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Abstract 
This study investigates the importance of mental health interventions to improve workforce performance in a 

rapidly evolving information technology (IT) environment within Chennai, India. Chennai is a technology giant 

as a location for mid-size IT companies where professionals often engage in overwhelming workloads over 

extended periods of time, experience job insecurity with changing technology demands, and heightened scrutiny 

from their organizations. These factors contribute to the onset of mental health crises such as anxiety, 

depression, and burnout among workers which has a clear detriment to individual productivity, engagement, and 

organizational resilience. To investigate this problem, the study uses a mixed-methods approached that involved 

quantitative surveys and qualitative behavioral interviews across selected firms within Chennai, India to confer 

and commence the scope and depth of mental health issues in Chennai's IT sector. The work also examines how 

organizations respond to mental health issues granted the firm resources available at their discretion, with 

extensions of the interventions through mental health policy, supportive and engaged leadership, flexible work 

arrangements, and Employee Assistance Programs (EAPs), to not only avert psychological distress but also, 

improve motivation, innovation, and retention. The study takes a step beyond the aforementioned framework to 

establish a strategic mechanism to link mental wellness practice to firm performance, with measurable outcomes 

and evidence that manifests within the working environment as an active intervention through the adoption of 

these policies and interventions. Findings show that firms who build mental health support into their talent 

management strategy achieve benefits such as improved collaborative team actions and responses, lower 
absence rates, and improved employee satisfaction. The paper concludes with practical recommendations for 

mid-size IT firms in Chennai to institutionalize mental health initiatives as a core component of workforce 

strategy. By recognizing mental well-being as a driver of sustainable performance, the IT sector can foster a 

healthier, more productive, and future-ready workforce. 

 

Keywords: Mental Health Interventions, Workforce Performance, IT Industry, Chennai, Strategic Talent 

Management 

 

1. Introduction  

The Information Technology (IT) sector has become a critical driver India’s economic 

growth, transforming cities such as Chennai into technological hubs that are home to 

hundreds of mid-sized IT companies that are increasingly at the center of innovation, 

software development and digital transformation within global markets [1]. However, rapid 

changes in technology, competition and the work culture of the IT sector has created a high-

pressure workplace that most certainly affect the mental health of employees. Mid-sized IT 

organizations use aggressively timed employee work schedules, excessive workloads, 

extended working hours and job insecurity as tools to improve performance of employees. 

Unsurprisingly, the high-pressure work culture and demand placed on employees is 

correlated with high levels of stress, anxiety and depression fuelling increased burnout.  

There was a time when mental health was a taboo subject in corporate conversation; it is now 

an area of practice and discursive activity due to the links between mental health and other 

constructs closely related to mental health, such as performance, retention and productivity. 

The COVID-19 pandemic related to the mental health of employees in mid-sized IT 

organizations has been exacerbated by increased remote work arrangements that minimize 

the lines between work and home and appear to create various forms of emotional exhaustion 
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and digital fatigue. Despite this enhanced attention, the mental health programming in mid-

sized IT organizations remains either superficial and/or neglected, highlighting the need to 

create proactive, organized options to replace the neglect─nowStrategic Talent Management 

(STM) [2] seeks to ensure that an organization's human resource policies and practices are 

aligned with the business goals" so that the right people are working in the right position and 

provided with the right tools and training to be successful. Mental health interventions can be 

a way to improve employee engagement, commitment to the organization, and performance 

in order to develop resilient, engaged, high-performance teams. Well-chosen interventions 

such as Employee Assistance Programs (EAPs), mindfulness sessions, flexible work 

arrangements, leadership development with a focus on emotional intelligence, and 

organization-wide policies to support mental health can be key enhancements to the morale 

and performance of the workforce. 

The questions for this research project relate to the influence that mental health interventions 

systematically built into STM can have on workforce performance in mid-sized IT firms in 

Chennai. The IT ecosystem is interesting because of the strength of the talent pool (people 

quality) and technology ecosystem is, mid-sized organizations often face significant resource 

constraints that limit their capacity to provide comprehensive wellness initiatives. 

Understanding how impactful [3], practical mental health interventions can positively impact 

employee outcomes seems essential to the sustainability and competitiveness of these mid-

tier IT firms.The study will follow a mixed-methods design where a survey will be used in 

conjunction with qualitative interviews to assess the prevalence of mental health problems, 

the organizational tools already in place for intervention, and how using these interventions 

may influence measurable employee outputs (productivity, collaboration, retention, and 

innovation). As the results aim to add to academia and management practice, we will be more 

deliberate in building a mental health-performance framework for the mid-sized IT sector. 

As the IT industry can change in the blink of an eye, mental health cannot remain an 

afterthought. Mental health needs to be a strategic priority and not a reactive measure to a  

social situation. Organizations need to focus on employee well-being, which is not simply a 

nice thing to do, but a business necessity. This study advocates for the value of workplaces to 

be supportive, inclusive, and psychologically safe, where mental health investment should be 

an expectation to achieve and sustain organizational success as an industry in Chennai's fast-

paced IT market [4]. 

 

2.Related Work 

2.1 Structured Mental Health Programs and Workforce Productivity 

A growing range of literature supports the importance of structured mental health programs 

to improve workforce performance, especially in sectors that see employees under pressure, 

like Information Technology (IT). In Chennai's mid-sized IT firms, structured mental health 

programs such as Employee Assistance Programs (EAPs) [5], counseling support, and regular 

workshops supporting emotional well-being can achieve performance benefits. Ananya Rao 

et al.'s article "Impact of Structured Mental Health Programs on Productivity in Chennai's 

Mid-Sized IT Firms," provides empirical support for the assertion. The authors surveyed 300 

employees from 15 firms and observed improvements in retention rates, improvements in 

productivity and significant reductions in absenteeism when a comprehensive mental health 

program was implemented. These findings align well with international research discussing 

how enhanced mental health support can contribute positively to job satisfaction, turns, and 

cognitive performance, support emotional regulation and interpersonal functioning, and 

develop a workforce that is capable of resilience. The authors suggest that mental wellness 
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should not be viewed as a secondary part of HR, but instead a strategic business tool for 

success. 

In Information Technology environments, burnout and cognitive overload are common 

conditions stemming from task complexity and the sense of perpetually racing against tight 

deadlines. Structured mental health programs can serve as a buffer in these challenging 

environments. Employees who have access to regular counseling and decided preventative 

wellness programs, have been shown to have lower tension levels resulting in better time 

management and working with others better [6]. Firms that dedicate substantial resources 

specifically to mental health, have specific protocols for a structured mental health program 

are perceived to have a stronger employer brand and morale with workers. The literature also 

suggests in relation to the perceived success of mental health initiatives, it is essential to have 

ongoing program measurement and feedback to the organization. Regarding occupational 

mental health, it is important for HR departments to ask for employees needs until they are 

much better aligned with offerings. Another important factor in normalizing employee mental 

health, is leadership buy-in to help to remove the STE, and to help de-stigmatize negative 

perceptions regarding help seeking and mental health. When employees perceive that mental 

health programs are aligned with the organizations values and there is leadership buy-in, 

employees are more likely to participate in such programs and increase the collective level of 

impact across the organization. In conclusion, structured employee mental health programs 

can provide measurable and lasting improvements to workforce productivity within Chennai's 

IT industry. The importance of having workforce mental health programs and embedding 

them within talent management strategies is essential in developing a high performing, 

emotionally resilient, and future focused workforce. 

2.2 Psychological Safety and Organizational Support in IT Firms 

Psychological safety—the shared belief that members of a workplace will not be punished or 

humiliated for speaking up—has been found to be an important predictor of employee mental 

health and team performance. In one paper titled "Psychological Safety and Performance: 

Role of Organizational Support in Chennai’s IT Hubs" by [7] explores the various 

mechanisms of organizational support that are directly related to mental health and employee 

outcomes, in the context of Chennai's IT sector. The authors make the case that employees 

who feel psychologically safe are more likely to speak up, disagree, and share their creative 

ideas without fear of reprisal. The authors conducted in-depth qualitative interviews with 20 

team leaders and distributed a survey to more than 400 employees working across 10 

organizations. It was determined that psychological safety was correlated positively with 

team collaboration and innovation, and was also associated with significantly lower 

employees' stress and emotional exhaustion. 

The authors emphasize leadership behavior as an important antecedent of psychological 

safety. Leaders who show empathy, listen, give feedback, and demonstrate inclusivity create 

opportunities for trust and engagement. HR policies that support resolving disputes and 

grievances, aid conflict resolution, or have anonymous feedback methods are employee-

enhancing functions that increase the chances of a safer emotional workplace climate. Other 

research studies demonstrate support for this conclusion by associating psychological safety 

with employee retention, if the employee wish to stay (not more likely to resign), emotional 

job satisfaction, and if employees want to share their ideas, knowledge sharing. In terms of 

mental health, psychological safety fits the definition of prevention by reducing anxiety 

related to job security, workplace relationships, and professional expectations. In contrast, 

organizational support (mental health education and focused support such as supervisor 

check-ins) adds to the total care and belonging for employees. Employees in psychologically 

unsafe environments are more likely to be socially isolated, disengaged, and subsequently 
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perform poorly. Overall, organizational support and psychological safety emerge as 

instrumental features of mental health interventions that catalyse performance [8]. In 

Chennai's IT environment, we believe creating an emotionally safe workplace is positive for 

wellbeing, team 'belonging', and the source of business innovation. 

2.3 Mindfulness-Based Interventions and Stress Reduction 

Mindfulness-Based Interventions (MBIs) have received increased focus as an effective 

workplace mental health tool. MBIs include a variety of practices such as meditation, focused 

breathing, and mindful awareness exercises, which have been employed to help reduce stress, 

increase emotional regulation, and enhance, or at least help sustain, cognitive focus. [9] 

study, "Mindfulness Practices and Stress Reduction: Evidence from IT Workplaces in 

Chennai", provides strong evidence for the effectiveness of these interventions in the IT 

space. Conducted in three mid-sized IT companies in Chennai, Dr. Narayanan was able to 

implement mindfulness practices for 15 minutes a day, for six months, with 180 employees, 

which resulted in 35% reduction in perceived stress levels, lengthened attention spans, and 

22% less absenteeism attributed to stress. All improvements were measured based on 

validated measures such as the Perceived Stress Scale (PSS), as well as organizational health 

data. 

The authors of this article state that MBIs can offer cost-effective, scalable approaches that 

could become integrated into the normal business routine. Given that many IT roles involve 

mental overload, multitasking, and digital fatigue, mindfulness can provide different 

pathways to cognitive clarity and emotional equilibrium. Furthermore, rather than waiting 

until an employee is considered 'unwell' and needing treatment, mindfulness improves self-

awareness and present-moment awareness - it can also be seen as an active component part of 

not-reactive models of mental health care. Supporting literature has shown that the intended 

outcomes of mindfulness interventions improve executive function, creativity, and 

relationship building; skills that are needed in many IT roles. Often, organizations that take 

the extra effort to incorporate MBIs into an organizational schema report greater employee 

satisfaction and higher retention levels. However, when we say that mindfulness 

mindfulness-based interventions interventions work, we must understand they must have a 

context in an organization where mental health is valued. Short of leadership buy-in, 

commitment and then support, MBIs will often appear tokenistic to an employee's peers. All 

in all, it is important for human resource professionals, in partnership with OHR [10], as the 

there is a necessity to influence the uptake and metric for mindfulness interventions via 

employee feedback; will be important in establishing the terms and parameters of formalized 

interventions in the workplace. Mindfulness-based interventions are a effective option as a 

substantial strategy in managing stress and improving work-related performance in the IT 

sector; monoculture MBIs are also a straightforward addition to mental health policies can 

improve employee well-being and, more importantly, organizational productivity. 

2.4 Flexible Work Policies and Mental Well-being in Tech Environments 

Flexible work policies have been recognized as a growing factor in achieving a mentally 

healthy lifestyle and job performance, particularly since the COVID-19 pandemic. The paper 

examines this fast-emerging trend across the IT sector and specifically in Chennai through 

the unconditional framework of [11] "The Role of Flexible Work Policies in Improving 

Mental Health and Work Outputs in Mid-Sized IT Companies in Chennai, India." The paper 

outlines empirical research with five mid-sized IT companies comparing two groups of 

employees, (i) who have several forms of flexible work options (e.g. remote work, staggered 

hours, compressed work weeks) and (ii) employees who have none at all. The results were 

clear, flexible workers had 28% lower stress scores, 33% higher job satisfaction, and 17% 
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more deliverables submitted on time. The study used a mixed methodology of General Health 

Questionnaire (GHQ-12's) and KPI's. 

The literature indicates that flexible work frameworks allow employees to better 

accommodate work-life responsibilities. Control over work location and schedule can 

mitigate commuter-related stress, facilitate work-life balance, and improve attention to tasks. 

In high-pressured environments, like Information Technology, smaller improvements in 

connectedness can improve employee burnout rates, enhance employee problem solving, and 

better facilitate team collaboration. To make flexible policies successful, employers need to 

work collaboratively with employees to set clear deliverables and ensure trust. Organizations 

that train employees on remote collaboration tools, virtual meet engagement, and digital 

wellness are also more sustainable in implementing flexible arrangements while ensuring 

appropriate accountability. Furthermore, a flexible work structure will create inclusive 

workplaces that embrace those with caregiving responsibilities and those vulnerable to 

mental health challenges. It also provides organizations with the ability to maintain top talent 

and attract diverse talent pools. In review, flexible work policies are not productivity tools, 

but rather mental health interventions. Compared to the performance pressures of Chennai’s 

IT industry, flexible work policies can support improved mental wellness and organizational 

effectiveness when used as an intentional organizational strategy. 

 

3.Overview of the Problems 

A company that does not utilize talent management practices may face a variety of situations. 

These are some of the effects that the smaller and medium-sized IT companies from Chennai 

have faced. Talent Attraction and Recruitment Problems: There are many issues 

organizations face in managing people today. A major issue is finding and hiring the right 

qualified professionals; companies often struggle to find qualified candidates or to even reach 

potential hires. With little unique advantages compared to competitors, hiring becomes even 

more difficult and can lead to lost billing opportunities. Employee dissatisfaction and 

turnover also remain urgent challenges [12]. Attrition remains high as employees keep 

looking for better opportunities elsewhere, as they often become dissatisfied and feel 

undervalued. This has an impact not only on losing top talent, but also in damaging team 

dynamics and lowering productivity overall. 

Additionally, many firms in the absence of proactive talent management practices, face real 

gaps in knowledge and capabilities. Employees are unable to adapt to the fast-paced 

developments in the industry without sufficient investment in educational and developmental 

initiatives [13]. This denys both the organization and the people in it an ability to innovate 

and to respond to new conditions in the market. 

Attracting, retaining, and developing the appropriate personnel may be a real challenge for 

organisations without successful talent acquisition. This may lead to lower productivity, 

increased turnover, and less satisfaction with work. Therefore, developing a knowledgeable, 

driven, and future-ready staff that propels long-term organisational success requires the 

implementation of strong personnel management techniques. 

The study's goals 

1. To examine the strategic talent acquisition procedures now in use by Chennai's mid-sized 

IT enterprises. 

2. To evaluate the difficulties these businesses encounter in finding, nurturing, and keeping 

talent. 

3. To put out a theoretical framework for coordinating talent strategy with corporate 

objectives. 

4. To suggest efficient STM procedures for long-term expansion. 
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Conceptual framework 

This conceptual model demonstrates how different elements of strategic talent management 

work together to achieve organisational objectives. It starts with well-defined organisational 

objectives, which form the basis of all ensuing employee initiatives. Human resources are 

matched with these objectives through a comprehensive workforce strategy. The organisation 

will be able to proactively identify its talent requirements, both present and future, thanks to 

this strategy. 

 
Figure 1: An explanation of the significance of proactive talent administration 

The strategy then pivots towards three key pillars: talent development, talent retention, and 

talent acquisition. Recruiting talent is focused on attracting the right people, who align with 

your organisation's culture, with the skills required to attain your strategic objectives. Once 

talent has been acquired, talent development ensures promotion opportunities, upskilling, and 

continuous learning to enhance performance and prepare staff to take on more responsibility. 

Talent retention aims to decrease employee turnover through employee engagement and 

relationship management to create a great workplace, rewards and recognition, and job 

satisfaction. 

These three pillars have a direct impact on employee engagement, leading to the development 

of a robust leadership pipeline and reduced turnover. A strong leadership pipeline ensures the 

organisation has future leaders ready to propel success, while engaged employees are more 

committed and productive. Reduced turnover saves you money, but also secures 

organisational knowledge and stability. 

Ultimately, these outcomes come together to affect innovation and organisational success, 

indicating that the value of successfully managing a workforce extends beyond organisational 
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growth, and creates an atmosphere conducive to innovation and higher levels of efficiency. 

The approach illustrates that managing people is a strategic enabler closely associated with 

business objectives, rather than a stand-alone entity. 

The hypothesis of the research: 

The first hypothesis is that talent management practices that work will lead to better staff 

satisfaction and lower turnover rates than an organisation without managerial control [14]. 

Rationale: People need to feel valued and supported at work, which is the premise of the 

hypothesis. It posits that companies that invest in talent management, the practices of 

recruiting, developing and retaining are able to create better working environments 

There will be higher levels of work satisfaction and lower levels of turnover. 

The second hypothesis is that organisations with best-practice talent management practices 

have a workforce that are better informed and more skilled than organisations without such 

practices [15]. 

Rationale: The hypothesis relies on the premise that organisations that value talent 

management are better able to locate, develop and enhance their workforce's skills and 

knowledge. Their workforce is therefore more informed and skilled, improving organisational 

performance. 

The following influences on talent management exist: in mid-sized IT organisations; 

There are a number of influences on talent management. These will be discussed in relation 

to two themes; people and the level of growth of the organisation. 

The primary influences, which are most significant to the business, are: 

 
Figure 2: Influential elements for talent management 

Organizational Culture: An open, positive environment centered around personnel 

development helps attract and retain talent. Building a quality workforce that enhances 

employee engagement is easy in a culture of learning, collaboration, and innovation in mid-

sized IT firms.  

Management and Leadership: Quality management and leadership are important in mid-sized 

IT firms, as executives value employee development and talent acquisition. 

Retraining and Selection: Drawing in skilled people who complement the organization's 

attitudes and direction is crucial for mid-sized IT firms. Proper planning for recruitment 

efforts, using different sources to test the waters with various sourcing options, and going 

through a thorough screening process are all critical steps to attract people that are attractive 

to the organization. 

Training and Development: Mid-sized IT firms need to ensure their employees are up to date 

with industry requirements, to remain competitive. providing training to enhance technical 

skills and other career paths, access to continuing education and career development 

opportunities engages employee talent and allows them to contribute to the organization's 

success. 

Compensation and Benefits: Competitive compensation and benefits are important for talent 

management. Compensation categories such as incentive compensation packages contingent 

upon performance, competitive and recognized benefits are an essential for mid-sized IT 
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organizations to acquire and retain talent. Transparent and fair pay policies enhance an 

employee's commitment and fulfillment.  

Work-Life Balance: Organizations in the IT space can promote a healthy work environment, 

provide flexible scheduling when feasible, and assist employees with access to programs that 

promote their overall well-being. When companies invest in their employees' health and 

work-life balance, they enhance employee satisfaction and engagement.  

Market Factors: In order to be competitive in attracting and retaining talent, mid-sized IT 

organizations need to stay on top of emerging technology, pay standards, and market trends.  

By implementing effective policies and initiatives, mid-sized IT organizations can positively 

manage their talent, attract skilled individuals, and create an environment conducive to 

employee development and organizational success. 

Methods of Research 

This article examines the variables that affect talent management in small and mid-sized IT 

organisations in Chennai, Tamil Nadu. The study's time frame was one year (365 days), with 

an emphasis on data collection and modelling. 

Research zone 

The research area is limited to the Chennai, Tamil Nadu, geographic region. 

Sources of information 

The main information utilised in this study was obtained through the aforementioned 

organisation. Telephonic interviews with important players and decision makers in the Third-

Party Logistics sector are used for validation of information and refinement. Additionally, the 

project has employed seminars and workshops to gather data. 

Design of Sampling and Analysis Instruments 

Employee experience surveys, attrition, one-year recruiting, and company policy data were 

gathered from the company between January 2021 and December 2021, totalling 500 records, 

for the purpose of analysing the information and model construction. 

Information is analysed using a mathematical framework to determine attrition of workers, 

which is the disparity of the total number of hires that occurred and depart within a six-month 

period. The sum of those who remained for a longer period of time will represent the 

outcome of this. 

 

4. Proposed Methodology 

A schematic representation of the analytics pipeline used in this study is provided. 

Preparation and Analytical Evaluation of Data 

Before beginning the analytics pipeline, the OSMI Mental Health in Tech Survey 2014 

dataset is pre-processed. Data processing and purification (deleting columns with more than 

70% values that were missing) . To create forecasting models and use a variety of exploratory 

data analysis (EDA) approaches for selecting features, we ultimately turned to embedding 

categories and ordinal variables. 

Visualisation of information 

For this study, we consulted the 2014 OSMI Mental Health in Technology Study to learn 

more about the prevalence and effect of behavioural health problems in work environments. 

After the gender and age changes, let's look at the balance of genders and ages in fig 3. 

The visual representation of demographic data provides critical insights into the composition 

of the study population. The left-side donut chart illustrates the gender distribution among the 

respondents, revealing a notable imbalance. A dominant 72% of participants identified as 

male, while only 22% identified as female. The remaining 6% fell under the "Other" 

category, which may include individuals identifying as non-binary, transgender, or gender 

non-conforming. This gender disparity highlights the male-centric nature of the IT workforce, 
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particularly in Chennai’s tech industry. Such a demographic skew is consistent with national 

and global trends within the technology sector, where female and gender-diverse 

representation continues to lag behind. Understanding this imbalance is essential for 

contextualizing workforce-related mental health outcomes, as gender often influences stress 

triggers, support mechanisms, and help-seeking behavior. 

On the right side, a box plot captures the age distribution across different gender categories—

Female, Male, and Other. This visualization allows for a comparative analysis of age-related 

trends within each group. The box in each plot represents the interquartile range (IQR), 

capturing the central 50% of ages. The horizontal line within each box denotes the median 

age, while the whiskers extend to include age values within 1.5 times the IQR. Notably, dots 

beyond the whiskers indicate outliers, signifying respondents whose ages fall outside the 

typical range. 

The box plot reveals that the median age for female participants is marginally higher than that 

of males. Furthermore, females and those in the "Other" category exhibit a wider spread in 

age distribution and a greater number of upper outliers, suggesting the presence of older 

individuals in these groups. Conversely, the male group demonstrates a more concentrated 

age range with fewer extreme values. Despite these differences, the overall age distribution 

across all genders largely clusters within the mid-20s to late 30s—a critical working-age 

group in the IT sector. 

 
Figure 3: Relative distributions of gender and age 

These demographic insights are foundational for interpreting the mental health landscape of 

IT professionals. Both gender and age play a significant role in influencing workplace 

experiences, stress levels, and access to mental health resources. Therefore, understanding 

these variables is essential for designing targeted interventions and wellness programs that 

reflect the needs of a diverse workforce. 

Answering a few questions concerning the elements (attributes) included in the dataset in this 

exploratory analysis will provide us with new information in fig 4. Through every scenario, 

we will acquire particular knowledge which will ultimately help us understand the main 

factors that influence an employee's susceptibility to psychological disorders and medical 

treatment.Our objective is to analyse the information's "treatment" attribute to build a 
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machine learning strategy. The graph below shows that more than half of survey respondents 

selected "yes," with the remaining half selecting "no." 

 

 
Figure 4: Treatment-seeking proportion of participants 

Ages of respondents seeking treatment: This figure makes it clear that the two ranges are 

merging. Consequently, this won't be particularly beneficial in the classroom. forecast. 

 
Figure 5:The age distribution shows that those in green sought therapy, whereas those 

in red did not. 
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A family history of mental illness's impact show in fig 6. 

 
Figure 6:Two graphs are presented: one showing the percentage of respondents who 

have a history of mental illness in their family, and the other showing the number of 

people who fell into both of those categories and sought treatment. 

Negative consequences for coworkers with mental illness on the job. Approximately 85% of 

those surveyed had never heard of or witnessed the negative effects of coworkers who 

experience mental health issues. Of those who are left, 10% are looking for help after seeing 

negative consequences for their colleagues. 

 
Figure 7:The first graph shows the percentage of both positive and negative employee 

answers. In the second one, you can see how many employees are utilising both groups 

for treatment 

A number of prediction models were employed to ascertain the likelihood of workers 

suffering from psychological disorders and the necessity of therapy for those 

employees.Experts made estimates by splitting the staff into two distinct categories: 

"diagnosed for psychological problem" and "not recognised for mentally health problem." 



LEX LOCALIS-JOURNAL OF LOCAL SELF-GOVERNMENT 
ISSN:1581-5374 E-ISSN:1855-363X  
VOL. 23, NO. S4(2025)                 

 

3132 
 

"Has the employee been diagnosed with a mental health condition?" was the target variable, 

treatment, that was utilised to categorise the workers. 

70% of the total was utilised for training, while 30% was utilised for evaluation.ADABoost, 

XGBoost, random forest, logistic regression, decision trees, gradient boosting, and k-nearest 

neighbour (KNN) classifications are among the models which were investigated. The success 

of previous efforts to get an equal comprehension of the older OSMI information as well as 

the effectiveness of these classifications as small-data machine learning models led to their 

selection for use in a supervised learning context. 

5. Evaluation and Outcome 

SPSS is one of the statistical tools used to analyse the acquired data. Mean, standard 

deviation, and frequency are descriptive statistics that give a general picture of STM practices 

today. To investigate the connection among STM practices and organisational performance 

metrics like worker efficiency, job fulfilment, and employee turnover, inference statistics like 

as regression as well as correlation analysis are employed.Additionally, ANOVA is used to 

evaluate the significance of variations in STM interpretation between groups of people or 

departments. 

Table 1: Evaluation of Correlation 

Variables 

Talent 

Acquisiti

on 

Learning 

& 

Developm

ent 

Strategic 

Leaders

hip 

Reward 

Mechanis

ms 

Organizatio

nal Culture 

Business 

Performa

nce 

Talent 

Acquisition 
1.00 0.61 0.49 0.43 0.50 0.67 

Learning & 

Developmen

t 

0.61 1.00 0.71 0.63 0.58 0.74 

Strategic 

Leadership 
0.49 0.71 1.00 0.69 0.64 0.79 

Reward 

Mechanism

s 

0.43 0.63 0.69 1.00 0.56 0.72 

Organizatio

nal Culture 
0.50 0.58 0.64 0.56 1.00 0.69 

Business 

Performanc

e 

0.67 0.74 0.79 0.72 0.69 1.00 

 

Analysis of Information 

This dataset contains information on employee opinions on mental health in the IT industry, 

locations, and a variety of other demographic characteristics and workplace support. We have 

a better understanding of the elements that influence people's opinions as well as what we can 

do to change some of them. The data comes from a 2014 study of those who take advantage 

of a platform for publicly discussing people's emotional well-being, which asked about 

specific views about mental illnesses and related difficulties among IT workers. The 

information above was taken from a survey research study where 1260 individuals reported 

having mental health issues. Following the event, it was agreed that each participant would be 

asked to complete a questionnaire that would aid in the study of the results. The majority of 

this material concerned mental health and associated problems in the IT industry. This 
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indicates that they advertise that they work for a tech-focused company in the survey that 

they took. There are 26 columns in the dataset. 

 

Table 2:Comparative Evaluation of Supervised Classification Algorithms 

Model Accuracy Precision Recall (Sensitivity) F1 Score 

Logistic Regression 0.89 0.91 0.87 0.89 

Decision Tree Classifier 0.82 0.83 0.80 0.81 

 

Five primary information sources are at the heart of the inquiry. Respondent demographics 

and geographic details include age, sex, state of domicile, country of residence, and if there is 

family members history of mental illness. 

The following are some fundamental details about the workplace: do you work for a tech firm 

or anything else? Do they work from home? Do you have employees? Has work have an 

impact on the way you feel? Are you self-employed? 

Our mental, physical, and social stability are all significantly impacted by our mental health. 

It influences our stress response, decision-making, thoughts, feelings, and behaviours. 

The study indicates that workplace intervention might negatively effect workers' mental 

health, resulting in treatment seeking, based on a specific dataset. When employees seek 

mental illness therapy, ancestral histories and employer-provided care options are crucial 

variables. 

In this work, we employed a machine learning model to assess if a particular company staff 

member requires therapy for mental health issues. We selected the Gradient Boosting 

Classification as the most suitable framework for this forecast. By identifying employees who 

may be at risk for mental illness, we may avoid mental health difficulties in tech companies 

by giving them proactive materials to educate them about psychological issues and pertinent 

options for help. 

Providing extensive benefit packages is another way that businesses may support staff 

members who are struggling with mental health concerns. Examples include health and 

disability benefits, flexible work schedules, leave policies, wellness efforts focussing on 

physical and mental health, and employee support programs. 

For organisations to create a productive and encouraging work environment, understanding 

mental wellness must be given top priority. Workers' mental health issues should be assessed 

by businesses to see whether they have an impact on their productivity. The availability of 

perks and programs offered by the firm, as well as family background, may significantly 

influence an employee's decision to seek assistance. Even while these factors are significant, 

other factors also affect an employee's decision-making process. Companies can create a 

more inclusive and supportive work environment by decreasing the stigma attached to mental 

illness, raising employee mental health literacy, and giving staff members the information 

and abilities, they need to safely and responsibly handle colleague's mental health issues. 

Because of this, mental health problems may not be as stigmatised in society. Poor 

psychological condition can hinder employees' ability to communicate, perform, use their 

physical capacities, and manage every day. Performance might suffer as a result. Workers 

who are dealing with mental health concerns must get the assistance and attention they 

require. 
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Ideas 

Enhancing Mental Wellness in the IT Sector by the Application of These Useful Suggestions:  

 

Make work-life balance a priority. 

a) Flexible Work Arrangements: Provide options such as shortened work weeks, remote 

work, or flexible start and end times. 

b) Frequent Breaks: Encourage employees to take small breaks during their day to relieve 

stress. 

c) Define Boundaries: Set clear guidelines around when work hours end and when personal 

hours start to reduce the risk of burnout. 

Fund Mental Health Support 

a) Employee Assistance Programs: Provide employees with private counselling and support 

options.  

b) Counselling Services: Offer one-on-one sessions with behavioural health specialists. 

b) Stress Management Workshops: Provide information regarding mindfulness, relaxation 

techniques, and stress reduction methods. 

Promote a Culture of Support 

a) Encourage Open Dialogue: Create an environment where employees can speak openly 

about their mental health without fear of barriers. 

b) Mental Health Champions: Designate employees as mental health champions to help 

reduce stigma and prevent barriers. 

c) Consideration Policies: Implement policies that provide fair accommodation options for 

employees with mental health concerns. 

Develop Mentally Healthy Leadership 

a) Understanding Mental Health: Train leaders and managers on how to recognize burnout, 

stress, and other mental health challenges. 

b) Compassionate Leadership: Equip leaders with the skills to build a more compassionate 

and supportive workplace. 

c) Meaningful conversations: Train managers on how to have open, caring conversations with 

employees who may be experiencing mental health challenges. 

Fostering relaxation and rest 

a) Encouraging Vacation: Underline the importance of regularly taking time away and 

vacation time. 

b) Flexible PTO: Find policies that are flexible enough to allow employees to take time off 

when they need it most. 

c) Encouraging Downtime: Encourage employees to rest and enjoy leisure time when they 

are not working. 

By implementing these strategies and creating a more supportive and mentally healthy 

workplace, IT companies can positively impact employee satisfaction, productivity, and 

overall well-being. 

 

6. Conclusion 

One issue which requires reaction is the mental health of IT professionals. IT professionals 

experience stress, anxiety, and burnout owing partly to the unique demands of the sector - 

extended work hours, rapidly changing technologies and content demands, and high 

performance standards. The survey indicates how urgent it is for IT companies to make the 

mental health of staff a priority through preventative action. By enabling work-life balance, 

providing mental health programs, fostering a supportive environment, and preparing leaders 

in the organization to deal with employee issues, organizations can promote health and 
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productivity in the workplace. By addressing these issues, we can enhance employee 

wellbeing, which results in better organizational effectiveness, creating a more sustainable 

organizational success. Investing in mental health is a priority for the IT sector, and more 

importantly, it is the ethically responsible thing to do. 
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