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Abstract:  Training local members of the community is a good way to provide support 

in places where resources are limited or far away. Having more members of the 

community aware and experienced with mental health challenges also can help to 

destigmatize these issues and encourage others to seek help among those they trust. 

This research assessed the status of the implementation of the mental health and safety 

supports in the identified government offices. Based on the findings, respondent groups 

were satisfied on the implementation of health and safety supports by their respective 

agency, However, employees have faced a variety of problems in the workplace, such 

as an excessive burden or labor, under promotion, hazardous or bad physical working 

conditions, and lengthy and unsocial or rigid hours, all of which contribute to the 

employees being unwell. These pertinent results might provide a basis for initiatives 

that attempt to improve the mental health of employees as well as their safety in the 

workplace. These relevant findings could inform interventions aimed at improving 

workers’ mental health and safety in the workplace. 
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1. Introduction 

 

Organizations cannot function without healthy and safe employees, a stark 

reality evidenced by the COVID-19 pandemic in 2019-20, when lives are threatened, 

everything else becomes secondary (De Cieri & Lazarova, 2021). The scope of health 

and safety includes protection of the workers well-being, social and psychological as 

well as physical. Social well-being may be affected by the organization of work, such 

as space, working time patterns, isolation; psychological well-being (psychosocial 

hazards) may be affected by factors such as workload and speed, stress at work, 

monotony, lack of social contacts, absence of collective representation and unfair 

remuneration (Bogossian, 2022). Consequences of an Employee mental health is 

Psychological Symptoms can affect productivity and life away from work. Most 

http://www.wjehr.com/
https://creativecommons.org/licenses/by/4.0/legalcode


ISSN: 2945-4190 

 

Durano et al. 2022. Evidencing the Providence of Support Engagement in Mental Health and Safety for 

Government Offices.  Copyright (c) 2022. Author (s). This is an open term of Creative Commons 

Attribution License (CC BY).  www.wjehr.com  

prevalent workplace mental health conditions are Depression, Anxiety and Substance 

abuse (Panchal et al., 2020). A Mental health disturbance in thoughts, feelings and 

perceptions that has a direct affect in day-to-day functioning. Mental illness affects 

thinking, mood and behavior; this is associated with distress and or functional 

impairment with symptoms varying from mild to severe (Gopunath, 2020). 

Company, employers and all establishments have a responsibility to ensure the 

health and safety of employees in the workplace. They set the protocols and make sure 

the workplace is in compliance with standards, however, regardless of how many risks 

and hazards employers minimize, accidents will continue to happen if workers don’t 

take responsibility for their actions (TS, 2020). Moreover, the management of work-

related factors affecting mental health in a pandemic scenario seems crucial to support 

people engagement and consequently psychological well-being. This is of special 

interest to those professionals directly involved in the COVID-19 contrast actions, but 

also to the overall workforce dealing with new organizational approaches, different 

ways of working and other work-related factors such as returning to work after a period 

of interruption, job loss, job insecurity, and fear of the future due to a possible business 

failure. For these reasons, there is a need to provide evidence on how organizational 

and work-related factors can contribute to maintain or affect psychological well-being 

(Giorgi et al., 2020). 

Moreover, work stress, depression and mental problem are detrimental physical 

or emotional response that occurs when job requirements do not match the employee’s 

capabilities, resources, and needs (Tongchaiprasit & Ariyabuddhiphongs, 2016). 

According to a recent study, more than half of all employees undergo intense stress, 

and two-thirds encounter difficulties focusing on their jobs due to stress (Karatepe et 

al., 2018). Stress is an individual’s negative reaction and causes a wide variety of 

complex personal, emotional, and behavioral problems (Bunk & Magley, 2013). 

Specifically, work stress leads to signs of tension, such as physical and mental fatigue, 

which can cause further conditions, such as obesity, hypertension, diabetes, sleep 

disorders, anorexia, and muscle stiffening, when symptoms get worse and chronic stress 

develops (Sobnqwi et al., 2004).  

In addition, stress can exacerbate mental health issues and cause mental 

illnesses such as depression (Moudon, 2009). When employees are exposed to stress, 

direct damage to the company may occur. Tongchaiprasit and Ariyabuddhiphongs 

(2016) argued that work stress can reduce job satisfaction and increase turnover 

intention; S. S. Kim et al. (2015) explained that stress has a negative effect on job 

attitude; and Akgunduz (2015) reasoned that work stress negatively affects overall job 

performance. In other words, work stress can be said to be a detrimental negative factor 

that causes not only physical and mental damage in employees, but also directly affects 

the company performance. 

The success and survival of a company in the rapid and constantly changing 

service industry depends on the quality of its products and services and the ability of its 

employees to directly respond to customers. In other words, company performance is 

very closely related to employee performance and most people think of their work as 

an important resource that affects their physical and psychological well-being 

(Baptiste, 2008; Sirgy, 2017). 

In addition, well-being perceived by employees is closely related to inducing 

positive attitudes and behaviors of employees (Kooji et al., 2013). There is no agreed 

standard for evaluating employee well-being, but looking at the overall conceptual 

definition of well-being, it refers to an individual’s assessment of the extent to which 

he/she contributes to improving his/her quality of life (Grzeskowiak & Sirgy 2007). In 
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other words, employee well-being refers to the idea that the quality of one’s life is 

improving through the health, happiness, comfort, and tranquility that employees feel 

while working. A study on employee well-being showed that increasing employee well-

being awareness has a positive effect on mental health, job satisfaction, organizational 

commitment, and work-life balance (Baptiste, 2008; Sirgy & Lee, 2016). When 

employees’ well-being awareness increases, productive results such as good service 

quality and productivity improvements appear, and conversely, when the well-being 

perception of employees decreases, productivity and quality of work decrease and 

decision-making ability decreases (Edgar et al., 2017). 

 The positive effect of the increase in perception of well-being is evident in the 

service industry, especially in hotels. In other words, customers who use products and 

services in the service industry, such as hotels, can experience employee emotion at 

service point of contact with employee, and the perceived emotion influences the 

customer’s future behavior (Chong & Ahmed, 2017). In other words, the degree of 

well-being perceived by hotel employees is closely related to maintaining the 

sustainable profitability of a company (Baek et al., 2018). Therefore, company 

performance is very closely related to employee performance, and thus, it is necessary 

to increase the well-being awareness perceived by employees to improve employee 

performance. 

Self-rated mental health is a self-assessment of one’s current mental health 

status (Lundberg & Manderbacka, 1996; Pietila et al., 2015). In addition, mental health 

is more than just a condition of being free of illness or disease and can be said to be a 

state in which the physical, mental, and social well-being have been fully achieved. In 

other words, mental and physical health are not independent of each other but are 

interdependent. Mental illness is one of the most common and costly health problems 

that affects a person’s mood, thoughts, and behavior, and causes severe pain and 

dysfunction for long periods of time (Dimoff & Kelloway, 2019). Anxiety and 

depression have been reported in 262 million people worldwide and represent the main 

causes of mental illnesses. In addition, it has been reported that the cost burden of these 

diseases is more than 1 trillion dollars annually along with a decrease in productivity 

(WHO (World Health Organization 2020c).  

In particular, workers in the service industry, such as hotels, have frequent 

contact with customers owing to the nature of their work and may experience mental 

stress, such as frustration or despair in this process (Lambert et al., 2010; Yu et 

al., 2020). As such, self-rated mental health is becoming more important because 

mental illness is a serious social problem. Several factors can negatively affect mental 

health in the work environment. Examples include wrong practices and communication, 

low levels of welfare, and inappropriate health and safety policies. Factors that 

negatively impact mental health can be attributed to a decrease in employee 

productivity (e.g., turnover, passive attitude, reduced passion for work), and 

furthermore, can lead to a decrease in corporate productivity and to increased costs 

(Dimoff & Kelloway, 2019). In particular, inadequate health and stability policies are 

very important issues that can manifest as physical and mental health problems in 

employees. Therefore, mental health problems can act as a great burden on companies, 

and thus, studies contributing to overcome such problems are urgently required (Han & 

Hyun, 2018). 

Although various causes of mental and health issues experienced by the 

difference sectors and employees have been suggested in many previous studies no 

study has yet examined the mental and health support of the government employees in 
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the workplace. Thus, this study assessed the mental and health supports received by the 

employees during the extended covid-19 pandemic in the identified establishments. 
 

2. Purpose of the Study 

 

This research assessed the respondent groups satisfaction on the implementation 

of the mental health and safety supports in the identified government offices. The extent 

of implementation relation to health and safety related to the following aspects: 

workplace mental health resources, workplace engagement and supports, workplace 

health and safety awareness, workplace policies and procedures, and workplace 

cultures. The significant difference between respondent groups perception on the 

mental health supports of the employee was also included. 

 

3. Research Methodology 

 

The descriptive method of research was used in this study, which described data 

and the characteristics of the population under study. This method answered the 

questions who, what, where, when, and how. In particular, the present conditions of the 

respondents as regards to the level of supports received by the respondents and 

perceived issues and concerns by the employees. Data will be described and analyzed 

through data gathered using the research instrument. This research included the INPUT-

PROCESS-OUTPUT approach. The INPUT Included the workplace mental health 

resources workplace engagement and supports, workplace health and safety awareness, 

workplace policies and procedures, and workplace cultures. The significant difference 

between respondent groups perception on the level of supports received by the 

respondents was also included. The PROCESS considered the administration of 

questionnaire, data consolidation, presentation, analysis and interpretation using 

statistical software. 

 

4. Results and Discussions 

 

Table 1. Mental Health Resources 

Indicators 

 

Employees Administrator 

Mean VD Mean VD 

Administrator provides free screening tools for 

depression, anxiety, substance use/abuse, PTSD, or 

other mental health concerns 

3.02 MS 4 S 

Administrators provides initial assessments of a 

mental health issue/concern 

3.20 MS 4.5 SS 

Administrator provides digital mental health tools 

(i.e., online programs, mobile phone apps, wearables, 

etc.) 

3.29 MS 5 SS 

Our organization provides pay to offer any medical 

plan benefits 

3.20 MS 4.5 SS 

Our organization conduct regular and on-going 

check-in meetings and receiving guidance from 

leadership/supervisor 

3.18 MS 5 SS 

Grand Mean 3.18 MS 4.6 SS 
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Table 1 presents the data in terms of mental health resources. Data shows that 

the statement refers to administrator provides digital mental health tools (i.e., online 

programs, mobile phone apps, wearables, etc.) got the highest weighted mean of 3.29 

which verbally described as moderately satisfied, while the statement refers to our 

organization conduct regular and on-going check-in meetings and receiving guidance 

from leadership/supervisor got the lowest weighted mean of 3.18 which verbally 

described as moderately satisfied for the employees. Administrator on the other hand, 

the statements refer to administrator provides digital mental health tools (i.e., online 

programs, mobile phone apps, wearables, etc.) and our organization conduct regular 

and on-going check-in meetings and receiving guidance from leadership/supervisor got 

the highest weighted mean of 5 which verbally described as strongly satisfied, while 

the statement refers to administrator provides free screening tools for depression, 

anxiety, substance use/abuse, PTSD, or other mental health concerns got the lowest 

weighted mean of 4 which verbally described as satisfied. Overall, employees got an 

overall weighted mean of 3.18 while administrator got 4.6. This indicates that 

employees were moderately satisfied on the mental health services offered by the 

establishment. 

Table 2. Engagement and Supports 

Indicators 

 

Employees Administrator 

Mean VD Mean VD 

Our organization has provided adequate supports to 

address mental health during the pandemic 

4.36 SS 4.5 SS 

I have the support I need to stay healthy (physically 

and mentally) during this time 

4.46 SS 5 SS 

I am having enough meaningful contact with my 

colleagues during the pandemic 

4.36 SS 4.5 SS 

I have the resources, tools and access to the 

information that I need to carry out my work-related 

responsibilities effectively at home/remote. 

4.26 SS 4.5 SS 

I feel comfortable communicating concerns to my 

Head/Supervisor related to the current situation. 

4.24 SS 4.5 SS 

Grand Mean 4.34 SS 4.6 SS 

Table 2 presents the data in terms of engagement and supports. Data shows that 

the statement refers to I have the support I need to stay healthy (physically and 

mentally) during this time got the highest weighted mean of 4.46 which verbally 

described as strongly satisfied, while the statement refers to I feel comfortable 

communicating concerns to my Head/Supervisor related to the current situation got the 

lowest weighted mean of 4.24 which verbally described as strongly satisfied for the 

employees. Administrator on the other hand, the statements refer to I have the support 

I need to stay healthy (physically and mentally) during this time got the highest 

weighted mean of 5 which verbally described as strongly satisfied, while the remaining 

statement got a weighted mean of 4.50 which verbally described as strongly satisfied. 

Overall, employees got an overall weighted mean of 4.34 while administrator got 4.6. 

This indicates that employees and administrators were strongly satisfied on the 

engagement and supports offered by the establishment. 
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Table 3. Health and Safety Awareness 

Indicators 

 

Employees Administrator 

Mean VD Mean VD 

I am clear about health and safety regulations at work 4.06 S 4.5 SS 

I have been certified by proper authorities 3.93 S 5 SS 

I know I can refuse to work in an unsafe environment 4.17 S 4.5 SS 

If I notice a workplace, I am obligated to report it 4 S 5 SS 

I help my teammates understand the importance of 

health and safety 

3.91 S 5 SS 

Grand Mean 4.01 S 4.8 SS 

Table 3 presents the data in terms of health and safety awareness. Data shows 

that the statement refers to I am clear about health and safety regulations at work got 

the highest weighted mean of 4.06 which verbally described as satisfied, while the 

statement refers to, I help my teammates understand the importance of health and safety 

got the lowest weighted mean of 3.91 which verbally described as strongly satisfied for 

the employees. Administrator on the other hand, the statements refer to I have been 

certified by proper authorities, If I notice a workplace, I am obligated to report it and I 

help my teammates understand the importance of health and safety got the highest 

weighted mean of 5 which verbally described as strongly satisfied, while the remaining 

statements refers to I am clear about health and safety regulations at work and I know 

I can refuse to work in an unsafe environment got the lowest weighted mean of 4.50 

which verbally described as strongly satisfied. Overall, employees got an overall 

weighted mean of 4.01while administrator got 4.80. This indicates that employees and 

administrators have different perceptions on the program’s health and safety awareness 

in the establishment. 

Table 4. Policies and Procedures 

Indicators 

 

Employees Administrator 

Mean VD Mean VD 

Everyone receives compulsory health and safety 

training 

4.21 SS 4.5 SS 

Management is extremely particular about the 

certification 

4.20 S 4.5 SS 

Systems are in place to identify and deals with 

hazards 

4.00 S 4.5 SS 

Workplace health and safety is considered extremely 

important 

4.02 S 4.5 SS 

There is an active health and safety committee 3.94 S 4.5 SS 

Grand Mean 4.07 S 4.5 SS 

 

            Table 4 presents the data in terms of policies and procedures. Data shows that 

the statement refers to everyone receives compulsory health and safety training got the 

highest weighted mean of 4.21 which verbally described as strongly satisfied, while the 

statement refers to there is an active health and safety committee got the lowest 

weighted mean of 3.94 which verbally described as satisfied for the employees. 

Administrator on the other hand, all the statements were rated with a weighted mean 

4.5 which verbally described as strongly agree. Overall, employees got an overall 

weighted mean of 4.07 while administrator got 4.50. This indicates that employees and 
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administrators have different perceptions in terms of the policies and procedures in 

promoting health and wellness in the classroom. 

Table 5. Culture 

Indicators 

 

Employees Administrator 

Mean VD Mean VD 

Administrator at our organization support employee 

mental health in various ways  

4.38 SS 5 SS 

Administrator at our organization model a healthy 

balance between work and personal life 

4.22 SS 4.5 SS 

Leaders at our organization model a healthy balance 

between work and personal life 

4.84 SS 5 SS 

Administrators paid time for staff to participate in 

mental health education and training 

4 S 4 S 

Administrators provides Community resources for 

mental health services 

4.41 SS 5 SS 

Grand Mean 4.37 SS 4.70 SS 

 

            Table 5 presents the data in terms of culture. Data shows that the statement 

refers to leaders at our organization model a healthy balance between work and personal 

life got the highest weighted mean of 4.84 which verbally described as strongly 

satisfied, while the statement refers to administrators paid time for staff to participate 

in mental health education and training got the lowest weighted mean of 4.00 which 

verbally described as satisfied for the employees. Administrator on the other hand, the 

statements refer to administrator at our organization support employee mental health in 

various ways (i.e., they talk openly about mental health, they share mental health 

resources, they listen to employee mental health issues), leaders at our organization 

model a healthy balance between work and personal life and administrators provides 

Community resources for mental health services (i.e. community mental health 

services, crisis hotlines, online screening tools got the highest weighted mean of 5, 

while the statement refers to administrators paid time for staff to participate in mental 

health education and training got the lowest weighted mean of 4 which verbally 

described as satisfied. Overall, employees got an overall weighted mean of 4.37 while 

administrator got 4.70. This indicates that employees and administrators have the same 

t perceptions in terms of the culture in promoting health and wellness in the classroom. 

Table 6. Test of Significant Difference 

 

 

Source of 

Difference 
t - value 

p - 

value 
Decision 

Workplace Mental Health 

Resources 

Administrator 

VS Employee 

3.889 0.1602 
Fail to reject the 

Null Hypothesis 

Workplace engagement 

and supports 

0.71

2 
0.6061 

Fail to reject the 

Null Hypothesis 

Workplace health and 

safety awareness 

2.65

0 
0.2297 

Fail to reject the 

Null Hypothesis 

Workplace Policies and 

Procedures 

1.84

4 
0.3163 

Fail to reject the 

Null Hypothesis 

Workplace Culture 

0.96

6 
0.5110 

Fail to reject the 

Null Hypothesis 
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Table 6 presents the data in terms the significant difference of the respondent 

groups satisfaction on the implementation of health and safety supports. Based on the 

statistical findings, it can be observed that the p-value of all constructs are higher 

compare to the level of significance 0.05. This indicates that it fails to reject the null 

hypothesis, hence there is no significant difference on the respondent groups 

satisfaction on the implementation of health and safety supports to the employees.  

The extent of satisfaction of the employees in relation to health and safety, 

culture or the was rated with a highest rating from the employees, while administrators 

rated health and safety awareness. Overall, findings suggest that respondent groups 

were satisfied on the implementation of the mental health and safety supports given by 

the top management. However, findings also showed that excessive workloads or work 

pace, understaffing was the main issues and concerns of the employees and 

administrator.  

 

5. Conclusion 

 

This research assessed the respondent’s satisfaction of the implementation of 

the mental health and safety supports in the identified government offices. Based on the 

findings, respondent groups were satisfied on the health and safety supports. However, 

although the results suggest that there were supports given to the employees, it can also 

be noted that employees have experienced such issues in the workplace such as 

excessive workload or work, under promotion, unsafe or poor physical working 

conditions and long and unsocial or inflexible hour. These relevant findings could 

inform interventions aimed at improving workers’ mental health and safety in the 

workplace. 
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