S~V

International Journal of Recent Development in Engineering and Technology
Website: www.ijrdet.com (ISSN 2347-6435(Online) Volume 15, Issue 02, February 2026)

3A Study on Integrating Diversity, Equity, and Inclusion
(DEI) Initiatives with Mental Health Strategies in the
Workplace: Assessing Impacts on Employee Well-Being

Dr. V. Sathishkumar', Leela Prasanth?

'MBA, NET PHD., Assistant Professor, Department of MBA Sri Ramakrishna College, of Arts & Science, Coimbatore
2Student, Department of MBA Sri Ramakrishna College of Arts & Science, Coimbatore

Abstract-- The study on integrating Diversity, Equity, and
Inclusion (DEI) initiatives with mental health strategies in
the workplace explores how inclusive organizational practices
contribute to overall employee well-being. It aims to assess
the relationship between DEI policies, mental health
programs, and employees’ job satisfaction, motivation, and
engagement. The research highlights that the integration of
DEI with psychological well-being frameworks enhances
belongingness, reduces stigma, and improves performance
outcomes. The findings of this study contribute to developing
holistic human resource strategies that address both
inclusion and mental health as complementary forces
driving sustainable organizational growth.

1. INTRODUCTION

In the modern workplace, Diversity, Equity, and
Inclusion (DEI) initiatives are not merely compliance-
based policies but essential frameworks for promoting
fairness, belongingness, and well-being. At the same
time, mental health has become a core component of
employee engagement and productivity. The intersection
of DEI and mental health provides organizations with an
opportunity to create psychologically safe environments
where employees feel valued, supported, and respected.
This study focuses on understanding how DEI-driven
workplaces impact mental health outcomes, employee
satisfaction, and organizational performance.

II. OBJECTIVES OF THE STUDY

1. To evaluate the relationship between
initiatives and employee mental well-being.

2. To understand how inclusive practices influence
psychological safety and belonging.

3. To assess the impact of DEI and mental health
integration on motivation and job satisfaction.

4.To identify challenges in implementing DEI-

DEI

oriented mental health programs in
organizations.
III. REVIEW OF LITERATURE

The review of literature forms the backbone of this
study by analyzing past research on DEI, mental health,
and their convergence in workplace settings.
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It includes findings from various scholars who have
examined how inclusion, equity, and psychological
support systems contribute to employee outcomes such as
satisfaction, engagement, and retention.

Hughes (2020) examined the importance of DEI-driven
engagement strategies and highlighted that continuous
inclusion efforts enhance psychological safety. The study
suggested that inclusive environments directly improve
emotional stability and reduce work-related stress. The
study underscores the need for continuous DEI and
mental health alignment to foster resilience and
engagement in workplaces across sectors.

Murphy (2021) emphasized the link between equitable
leadership practices and employee well- being. The paper
identified that mental health awareness and open
communication channels in diverse workplaces contribute
to stronger morale and trust. The study underscores the
need for continuous DEI and mental health alignment to
foster resilience and engagement in workplaces across
sectors.

Lee (2022) focused on agile and adaptive DEI systems
within organizations, showing that flexibility in inclusion
policies improves satisfaction and reduces burnout. The
study underscores the need for continuous DEI and
mental health alignment to foster resilience and
engagement in workplaces across sectors.

Patel and Gupta (2023) investigated organizational
culture and its relationship with DEI effectiveness. They
found that equity-oriented policies foster belonging,
while cultural bias weakens mental health support
initiatives. The study underscores the need for continuous
DEI and mental health alignment to foster resilience and
engagement in workplaces across sectors.

Lee (2022) focused on agile and adaptive DEI systems
within organizations, showing that flexibility in inclusion
policies improves satisfaction and reduces burnout. The
study underscores the need for continuous DEI and
mental health alignment to foster resilience and
engagement in workplaces across sectors.

Patel and Gupta (2023) investigated organizational
culture and its relationship with DEI effectiveness. They
found that equity-oriented policies foster belonging,
while cultural bias weakens mental health support
initiatives.
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The study underscores the need for continuous DEI
and mental health alignment to foster resilience and
engagement in workplaces across sectors.

Anderson (2023) discussed the integration of
technology in monitoring employee well-being through
data analytics. The study found Al-driven inclusion
metrics helpful in identifying burnout trends and
engagement levels among employees. The study
underscores the need for continuous DEI and mental
health alignment to foster resilience and engagement in
workplaces across sectors.

IV. RESEARCH DESIGN

Research Approach

This study adopts a quantitative research approach.
The approach is suitable because it allows systematic
measurement and analysis of the relationship between
DEI initiatives and employee mental health outcomes
using numerical data. The study focuses on observable
and measurable indicators such as awareness,
satisfaction, and engagement levels.

Research Type

The research is descriptive in nature, aiming to
describe and analyze the current state of DEI practices
and their impact on employee mental well- being.
Descriptive research helps in identifying patterns, trends,
and relationships between variables without manipulating
them.

Population And Sample
e Population: 200 (50 temprory)

o Sample Size: 100 employees from different
departments, levels, and roles within the organization.

o Sampling Technique: census—ensures proportional
representation across departments and job levels.

Data Collection Method
Primary Data

O Data will be collected using structured
questionnaires distributed to employees.

Secondary Data

O Data collected from research articles

V. DATA ANALYSIS AND INTERPRETATION

Gender Of Respondents:
GENDER NO.OF.RESPONDENTS PERCENTGE
MALE 57 57%
FEMALE 43 43%
TOTAL 100 100
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NO.OF.RESPONDENTS

MALE  FEMALE  TOTAL
| | |

Interpretation: 57% of respondents are male, while 43% are female, indicating balanced participation across genders

Correlation Between Dei Initatives With Employee Well Being:

Variables Correlation Coefficient (r) Significance (p-value)
DEI Practices & 0.782 0.000

Psychological Safety

Mental Health Support & Job 0.745 0.000

Satisfaction

Inclusiveness & Motivation 0.703 0.000
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Interpretation: Strong positive correlations show that DEI and mental health strategies are interdependent and collectively
improve well-being and satisfaction.

CHI-SQUARE Test Between Gender And Perception On Dei Effectiveness:

Value df Significance (p-value)
Pearson Chi-Square 8.462 2
Likelihood Ratio 8.712 2
Linear-by-Linear Association 1.132 1
N of Valid Cases 121 -

Interpretation: The Chi-Square test shows a significant relationship (p = 0.015) between gender and perception of DEI
effectiveness, suggesting gender influences how employees view inclusiveness.
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T-TEST For Employee Well-Being Based On Gender

Group Mean Std. Deviation
Male 3.94 0.65
Female 4.12 0.58
t-value 2.054 -
Significance (p-value) 0.042 -

Comparison of Means with Standard Deviaticn Error Bars

S0 p= lzr°.=
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Group

Interpretation: The independent sample t-test indicates a significant difference (p < 0.05) in perceived well-being between
male and female employees, with females reporting slightly higher well-being scores.

Descriptive Statistics Of Dei And Mental Health Variables:

Variable Mean Std. Deviation
DEI Inclusiveness 3.88 1.12
Psychological Safety 3.95 1.08
Mental Health Support 3.74 1.23
Job Satisfaction 4.02 1.10
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Comparison of Mean Scores Across Variables
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Interpretation: Mean values above 3.5 indicate generally positive perceptions toward DEI and mental health programs
among employees.

Reliability Statistics:
Scale Cronbach’s Alpha No. of Items
DEI Scale 0.842 5
Mental Health Scale 0.815 6
Well-being Scale 0.833 4
10 Scale Reliability: Cronbach’'s Alpha (a) Comparison
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Interpretation: Cronbach’s Alpha values above 0.8
indicate high internal consistency for all scales,
confirming reliability of the measurement items.

VI.

1. Strong correlation between DEI practices and
employee well-being.

2. Inclusiveness enhances motivation and engagement.

3. Gender has a moderate impact on perception of DEI
effectiveness.

4. Mental health awareness increases job satisfaction
and retention.

FINDINGS

VII. SUGGESTIONS

1. Implement DEI-oriented mental health programs to
support diverse employees.

2. Provide continuous awareness
inclusivity and well-being.

3. Strengthen leadership commitment toward equitable
work environments.

4. Integrate Al-based well-being monitoring tools
ensuring data privacy.

training  on
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VIII. CONCLUSION

The study concludes that the integration of DEI and
mental health strategies leads to higher employee
satisfaction, motivation, and overall well-being.
Organizations focusing on inclusive environments benefit
from improved communication, belongingness, and
mental resilience among employees. Sustained
investment in DEI and wellness programs is vital for
fostering a positive, healthy, and equitable workplace
culture.
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