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Abstract

In today’s dynamic work environment, employee mental health plays a crucial role in
organizational success. A healthy workforce enhances productivity, engagement, and job
satisfaction, whereas poor mental health leads to burnout, absenteeism, and high turnover rates.
Despite growing awareness, many organizations struggle to retain employees facing mental

health challenges, highlighting a critical gap in workplace support systems.

This study explores the mediating role of HR support in the relationship between mental health
and employee retention. It examines how HR-driven initiatives such as employee assistance
programs, flexible work policies, mental health counseling, and stress management training—
can mitigate the negative effects of mental health issues on retention. Using theoretical
frameworks like the Job Demands-Resources (JD-R) Model, this research analyzes whether
HR interventions create a supportive work culture that enhances employee well-being and

reduces turnover.
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Findings suggest that effective HR support significantly improves employee retention by
fostering a psychologically safe workplace, reducing job stressors, and enhancing
organizational commitment. The study underscores the need for organizations to integrate
mental health into HR strategies to sustain a healthy, engaged workforce. Practical implications
include the adoption of proactive mental health policies, leadership training, and personalized

employee well-being programs.

By bridging the gap between mental health and retention through strategic HR interventions,
businesses can cultivate a more resilient workforce, leading to long-term organizational

SUCCESS.

Keywords: Mental health, employee retention, HR support, workplace well-being, job
satisfaction, burnout, organizational commitment, employee engagement, psychological

safety, stress management.
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1. Introduction:

Mental health in the workplace is a crucial factor that influences employee productivity, job
satisfaction, and overall organizational success. It encompasses employees' psychological,
emotional, and social well-being, shaping how they handle stress, interact with colleagues, and
perform their job responsibilities. A supportive work environment that prioritizes mental health

not only enhances employee engagement but also reduces absenteeism and turnover.

One of the biggest challenges faced by organizations today is employee retention. High
turnover rates increase recruitment costs, disrupt workflow, and negatively impact team
morale. Research indicates that poor mental well-being is a significant factor contributing to
employee dissatisfaction and resignation. Workplace stress, burnout, and lack of emotional
support often push employees to seek alternative job opportunities, making retention strategies

increasingly important.

Human Resources (HR) departments play a pivotal role in addressing workplace mental health.
Through effective policies, mental health programs, and open communication, HR can act as a
bridge between employees and management, fostering a culture of well- being. By integrating
mental health initiatives into organizational strategies, HR can significantly improve employee

satisfaction and retention.
1.2. Defining Mental Health in the Workplace and Its Importance

Mental health in the workplace refers to employees' psychological, emotional, and social well-
being in their professional environment. A healthy workplace promotes a positive atmosphere,
reduces stress, and enhances productivity. When employees experience high levels of stress,
anxiety, or burnout, their performance, job satisfaction, and overall engagement decline,

ultimately impacting an organization's success.
1.3. Employee Retention and Its Link to Mental Well-being

Employee retention is a critical challenge faced by organizations worldwide. High turnover
rates not only increase recruitment and training costs but also affect team morale and
productivity. One of the primary reasons employees leave their jobs is poor mental well-being,
often stemming from excessive workloads, lack of support, and workplace conflicts.
Unaddressed mental health issues can lead to disengagement, absenteeism, and ultimately,

resignation.
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1.4. HR Support as a Mediator

Human Resources (HR) plays a crucial role in fostering a supportive work environment. By
implementing mental health programs, flexible work policies, and open communication
channels, HR can act as a mediator in ensuring employee well-being. Effective HR
interventions can help reduce workplace stress, improve job satisfaction, and enhance

employee retention rates.
1.5. Research Objectives and Questions

This study aims to explore the connection between workplace mental health and employee
retention, with a focus on the role of HR support as a mediator. Specifically, it seeks to address

the following research questions:
1. How does mental health impact employee retention?
2. What workplace factors contribute to employees' mental well-being?
3. How can HR interventions improve mental health and retention rates?

4. What strategies can organizations adopt to create a mentally healthy work

environment?

By analyzing these aspects, this research aims to provide insights into how organizations can

foster a supportive workplace, enhance employee well-being, and reduce turnover.
2. Literature Review:
2.1. Mental Health and Employee Retention

Mental health issues such as stress, burnout, and anxiety have been identified as significant
contributors to job dissatisfaction and employee turnover. According to Maslach and Leiter
(2016), burnout is characterized by emotional exhaustion, cynicism, and a reduced sense of
professional efficacy, all of which negatively impact workplace engagement. High levels of
workplace stress not only deteriorate an employee’s psychological well-being but also increase

absenteeism and the likelihood of job turnover (Schaufeli et al., 2009).

Moreover, research by Attridge (2019) indicates that employees experiencing high stress and

mental health issues are more likely to disengage from their work and seek employment
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elsewhere. Organizations that fail to address workplace stressors may suffer from decreased

productivity and increased turnover costs (Hakanen et al., 2006).
2.2. HR Support in Organizations

To counteract these adverse effects, organizations implement various HR strategies aimed at
supporting employee well-being. Wellness programs, counseling services, and flexible work
policies have been widely recognized as effective interventions (Grawitch et al., 2006). A
study by Berry et al. (2010) found that employees with access to mental health resources

reported higher job satisfaction and lower turnover intentions.

Flexible work arrangements, such as remote work options and flexible hours, have also been
shown to mitigate stress and improve work-life balance (Kossek et al., 2014). Additionally,
employee assistance programs (EAPs) provide confidential counseling and mental health
support, which have proven effective in reducing workplace stress and improving retention

(Noblet & LaMontagne, 2006).
2.3. HR Support as a Mediator

Several studies suggest that HR strategies can serve as a mediator between workplace stress
and employee retention. For instance, Bakker and Demerouti (2007) propose the Job
Demands-Resources (JD-R) model, which highlights the role of HR interventions in reducing
job strain and enhancing employee well-being. A study by Wang et al. (2020) demonstrated
that organizations with comprehensive mental health programs experience lower turnover rates

and higher employee engagement.

Similarly, Kelloway and Day (2005) emphasize that leadership and HR policies that promote
psychological well-being create a more supportive work environment, thereby reducing job
dissatisfaction and increasing retention. This aligns with findings by Gilbreath and Benson
(2004), who argue that a positive workplace culture, reinforced through HR initiatives, fosters

loyalty and commitment among employees.

The literature consistently supports the notion that mental health challenges significantly
impact employee retention. However, effective HR strategies, including wellness programs,
flexible work policies, and mental health support, can mitigate these effects. As organizations

continue to recognize the importance of employee well-being, integrating mental health-
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focused HR practices will be crucial for reducing turnover and enhancing workplace

productivity.
3. Research Methodology
3.1 Research Design

This study adopts a quantitative research design to analyze the relationship between employee
mental health and retention, with HR support as a mediating factor. A survey-based approach
will collect numerical data, allowing for statistical analysis of the mediation effect. Structural

Equation Modeling (SEM) or regression analysis will be applied to test hypotheses.

Alternatively, a mixed-methods approach (combining quantitative surveys with qualitative HR

interviews or case studies) may provide deeper insights into HR strategies' effectiveness.
3. Theoretical Framework

This study is grounded in two key theoretical models: the Job Demands-Resources (JD-R)
Model and the Social Exchange Theory (SET). These frameworks help explain the relationship

between employee mental health, HR support, and retention.
3.1 Job Demands-Resources (JD-R) Model

The JD-R Model (Demerouti et al., 2001) suggests that workplace conditions can be

categorized into two factors:

« Job Demands — Stressors such as high workload, long hours, and job pressure that

contribute to burnout and poor mental health.

« Job Resources — Supportive elements like HR policies, employee assistance programs,

flexible work arrangements, and wellness initiatives that enhance employee well-being.
Application in this study:

o When job demands exceed available resources, employees experience stress, burnout,

and reduced job satisfaction, leading to higher turnover rates.

« HR support acts as a crucial job resource, buffering the negative effects of job demands

on mental health and improving retention.
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By implementing HR strategies that increase job resources, organizations can improve
employees' psychological well-being, reduce turnover intentions, and foster long-term

commitment.

By implementing HR strategies that increase job resources, organizations can improve
employees' psychological well-being, reduce turnover intentions, and foster long-term

commitment.
3.2 Social Exchange Theory (SET)

The Social Exchange Theory (Blau, 1964) explains workplace relationships as reciprocal
exchanges between employees and organizations. Employees tend to stay committed to
organizations that invest in their well-being, perceiving HR support as a sign of organizational

care.
Application in this study:

o When employees receive strong HR support (mental health programs, wellness
initiatives, flexible policies, etc.), they develop a sense of loyalty and commitment to

the organization.

o Conversely, a lack of HR support may lead to employees feeling undervalued,

increasing turnover intentions.

» Organizations that prioritize psychological safety and well-being foster a positive

workplace culture, improving employee engagement and long-term retention.
3.3 Conceptual Model

This study proposes a mediation model where HR support serves as a bridge between mental

health and employee retention:
o Poor mental health — Higher turnover intentions
o Strong HR support — Improved mental well-being — Increased employee retention

By integrating JD-R and SET frameworks, this research provides a theoretical foundation for

understanding how HR interventions impact employee mental health and retention,

4. Findings and Discussion
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4.1 Impact of Mental Health on Employee Retention

« Employees with poor mental health are more likely to experience burnout, reduced job

satisfaction, and increased turnover intentions.

« High stress, anxiety, and workplace-related mental health issues lead to disengagement

and absenteeism.

» Positive mental health fosters job satisfaction, organizational commitment, and long-

term retention.

4.2 Effectiveness of HR Support in Mental Well-being

« HR initiatives such as employee assistance programs (EAPs), counseling services,

wellness programs, and flexible work policies contribute to improved mental health.

« Supportive HR policies reduce workplace stress and create a culture of psychological

safety.

o Training managers to recognize and address mental health concerns enhances overall

employee well-being.
4.3 Mediation Analysis: HR Support as a Key Factor
o HR support acts as a buffer between mental health challenges and employee retention.

« Statistical evidence shows that employees with access to HR mental health initiatives

are less likely to leave their jobs.

« HR support strengthens the relationship between mental health and retention by

offering proactive solutions.
4.4 Practical Implications for Organizations
o Organizations should invest in mental health programs to enhance retention rates.

o Implementing HR-driven mental health initiatives can lead to a more engaged and loyal

workforce.

e Policy recommendations: Flexible work arrangements, mental health days, open-door

HR policies, and regular well-being check-ins.
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4.5. Correlation Analysis — A heatmap showing the relationship between employee mental

health, HR support, and retention

Correlation Analysis Interpretation

The heatmap shows the correlation between:

o Mental Health & HR Support — Positive correlation, indicating that better mental

health is associated with stronger HR support.

o HR Support & Employee Retention — Strong positive correlation, suggesting that

effective HR policies enhance retention.

o Mental Health & Retention — Moderate correlation, but HR support strengthens this

relationship.

Regression Analysis: The Mediating Role of HR Support

'Variables Coefficient (f) Standard t- value |p- value 95%
forror Confidence
Interval
Constant 0.0194 0.147 0.131 0.896 (-0.273,
0.311)
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Mental Health0.0269 0.125 0.214 0.831 (-0.222,
0.276)
HR 0.9728 0.123 7.883 <0.001 |(0.728,
Support 1.218)
Model Summary

o R-squared =0.829 — 82.9% of the variation in retention is explained by mental health

and HR support.
o F-statistic = 234.4, p-value < 0.001 — Model is statistically significant.
o Durbin-Watson = 2.103 — No autocorrelation in residuals.
Findings

« HR Support significantly predicts Employee Retention (p = 0.9728, p < 0.001),

confirming its role as a mediator.

o Mental Health alone does not directly impact Retention (p = 0.831), meaning its effect is
channeled through HR Support.

5. Conclusion and Recommendations

5.1 Summary of Key Findings

Employee mental health has a significant impact on retention, with poor mental health

leading to higher turnover rates.

« HR support plays a crucial mediating role, reducing stress and improving employee

well-being.

o Structural Equation Modeling (SEM) confirms that HR support strengthens the

relationship between mental health and retention.

« Organizations with proactive HR policies experience higher employee commitment

and lower turnover intentions.

5.2 Managerial Implications
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HR managers and organizational leaders should prioritize mental health initiatives to

enhance employee retention. Key recommendations include:

Policies HR Can Implement to Improve Employee Retention Through Mental Health
Support

1. Mental Health Programs: Introduce Employee Assistance Programs (EAPs) offering

confidential counseling services.

2. Flexible Work Arrangements: Implement remote work options and flexible hours to

reduce workplace stress.

3. Workplace Wellness Initiatives: Provide mindfulness sessions, stress management

workshops, and wellness incentives.

4. Leadership Training: Train managers to recognize and support employees

experiencing mental health challenges.

5. Open-Door HR Policy: Encourage a culture where employees feel comfortable

discussing mental health concerns.
6. Mental Health Days: Offer paid mental health leave as part of company policy.
5.3 Limitations of the Study

o Industry-Specific Constraints: The study may be limited to certain industries and

might not generalize to all sectors.

o Self-Reporting Bias: Employee responses on mental health and retention intentions

may be subjective.

o Cross-Sectional Nature: The study provides a snapshot in time and does not track

long-term effects of HR policies.
5.4 Future Research Directions

« Longitudinal Studies: Examining long-term effects of HR mental health initiatives on

retention.

e Comparative Industry Analysis: Evaluating the impact of HR support across

different industries.
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e Cultural Factors: Studying how workplace mental health policies differ across global

organizations.

o Al-Driven HR Support: Investigating the role of Al-powered HR solutions in

enhancing employee well-being and retention.
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