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Background: Work ethics, mental health, and organizational development all have
intricated and varied relationships. A set of moral standards and ideals that people should
follow when acting and making decisions professionally is referred to as work ethics.
Contrarily, mental health refers to a state of wellbeing that enables a person to manage
everyday stresses, engage in fruitful work, and support their community. The method by
which a company or institution grows and develops over time is referred to as organizational
growth. The aim of this study is to evaluate the perspectives of employees on work ethics,
mental health and organizational growth.

Methodology: On employees with at least five years of experience working for
multinational corporations, a cross-sectional survey was developed and put into practice.
The participant filled out an online survey form with their consent and provided information
about their degree of mental health, organizational development, and ethical work practices.
100 people in total filled out the questionnaire.

Results: Mixed perceptions of employees were recorded in the survey which are presented
in frequency and percentage.

Conclusion: In conclusion, the success of any company or institution depends on the
relationship between work ethics, mental health, and organizational development.
Businesses that place a high priority on both work ethics and employee well-being can
develop a positive workplace atmosphere that encourages innovation, creativity, and
productivity. Organizations can encourage individual and organizational development and
long-term success and sustainability by making investments in employee well-being.
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Introduction

Research has shown that there is a strong
correlation between work ethics, mental health,
and organizational growth™*. Employees who have
a strong work ethic are more likely to be
productive, dependable, and committed to their
jobs®. This can result in increased efficiency, better
quality work, and improved customer satisfaction,
all of which can contribute to organizational
growth®.

However, the demands of work can also take a toll
on an individual's mental health. Long hours, high
stress levels, and a lack of work-life balance can
lead to burnout, anxiety, and depression. These
mental health challenges can negatively impact an
employee's work performance, leading to
decreased productivity and an increased risk of
absenteeism and turnover’.

Therefore, it is essential for organizations to
promote a culture that supports both work ethics
and mental health. This can be achieved through
policies and practices that prioritize employee well-
being, such as flexible work arrangements,
employee assistance programs, and training on
stress management and self-care®. By prioritizing
mental health, organizations can help their
employees maintain a strong work ethic while also
preventing burnout and promoting overall well-
being®.

Furthermore,  organizations that  prioritize
employee well-being can also reap the benefits of
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increased productivity, lower absenteeism rates,
and improved employee retention. Employees who
feel valued and supported are more likely to be
engaged in their work and committed to the
organization's goals, leading to increased
organizational growth over time'®"2,

In conclusion, the relationship between work
ethics, mental health, and organizational growth is
crucial to the success of any business or institution.
Organizations that prioritize both work ethics and
employee well-being can create a positive work
culture that fosters productivity, creativity, and
innovation. By investing in employee well-being,
organizations can promote both individual and
organizational growth, leading to long-term
success and sustainability™.

Methodolog

A cross sectional study was designed and
implemented on employees working in multi-
national companies with at least five years of
experience. The participant with their due consent
filled and online survey form which includes their
perception about level of mental health,
organizational growth and ethical work practices. A
total of 100 participants filled the form.

The results of our study are divided into
Organizational growth section (Table 1), Mental
health of Self section (Table 2) and work ethics
(Table 3).

Table 1: Organizational Growth of Study Participants.

Organizational growth

Responses N(%)

Yes No
Trust each other 43(43) 57(57)
Inclusion and work with each other 61(61) 39(39)
Internal and external feedback 50(50) 50(50)
Bring up and empowering 27(27) 73(73)

Table 2: Mental health of self and others factors suggested by study participants.

Mental health of self and others

Responses N(%)

Yes No
Social function 65(65) 35(35)
Sign of anxiety 39(39) 61(61)
Sign of depression 32(32) 68(68)
Interest at work 50(50) 50(50)
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Table 3: Work Ethics suggested by study participants.

Work Ethics Responses N(%)
Yes No
Seriousness at work 50(50) 50(50)
Human relation in work 65(65) 35(35)
Participation spirit 50(50) 50(50)
Professional attitude 37(37) 63(63)
Confidentiality of work related 74(74) 26(26)

information

The relationship between work ethics, mental
health, and organizational growth is a crucial
aspect of modern business management. Work
ethics refers to the set of principles and values that
guide an individual's conduct in the workplace.
Mental health, on the other hand, is a state of well-
being that enables individuals to cope with the
stresses of work and life. Organizational growth is
the process by which a business or institution
expands and develops over time. All three are
interconnected and have a significant impact on
each other™,

A strong work ethic is essential for personal and
professional success, and it is also crucial for the
growth of an organization”. Employees who
demonstrate a strong work ethic are typically
committed to their jobs, productive, dependable,
and have a positive attitude. These attributes lead
to improved organizational performance, higher
levels of customer satisfaction, and ultimately,
organizational growth™,

However, maintaining a strong work ethic can also
take a toll on an individual's mental health. A
demanding work environment can cause burnout,
anxiety, and depression, leading to decreased
productivity, increased absenteeism, and high
turnover rates. It is, therefore, essential for
organizations to prioritize mental health and well-
being in the workplace. This includes providing
employees with support and resources to manage
stress and maintain a healthy work-life balance™.

Organizations that prioritize employee well-being
often benefit from increased productivity, lower
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absenteeism rates, and improved employee
retention. When employees feel valued and
supported, they are more likely to be engaged in
their work, committed to organizational goals, and
contribute to organizational growth?°.

To foster a positive work culture that supports both
work ethics and mental health, organizations can
implement policies and practices such as flexible
work  arrangements, employee  assistance
programs, and training on stress management and
self-care. Organizations that take a proactive
approach to mental health in the workplace can
benefit from increased productivity and growth?!.

In conclusion, the relationship between work
ethics, mental health, and organizational growth is
complex and multifaceted. Maintaining a strong
work ethic is crucial for individual and
organizational success, but it is equally important
to prioritize employee well-being and mental
health. By creating a supportive work environment
that promotes work ethics and mental health,
organizations can achieve long-term growth,
productivity, and success.
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