result in different measurements and intervention solutions. Moreover, despite the stress-management programmes introduced in many organisations, Chang (2024) suggests that programmes tend to focus on symptoms, instead of organisational factors that trigger stress. This has resulted in the lack of a universal framework that helps to develop consistent and sustainable employee well-being strategies. 
[bookmark: _Toc229575757][bookmark: _Toc230995613][bookmark: _Toc231222715]5.2.3 HRM Perspective on Well-being
The literature emphasizes the major transformations in HRM as an administrative role to a more strategic role of employee well-being. Armstrong (2024) believes that employee well-being is directly linked to organisational performance, engagement and workforce sustainability, whereas Gerhart and Feng (2021) highlight the importance of flexible working, employee support programmes and leadership development. The results are strong indications of the JD-R model, which holds that employee well-being is determined by the balance between job demands and organisational resources. Nevertheless, even with the growing strategic focus on well-being, there is evidence to indicate that there is still a disconnect between policy design and implementation. Although employee well-being is publicly advocated in many organisations, others still work in a very performance-oriented culture with heavy workloads and unrealistic expectations (BELLA, 2023). This paradox implies that commitment to well-being in organisations can be only symbolic, and not substantive, in certain cases.
[bookmark: _Toc229575758][bookmark: _Toc230995614][bookmark: _Toc231222716]5.3 Discussion of Research Objective 2
Workplace Factors Affecting Employee Mental Health
[bookmark: _Toc229575759][bookmark: _Toc230995615][bookmark: _Toc231222717]5.3.1 Impact of Job Demands
The results prove that job demands are still one of the relevant causes of employee stress, burnout and emotional exhaustion. In line with the JD-R model, work overload, emotional labour and persistent performance pressures are job demands that turn out to have a negative impact on employee well-being in the absence of adequate organisational resources (Bakker et al., 2007). Although Pandey et al. (2025) recognize workplace demands as some of the greatest sources of stress among the employees, Bakker, Demerouti and Sanz-Vergel (2023) say that high demands do not necessarily lead to adverse results when employees possess autonomy, managerial support, and recognition. This contrast implies that the effects of job demands are affected by the balance between the demands and resources. In addition, most organisations still focus on resilience training without giving enough consideration to structural factors of stress such as unrealistic workloads and bad job design (Chang, 2024). Consequently, to alleviate employee strain, organisations need to target the individual coping strategies and the underlying work environment.
[bookmark: _Toc229575760][bookmark: _Toc230995616][bookmark: _Toc231222718]5.3.2 Organisational Culture and Leadership Influence
The supporting evidence indicates that organisational culture and leadership play a critical role in affecting employee mental health through trust, communication and psychological safety. Bhoir and Sinha (2024) state that supportive leadership and positive organisational cultures contribute to the improvement of engagement and emotional well-being, and Andersen et al. (2022) note that leadership support is a valuable resource in organisations. Nevertheless, this result is in contrast with the evidence that leadership in itself might be inadequate in case excessive working loads and insufficient organisational resources are not addressed. It means that the effectiveness of leadership is not only related to the behaviour of the leaders but the broader organisational circumstances. Moreover, the literature also mentions the mismatch between the rhetoric of organisation and the reality of workplace where certain organisations publicly address employee well-being and promote the cultures with the characteristics of excessive performance pressure and lack of employee support (Alvesson and Sveningsson, 2024). In JD-R terms, supportive leadership and positive culture are organisational resources that enable employees to deal with the demands of the workplace.
[bookmark: _Toc229575761][bookmark: _Toc230995617][bookmark: _Toc231222719]5.3.3 Interrelationship of Workplace Factors
Continuing on the previous argument about job demands and leadership influence, the findings indicate that the interaction of various organisational factors, as opposed to single conditions of workplace, shapes the mental health of employees. Board of leadership behaviour, work pressures, organisational culture, and support systems all interact to affect the experiences and well-being of employees (Andersen et al., 2022). As mentioned above, supportive leadership and realistic workload expectations are still valuable organisational assets, but the results reveal that their performance is conditional upon their incorporation into the larger organisational approaches and workplace values. On the other hand, organisations that emphasize productivity at the expense of psychological sustainability tend to have a greater number of stress, disengagement, and labour instability (Pandey et al., 2025). Thus, organised organisational commitment is needed to ensure sustainable employee well-being, not isolated HR interventions.
[bookmark: _Toc229575762][bookmark: _Toc230995618][bookmark: _Toc231222720]5.4 Discussion of Research Objective 3
HR Policies and Emotional Intelligence Development
[bookmark: _Toc229575763][bookmark: _Toc230995619][bookmark: _Toc231222721]5.4.1 HR Policies as Organisational Resources
The results reveal that HR policies are valuable organisational assets that affect the well-being, engagement, and resilience of employees. Flexible work, employee assistance programs, leadership trainings and development programs are some of the factors that positively affect workplace stress and organisational commitment (Gerhart and Feng, 2021). The employees usually view the supportive HR policies as a sign of organisational concern and interest in the welfare of the employees, especially when such policies are undertaken in good faith and with a sustained effort (Ahmad et al., 2023).
The argument is heavily in favour of the JD-R model since it proves that organisational resources like autonomy, workplace flexibility, emotional support and career development positively mitigate the negative impacts of excessive workload pressure (Bakker et al., 2007). Nevertheless, the results also indicate that the HR policies prove to be ineffective when the organisations preserve performance-driven cultures where unrealistic expectations and overpressure are the main features. Employees can thus view well-being initiatives as insignificant as opposed to supportive (Alvesson and Sveningsson, 2024). The discussion also indicates that opportunities related to employee development have a positive impact on workplace motivation and engagement, as organisations are less committed to engaging in long-term career growth and support systems (Armstrong, 2024). In general, HR policies can only be important organisational resources when they are continuously incorporated into leadership behaviour, workplace culture, and communication systems.
[bookmark: _Toc229575764][bookmark: _Toc230995620][bookmark: _Toc231222722]5.4.2 Emotional Intelligence and Organisational Behaviour
The results reveal that emotional intelligence has a major impact on organisational behaviour in terms of emotional regulation, empathy, communication, and relationship in the workplace. Workers and managers who have higher emotional intelligence possess an increased capacity to deal with work related stress and be able to maintain good interpersonal relationships at the workplace (Goleman, 1998). Self-awareness was also a very important emotional competency since emotionally self-aware workers can better identify stress and manage workplace responses (Mayer, Caruso and Salovey, 2004).
The literature also emphasises that empathy strengthens organisational trust, teamwork and communication through the increased mutual understanding and minimised conflict in the workplace (Singh, 2004). There are however conflicting views about emotional intelligence. Although Goleman (1998) introduces emotional intelligence as an organisational skill that can be related to the effectiveness of a leader, Mayer, Caruso and Salovey (2004) define emotional intelligence as a cognitive skill that can be measured. This disagreement could be one of the reasons why organisations are experiencing the persistent challenges in incorporating emotional intelligence in HRM activities. Emotional intelligence, however, cannot be viewed as an individual competency only since the organisational culture has a strong impact on emotional behaviour in workplaces. Supportive cultures promote communication and emotional openness, and highly competitive settings do not accept vulnerable and psychological safety (Bhoir and Sinha, 2024). Most importantly, most organisations still focus on the technical performance indicators, and underestimate the strategic significance of emotive competencies in leadership and employee development systems (Russ, França Perazzo and Petrides, 2023).
[bookmark: _Toc229575765][bookmark: _Toc230995621][bookmark: _Toc231222723]5.4.3 HRM Challenges in Developing Emotional Intelligence
Although there is growing appreciation of emotional intelligence, the results show that there are a number of organisational issues about the application of EI in the HRM systems. One of the biggest problems is related to conceptual inconsistency as various theoretical models have different definitions of emotional intelligence. Goleman framework is based on behavioural competencies, but Mayer-Salovey theorise emotional intelligence as a cognitive skill that is measurable (Mayer, Caruso and Salovey, 2004). This discrepancy makes it challenging to organisations that seek to incorporate emotional intelligence in the recruitment, training, and performance management systems.
The discussion also shows that emotional intelligence programs tend to be piece meal and not linked to overall organisational strategy. Nevertheless, as mentioned previously, emotional intelligence programs are frequently introduced without giving due consideration to the larger organisational contexts like workload stressors, communication channels and organisational culture, which restricts their overall performance (Chang, 2024). As a result, EI-based interventions are still not very effective. Development of emotional intelligence thus entails long-term organisational commitment of supportive leadership, organisational learning as well as psychologically safe environments as opposed to short-term training workshops (Singh, 2004).
In terms of the Social Exchange Theory, workers are more prone to exhibit emotionally intelligent behaviours at the workplace when they feel fair, trusted, and supported by organisations (Ahmad et al., 2023). Nevertheless, the results indicate that a large number of organisations still leave the burden of emotional management to the employees and pay inadequate attention to the broader organisational environments that cause stress. As a result, the development of emotional intelligence is probably most efficient in situations when personal training programs are complemented by the greater organisational resources and good relations within the workplace.
[bookmark: _Toc229575766][bookmark: _Toc230995622][bookmark: _Toc231222724]5.5 Discussion of Research Objective 4
Organisational Strategies, Well-being, and Productivity
[bookmark: _Toc229575767][bookmark: _Toc230995623][bookmark: _Toc231222725]5.5.1 Well-being as Strategic Organisational Resource
The results indicate that employee well-being is becoming more of a strategic organisational resource that affects engagement, retention, and organisational performance. When employees feel more psychologically well, they tend to be more motivated, committed to the organisation, and engaged at the workplace (Pandey et al., 2025). When organisations are truly invested in the well-being of their employees, the organisation tends to enjoy more organisational rewards such as reduced turnover intentions, enhanced workforce loyalty, and better organisational stability (Elufioye et al., 2024).
The discussion also however, shows that there are organisations that treat the employee well-being in a more productivity based approach than a true employee welfare approach approach. Well-being programs can thus be organisational mechanisms to squeeze the most out of performance, as opposed to enhancing the quality of life of employees (Alvesson and Sveningsson, 2024). Importantly, the sustainability of organisational performance entails a balanced approach towards productivity expectations and employee psychological sustainability since organisations that focus on the perpetual productivity without adequate supporting factors have higher chances of workforce exhaustion and disengagement in the long run (Guest, 2017).
[bookmark: _Toc229575768][bookmark: _Toc230995624][bookmark: _Toc231222726]5.5.2 Work-life Balance and Productivity
The results indicate the positive overall correlation between the work-life balance and the organisational productivity as the employees that report a higher satisfaction with work and engagement at workplace tend to report having a healthier balance between work and personal life (Haar et al., 2019). Employer-focused HR practices and flexible working arrangements are beneficial to organisational performance as they help to alleviate stress and motivate employees (Armstrong, 2024). This also increases the chances of employees staying loyal to organisations that promote personal well-being and flexible working (BELLA, 2023).
Although numerous studies discuss how flexible working arrangements are linked to enhanced employee well-being, engagement and organisational productivity (Armstrong, 2024; Haar et al., 2019), other studies mention that digital overconnectivity and lack of boundaries and expectations of being available 24/7 leads to increased stress (Green, 2014). This paradox implies that flexibility in itself does not lead to a positive outcome of well-being. Rather, it is the workload expectations, organisational boundaries and managerial support that will determine the effectiveness of flexible working arrangements. In a JD-R sense, flexibility is an organisational resource, but its advantages can be decreased in case the demands at the workplace are too great.
[bookmark: _Toc229575769][bookmark: _Toc230995625][bookmark: _Toc231222727]5.5.3 Moderating Factors
The results show that the relationship between employee well-being and organisational productivity is moderated by leadership quality, organisational culture and external business pressures. Positive and encouraging leadership and psychologically safe organisational cultures enhance employee engagement and effectiveness of well-being strategies (Bhoir and Sinha, 2024). Companies with transparent values, strong communication methods, and focus on the employees tend to build more effective workforce trust and long-term engagement than the ones in a toxic workplace (Ahmad et al., 2023).
Another debate on employee well-being and productivity noticed in the discussion is the debate of reversed causality. Although employee well-being can enhance organisational performance, successful organisations also might have more resources to invest in employee support systems and workplace well-being programs (Green, 2014). More importantly, the results imply that organisational productivity and employee well-being cannot be considered the opposing interests since the sustainable organisational performance relies on the ability to retain psychologically healthy and engaged employees (Guest, 2017).
[bookmark: _Toc229575770][bookmark: _Toc230995626][bookmark: _Toc231222728]5.6 Theoretical Implications
The results highly affirm the applicability of the JD-R model in the elucidation of employee well-being in modern organisations. The model is useful in understanding the role of workload pressure, emotional labour as well as performance expectations in burnout and emotional exhaustion in case the organisational resources are still inadequate (Bakker et al., 2007). Organisational support resources, including leadership, autonomy, quality of communication and employee development, greatly contribute to employee resilience and engagement in the workplace (Bakker, Demerouti and Sanz-Vergel, 2023).
The results also endorse the Social Exchange Theory by showing that employee perceptions of organisational support and reciprocity have a significant impact on employee engagement and organisational commitment. When organisations care about employees by showing authentic interest in employee welfare via supportive leadership, flexible working arrangements, and psychologically safe workplaces, employees will react well (Ahmad et al., 2023).
Nonetheless, it is argued in the discussion that both theories do not offer a comprehensive explanation of employee well-being since both structural organisational conditions and interpersonal workplace relationships influence mental health at the workplace. The results thus add to the theoretical knowledge in the combination of structural and relational views on employee well-being. The mental health of employees should therefore be viewed as a result of the interplay between organisational systems, workplace needs, leadership behaviour, organisational culture and employee perceptions of organisational support and not as a result of single organisational variables (Andersen et al., 2022).
The current review has added to the HRM literature by showing that the interaction between structural organisational factors and relational dynamics in the workplace is the best way to conceptualise employee well-being. Past research has often looked at the workplace demands, leadership, emotionally intelligent and HR policies individually. The synthesis of evidence used in this dissertation however suggests that these factors do not work individually but rather in concert. The study combines the JD-R model with social Exchange Theory to have a wider coverage on the interpretation of the roles of the organisational systems, employee perception of support and workplace conditions in conjunction to determine well-being outcomes.
[bookmark: _Toc229575771][bookmark: _Toc230995627][bookmark: _Toc231222729]5.7 Practical Implications for HRM
The results produce a number of significant practical implications of HRM in terms of employee well-being and managing mental health in the workplace. Organisations need to go beyond piece meal wellness programs and integrate comprehensive well being programmes that take into account both personal and organisational employment elements. Stress management programmes and resilience training are not enough without the changes in excessive workload pressure and unhealthy workplace culture (Chang, 2024).
The discussion, also, emphasizes that supportive and emotionally intelligent leadership can be of great benefit in bolstering psychological safety, trust in employees and workplace engagement. Therefore, the area of continuous transformational leadership development that organisations should consider in the development programmes is communication, empathy, emotional intelligence and support systems of employees (Goleman, 1998). HR departments are also advised to intensify counselling services, employee assistance programmes, and psychologically supportive workplaces and make sure such efforts are taken seriously as opposed to being merely symbolic (Ahmad et al., 2023).
The results also show that flexible work systems should be handled with a lot of care. In spite of the fact that flexibility can enhance work-life balance and autonomy, organisations should set workload expectations and communication limits so that they do not result in digital overconnectivity and emotional burnout (BELLA, 2023). There should also be a stronger emphasis on the transparent communication systems and employee participation since it enhances employee trust and organisational stability (Bhoir and Sinha, 2024). In general, employee well-being needs to be considered a long-term strategic organisational investment not a short-term welfare programme (Pandey et al., 2025).
[bookmark: _Toc229575772][bookmark: _Toc230995628][bookmark: _Toc231222730]5.8 Chapter Summary
The current chapter critically outlined the results of the systematic literature review in terms of the research objectives and theoretical framework. As shown in the discussion, the organisational factors such as workplace needs, organisational culture, leadership behaviour, HR policy, emotional intelligence and work-life balance practices are interconnected to affect the well-being of the employees. The chapter also reaffirmed the applicability of the JD-R model and the Social Exchange Theory in the explanation of employee well being on the structural and relational organisational perspectives. In general, the discussion revealed that sustainable employee well-being needs to be ensured through integrated organisational commitment comprising HRM, leadership, workplace culture, and employee support systems and not through single organisational initiatives.
 
[bookmark: _Toc231222731]Chapter 6: Conclusion and Recommendations
[bookmark: _Toc231222732]6.1 Introduction
In this chapter, the dissertation will end and give suggestions on the topic of employee well-being and mental health under the Human Resource Management (HRM). The chapter provides a summary of the key findings made in the systematic literature review and discusses the extent to which the research aim and objectives were met. It also covers practical implications of the study alongside recommendations, limitations and future research directions.
The results have shown that the well-being of employees no longer constitutes a minor organisational challenge but a significant strategic factor that affects employee engagement, productivity, retention, and organisational sustainability. The dissertation determined that work demands, leadership behaviour, organisational culture, HR policies, work-life balance practices, emotional intelligence, and mental health of employees are influenced. As a result, organisations need to embrace coordinated HRM approaches that will enhance the welfare of the employees and organisational performance.
[bookmark: _Toc231222733]6.2 Summary of Key Findings
The review indicates that the organisation systems are interrelated and not isolated workplace factors that determine the well-being of employees. The well-being of the employees became a multidimensional notion that can be affected by the organisational culture, leadership behaviour, workplace relationships, HR practices, and the perceptions of the employees on the support. The results indicate that sustainable employee well being is not solely attainable by individual intervention but a concerted organisational approach should have a balanced approach to employee needs and organisational goals.
The evidence also shows that workplace demand and organisational resources interact to determine the mental health outcomes of employees. Though overworking, workplace stress, and unfavourable working environments are some of the factors that lead to stress and burnouts, a positive workplace culture, good HR practices, and supportive leadership increase engagement, resilience, and organisational commitment. As a result, staff welfare must be considered as a strategic organisational concern, as opposed to a separate HR program.
A supportive leadership and positive organisational culture proved to be the key organisational resources that affect the well-being of employees. Companies with open communication, psychological safety, and supportive leadership showed a higher engagement rate and emotional stability of employees. Conversely, hostile work environments enhanced stress and eroded employee confidence despite the presence of formal well-being programs.
The results also indicated that HR practices like flexible working, wellness, employee assistance programmes and leadership development have a positive impact on employee well-being when effectively practiced. Nonetheless, the literature mentioned discrepancies between planning policies and actual application. Employee well-being programs are publicly advertised by many organisations that are at the same time upholding a culture of hard work in the workplace, which is the cause of stress and emotional burnout. As a result, certain well-being programs might be viewed as token ones and not serious.
The dissertation also determined that emotional intelligence has a positive role in managing stress, emotional regulation, empathy, communication at the workplace, and teamwork. Workers and leaders with increased emotional intelligence tended to cope better with work relationships and psychological stress. Nevertheless, lack of uniformity in the measurement and application of emotional intelligence was a significant concern in the literature.
The other significant discovery was made on the connection between work-life balance and organisational productivity. The employee engagement, employee satisfaction, and retention were linked to flexible work arrangements and employee-centred practices. However, technological overconnectivity and lack of work-life boundaries caused unofficial psychological stress in spite of official flexibility agreements. Thus, organisational culture, leadership support, and realistic workload expectations are crucial in ensuring work-life balance effectiveness.
On the whole, the dissertation determined that interrelated organisational systems, leadership practices, HR strategies, and workplace culture determine the overall well-being of employees and not the individual factors in the workplace.
[bookmark: _Toc231222734]6.3 Achievement of Research Aim and Objectives
The main goal of this dissertation was to explore the significance of employee well-being and mental health in HRM and to assess the impact that organisational factors and HR practices have on employee well-being and organisational performance. They were able to accomplish this objective by conducting a thematic analysis of the literature available.
The initial aimed at analysing the notion of employee well-being in HR literature. The latter goal was accomplished by examining the multidimensionality of employee well-being and finding conceptual gaps in the available literature. The paper has established that employee well-being is both psychological, emotional, and physical in nature, which is determined by organisational and interpersonal experiences in the workplace.
The second aim was based on workplace conditions that impact employee mental health. The results revealed that workload pressure, leadership behaviour, organisational culture, communication systems, and workplace relationships have a significant impact on employee stress, burnout, and engagement. The dissertation also described the moderating role of organisational resources to the adverse impacts of workplace demands.
The third goal looked at HR policies and development of emotional intelligence. This was done by examining the arrangements of flexible work, employee assistance programs, wellness programs, leadership and emotional intelligence practices in organisations. The paper critically reviewed the efficacy and drawbacks of HR well-being programs and has shown the relevance of emotionally intelligent leadership.
The fourth goal examined the connection between the well-being of employees and organisational output. The results proved that when the organisational culture and leadership support employee well-being, employee well-being has a positive impact on employee engagement, motivation, retention, and organisational performance. In general, systematic literature review and thematic analysis helped to address all research objectives.
[bookmark: _Toc231222735]6.4 Conclusions Drawn from the Study
The dissertation concludes that employee well-being and mental health have turned into core organisational concerns in the contemporary HRM. Modern organisations are highly challenging and technologically linked environments that subjects employees to extreme psychological and emotional stresses. This means that employee well-being is no longer to be viewed as a secondary welfare issue to be addressed but as a strategic organisational issue that has a direct impact on organisational sustainability and effectiveness of the workforce.
Among the key findings of the research is the fact that organisational conditions are interdependent and employee well-being is not the result of individual HR interventions. Stress and emotional exhaustion at the workplace take shape through a combination of high job demands, toxic organisational culture, ineffective communication channels, ineffective leadership and lack of organisational support. Hence, organisations that prioritize personal resilience without tackling structural workplace factors are less likely to realize sustainable well-being results.
Another finding of the dissertation is that organisational culture and leadership behaviour play an important role in the effectiveness of employee well-being initiatives. Employees do not only assess organisational support using formal HR policies, but also experiences at the workplace, practises in communicating, and managerial behaviour. Nurturing leadership and psychologically secure organisational cultures are thus required in developing the true well-being of employees.
Another valuable conclusion is that the organisational productivity and the well-being of employees are not the competing priorities. Companies that invest in the well-being of their employees in a sincere way are likely to have increased engagement, commitment, retention, and stability in the organisation. Sustainable organisational performance is thus a balance between productivity expectations and employee psychological health as well as sustainability of the workforce.
This dissertation adds to the literature of HRM through synthesis of evidence on the various aspects of the workplace, HR policies, emotional intelligence and organisational strategies in one analytical construct. The research indicates that organisational structure, leadership behaviour and employee views of support are the factors that affect the well being of employees as opposed to single variables in the workplace. The research combines the JD-R model and the Social Exchange Theory to offer a more comprehensive insight into how organisational and relational variables interact in promoting employee well-being in workplaces in the modern world.
[bookmark: _Toc231222736]6.5 Recommendations
A number of recommendations are made depending on the dissertation findings. 
Recommendation 1: Adopt an Integrated Employee Well-being Strategy
A comprehensive employee well-being approach needs to be adopted by organisations to change both individual and organisational aspects of the workplace. The HR initiatives should not only target stress management, but also excessive workload, inefficient communication, and negative organisational practices that lead to strain among employees (Joyce et al., 2022).
Recommendation 2: Strengthen Leadership Development and Emotional Intelligence
To ensure a healthy workplace, organisations must make the training of emotional intelligence mandatory to line managers and include employee well-being indicators in leadership performance assessments. The leadership development programmes must be revised on an annual basis to get the managers ready to foster psychological safety, effective communication and employee trust (Ekornas and Roux, 2021).
Recommendation 3: Improve the Implementation of Employee Well-being Programmes
The HR departments are expected to make sure that the wellness programmes, counselling services and employee assistance initiatives are carried out in a consistent and authentic way. The culture of organisations must incorporate employee well-being initiatives instead of being symbolic policies with minimal practical effects (Sharma, 2024).
Recommendation 4: Establish Effective Flexible Working Practices
Flexible and remote working arrangements should be designed to realise explicit expectations and communication limits in the workload of organisations. These steps can be used to avoid digital overconnectivity, work-life conflict and emotional burnout in addition to enjoying the advantages of workplace flexibility (Chatterjee, Chaudhuri and Vrontis, 2021).
Recommendation 5: Position Employee Well-being as a Strategic Investment
Employee well-being should be incorporated into long-term HRM and organisational strategy instead of an organisation considering it merely a short-term productivity programme. Workforce resilience, engagement and sustainable organisational success can be supported by investing in employee well-being (Chatterjee, Chaudhuri and Vrontis, 2021).
[bookmark: _Toc231222737]6.6 Limitations of the Study
There are a number of limitations to this study. To begin with, the study was based solely on secondary data, which could not provide real-time information about workers and organisations. Second, publication bias could have affected the results since the studies that show significant relationships would be published as compared to those that show non-significant results. Third, the sources reviewed were in English only and might have missed out on some evidence related to other cultural and linguistic backgrounds. Lastly, thematic analysis entails some form of interpretation by the researcher and this gives rise to the risk of subjective bias although a systematic review procedure is implemented. These are limitations that must be taken into account in interpreting the study results.
[bookmark: _Toc231222738]6.7 Future Research Directions
Future studies ought to offer more understanding of the experiences of employees and organisational practices. 
Specifically, scholars might examine the impact of leadership behaviour and organisational support on employee perceptions of mental health and well-being in the workplace (Dunwoodie, Macaulay and Newman, 2022). Future research may also focus on the comparison of how the issues of employee well-being vary across industries like healthcare, education and technology where emotional labour and work stress are especially elevated. 
A comparative study may be conducted on the performance of organisational culture and national workplace systems in relation to the effects on the employee well-being practices in various cultural settings (Point and Butoi, 2026). 
Moreover, the researchers can also examine the impact of the implementation of emotional intelligence into the HRM systems on the effectiveness of leadership and the patterns of communication at the workplace. 
Lastly, longitudinal research might investigate how long-term the relationship between employee well-being and organisational culture and productivity outcomes is (Soares, 2024).
[bookmark: _Toc231222739]6.8 Final Concluding Statement
To sum up, the issue of employee well-being and mental health is paramount in organisational priorities in modern HRM. The results of this dissertation showed that there is an interrelationship between organisational, cultural and interpersonal factors such as leadership behaviour, organisational culture, HR practices, emotional intelligence and workplace demands that affect mental health in the workplace. Organisational commitment through integration is therefore the only way of ensuring sustainable employee well-being as opposed to isolated or symbolic HR programs.
Finally, this review indicates that well-being of employees cannot be dictated by single factors in the workplace but rather the interaction of organisational systems, leadership behaviours, HR practices and perceptions employees have of being supported. The more organisations integrate employee well-being into their strategic HRM context, the better placed are they in ensuring sustainable performance, the resiliency of their workforce and the sustainability of the organisations in the long term. The welfare of employees should not then be considered as an additional organisational endeavour but as a core strategic focus in modern workplaces that supports the welfare of employees and the effectiveness of the organisation.
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