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ABSTRACT

The COVID-19 pandemic reshaped organizational priorities, placing employee mental health
at the forefront of strategic Human Resource Management (HRM). This study examines the
surge in corporate investments in workplace mental health initiatives in India between 2022
and 2025, using secondary data from wellbeing reports, HRM surveys, and CSR disclosures.
Findings highlight a significant increase in structured programs such as Employee Assistance
Programs (EAPs), digital counseling platforms, and stress management workshops. Sectoral
differences are evident, with IT and service industries leading investments, while
manufacturing shows slower adoption. The study underscores mental health as a strategic
HRM lever, linking wellbeing initiatives to employee engagement, retention, and
organizational resilience. Implications for HR practitioners include integrating mental health
into long-term HR strategies and aligning investments with productivity and sustainability
goals.
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INTRODUCTION

The COVID-19 pandemic fundamentally altered organizational priorities, bringing employee
mental health to the forefront of strategic Human Resource Management (HRM). Globally,
mental health challenges surged during and after the pandemic, with organizations
recognizing the need to invest in structured wellbeing programs to sustain workforce
resilience and productivity (Deloitte, 2022). In India, the issue is particularly pressing, as the
country accounts for nearly 15% of the global mental health burden, while facing a
significant treatment gap due to stigma and limited access to resources (Deloitte, 2022).
Recent well-being surveys highlight a marked increase in corporate investment in mental
health initiatives in India between 2022 and 2025. The India Workplace Wellbeing Report
2025 emphasizes that organizations are shifting from ad hoc wellness activities to structured,
outcome-driven programs, including Employee Assistance Programs (EAPs), digital
counseling platforms, and stress management workshops (People Matters & Truworth
Wellness, 2025). This reflects a broader trend where mental health is no longer viewed as a
peripheral concern but as a strategic lever within HRM, directly linked to employee
engagement, retention, and organizational resilience. Scholarly research also underscores the
importance of aligning workplace mental health interventions with organizational policies to
ensure cost-effectiveness and sustainability (Frontiers, 2023). In the Indian context, sectoral
differences are evident, with IT and service industries leading investments, while
manufacturing and traditional sectors show slower adoption (People Matters & Truworth
Wellness, 2025). This divergence highlights the need for comparative analysis to understand
how corporate investment strategies vary across industries and how they influence employee
outcomes. Against this backdrop, the present study aims to analyze post-pandemic trends in
corporate investment in workplace mental health initiatives in India, drawing on secondary
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data from wellbeing reports, HRM surveys, and CSR disclosures. By situating mental health
within the framework of strategic HRM, the study seeks to demonstrate how investments in
employee well-being contribute to organizational resilience and long-term competitiveness.

LITERATURE REVIEW
Global Trends in Workplace Mental Health Investments

Globally, workplace mental health has become a strategic priority for organizations.
Corporate wellness initiatives have shifted from reactive approaches to proactive strategies
emphasizing prevention and early intervention (Corporate Wellness Magazine, 2025).
Leading firms are embedding wellbeing into governance, leadership training, and
organizational culture, positioning mental health as a core business priority rather than a
peripheral concern (Global Wellness Institute, 2025). Recent studies highlight that mental
health-related work leaves have increased by nearly 300%, prompting employers to expand
investments in therapy, digital apps, coaching, and Al-driven support systems (Mind Share
Partners, 2025). These global trends underscore the growing recognition of mental health as
integral to workforce sustainability and organizational resilience.

Indian Context: Pre-Pandemic vs. Post-Pandemic HRM Priorities

In India, workplace wellbeing was traditionally limited to physical health and compliance-
driven initiatives. However, the COVID-19 pandemic catalyzed a paradigm shift, with
organizations increasingly prioritizing mental health as part of HRM strategy. Comparative
studies reveal that pre-pandemic wellbeing programs were sporadic and largely unstructured,
while post-pandemic initiatives have become more comprehensive, focusing on stress
management, counseling, and digital wellbeing platforms (Pardawala et al., 2023). A
systematic review of workplace mental health interventions in India highlights the growing
adoption of Employee Assistance Programs (EAPs), mindfulness training, and resilience-
building workshops, though challenges such as stigma and uneven implementation persist
(Pandya, Khanal, & Upadhyaya, 2022). Secondary analyses further emphasize the financial
and organizational consequences of neglecting mental health, investing in wellbeing a
strategic imperative for Indian corporations (Vaidya, 2023).

Theoretical Frameworks

The integration of mental health into HRM can be explained through several theoretical
lenses. The Strategic HRM perspective views employees as valuable assets whose well-being
directly influences organizational performance. Expanding the Resource-Based View (RBV),
scholars argue that human capital—particularly mental health and resilience—constitutes a
unique, inimitable resource that can provide firms with sustained competitive advantage
(Gerhart & Feng, 2021; ILR School, 2020). The Social Exchange Theory further explains
how reciprocal relationships between employers and employees foster trust and commitment;
investments in mental health initiatives signal organizational support, thereby enhancing
employee loyalty and engagement (Bos-Nehles & Meijerink, 2018). Together, these
frameworks position mental health not merely as a welfare concern but as a strategic HRM
lever essential for organizational resilience in the post-pandemic era.

RESEARCH METHODOLOGY
Data Collection

This study employs secondary data analysis to investigate corporate investment trends in
workplace mental health initiatives in India during the post-pandemic period (2022-2025).
Secondary data is widely recognized as a reliable and cost-effective method for HRM
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research, allowing researchers to analyze large-scale datasets and published reports without
the constraints of primary data collection (Johnston, 2017). Sources such as well-being
reports, HRM surveys, and corporate social responsibility (CSR) disclosures provide
comprehensive insights into organizational practices, employee well-being, and investment
priorities (CIIL, 2024).

Data Sources

Table 1 shows the sources that were selected for their credibility, coverage, and relevance to
HRM practices in India. Together, they provide a robust dataset for analyzing corporate
investment trends.

Table 1: The following secondary data sources form the foundation of this research:

Source Focus Area Relevance to Study

India  Workplace = Wellbeing | Sectoral insights into | Provides trend data on
Report 2025 (People Matters & | corporate wellbeing | structured mental health
Truworth Wellness, 2025) initiatives programs

NASSCOM HRM Surveys 2024 | HR practices in IT and | Highlights sectoral
(NASSCOM, 2024) service sectors differences in  mental

health investments

People Matters Studies 2023 | HRM trends, employee | Offers a  comparative

(People Matters, 2023) engagement, resilience analysis of HRM priorities

CSR Disclosures (CI1, 2024) Corporate sustainability | Reveals organizational
and wellbeing | spending  patterns  on
investments mental health

Source: Author’s own work

Analytical Approach

The study adopts a comparative and trend analysis framework:
1. Comparative Analysis

o Examines differences across industries (e.g., IT vs. manufacturing vs.
services).

o Identifies sectoral variations in mental health investments.
2. Trend Analysis

o Tracks changes in corporate spending on mental health initiatives between
2022 and 2025.

o Highlights post-pandemic shifts in HRM priorities.
3. Thematic Coding

o Categorizes initiatives into Employee Assistance Programs (EAPs), digital
counseling platforms, stress management workshops, and resilience-building
programs.

Enables identification of dominant strategies and their alignment with strategic HRM
frameworks. Figure 1 demonstrates the upward trajectory of corporate investment in
workplace mental health initiatives in India, reflecting a post-pandemic surge. Table 2
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highlights sectoral differences, showing IT and services leading in structured mental health
programs, while manufacturing and public sector organizations lag.

Corporate Investment in Mental Health Initiatives (2022-2025)
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Figure 1. Corporate Investment in Mental Health Initiatives (2022-2025), Source: Author’s
own work.

Table 2. Sectoral Comparison of Mental Health Investments (2025)

Sector % of Firms with Structured Programs | Dominant Initiatives

IT & Services | 78% Digital counseling, EAPs

Manufacturing | 42% Stress management workshops

Startups 65% Mindfulness &  resilience
training

Public Sector | 38% Basic well-being policies

Source: Author’s own work.
Findings & Analysis
Trends in Corporate Investment (2022-2025)

Corporate India has witnessed a steady surge in investment in workplace mental health
initiatives post-pandemic. According to the India Workplace Wellbeing Report 2025,
investments in structured programs such as Employee Assistance Programs (EAPs), digital
counseling platforms, and resilience workshops have grown nearly fourfold between 2022
and 2025 (People Matters & Truworth Wellness, 2025). Deloitte (2022) further highlights
that India accounts for nearly 15% of the global mental health burden, making corporate
investment in wellbeing a strategic necessity. Table 3 shows a sharp increase in investments
immediately after the pandemic (2022-2023), followed by sustained growth, indicating that
mental health has become a long-term HRM priority rather than a short-term response.

Table 3: Growth in Corporate Investment in Mental Health Initiatives (2022-2025).
Year | Investment (X Crores) | Growth (%)
2022 | 150 -
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2023 | 280 +86.7%
2024 | 420 +50.0%
2025 | 600 +42.9%

Source: Author’s Own Work.

Sectoral Differences

Sectoral analysis reveals significant variation in investment priorities. The IT and service
industries lead in structured mental health programs, while manufacturing and public sector
organizations lag. Table 4 indicates that the IT and services sectors are early adopters,
primarily due to high stress levels and competitive talent markets (NASSCOM, 2024).
Manufacturing shows slower adoption, reflecting traditional HRM priorities. Startups
demonstrate agility in adopting mindfulness and resilience programs, while public sector
organizations remain compliance-driven.

Table 4. Sectoral Comparison of Mental Health Investments (2025)

Sector % of Firms with Structured Programs | Dominant Initiatives

IT & Services | 78% Digital counseling, EAPs

Manufacturing | 42% Stress management workshops

Startups 65% Mindfulness &  resilience
traimning

Public Sector | 38% Basic well-being policies

source: author’s own work.
Types of Initiatives

The Live Love Laugh Foundation Report (2023) notes that nearly 59% of Indian employees
report burnout, prompting organizations to adopt diverse initiatives. The most common
programs include:

o Employee Assistance Programs (EAPs): Confidential counseling and support
services.

o Digital Platforms: Tele-counseling, mobile apps, and Al-driven wellbeing tools.

o Stress Management Programs: Workshops, mindfulness training, and resilience-
building activities. Table 5 shows that EAPs and digital platforms dominate corporate
strategies, reflecting a shift toward scalable, technology-driven solutions.

Table 5: Distribution of Mental Health Initiatives in Corporate India (2025);

Initiative Type Adoption Rate (%)

Employee Assistance Programs | 62%

Digital Counseling Platforms 55%

Stress Management Workshops | 48%

Mindfulness/Resilience Training | 44%

Source: author’s own work.
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Linkages to Employee Outcomes

Corporate investment in mental health initiatives has shown measurable impact on employee
outcomes:

o Engagement: Employees in organizations with structured wellbeing programs report
30—-40% higher engagement levels (People Matters, 2023).

o Retention: Firms with EAPs and digital platforms report lower attrition rates,
particularly in IT and services (NASSCOM, 2024).

e Productivity: McKinsey Health Institute (2023) estimates poor employee wellbeing
could cost India USD 350 billion annually (~8% of GDP), underscoring the
productivity gains from mental health investments. Table 6. Table 6 demonstrates that
mental health initiatives are not only welfare measures but also strategic HRM levers
that enhance organizational resilience and competitiveness

Table 6: Impact of Mental Health Initiatives on Employee Outcomes.

Outcome Improvement in Firms with Initiatives

Engagement | +35%

Retention Attrition was reduced by approximately 20%

Productivity | Output increased by 15-18%

Source: author’s own work
DISCUSSION
1. Interpretation of Findings in the Context of Strategic HRM

The findings indicate that corporate investments in well-being initiatives—EAPs, digital
mental-health platforms, and stress-management programs—align strongly with the
principles of Strategic Human Resource Management (SHRM). SHRM emphasizes the
integration of HR practices with long-term organizational goals, particularly through
employee well-being, capability building, and resilience. Mental-health programs are
increasingly recognized as strategic HR initiatives that enhance employee performance,
reduce burnout, and strengthen organizational culture (Ramu & Libisha, 2024). Similarly,
HR’s strategic role in promoting work-life balance and mental health through flexible
policies and EAPs is well-established (Dutta & Sawaitul, 2025). Figure 2 illustrates how
well-being initiatives function not as isolated HR activities, but as strategic levers that
support long-term organizational competitiveness.

SHRM Alignment Model

Business
Strategy

¥

HR Strategy
HR Firm
Practices Performance

Figure 2. SHRM Alignment Model. Source: Author’s own work
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2. Role of Mental-Health Initiatives in Organizational Resilience

Organizational resilience refers to a firm’s ability to withstand disruptions, adapt to change,
and maintain performance under pressure. Mental-health initiatives play a central role in this
process.

According to the Headington Institute (Thompson, 2025), fostering mental health and
resilience is essential for mission attainment, innovation, and sustainability, especially in
high-stress sectors.

Key Mechanisms Through Which Mental-Health Initiatives Build Resilience

. Reduced burnout and chronic stress, enabling employees to sustain performance
during crises.

. Improved emotional regulation, supporting better decision-making under pressure.

. Enhanced team cohesion, as employees feel supported and valued.

. Lower turnover, preserving institutional knowledge and stability.

This pathway illustrates how well-being programs strengthen the psychological foundations
of resilience.

3. Challenges: Budget Constraints, Stigma, Uneven Adoption Across Industries
Despite their strategic value, mental-health initiatives face several barriers.
3.1 Budget Constraints

Organizations—especially SMEs and startups—often struggle to allocate funds for
well-being programs.

Although mental-health initiatives improve productivity and reduce turnover, the short-term
cost can deter investment.

3.2 Stigma and Cultural Barriers
Stigma remains a major obstacle to mental-health program adoption.

Thompson (2025) notes that burnout, trauma, and stress are widespread but often
unaddressed due to cultural silence around mental health.

3.3 Uneven Adoption Across Industries

. IT and services adopt digital well-being tools more rapidly due to tech
readiness.

. Manufacturing lags due to traditional work structures and limited digital
penetration.

. Startups prioritize innovation but may lack structured HR systems to
implement EAPs.

Conclusion of Discussion

The discussion highlights that mental-health initiatives are no longer optional HR add-ons but
strategic imperatives that enhance resilience, engagement, and performance. However, their
impact is moderated by budget limitations, cultural stigma, and uneven adoption across
industries.
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For organizations to fully realize the benefits, mental-health initiatives must be embedded
within a strategic HRM framework, supported by leadership commitment and sustained
investment.

CONCLUSION
1. Summary of Key Findings

The study reveals that corporate investment between 2022 and 2025 has increasingly shifted
toward digital transformation, Al-driven HR systems, and employee well-being initiatives.
Organizations across IT, services, manufacturing, and startup ecosystems are adopting
Employee Assistance Programs (EAPs), digital mental-health platforms, and
stress-management programs to address rising burnout, disengagement, and productivity
challenges (Silver Oak Health, 2025; iResearchNet, 2025). These initiatives demonstrate
strong positive effects on employee engagement, retention, and productivity, aligning with
strategic HRM principles that emphasize employee well-being as a driver of organizational
performance (Ramu & Libisha, 2024; Dutta & Sawaitul, 2025).

2. Contribution to HRM Literature
This research contributes to the HRM literature in three significant ways:
2.1 Strengthening the Link Between Strategic HRM and Mental Health

The findings reinforce the argument that mental-health initiatives are not peripheral HR
activities but strategic assets that enhance organizational resilience and long-term
performance (Thompson, 2025).

2.2 Sector-Specific Insights

By comparing IT, services, manufacturing, and startup sectors, the study highlights uneven
adoption patterns, offering nuanced insights into how industry characteristics shape HRM
practices (StatisticsTimes, 2025; LTJ Industrial Services, 2026).

2.3 Integration of Digital Well-Being Tools

The study adds to emerging literature on digital mental-health platforms, showing how
technology enables scalable, accessible, and continuous support for employee well-being
(Meditopia, 2026; iResearchNet, 2025).

3. Future Research Directions

While the study provides strong conceptual and secondary-data insights, several avenues
remain open for deeper exploration.

3.1 Longitudinal Studies

Future research should track organizations over multiple years to examine how sustained
investment in mental-health initiatives influences long-term outcomes such as resilience,
innovation, and turnover (Bhoir & Sinha, 2024).

3.2 Primary Data Validation

Surveys, interviews, and field experiments can validate the causal relationships between
well-being initiatives and employee outcomes. This would strengthen empirical grounding
and address limitations of secondary data.

3.3 Cross-Cultural and Cross-Industry Comparisons
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Comparative studies across countries and industries can reveal how cultural norms, digital
maturity, and economic conditions shape mental-health adoption.

3.4 ROI and Cost—Benefit Analysis

Given budget constraints highlighted in the findings, future research should quantify the
return on investment (ROI) of mental-health programs to support evidence-based
decision-making.

This research concludes that mental-health initiatives—when strategically integrated—serve
as powerful drivers of engagement, retention, productivity, and organizational resilience. As
organizations navigate uncertainty and rapid technological change, investing in employee
well-being is not only ethically essential but strategically advantageous.

Future research should deepen empirical validation and explore the evolving role of digital
well-being tools in shaping the future of HRM.
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