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Abstract 

In the context of both public and private sector enterprises, this research looks at how workers' emotional 

health affects their productivity on the job. An examination of the psychological health of workers, related 

institutional issues, and their effect on productivity is at the heart of a comparison of public and private 

enterprises. Workplace reality is supported by the results of this research, which indicate that positions in 

the private sector are demanding and stressful, adversely affecting the mental health of employees; if stress 

levels rise over a certain threshold, performance begins to decline. However, in public sector businesses, the 

internal climate is more laid-back and less stressful, therefore workers' mental health and productivity are 

not at risk. Thus, "happy" employees outperform their "less happy" counterparts in terms of productivity. 

The retention and higher performance of human capital depend on their good physical and mental health. 

According to the findings, frequent interventions are needed to evaluate workers' mental health and come up 

with methods for striking a balance between high performance standards, ambitious organizational 

objectives, and other stresses inside the institution. 
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INTRODUCTION 

In this extra research, we catalogue the strength of the evidence supporting the effectiveness of evaluations 

of twenty-one different types of workplace therapies and provide a unified approach for analysing this data, 

"Review of Evidence of Interventions to Reduce Mental Ill-health in the Workplace." For best results, we 

would lay out the possible return on investment for each of these actions. This study shows, however, that 

our understanding of how these treatments affect the mental health and/or occupational outcomes of workers 

is restricted by a lack of systematic information. In our search for organizational-level treatments that have a 

modest to substantial impact on workers' mental health and occupational results, we came up empty. 

Interventions at all other levels were supported by sufficient evidence. 

According to the WHO's report from 2014, mental health is defined as "a state of well-being in which every 

individual can flourish to the fullest extent of their potential, cope effectively with the normal stresses of 

life, and make a positive contribution to their community and to the world at large." Happiness and 

fulfillment in life are at the heart of psychological health, which has recently been a major research and 

policy priority for sociologists, economists, and legislators. An further research on the relationship between 

mental health and productivity at work found that greater PWB is associated with higher job performance-

enhanced potential and improved productivity. Performance on the work is most strongly related to one's 

subjective PWB. Though some research has shown a correlation between psychological health and 

productivity on the job, this research has not yet pinpointed how much variation there really is between 
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different states of mental wellness. According to reference [1], workers' physical, mental, and social health 

are all negatively impacted by occupational pressures, and this has repercussions at the workplace as well as 

in the rest of their lives. There is a correlation between exposure to high stresses and the likelihood of 
experiencing a relapse of mental illness, which may have far-reaching consequences for an individual's 

personal and professional life. When an employee's mental and physical health are both strong, they are able 

to do their best work in a welcoming, low-stress atmosphere. 

For a government to accomplish its strategic and operational objectives, it must have organizations in the 

public sector. The numerous government agencies that make up the public sector serve the public good by 

providing essential services to the general populace. The private sector, on the other hand, is made up of 

both for-profit businesses looking to maximize profits for their owners and non-profit organizations focused 

on doing good in the world. In a similar vein, Bashir and Sufiyan Zilli [3] argue that more study has to be 

done in the area of psychological wellness and productivity at work, with a particular focus on the influence 

of PWB on the results of employees' jobs. This study focuses on how an individual's state of mind affects 

their ability to do their work, both in terms of their task performance and their overall contextual 

performance.  

Workplace Health Promotion 

Cost assumptions  

We assume that the intervention is providing exercise courses at work to 20% of the staff and then do 

sensitivity analyses on the premise that the proportion is really 50%. We base our calculations on the same 

assumptions made by PriceWaterhouseCoopers (20) in their analysis for beyondblue, namely that classes 

would cost $120 for the whole 20-week session. A maximum of 10 workers are assigned to each group. 

Return on Investment  

A health promotion program has a favorable return on investment for both small and big businesses (table 

12). The ROI for small and medium-sized businesses is $2.86, while it is $4.01 for huge corporations. These 

numbers would still be encouraging even if the impact sizes were considerably less (a 10% drop in 

absenteeism and presenteeism) and the investment expenditures were substantially greater ($200 per class). 

A 50% assumption of adoption has no effect on the ROI. 

Table 1: Return on investment for workplace health promotion\ 
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Benefit Assumptions  

To better understand the effects of health promotion treatments, Kuoppala and Lamminpää (19) analyzed 46 

papers (including 14 randomized controlled trials). On average, absenteeism dropped by 20%, while "work 
ability" rose by 40%. Our best guess is that the latter is a result of a corresponding decline in presenteeism. 

This translates to a decrease of 0.84 absentee days and an increase of 7.2 percent in the percentage of 

employees reporting presenteeism behavior among workers at large companies (a decrease of 0.58 absentee 

days and a decrease of 7.2 percent in the presentee rate among workers at small and medium businesses). 

LITERATURE REVIEW 

Hogg, B., Moreno-Alcázar, A., Tóth, M.D. et al. (2022), There were translations of the survey into six 

tongues. For this survey, we utilized Qualtrics, an online platform for collecting responses. We used 

descriptive statistics to examine the numbers, and theme analysis to make sense of the text. In all, 65 experts 

out of 146 were polled (42% response rate). Findings show that just 26.2% of experts believe workers may 

openly discuss mental health concerns, and that 81.5% of experts believe there is a large or medium unmet 

need for assistance for workers with mental health issues. Staff members rated psychoeducational resources, 

in-person seminars, and CBT-based therapies as the most likely to be adopted. 67.7% of experts found the 

suggestions for managers on what to do if an employee has mental health difficulties to be helpful. 

Numerous specialists have stressed the need of awareness campaigns (78.5%) and seminars led by those 

who have personal experience with mental illness (80%). Experts from various nations and fields all gave 

similar responses. Results from this international poll of experts indicate a pressing need for programs that 

promote positive mental health at work and combat stigma. An intervention consisting of many parts using 

various resources is encouraged. 

The authors Ishikawa, Kohara, and Nushimoto are Y. (2022), In the study, first-time participants are paired 

with counselors at random. Since job-seekers have varied degrees of difficulty obtaining employment, this 

random assignment results in unanticipated workloads, adding stress to the duties of career counselors. We 

next compare the replies from the counselors' daily records on mental health issues with the data from the 

random assignment of job counseling. We use a panel data format and a fixed-effects model to account for 

the counselors' time-invariant observed heterogeneities. Counselors' mental health is evaluated using both 

self-reported and objective measures, such as blood pressure and pulse. The findings show that the stress 

brought on by dealing with recently assigned difficult job searchers has a negative impact on the objective 

measures of counselors' mental health, but has little to no effect on their perceptions of their own mental 

well-being. This finding hints that the mental health impacts of workplace stress might build up over time, 

even if the worker isn't consciously aware of it. 

Lagerveld, S.E., Bültmann, U., Franche, R.L., et al (2011), With this study, we want to better understand the 

factors influencing the WP and WF of now sad workers by analysing the relevant literature. Thirty studies 

were found that investigated the root causes of WP (N = 19) or WF (N = 11). For all outcomes, reports on 

associations with disorder-related variables were more common than those with individual or occupational 

factors. These associations held true for WP: The link between a prolonged depressive episode and job 

impairment was supported by the available data. The correlations between older age, a history of sick leave, 

and work incapacity were supported by moderate evidence, as were those between more severe types of 

depressive illness, the presence of co-morbid mental or physical issues, and longer age. Work limitations for 

WF with severe depression were associated with work limits, but increasing productivity was associated 

with clinical recovery. Because almost half of the studies were cross-sectional, few genuine future 

connections could be determined. Conclusion Our findings may be utilized to guide the development of 

future studies and evidence-based treatments aimed at improving WP and WF among depressed employees. 

More longitudinal research is needed to determine the elements, both at work and at home, that may be 

changed to reduce the likelihood of WP and WF. 

Researchers Evans-Lacko, S., and Knapp, M. (2016), Financial burdens of depression-related work absences 

and tardinesses were calculated for eight countries. We also looked at how poor productivity is affected by 

personal, organizational, and social variables. This is the first research that we are aware of that looks at the 

effects of depression on workplace productivity in a wide range of nations, both culturally and 

economically. South Korea had the lowest yearly absenteeism cost at $181 per person, while Japan had the 

most at $2674. The United States ($5524) and Brazil ($5788) had the greatest mean presenteeism expenses 
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per person. When compared to absenteeism, the costs of presenteeism are often five to ten times greater. 

These results imply that workplace depression has a significant global economic effect, both in absolute 

terms and as a percentage of national GDP in every country studied.  

METHODOLOGY  

Research Design  

Financial and accounting experts from a range of Indian businesses participated in a correlational study to 

examine the links between work satisfaction and success. 

Sampling and Data Collection  

Information was gathered via the use of predetermined survey questions. Three hundred seventy-four 

finance and accounting experts from public and private sector businesses were included in the sample. There 

were a total of 420 questionnaires sent out, with 374 usable ones for an 89% response rate. 

Measures  

Respondents' ages, genders, job titles, years of service, and the nature of their current employer's sector 

(public or private) were all collected using a demographics questionnaire. The Inventory of Psychological 

Health (PWBS). In order to quantify PWB, we employed the Ryff Scale of Psychic Well-Being (version 18, 

48 items). The six factors that make up the scale are as follows: freedom, meaningful work, satisfying 

relationships, control over one's physical surroundings, and continuous development. It has been a 1–6 

Likert scale. In order to ensure precise scoring of the dimensions tested, the 8 negatively phrased questions 

will be reverse scored in the final scoring method. Scores closer to 100 indicate more happiness. 

Job performance  

A scale developed by Vera Silva Carlos and Ricardo Gouveia Rodrigues, based on the widely accepted 

viewpoint on job performance's contextual and task-related dimensions, was used in this study. The 7-point 

Likert scale was chosen since it has been proven reliable for use across many industries and cultural 

contexts. Contextual performance is comprised of eight dimensions, including persistent effort, 

collaboration, organisational conscientiousness, personal traits, and interpersonal and relationship abilities, 

while task performance consists of three dimensions: job knowledge, organisational skills, and efficiency. 

Procedure  

The evaluation measures used in the study were chosen after thorough investigation and the collecting of 

psychometric information for the reliability, validity, and scoring methods. The questionnaire and a 

demographics sheet were sent to the participants. According to the grading rubric the authors provide, the 

questions were graded. The statistical work was performed in SPSS. The findings are broken down into a 

descriptive section and an inferential section using statistics. Mean, standard deviation, and frequency 

percentages represented descriptive analysis, while inferential statistics followed. Regression analysis was 

used to explore hypotheses about the correlation between workers' states of mind and their task and 

environmental competence. As an added step, a regression analysis was conducted to zero in on which 

personal work environment (PWE) characteristics had the greatest influence on both task and context-based 

job performance. PWB-job performance correlations in the public and private sectors were analyzed using 

one-way analysis of variance and comparative correlation analysis. This was accomplished by separating 

information gathered from the governmental sector and the commercial sector (including MNCs and local 

organizations). 

Data Analysis  

Frequencies and percentages of respondent demographic profile information, Cronbach's alpha of variables, 

descriptive statistics, correlation coefficient, regression analysis, One-way ANOVA, and Post Hoc Tukey's 

test are all displayed in the following paragraphs, along with their respective interpretations. 
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Table 2: Demographic Profile of the Respondents 

 

The breakdown of the 374 financial and accounting experts that participated is shown in Table 2. Workers 

are mostly male (73.5% of the total) and the majority are between the ages of 25 and 34 (42.8%). Most 
respondents (69.8%) have been with their current employer for less than five years, while just 4.8% have 

been with their current employer for more than sixteen years. Even more striking was that almost half of 

them (48.9%) found employment in privately-owned businesses in their respective communities. 

A Cronbach's alpha test was performed to establish the internal consistency and reliability of the study's 

variables, and the findings indicated that all of the variables are above the cutoff value of 0.700. (See Table 

3). The results agree with the advice of specialists. 

 

 

 

 

 

 

 

 

 

 

http://www.jetir.org/


© 2022 JETIR October 2022, Volume 9, Issue 10                                                      www.jetir.org (ISSN-2349-5162) 
 

JETIRFU06017 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org 145 
 

Table 3: Cronbach‟s Alpha of the Variables Used 

 

Descriptive Statistics  

The mean, standard deviation, skewness, and kurtosis of the scaled questionnaire data were calculated using 
descriptive statistics. The lowest ratings (1.0) were given for the variables PWBA, PWBPG, PWBPIL, and 

PWBSA, while the highest rating (5.0) was given to JPC. Standard deviations between.670 and.998 and 

means between 3.333 and 4.743 are within a reasonable range (See Table 4). Mean rating for JPC is greatest 

(y = 4.743), same as it is for PWBPIL (x = 3.330), which likewise has the highest response rate. 

Table 4: Descriptive Statistics, Skewness and Kurtosis of the Research Constructs 

 

In addition, the values for Skewness and Kurtosis were all within the standard deviation of the mean, 

demonstrating that the constructs are normally distributed in the Univariate setting. 
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Table 5: Correlation Coefficient of the Main Variables 

 

Average, SD, low, and high ratings from respondents are shown in Table 5. The results show that the 

average rating is greatest for the public sector (4.2235), then the private (local) sector, and finally the private 
(MNC) sector (3.6832). Minimum responses were received from the Private (MNC) and Private (Local) 

sectors, both at 1.78, with the Private (Local) sector receiving the most responses. 

Table 6 shows that at an F-ratio of 12.415, with a significance level of p=0.0000.01, seventeen percent of 

the PWB variables accounted for the variations in performance on the job. PWBA and PWBPIL are the only 

two constants out of the six. Conversely, PWBEM, PWBPR, PWBPIL, and PWBSA were not significantly 

affected. 

Table 6: Effect of Psychological Well-being Variables on Job Performance  

 

One-way ANOVA tests with a 95% confidence level were conducted to differentiate between the various 

industry types with regards to PWB, JPC, and JPT (See Table 7). Government, Corporations, and Other 

Private Organizations Make Up This Sector Type (Local). F (2, 371) = 7.737, p=0.001 indicates a 

statistically significant difference in how respondents rated their experiences with PWB across the public, 

private (MNC), and private (local) sectors. There is no significant variation in respondents' attitudes 

regarding JPC across industries (F (2, 371) = 1.656, p=0.192), suggesting that people's perspectives on job 

performance in context are consistent across fields. F (2, 371) = 0.513, p=0.599 indicates there is also no 

significant variation in respondents' opinions of work performance across tasks. This also implies that there 

is no difference in respondents' beliefs that the job performance-task is the same whether one is working in 

the public, private (MNC), or private (Local) sectors. 
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Table 7: One-Way ANOVA Result on Significant Difference of the Sector Type and PWB, JPC, and 

JPT 

 

Since there is a discernible difference between industry and PWB, we ran a Post-Hoc Tukey's test on this 

latter variable. Table 8 shows that there is a statistically significant difference between the public sector and 

the private (Local) sector (p=0.004) and between the private (MNC) and private (Local) sector (p=0.004), 

but no such difference exists between the public sector and the private (MNC) sector (p=.823). Meaning that 

the Public sector has a greater rate of psychological well-being (x = 4.2235) than either the Private (Local) 

or Private (MNC) sectors (x = 3.9287) or x =3.6832 respectively. As a result, the Private (Local) sector has 

better mental health than the Private (MNC) sector. 

Table 8: Post-Hoc Tukey‟s Test on Significant Difference between Sector Type and PWB 
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In conclusion, descriptive statistics demonstrated that the various conceptions studied were acceptable. The 

results of the correlation test between PWB, JPT, and JPC all showed positive associations between the 

three variables. The connection between PWB and JPC was the strongest of the three. Job performance on 
the task was shown to be strongly affected by the PWB variables PWBA and PWBPG, whereas job 

performance in the context of the organization was found to be considerably impacted by the PWB variables 

PWBA, PWBPG, and PWBSA. However, when comparing the sector type to the PWB, JPT, and JPC 

variables, the results showed that there was a substantial difference between the sector type and PWB but 

not the other two variables. Finally, In a study that compared the PWB experienced by workers in several 

industries, researchers discovered that the public sector and the private (local) sector, as well as the private 

(MNC) and private (local), had quite different experiences. 

DISCUSSION 

The research found that regardless of the industry that someone works in, a high level of psychological well-

being is significantly associated with higher levels of productivity. The positive correlations between PWB 

and task performance in both fields were supported by the correlational data, meaning that the higher the 

PWB of workers, the better their task performance. A whopping 92% of Australasian workers agreed with 

the statement "a happy worker is likely to be a productive worker" in a recent research [17]. Employees with 

greater PWB also engage in a higher amount of extra-role or contextual performance, which is an interesting 

finding. A major tenet of [20]'s concept of happy disposition on the job, this idea was thought to have "the 

largest influence on actions that are undertaken by one's own free choice" (p. ). Poor mental health has been 

linked to decreased productivity in the workplace [6], [11], and related conditions include depression, 

anxiety, emotional disease, and poor performance. A favorable association between PWB and evaluations of 

work performance was also confirmed by the source cited in [12]. It follows that raising employees' 

subjective levels of happiness has a positive effect on their productivity on the job. That's why it's crucial for 

supervisors to start caring about their workers' emotional well-being in addition to their physical fitness. It is 

for this reason that [23] believes that many businesses should organize their people-management efforts 

"with the stated purpose of boosting performance by promoting employee well-being". According to the 

data, workers are more likely to do their best work when they are given opportunities to exercise discretion 

and develop professionally, and when they are treated with respect and dignity. 

CONCLUSION 

ConclusionDifferences in organizational culture and stress reported by the employee may account for most 

of the discrepancy between the PWB - performance relationship of workers in the public and private sectors 

(local and MNCs). According to reference [53], an organization's culture is the "whole picture" of how the 

workplace affects its workers. It is well recognized [3] that there are significant differences between the two 

kinds of organizations in terms of structure, system, social-psychological environment, and general climate. 

In the public sector, performance management methods are shaped less by the person than by a number of 

institutional elements, as shown by the literature [55]. Employees in the public sector had the same 

impression [46]. Promotions in the public sector are often granted based on seniority rather than 

performance or merit. In turn, workers lose interest in achieving their full potential. Employees at private 

and multinational corporations (MNCs) are motivated to constantly improve their work since their pay is 

tied to how much they contribute to the company and how well they meet its objectives. 
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