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Abstract

In recent few years, mental health and happiness in workplace is being highlighted as an
integral part of any organization around the globe because mental health and happiness both
are materially necessary for the development of an individual as well as being recognized as
an important criteria for community and national development. The present study intended to
assess mental health and happiness of employees at public state universities in West Bengal in
the present-day context. How mental health and happiness are correlated and also how both
and how their relationship varies with different attributes of the employees, i.e., gender, age,
employment designation, level of employment designation, nature of employment, educational
qualification and their years of work experience. For this purpose, 328 non-teaching employees
working at public state universities in West Bengal were studied using the Mental Health
Continuum (Short Form) and Oxford Happiness Questionnaire questionnaires on mental health
and happiness. Results found a hefty of variation in mental health as well as its dimension
among the university employees where they significantly differed from each other in some
variables. The relationship between mental health and happiness of the university employees
was found to be negatively correlated. That means the prior was adversely related to the latter
as found in this study. Although the result is quite surprising as opposed to majority of the
studies as well as theoretical foundation of both the constructs, it is in line with the results of
some other studies conducted on specific employee groups across the globe. The study
concluded that despite of the results indicating a very weak negative correlation between
mental health and happiness of the employees, it is worthy to say that a mentally healthy
individual is more likely to be happier than an individual having poor mental health. It also
recommended a few suggestions for consideration of the policy makers and stakeholders of

higher education institutions in developing or prioritizing employee wellbeing practices.
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CHAPTER 1

CONTEXT
OF THE STUDY



1.1

Chapter 1 Context of the Study

Introduction

In recent few years, mental health and happiness in workplace is being highlighted as
an integral part of any organization around the globe because mental health and
happiness both are materially necessary for the development of an individual as well as
being recognized as an important criteria for community and national development.
Research showed that the importance of mental health and happiness is immense in any
workplace including higher education institutions across the globe including India as
these are the key factors for productivity at workplace (Bubonya et al., 2017;
Thompson & Bruk-Lee, 2021), and therefore many countries have identified gross
domestic happiness among citizens as of primary importance rather than gross domestic
product (Balasubramanian & Cashin, 2019). In workplace, employees’ mental
wellness, happiness and job satisfaction reduces the likelihood of quitting job (Pelly,
2023), increase cooperation among the employees (Kun & Gadanecz, 2022) as well as
contributes in the development of the organization (Kundi et al., 2020).

Mental health does not indicate only the absence of mental illness, rather it is a state of
wellbeing and a feeling of completeness in its own. On the other hand, happiness has
always been a valuable goal in life and an individual spends the entire life striving for
it (Mauss et al.,, 2011). But its perception and recognition differs (Milovanska-
Farrington & Farrington, 2022) from people to people. Most of the people would agree
that mental health is a critical component in achieving happiness through a state of
wellbeing & feeling good about self. From the World Health Organization’s definition
“state of well-being in which the individual realizes his or her own abilities, can cope

with the normal stresses of life, can work productively and fruitfully, and is able to
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make a contribution to his or her community” (World Health Organization, 2004) it is
perceived that mental health is a necessary condition for building healthy social
relationship which is instrumental in all domains of our life including workplace.
Therefore, taking proactive steps into improving worker wellbeing and prevent mental
health issues are crucial things to be considered with utmost importance. But, many
other countries than India as a whole, and particularly in workplace, mental health is
frequently ignored and neglected (Maulik, 2017) than the physical health although both

are inextricably linked.

Concept of mental health

Mental health is defined as a person's emotional, psychological, and social well-being,
as well as their total mental and emotional state as World Health Organization prefers
mental health as a “state of well-being in which the individual realizes his or her own
abilities, can cope with the normal stresses of life, can work productively and fruitfully,
and is able to make a contribution to his or her community” (World Health
Organization, 2004). It refers to an individual's ability to deal with stress, form and
sustain relationships, work successfully, make wise judgments, and deal with life's
obstacles and uncertainties. Mental health is a state of positive mental and emotional
functioning, not only the absence of mental illness (Wren-Lewis & Alexandrova, 2021).
Understanding, identifying, and effectively controlling one's emotions is part of
emotional well-being. It encompasses the ability to feel and respond to a wide range of
emotions in a healthy and balanced manner. Individuals' mental health is intimately
related to their ability to recover from adversity, cope with stress, and adapt to change,
also called ‘resilience’ which is an important aspect of mental health. Building and

sustaining positive relationships with others is essential for mental health. Social
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support and a sense of belonging both contribute to mental health and coping abilities,
which engage effective mechanisms for dealing with life's challenges and stressors.
Maintaining a healthy balance between work, personal life, and recreational
activities is critical for mental health. Overworking or ignoring one's personal well-
being can have a bad impact on one's mental health. A positive attitude and the capacity
to focus on strengths and opportunities rather than flaws or dangers can help with
mental health (Conversano et al., 2010). The capacity to openly and honestly discuss
thoughts and feelings is also critical for maintaining healthy relationships and
regulating emotions. As a result, it is possible to say that mental health exists on a
continuum. Mental health, like physical health, can range from great to bad (Aarons et
al., 2008). People's mental health may fluctuate throughout their life, and it's common
to endure moments of stress, grief, or anxiety. However, when these difficulties become
persistent, overpowering, or interfere with daily functioning (Malla et al., 2015), they
may be signs of a mental health issue. Mental health is an important facet of total well-
being, and it is becoming more widely recognised as an essential component of living
a good and full life. Seeking aid and support while dealing with mental health issues is
critical, and a variety of resources, such as mental health experts, support groups, and
community organisations, are available to help individuals maintain and improve their

mental health.

Concept of happiness and wellbeing

Happiness has been one of the most fundamental topics of debate and discussion from
the time of antiquity. Several theories and definitions have been provided to give a
specific idea about what happiness really is. The early Greek philosophers have been

in a tussle about what happiness really is (Sihvola, 2008). Heraclitus, who was a



hedonist associated happiness with pleasure, enjoyment and comfort, while Aristotle
believed happiness to be Eudemon a pursuit of meaningfulness (Seligman, 2008) , a
journey towards holistic enhancement. Eudemonia is a Greek term which literally
means “Wellbeing”, The ancient philosophical debate amongst Hedonism and
Eudemonism persists, yet there has been enormous emergence of new ideas regarding
Well- being and Happiness.

To begin with it is essential to understand that well - being and happiness
although seems to be of similar dimension and attributes are two different concepts,
perhaps intertwined but not sustained by a relationship of complete affinity. As Pointed
out by Martin E. P. Seligman (Seligman, 2002), Well- being is a construct and
Happiness is a thing as a real thing can be directly measured, it’s a measurable entity.
Happiness is hence mostly measured in terms of Life Satisfaction, but Well- being is a
construct of several contributing elements which he elaborates through his PERMA
model. The contributing elements of PERMA (Seligman, 2011) are Positive Emotion,
Engagement, Relationships, Meaning and Accomplishments.

In a simplistic and contemporary statute happiness is regarded as something that we
choose for its own sake (Seligman, 2002) which can assessed and analysed from three
standardized elements like-

e positive emotion which engulfs what we feel i.e warmth, pleasure, comfort,
ecstasy etc. A life satisfactory associated with such feelings can be utterly
ascribed as a ‘meaningful life'.

e Engagement or Flow — Being absorbed or engrossed in the moment of
experience. When we are rooted in the stringent experience of what we are
doing at that particular moment. Leading a life of Flow is defined as an

‘Engaged life'.



e Meaning — we can claim to have sustained a meaningfully satisfied life only
if we strive to do things for its own sake.

Wellbeing as a concept has been rigorously going through revivals and the emerging
trends and parameters to understand it has hence been changing its dynamics. To
understand the complex idea of happiness in this era an evolved criteria has been
undertaken which is known MPWB (Multidimensional Psychological Well-Being)
model (Vanhoutte, 2014) where wellbeing has been defined as the amalgamation of
feeling good and functioning well. A combination of telling content, having certain
aspirations to showcase personal potential, having control upon one's own life and the
sense of purpose in life are detrimental to wellbeing (Kashdan, 2010) .

Happiness is sometimes interchangeably used as Subjective Well-being and that
has been found to be synonymous with positive mental health, WHO defines mental
health as “a state of wellbeing in which the individual realizes his or her own abilities,
can cope with the normal stresses of life, can work productively and fruitfully and is
able to make a contribution to his or her community”. It is critical of us to define Well-
being either in the hedonic or Eudemonism light, this decide is hazardous hence an
informative measure of well- bring must encompass both the brackets and can’t be
evaluated as an unitary component. Huppert and So claims that positive mental health
or wellbeing can be viewed as the complete opposite to mental ill health (Iasiello et al.,
2019), hence an attempt was made to define it in terms which are opposite of the
symptoms of common mental disorders as mentioned by DSM-V and ICD-10. Many
such symptoms were identified who contrary elements were recognized as the criteria
of wellbeing - competence, emotional stability, engagement, meaning, optimism,

positive emotion, positive relationships, resilience, self-esteem and vitality.



1.3.1 Theoretical framework of wellbeing

From a historical perspective wellbeing has been profoundly associated with two major
forms either Hedonia or Eudemonia, but with the evolution of human endeavours it had
become almost impossible to define such a fundamental idea to fit within the periphery
of the solemnly acknowledged Hedonism or eudemonism. As human experiences
diversified their exploration of the idea of wellbeing expanded with vivid questions
like- what is it that we fell when we claim to be well? Or what components can be
regarded to the factors to determine wellbeing? Or what and how can we define
wellbeing inclusively? Many more such enquiries paved the path towards broader
project where wellbeing was researched under the domain of Psychology, more
specifically with the advent of the novel spectrum of Positive Psychology wellbeing
research has flourished and expanded to an extent where numerous models, definition
and concepts have been cultivated.

Some of the primarily addressed concepts which came forward were Subjective well-
being, psychological well-being, and composite well-being. Subjective well-being (or
Hedonia) defines and measures positive and negative affect, and satisfaction with life
(Diener et al., 1985; 2010). It is based on the notion that increased pleasure and
decreased pain leads to happiness (Carruthers & Hood, 2004). Psychological well-being
(or Eudaimonia) defines and measures attributes such as autonomy, positive relations
with others, life purpose, mastery, and personal growth (Ryff, 1989; Ryff & Keyes,
1995). It is based on the notion that well-being is the feeling that accompanies
behaviour in the direction of, and consistent with, one true potential (Waterman, 1984).
Lastly, composite well-being, as the name intimates, views subjective well-being and
psychological well-being as conceptually related but distinct streams of positive

psychological functioning, and accumulating evidence highlights the merits in



measuring both components using composite indices such as the Mental Health
Continuum (MHC-LF) (Keyes, 2007) or the COMPAS-W Wellbeing Scale (Gatt et al.,
2014). Moreover, evidence from twin studies suggests that common genetic factors
contribute to composite well-being and its subjective and psychological
subcomponents.

With gradual interventions several other such models concerning wellbeing was put
forward, one of the most elementary was the one propounded by Carol Ryff’s
Psychological wellbeing model also known as the Seven Factor model where the Seven
components are Self-acceptance, positive relationship with others, autonomy,
environmental mastery, a feeling of purpose in life, personal growth and development.
He vividly believed that psychological wellbeing is attained by achieving a state of
balance between challenges and rewards. Moreover he had a very well determined idea
about axiology where he claims Ethics is about how individuals should best live, hence
his model is not based on feeling happy, but upon Aristotle’s Nichomachean Ethics
which asserts - © goal of life in not feeling good , but living virtuously’.

Another astonishing model which crept up as a new light in the arena of psychology is
the PERMA model established by Martin E.P. Seligman. he proposes that human
flourishing determines their wellbeing hence he asserts that there are five building
blocks that enable flourishing — Positive Emotion, Engagement, Relationships,
Meaning, and Accomplishment (PERMAT™)

According to the KGVM 7.5 scale (Krawieka, Goldberg and Vaughan Psychiatric
Assessment 7.5 scale) which has identified a ‘7 dimensions of wellbeing” model
including Social, Intellectual, Spiritual, Environmental. Occupational. Physical and
Emotional Wellbeing. Alongside these prominent models of wellbeing Keyes (1998)

conceived of a five-component model of social well-being: social integration, social
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contribution, social coherence, social actualization, and social acceptance. These five
elements, taken together, indicate whether and to what degree individuals are
overcoming social challenges and are functioning well in their social world (alongside
neighbours, co-workers, and fellow world citizens). Keyes, (1998) model of social well-
being therefore extends the eudaimonia tradition. A mention of a new paradigm is
Centeredness Theory (CT) which considers well-being using a systems approach to
“self-actualization” (the realization or fulfilment of one’s talents and potentialities
across the five life domains of Self, Relationship, Family, Work, and Community
(Bloch-Jorgensen et al., 2018). These five domains can be visualized as a geometric
pattern of five spheres with a central middle sphere measuring Self (an endogenous
internal measure), surrounded equidistantly by four other spheres measuring
Relationship, Family, Work, and Community has made it mark in the recent discussions

on wellbeing.

Workplace Mental Health

The importance of mental health in the workplace cannot be overstated, and it has
profound implications for both employees and organizations. Employees dedicate a
significant portion of their lives to their work, making a supportive and mentally healthy
work environment crucial for their overall well-being. When organizations address
employees' mental health needs, it enhances their sense of value and job satisfaction
(Cao et al., 2022). Conversely, mental health issues like stress, anxiety, and depression
can substantially hamper productivity. Employees grappling with mental health
challenges may struggle with concentration (Rajgopal, 2010) , decision-making, and
task completion (Dewa, 2014). Addressing these concerns can lead to enhanced

performance and output. Additionally, mental health problems are a leading cause of



absenteeism in workplaces. Employees dealing with mental health issues may require
more sick days or unpaid leaves. By proactively promoting mental health and offering
support, organizations can mitigate absenteeism and the associated financial burdens.
A mentally healthy workplace also nurtures a sense of belonging and engagement
among employees (Lu et al., 2022). Engaged employees tend to be more motivated,
loyal, and dedicated to their work, thus contributing positively to the organization's
success. Retaining skilled employees is a significant advantage since high turnover can
be both costly and disruptive.

Moreover, various countries have enacted laws and regulations mandating that
employers address mental health in the workplace. Neglecting mental health issues can
lead to legal and ethical consequences for organizations (NGUI et al., 2010).
Companies known for prioritizing mental health and well-being generally enjoy a more
favorable reputation among customers, partners, and potential employees. This positive
reputation can attract and retain top talent and enhance the organization's brand and
competitiveness. While initially, investing in mental health programs and support may
appear costly, it often results in long-term cost savings. By preventing mental health
issues and promoting early intervention, organizations can reduce healthcare costs
(Sevold et al., 2021), disability claims, and turnover expenses (LaMontagne et al.,
2014) . Furthermore, a mentally healthy workplace fosters positive morale and healthy
team dynamics, facilitating improved teamwork, communication, and a supportive
atmosphere where employees can thrive together.

So far, prioritizing mental health in the workplace is not merely a moral
imperative; it also provides organizations with a strategic advantage. It enhances

employee well-being and productivity, reduces costs, and bolsters an organization's
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reputation and competitive edge in the market. Therefore, creating and maintaining a

mentally healthy work environment should be a top priority for employers.

Mental Health at Higher Education Level

The mental well-being of employees within higher education institutions can vary
significantly and is shaped by various factors. The most prevalent and widely
recognized factor is the impact of stress and workload. Employees in higher education
often experience high levels of stress due to heavy workloads (Corpuz, 2023), long
working hours, and tight deadlines. Faculty members, in particular, may find
themselves under stress due to the demands of research, teaching, and administrative
responsibilities. They face pressure to meet research and publication deadlines, secure
research funding, and maintain high teaching standards, which can exacerbate their
stress and anxiety. In contrast, administrators in higher education institutions often
grapple with demanding administrative tasks, budget constraints, and the need to
comply with regulations, which can lead to exhaustion and ultimately burnout.

The COVID-19 pandemic has also forced many higher education staff to adapt
to remote work and online operations, which has brought about technological
challenges and increased stress in their roles (Bashir et al., 2021). The availability of
mental health support services for staff in higher education institutions can vary widely,
particularly in a country like India, where some institutions have well-established
programs and resources, while others offer minimal support.

The workplace culture within higher education institutions plays a significant
role in influencing mental health. Positive mental health outcomes can be influenced
by factors such as supportive colleagues, effective mentorship programs (Haft et al.,

2019), and a culture that promotes a healthy work-life balance. It's important to
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emphasize that, as in any other industry, the mental well-being of employees in higher
education is shaped by individual circumstances, organizational policies, and broader
cultural trends. Some organizations are proactively addressing mental health issues
among their employees by providing access to counseling services, advocating for
work-life balance, and nurturing a culture of well-being. However, challenges persist,
and ongoing efforts are necessary to support the mental health and well-being of staff

in higher education.

Workplace Wellbeing

Recently, there has been a significant increase in the visibility of accolades such as
healthy workplace awards, employee choice awards, and recognition as 'top
workplaces' in the media. Both small businesses and large corporations are
acknowledged for their excellence in providing tangible perks and psychological
support to employees, enhancing business productivity, and demonstrating a
commitment to social responsibility. For instance, in 2013, Google maintained its
position as the leader on Forbes' list of the 100 Best Companies to work for, securing
this title for two consecutive years (Google, n.d.). Google's recognition was based on
various factors, including the distribution of 100,000 hours of subsidized massages in
2012, the presence of three wellness centers, and the availability of a seven-acre sports
complex featuring amenities like a roller hockey rink, basketball courts, bocce courts,
shuffle ball courts, and horseshoe pits (CNN Money, 2012). Similarly, in Glassdoor's
2013 Employee Choice Awards, Facebook was named the Best Place to Work.
Facebook's appeal was attributed to its benefits designed to help employees balance
their professional and personal lives, such as paid vacation days, complimentary food

and transportation, a $4,000 cash allowance for new parents, dry cleaning services,
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1.5.1

daycare reimbursement, and photo processing. Additionally, employees appreciated the
opportunity to make a substantial impact on a billion people, the company's enduring
commitment to its hacker culture, and the trust they placed in their CEO, Mark

Zuckerberg (Mark & Smith, 2012).

Wellbeing at Higher Education Level

The comprehensive and total state of wellbeing and contentment of students and staff
within universities and colleges is referred to as well-being at the higher education
level. It includes a variety of elements such as physical, mental, emotional, social, and
academic well-being. Promoting well-being in higher education is critical for fostering
a supportive and favourable environment for learning, personal growth, and
achievement. Physical health, which is a basic component of well-being, is always
emphasized. University exercise facilities, health services, availability to nutritious
food options, and healthy living awareness initiatives can all help to enhance physical
well-being. Physical well-being can be improved by encouraging regular exercise and
giving tools for eating a balanced diet. The mental health of students and staff is critical.
Universities should provide mental health services, counselling, and resources to assist
students in dealing with stress, anxiety, depression, and other mental health issues. It is
critical to reduce the stigma associated with mental health concerns and to provide
accessible support. Universities, on the other hand, can promote emotional well-being
by giving workshops on emotional intelligence, stress management, and resilience.
Promoting self-awareness and emotional management skills assists individuals in
navigating academic hurdles. Building healthy social connections and relationships is

also important for well-being. Higher education institutions can promote social well-
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being through hosting social gatherings, clubs, and support groups. Promoting

inclusiveness and diversity fosters a sense of belonging and social connectedness.
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CHAPTER 2

PROBLEM
OF THE STUDY



Chapter 2 Problem of the Study

This chapter describes the literature review, knowledge gap, major research questions,
objectives, delimitations and hypotheses which have led the researcher to select and move

forward with the problem of this research.

2.1  Literature review

The researcher had chosen a total of 100 database entries combined from EBSCohost, ERIC,
ProQuest and Crossref in the last thirty years, mostly empirical, for selecting relevant research
studies out of which he reviewed 30 relevant empirical studies on workplace wellbeing and

mental health to identify the knowledge gap for the present study.

Kun & Gadanecz (2019) investigated to examined the relationship between teachers'
psychological resources, workplace well-being, and perceived workplace happiness of 297
participants from Budapest University of Technology and Economics' Educational Leadership
training completed workplace well-being and happiness questionnaires. The participants were
mostly female (201) and male (93), with having university or college degrees. The participants
were also recorded as having various relationship statuses, with 65 having one child, 123
having two, 40 having three, 6 having four, 1 having five, and 60 having no children. The
questionnaires were completed by teachers working at elementary, secondary, kindergartens,
art schools, and special education schools. It used both qualitative and quantitative methods to
analyse responses. Qualitative research found that teachers' workplace happiness was
influenced by goal realization, feedback, finding meaning in work, and social relationships.
Quantitative results showed that Workplace well-being and happiness are linked to inner

psychological resources like hope and optimism. The study suggests that future focus on



employee well-being should consider positive contributing factors and adopt a positively-

oriented approach to promote well-being.

Gadhavi et al., (2021) conducted a study to assessed employee happiness at Ganpat University
using validated scale. The dimensions of employee happiness are used to explain their
happiness in relation to their work nature. Factors contributing to employee happiness include
life satisfaction, interpersonal relationships, self-affirmation, and physical and mental health.
A survey approach was used, with 362 participants selected through convenient sampling
techniques. Data was collected through personal interviews and online surveys. The results
indicate that employees at the Indian university are happy, with a positive relationship between
life satisfaction, physical and mental health, and employee happiness. However, there is a non-
significant relationship between interpersonal relationships and self-affirmation. Factors
affecting employees' well-being vary. Overall, the findings suggest that employees at the
university are happy, with total life satisfaction and physical and mental health playing a

significant role in determining overall happiness.

Vivoll Straume & Vitterse (2012) has taken a study entitled by “Happiness, inspiration and
the fully functioning person: Separating hedonic and eudaimonic well-being in the workplace”.
Major goal of this study to explores the regulation of feeling good and functioning well-being
through hedonic and eudaimonic mechanisms. Happiness is a hedonic feeling, while
inspiration is an eudaimonic feeling. Personal growth is linked to eudaimonic mechanisms.
Data from 465(sample consisted of 310 females) employees of the Occupational Health
Services in Norway confirmed these assumptions. Sample's mean age was 49.42 years, ranging
from 27-69, where the DRM (Kahneman et al., 2004) was used to capture core work situations

and difficult work situations, difficulty was measured using a bipolar adjective scale and the
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Satisfaction with Life Scale (SWLS; Diener, Emmons, Larsen, & Griffin, Citation1985) was
used to measure life satisfaction. The personal growth composite was also used, consisting of
four subscales: Curiosity, Absorption, Complexity, and Competence. Multilevel analyses
showed that complex work situations increased inspiration and decreased happiness, with
personal growth having a stronger effect on inspiration than happiness. The results suggest that
pleasant feelings (hedonia) and optimal functioning (eudaimonia) have different roles in

behaviour.

Joo & Lee (2017) conducted a study entitled “Workplace happiness: work engagement, career
satisfaction, and subjective well-being” to examines the impact of perceived organizational
support (POS) and psychological capital on employee (PsyCap) happiness in work, careers,
and subjective well-being (SWB). In this study found that 550 South Korean employees found
that higher POS and PsyCap levels led to increased engagement, satisfaction, and well-being.
Work engagement fully mediated the relationship between PsyCap and career satisfaction,
while POS indirectly affected SWB through career satisfaction. Career satisfaction fully
mediated the relationship between work engagement and SWB, and the direct effect of PsyCap

on SWB was also significant.

Zohreh et al., (2016) to examined the relationship between happiness, subjective well-being,
creativity, and job performance of primary school teachers in Ramhormoz City. A sample of
330 individuals was selected through random stratified sampling using tools like the Oxford
Happiness Inventory, Subjective Well-being Scale, Creativity Inventory, and Patterson Job
Performance Inventory. The results showed a significant relationship between happiness,
subjective well-being, and creativity, with happiness and subjective well-being being the

strongest predictors of job performance.
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Van De Voorde et al., (2012) focused on a study entitled “Employee Well-being and the
HRM-Organizational Performance Relationship: A Review of Quantitative Studies”. This
review covers 36 quantitative studies published from 1995 to May 2010 to explores the role of
employee well-being in organizational performance and its relationship with happiness, health,
and relationship. It examines the competing perspectives of mutual gains and conflicting
outcomes, and examines the impact of study attributes like key variable measurement, analysis
level, and design on outcomes. The findings suggest that happiness and relationship are
congruent with organizational performance, while health-related well-being appears to
function as a conflicting outcome. The review suggests directions for future research and

theoretical development.

Anderson (2008) focused on a study to investigates the well-being of self-employed
individuals using data from the Swedish Level-of-Living Survey, conducted in 1968, 1974,
1981, 1991, and 2000, interviewed 5500 adults about their living and working conditions. A
panel of approximately 1/1000 participants was formed from multiple waves of the survey. It
considers six indicators of well-being: job satisfaction, life satisfaction, job stress, mental
strain, mental health problems, and poor general health. Six logit models are estimated, and
conditional fixed-effects logit models are used to select satisfied individuals and those more
able to handle stress into self-employment. The results show a positive correlation between
self-employment and job satisfaction, but some evidence suggests it leads to more mental
health problems and self-employed individuals are less likely to perceive their job as mentally

straining.
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Garg et al., (2009) conducted a study entitled “Effect of Psychological Wellbeing on
Organizational Commitment of Employees”. The major gaol of this study to investigates the
impact of psychological wellbeing on employee commitment. A sample of 100 respondents
from various industries, including banking, manufacturing, and automobile, aged 35-55 years
(Mean = 42.00, SD = 5.41), had varying levels of education, with 20 diploma holders, 38
graduates, and 60 postgraduates with 15-30 years (Mean = 22.43, SD = 4.74) of work
experience and 15-item Organizational Commitment Questionnaire (OCQ) was used to
measure this variable. Result shows that through regression analysis is psychological well-
being significantly impacts organizational commitment, with happiness as a key factor,

affecting various domains of life.

Al-Ali et al. (2019) studied the mediating relationship between job satisfaction, employee
performance, turnover intentions, and satisfaction in the UAE oil and gas industry. In this study
were used 722 questionnaires and adopted the structural equation modelling (SEM) approach
to analysed the relationships. The study found that job satisfaction has a significant direct
positive relationship with employee performance and job happiness, while it has a negative
insignificant relationship with turnover intention. Job happiness has a positive direct effect on
job performance but a significant negative effect on employee turnover intention. These
findings may guide the implementation of policies in the UAE oil and gas industry, enhancing

employee satisfaction and satisfaction.

According to "Employee Happiness: Why We Should Care," a study by Thompson and Bruk-
Lee (2021). The purpose of this research was to assess the influence of organisational
psychosocial factors on employee happiness and to measure it in relation to organisational

outcomes. There were 222 paired individuals in the study, with women making up 80.2% of
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the workforce and the average age being 31.7%. The average workweek for those with a
bachelor's degree was 43.9 hours. There was a wide range of racial and occupational diversity
among the participants. T-tests were used to determine whether there were statistically
significant differences between survey takers at Time 1 and those who took the survey at both
Time 1 and Time 2. Between-group differences were not statistically significant. We measured
joy in this study. In this study, happiness was gauged with a single question: "Are you generally
happy?" Organizational commitment was measured using an 8-item affective commitment
scale (Allen and Meyer 1990), job performance was gathered using the Individual Work
Performance Questionnaire (IWPQ) developed by Koopmans et al. (2012), and turnover
intentions were evaluated using a subscale of the Michigan Organizational Assessment
Questionnaire (Abdel-Khalek, 2006). (Cammann et al. 1979). The study used a two-wave full
panel design to measure job demands and organisational outcomes, and the researchers
discovered that job satisfaction significantly mediates the relationship between the two.
Employee commitment, task performance, and contextual performance were all hurt by the
high demands of the jobs. The result was a rise in dissatisfaction with the workplace and the

desire to leave.

Jambrino-Maldonado et al., (2022) conducted a study entitled “Bibliometric analysis of
international scientific production on the management of happiness and well-being in
organizations”. This bibliometric analysis aims to determine the evolution of concepts in
published scientific works using bibliometric methods and techniques. It analyzes themes,
trends, paper numbers, citations, and main institutions to highlight areas of research. The
analysis of 312 studies revealed notable results, including increased papers and citations during
the COVID-19 pandemic, the importance of transversality in corporate well-being programs,

and the increased research on improving work performance quality of life and its social impact.
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Adnan Bataineh (2019) was undertaken a study on work-life balance, happiness at work, on
employee performance impact to investigates the relationship between work-life balance,
happiness, and employee performance in the Med Pharma pharmaceutical industry in Jordan.
A questionnaire-based survey and multiple regression analysis revealed that work-life balance
and happiness significantly affect employee performance, while job satisfaction has no impact.

The findings have significant implications for the Jordanian pharmaceutical sector.

Pradhan et al., (2017) was undertaken a study to investigated the impact of employee
wellbeing on psychological empowerment, specifically meaning, competence, self-
determination, and impact. Data was collected from 96 executives in the Indian service sector
using questionnaires on psychological empowerment, wellbeing, and happiness. Results
showed a positive association between employee wellbeing and empowerment, with happiness
being a significant mediator. The study's implications for organizational development
interventions in the Indian service industry can enhance employee wellbeing and

empowerment.

Guereci et al., (2022) conducted a study entitled “High performance work practices and their
associations with health, happiness and relational well-being: are there any tradeoffs”? The
major goal of this study to explores the relationship between employees' perception of high-
performance work practices (HPWPs) and three well-being dimensions (health, happiness, and
relational well-being) using a probabilistic sample of 1,364 employees from Germany. The
findings show that some HPWPs present tradeoff effects on different dimensions of employee

well-being. The paper suggests adopting an analytic view on the relationships between HPWPs
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and employee well-being. The research lacks conclusive conclusions on the potential trade-off

effects between HPWPs and employee well-being.

Aghili (2008) studied on religious attitude and professional employee happiness. This study
investigates the relationship between religious attitude and subjective well-being among
Iranian and Indian professional employees. The study involved 1491 employees, with 744
males and 747 females. The results showed that all subscales of religious attitude were highly
correlated with happiness. Higher religious attitude led to higher happiness, with higher
happiness correlated with future life, spirits, and spirit world. Happiness was less correlated

with formal religion aspects of religious attitude.

Opatha et al., (2020) was undertaken a study on HRM's impact on employee happiness in Sri
Lanka. This systematic empirical study aimed to determine the happiness levels of Sri Lankan
employees, assess HRM practices in their organizations, and investigate the positive impact of
HRM on employee happiness. The study used a cross-sectional, analytical approach, and
developed two instruments to measure employee happiness and HRM practices. The study used
a self-administered questionnaire to measure employee happiness and HRM. Data was
collected from 110 respondents from various industries, with the majority representing
nonexecutive categories. The majority of respondents were from the Colombo district, focusing
on manufacturing, service, and other industries. The results showed high levels of happiness

and HRM practices, with HRM having a significant positive impact on employee happiness.

Williams et al., (2017) conducted a study entitled “The role and reprocessing of attitudes in

fostering employee work happiness: An intervention study”. This study investigates the

iterative reprocessing of explicit and implicit attitudes as the process underlying associations
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between positive employee attitudes (PsyCap), perception of positive organizational culture
(organizational virtuousness), and work happiness. A quasi-experimental design was used,
with 69 school staff participating in surveys at three time points. The results showed that
employee PsyCap, OV, and work happiness are associated with each other through both
implicit and explicit attitudes. The Iterative-Reprocessing Model of Attitudes (IRM) provides
insights into the processes underlying these associations. This study applies IRM theory to
explain associations between PsyCap, OV, and work happiness in a field-based setting. It
emphasizes the need for understanding subconscious processes in wellbeing research and
incorporating implicit measures in positive psychology interventions. The research emphasizes
the importance of positive attitudes and organizational culture in fostering employee work

happiness.

Haar et al., (2019) focused on a study to examines the impact of Positive Relational
Management (PRM) on employee happiness in New Zealand (N = 302), focusing on the
influence of positive relationships at work on greater meaningful work (MFW). The study
includes two firm-level moderators and an individual-level mediator to better understand the
potential complexity of effects. The study also considers Human Capital (the quality of people
within the firm) and firm size as moderators. The results found that the dimensionality and
reliability of the PRM scale, finding it positively related to MFW and happiness. The indirect
effect of PRM differs depending on firm size and the strength of human capital. The
implications of this study on understanding the importance of relationships in employee
happiness are discussed.

Edwards & Marcus (2018) focused a pilot study in February 2017 evaluated employee well-
being using the Happiness Mini-Survey and a one-sample pre-post study design. The study

involved 435 employees who completed pre- and postclass questionnaires at the start and end
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of a 1-hour wellness class. The researchers used Wellshift's modified self-report questionnaire
to detect changes from pre- to post-program participation. A single-factor design was used to
answer the hypothesis of a measurable difference in pre- and posttest scores, and dependent-
samples t tests were used to assess change over time. Results showed significant improvements
in emotional, physical, and mental well-being after participating in the classes, as well as a
significant reduction in stress levels. These findings are relevant for organizations offering and
evaluating wellness classes aimed at increasing employee well-being. Future studies should
use more controlled conditions, a control or comparison group, and qualitative interviews to
understand employees' narratives of workplace well-being programs' impact on work

productivity and quality of life.

Wang et al., (2021) was undertaken a study to investigates the effects of organizational
citizenship behaviour (OCB) on employees' positive emotions, perceived role overload, and
quality of work-life (QWL). Data from 321 hotel employees in China shows that engaging in
OCBO (organizational citizenship behavior toward the organization) generates positive
emotions, affecting QWL. Similarly, performing OCB on individuals in the organization has a
positive impact on the positive emotions of employees. However, the study also finds a
negative relationship between OCBO and perceived role overload, implying that OCB can help
employees acquire resources and alleviate role overload. These findings offer valuable

theoretical contributions and empirical implications for hospitality organizations.

Sironi (2019) conducted a study where uses an instrumental variable approach to examine the
impact of job satisfaction on optimal well-being variation, independent of individual
characteristics. The sample for round 6 includes 46,257 individuals aged 15 and over

(mean =48.28 SE =18.56), with a representative distribution by gender. The survey focuses
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on working conditions and personal and social well-being, with 46.2% being male. Analysis
uses ESS 2012 data from 24 countries monitoring social change in Europe and focused on
employees aged 18-65, with a final sample of 28,283 individuals, 45.7% males, who answered
questions on optimal well-being and job satisfaction. Findings confirm a strong and
significantly positive influence of job satisfaction on optimal well-being after controlling for
socio-economic profiles. The analysis employs an instrumental variable approach to correct for
endogeneity and adopts an innovative measure of optimal well-being, measuring a multi-

dimensional definition of well-being dealing with both hedonic and eudemonic streams.

Boehm & Lyubomirsky (2008) conducted a study entitled “Does happiness promote career
success”? This study examines evidence supporting the alternative hypothesis that happiness
is a factor in employee success. It examines studies from cross-sectional, longitudinal, and
experimental settings. Results show that happiness is correlated with workplace success, often

preceding success measures, and positive affect leads to improved workplace outcomes.

Aryan & Kathuria (2017) was undertaken a study entitled “Psychological wellbeing at
workplace:-An analytical study on IT sector”. The major goal of this study to examines the
psychological wellbeing of young employees in private sector IT companies in India.
Enhancing psychological well-being benefits both employees and organizations, as it is linked
to physical health, mental satisfaction, and greater happiness. In this study a structured
questionnaire was used to collect primary data from 100 respondents. Descriptive statistics,
correlation, regression analysis, and t-test were used for analysis. Results showed a 5%
significance level difference in well-being scores for male and female employees, but age did
not affect employee wellbeing. A high degree of correlation was found between fourteen facets

and well-being in IT employees. This research offers a more precise understanding of young
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employees' psychological wellbeing, which can accelerate performance and profitability by
having employees who are psychologically healthy and happy. This benefits both employees

and the organization's success.

Greenhause et al., (1987) conducted a study to analysed the relationship between job
performance and work experiences on three indicators of personal and family well-being:
marital adjustment, work-family conflict, and quality of life. Results showed that perceptions
of a nonsuppurative work environment, role conflict, and extensive time commitment were
related to well-being. The relationship varied by gender, time commitment, and role conflict

experienced.

Mendoza-Ocasal et al., (2022) studied on Organizational vision on subjective well-being, its
correlation with work happiness and quality of life. This study aims to analyze factors affecting
subjective well-being in the workplace and their importance for business management. It
highlights the most relevant variables related to subjective well-being and its influence on
human talent management in organizations. A Likert-type questionnaire with five response
options and 0.895 reliability was used, with principal component analysis as a statistical tool.
The results showed that two factors, component 1 and component 2, correlated and explained
the perception of quality of life and workplace happiness in a group of 302 workers. Component
1 represents motivational factors, while component 2 represents maintenance or organizational
factors. The correlation revealed significant loadings in both components, indicating that
67.4% of the management of quality of life and workplace happiness is determined by this
component. Employees assign greater value to component 2 when integrated with quality of

work life, while employees give greater relevance to component 1 or motivators. In the context
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of the company studied, well-being at work is determined by the quality of work life, which is

provided by component 2.

Babamiri et al., (2023) was conducted a study entitled “Investigating the factors that influence
Iranian nurses’ workplace happiness”. Purpose of this study to investigates the relationship
between psychological capital, interactional justice, supervisor support, and workplace
happiness in nurses in Hamedan, Iran. Data was collected through self-report questionnaires
distributed to 250 nurses. A proposed model for promoting employees' workplace happiness
was applied, and the results showed that trust in supervisors, psychological capital, and
interactional justice led to improved workplace satisfaction. The study suggests that paying
attention to employees' psychological capital, interactional justice, and supervisor support,
along with maintaining trust in supervisors, can help healthcare organizations achieve

organizational targets, such as increased job satisfaction.

Tella et al. (2003) conducted research showing that national happiness is significantly affected
by macroeconomic fluctuations. It shows statistically significant macroeconomic trends in the
average level of happiness experienced by a random sample of a quarter million Europeans and
Americans from the 1970s to the 1990s. There is a linear relationship between income and
happiness, and the structure of happiness equations is consistent across countries. There is a
correlation between well-being and changes in macroeconomic variables like gross domestic
product, even after accounting for individual characteristics, country fixed effects, year
dummies, and time trends. Along with a drop in GDP and an increase in unemployment,
recessions also cause significant psychological losses. It would appear that the welfare state is

a mitigating factor, as higher unemployment benefits are linked to rising national prosperity.
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Meena & Agarwal (2014) was undertaken a study aims to understand the relationship between
organisational climate, job satisfaction, and happiness. Organisational climate is a set of
measurable properties perceived by employees, influencing their motivation and behavior. Job
satisfaction is the positive or negative attitude one has towards their job, while happiness is a
state of well-being characterized by emotions ranging from contentment to intense joy. A
sample of 90 employees from different educational institutions was analyzed using tools such
as the organisational climate inventory, job satisfaction scale, and happiness measure scale.
The study found a positive correlation between organisational climate and job satisfaction, but
also found a negative correlation between job satisfaction and happiness. The study also found
significant differences in organizational climate between males and females, with no

significant difference in job satisfaction and happiness between the two groups.

Uresha (2021) conducted a study entitled “Influence of telecommuting on work-life balance
and employee happiness: an empirical study of Sri Lankan employees”. This study aims to
explores the relationship between telecommuting and work-life balance, employee happiness,
and the impact of telecommuting on these aspects in the Sri Lankan context. The cross-
sectional study used a survey method with a questionnaire developed by the author, and 110
employees were interviewed using convenient sampling techniques. The empirical findings
showed a significant positive relationship between telecommuting and work-life balance,
employee happiness, and the overall positive impact of telecommuting on these aspects in the

Sri Lankan context.

Butt et al., (2020) Conducted a study on job satisfaction's mediated effect on employee

happiness in the telecommunication sector, focusing on motivational factors. The major goal

of this to examine the impact of employee job satisfaction on happiness at work among
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telecommunication workers in Pakistan. Based on motivation theory, the study identified
factors influencing job satisfaction, including job inspiration, job security, benefits/salary,
work environment, and leadership. Factors impact job satisfaction, influencing employee
happiness at work through a mediating variable. Data was collected from 515 telecom workers
in Pakistan using a structured questionnaire and analyzed using Structural Equation Modeling.
The findings showed that job inspiration, benefits, job security, and leadership are the factors
determining employee job satisfaction. The study also found a positive and significant
relationship between job inspiration and benefits and employee job satisfaction, indicating that
employee job satisfaction has a positive and significant influence on happiness at work. This
study contributes to the existing literature on employee job satisfaction and makes a valuable

contribution to future research in this area.

2.2 Knowledge gap
If “how much do you like your job?’ is asked to an employee of any organization, the response
we shall get will be based one or more than one of on the following grounds —

e Nature of work

e Pay and other benefits

e Working conditions

e Work-life balance

e Recognition

e Challenges and responsibilities

and others...

For the purpose of finding significant components behind the earlier identified job satisfaction

factors, the researcher had chosen a total of 100 database entries combined from EBSCohost,

31



ERIC, ProQuest and Crossref in the last thirty years, mostly empirical, and reviewed 30 most
relevant empirical studies on work-life balance and working conditions of the employees. It
was found that work-life balance and work conditions contribute to a great extent in
productivity and stability of the employees in any organization. Intervention studies,
longitudinal studies in many countries, for several decades, have found that the two major
components which are common in both the factors are —

e Mental health of the employees

e Happiness at workplace
Being inquisitive about these two components, the researcher found pertinence in conducting
a study on mental health and happiness of employees at workplace in the domain of higher
education institutions (HEI). Further, the researcher have chosen to study on West Bengal as it
is the state of domicile of the researcher where he has observed several instances of employees
burnout, strikes, and other agitations between the administration and employee’s unions.
Literature studies have also led to the fact that, though was a few studies on mental health and
happiness of teachers and students at higher education institutions in West Bengal, but no
studies were conducted on the non-teaching employees of higher education institutions who
forms a major stakeholder of any HEI which reinstates a knowledge gap in the domain of the

present area of research.

2.3  Research questions
In view of the above-identified knowledge gap, the present researcher has asked the following
research questions which shall guide the academic exploration of this research —

a. How much happy the employees are in public state universities of West Bengal?

b. How healthy the employees are when their mental health is concerned?
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c. How do demographic and workplace related factors cause variation in employee’s’
happiness and mental health?

d. Is happiness and mental health of employee’s related to each other?

In addressing the research questions, the problem of the study is selected and specified as

“Mental Health and Happiness of University Employees in West Bengal: An Inquiry”

24 Delimitations
Due to time and resource constraints, the present study is delimited to the following —

a) The study was conducted only with employees of six public state universities in West
Bengal namely, Jadavpur University, Presidency University, Rabindra Bharati
University, University of Calcutta, University of North Bengal and Vidyasagar
University.

b) Only non-teaching employees of these universities were studied.

c) No personal details were collected from the employees except their gender and age.

d) A few information regarding the employment and academic qualification were obtained
from the participants.

e) Happiness and mental health were only measured in terms of self-reported

questionnaire.

2.5 Objectives
In view of the research questions and delimitations of the study, the objectives were formulated
a) To quantitatively assess mental health of the non-teaching employees at public state

universities in West Bengal.
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2.6

b)

d)

To quantitatively measure happiness of the non-teaching employees at public state
universities in West Bengal.

To check if mental health and happiness of the participating employees varies in terms
of their demographic characteristics and employment profiles.

To find out if there is any relationship between employee’s mental health and
happiness.

To recommend ways for betterment of mental health and happiness of employees at

public state universities in West Bengal.

Hypotheses

The following null hypotheses were formulated based on objectives of the study -

Hol:

H02:

Ho3:

H04:

Ho5:

Hy6:

H,7:

Ho8:

Mental health of the employees are significantly correlated with their age.

Mental health of the employees do not significantly vary by their gender.

Mental health of the employees do not significantly vary by their by their employment
designation.

Mental health of the employees do not significantly vary by their by their level of
employment designation.

Mental health of the employees do not significantly vary by their by their nature of
employment.

Mental health of the employees do not significantly vary by their by their educational
qualification.

Mental health of the employees do not significantly vary by their by their years of work
experience.

Employee’s happiness and mental health is not correlated to each other.
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H¢9: Happiness of the employees are not significantly different from the general adult
population (Global Happiness Score = 4.3).

Ho10: Happiness of the employees are significantly correlated with their age.

Hp11: Happiness of the employees do not significantly vary by their gender.

Ho12: Happiness of the employees do not significantly vary by their by their employment
designation.

Ho13: Happiness of the employees do not significantly vary by their by their level of
employment designation.

Ho14: Happiness of the employees do not significantly vary by their by their nature of
employment.

Ho15: Happiness of the employees do not significantly vary by their by their educational
qualification.

Ho16: Happiness of the employees do not significantly vary by their by their years of work

experience.
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Chapter 3 Method and Procedures

This chapter describes the method and procedures followed in the study. The researcher has
adopted various techniques to structure the work by complying with different theoretical
assumptions in educational research. Following sections have presented the details of steps,

decisions and activities performed in the study.

3.1  Method and study design

For obtaining a comprehensive data oriented findings, the present research has primarily
followed quantitative approach along with qualitative explanations. The study was descriptive
in nature and conducted based on the purpose and objective of the study i.e., to assess mental
health and happiness of non-teaching employees at public state universities in West Bengal and
find variations with different observed indicators. Cross-sectional survey design was used to

collect data from various parts of the geographical location which the present study covered.

3.2  Population and sample

The population proposed for the present research consisted of all the non-teaching employees
of the 35 state universities (state public university) which is little more or less 3,500 in number.
The population estimation was adjusted based on AISHE 2020-21 data where there is mention
of 34,892 non-teaching employees working at all higher education institutions comprised of
colleges and universities. Also, the average number of non-teaching employees was mentioned
to be 22.2 in West Bengal having 1411 colleges of all categories. Therefore, an estimated
31,324 non-teaching employees are working in colleges and the rest 3,568 employees are
working in the universities including 29 public state universities as per AISHE 2020-21

statistics. Therefore, the population size of the present study roughly 3,568 to 4,000. A total



of 328 participants responded from six universities, out of which 4 are located in metropolitan
areas (M) and 2 are located in urban areas (U) of West Bengal. All the six universities namely
Jadavpur University (M), Presidency University (M), Rabindra Bharati University (M),
University of Calcutta (M), University of North Bengal (U) and Vidyasagar University (U)
which all are more than 40 (forty) years old and have been running in full academic strength.
The campuses of the universities from where the non-teaching employee’s data were collected,
are located several districts i.e., Kolkata, South 24 Parganas, Darjeeling, Paschim Medinipur.
Participation of the non-teaching employees in this study varied across universities with
Jadavpur Universities being on top with 92 participants followed by the University of North
Bengal (64), Rabindra Bharati University (59), Vidyasagar University (51), the University of
Calcutta (44) and Presidency University (18).

The required sample size for 4,000 population size at 95% confidence level, 0.05 margin of
error and 0.25 population variance is 351. Therefore, this study covered 93.4% of the required
sample size from 6 out of 35 public state universities. The researcher followed the convenient

sampling method to select samples from the population.
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Figure 3.1a
The geographical location of the population and sample
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Figure 3.1b
The coverage area of the study
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Variables

The variables in this research was considered based on some theoretical assumptions of

employees’ mental health and happiness as well as influenced by recent researches conducted

in these fields. Some classificatory indicators i.e., gender, age, highest educational qualification

were considered as demographic variables and nature of employment, level of employment

designation, years of work experience was considered as workplace related variables. All the

demographic variables and workplace related variables mentioned earlier were considered as

independent variables in this study as the researcher assumed these indicators may have effect

in variation of the dependent variables i.e., mental health and happiness of the employees.

The variables mentioned earlier are operationalized as following —

a.

b.

C.

d.

Gender: Although gender represents social concepts based on the biological sex, but in
both the studies male and female sex were considered as levels of gender variable
(categorical).

Age: Chronological or biological age in years was considered as age variable
(continuous)..

Educational qualification i.e., highest educational qualification was considered having
six levels arranged in hierarchical order i.e., Class eight pass, Madhyamik, Higher
secondary, Graduation, Postgraduate diploma and Postgraduation. This variable is
considered to be categorical variable in nature.

Nature of employment: The nature of employment were categorized by Contractual
and Substantive levels where all other type than permanent post i.e., temporary, ad-hoc,
on-demand etc. were considered under contractual level. This variable is also

considered to be categorical.
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e. Level of employment designation: Employees under Group B, Group C and Group D
were considered in this level. Lack of participation by Group A employees, who are
considered as officers in the public state universities, led to exclusion of this level from
the variable (categorical).

f.  Work experience or years of work experience was categorized in four levels i.e., Less
than 5 years, Between 5 & 10 years, Between 10 & 20 years and More than 20 years.
This variable is considered to be categorical.

g. Mental health: As it is a state of wellbeing and best assessed by self-reporting, this
variable is measured by the overall score (in continuous scale) of each respondent in
the mental health self-reporting scale.

h. Happiness: Happiness or wellbeing is measured in terms of self-reported score (in

continuous scale) of the perceived happiness by the respondents.

Figure 3.2
Thematic diagram of variables

Gender

Designation
Level

"
R Mental
" Health

University
Nature of

Employment

Employees

WV

Education

Work
Experience

| LK

44



Table 3.1

Distribution of participants based on independent variables

Variable / Level Employees % of Total
Gender
Female 146 44.50%
Male 182 55.50%
Age 43.12 Years -
Educational Qualification
Eight Pass 75 22.90%
Madhyamik 6 1.80%
Higher Secondary 177 54%
Graduation 49 14.90%
Postgraduation Diploma 7 2.10%
Postgraduation 14 4.30%
Nature of Employment
Substantive 260 79.30%
Contractual 68 20.70%
Level of Employment Designation
Group B 13 4%
Group C 224 68.30%
Group D 91 27.70%
Work Experience
Less than 5 Years 75 22.90%
Between 5 & 10 Years 91 27.70%
Between 10 & 20 Years 126 38.40%
More than 20 Years 36 11%
Figure 3.3

Pie diagram showing gender distribution of the participants

Gender

m Female = Male
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Table 3.2

Distribution of participants based on university

University Employees % of Total
Jadavpur University 92 28%
Presidency University 18 5.50%
Rabindra Bharati University 59 18%
University of Calcutta 44 13.40%
University of North Bengal 64 19.50%
Vidyasagar University 51 15.50%
Table 3.3

Distribution of participants based on district of the university

District Employees % of Total
Kolkata 121 36.89%
South 24 Parganas 92 28.04%
Darjeeling 64 19.50%
Paschim Medinipur 51 15.50%

Figure 3.4

Pie diagram showing educational qualification of the participants
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Figure 3.5
Pie diagram showing nature of employment of the participants
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Figure 3.6
Pie diagram showing level of employment designation of the participants

Employment Level

® Group B = Group C = GroupD

47



Figure 3.7
Pie diagram showing work experience of the participants
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Figure 3.8
Pie diagram showing participants distribution by universities
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Figure 3.9
Pie diagram showing participants distribution by districts
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3.4  Instruments for data collection

The researcher has primarily made use of two standardized scales for collection of relevant
data. One is Oxford Happiness Questionnaire and the other is Mental Health Continuum (Short
Form). Both the scales were administered with an information schedule seeking basic data on
the participants which were later treated as independent variables. Following are the

descriptions of instruments used in this research —
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A. Oxford Happiness Questionnaire

The 29-item Oxford Happiness Questionnaire (OHQ) is a widely used scale for assessment of
personal happiness. Its psychometric properties are acknowledged to be acceptable, which
presents scores on an ordinal scale which can be converted to interval scale by summing up the
scores of individual items. Developed by psychologists Michael Argyle and Peter Hills at
Oxford University in 2002, This questionnaire is considered as one of the accurate techniques
to measure psychological well-being. The original scale demonstrated a high scale reliability
with value Cronbach’s a (168) = 0.91. Also, the inter-item correlation within the scale was r
= (.58 that suggest no two items are so alike that they are measuring the same facet of happiness
(Hills & Argyle, 2002). Concurrent validity » (163) = 0.80 {p<.001} was established based on
the correlation between Oxford Happiness Questionnaire (OHQ) and Oxford Happiness

Inventory (OHI), which shows very similar results provided by both scales.

Scoring: It is a self-report questionnaire that employs a 6-point Likert scale response format
from strongly disagree = 1 to strongly agree = 6, with the higher scores corresponding to higher
levels of happiness. There are 12 items that are negatively phrased and therefore the scoring is

reverse of the earlier mentioned.

Table 3.4
Item type and scoring norm
Item type Item Number Scoring norm
Positively phrased 2,3,4,7,89,11,12,15,16,17,18,20,21, strongly disagree = 1 to strongly
22,25,26. Total = 17 agree =6
Negatively phrased 1,5,6,10,13,14,19,23,24,27,28,29. strongly disagree = 6 to strongly
Total = 12 agree = 1

The maximum score possible would be 174 (29 x 6) and minimum possible score would be 29
(29 x 1). After dividing the total score by 29, individual happiness score would be found.

Therefore, the happiness score of every individual will vary from 1 to 6. As per the original
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Oxford Happiness Questionnaire guideline, an individual with score 4.3 and above will be
considered as happy (Hills & Argyle, 2002). Higher (>4.3) the happiness scores, happier the

individuals are. The detail of the instrument is given on appendix 1.

B. Mental Health Continuum (Short form)

The short version of the Mental Health Continuum (MHC-SF) is derived from the long form
(MHC-LF), which includes 7 items evaluating emotional well-being, 18 questions measuring
psychological well-being, and 15 items measuring social well-being (40 items total). The
MHC-SF is made up of 14 items that were chosen to represent each aspect of well-being. The
short form includes three items measuring emotional well-being (which reflects hedonic well-
being), six items measuring psychological well-being, and five items measuring social well-
being (when combined, reflects eudemonic well-being). These response options assess how
frequently respondents encounter each positive mental health symptom. Based on these three
subscales, this scale also provides a flourishing and languishing mental health indicator. There
are 14 items total: three for emotional (hedonic) well-being, five for social well-being, and six
for psychological well-being. The scoring is done on a 6-point Likert scale, with 0 being
"never" and 5 being "daily." The items are added up to produce a total score ranging from 0 to
70. The emotional (hedonic) well-being subscale scores range from 0 to 15, the social well-
being subscale scores range from 0 to 25, and the psychological well-being subscale scores

range from 0 to 30. Higher scores indicate higher levels of happiness.

C. Employee’s Information Summary Sheet
A separate information schedule was prepared for obtaining common information on —
gender, age, designation level, nature of employment, educational qualification, work

experience, name of the university and district where the university is situated.
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3.5  Procedures of data collection

The researcher opted for collecting the data entirely through paper-n-pencil mode across four
districts of West Bengal. No personal information including name, email id or phone number
were collected in the data collection forms to maintain anonymity of the participants’ data. A
statement of purpose was mentioned at the beginning of the forms, followed by a section for
obtaining consent from the participants.

The researcher has personally approached the non-teaching employees of different universities
for obtaining data. A total of 385 university employees were approached for this purpose out
of which 342 responded. It was found in the data cleaning stage that, 14 participants did not
complete the questionnaires and therefore excluded from the main data. Hence, the rest of the

328 participants’ data was considered as final and constituted the sample of this study.

3.6  Tabulation and statistical analyses

A tabulation sheet was prepared in Microsoft Excel from the datasheets collected through
paper-n-pencil mode. Further, the data was cleaned and items renamed as per the criteria of
variables. No addition or omission of data was made in both the tabulation sheets. The ‘word-
based’ responses were coded into numbers and prepared for statistical data analysis software.
IBM SPSS version 20 was used for statistical analyses of quantitative data and Microsoft Excel
was used for data visualisations. The references of the research report were entirely managed

by Zotero, following the APA 7™ edition referencing style.
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CHAPTER 4

RESULT AND
INTERPRETATION



Chapter 4  Result and Interpretation

This chapter is divided into three parts. The first part of this chapter is represented with
descriptive statistics 1.e. mean, standard deviation and correlation coefficient which was
calculated to find out variations in mental health and happiness construct measured in terms of
self-reported response to respective questionnaires. Some form of graphical representations i.e.
bar diagram and scatter plot were made in this part to give better understanding about the

descriptive nature of current data.

The second part deals with inferential statistics which was computed in order to draw
inferences about the population of employees working at public state universities in West
Bengal. The analyses include — Independent samples t-test and One-way ANOVA. All the
analyses and graphical representation has been made using Microsoft Excel software. The third
part deals with testing of the hypotheses in the lights of the results of inferential statistics pooled

from the data of descriptive statistics.

4.1 Descriptive Statistics

4.1.1 On Mental Health of Employees

The study covered 328 non-teaching employees of six public state universities in West Bengal.
It was found that state that the employees did not possess a good deal of mental health or mental
wellbeing (m=40.53) and mean scored even below the 60% of the scope of the measuring
instrument (max score=70). It reflects an absence of good mental health among the employees

working in the universities under this study.



Figure 4.1
Comparing mental health & its dimensions between male and female employees
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Table 4.1
Descriptive statistics showing mental health dimensions of employees by gender
bl p 1h Female Male
Variable Mental Health Dimensions
Mean (sd) Mean (sd)
Gender Overall Mental Health 38.96 (14.39) 41.80 (14.57)
Emotional Wellbeing 10.17 (3.54) 10.93 (3.28)
Social Wellbeing 11.94 (6.14) 13.09 (6.47)
Psychological Wellbeing 16.84 (6.59) 17.78 (8.85)

Further, mental health score of the male employees are in better when compared to female
employees. For male employees, the overall mental health (m=41.80, sd=14.579) as well as all
three dimensions i.e., emotional wellbeing (m=10.928, sd=3.28), social wellbeing (m=13.08,

$d=6.47) and psychological wellbeing (m=17.78, sd=6.85).

The mental health of employees of both the males and females are compared in terms of mean

score varied across gender variable and displayed as well as interpreted through the following
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tables and figures. Standard deviation of mean scores are also presented to highlight the

consistency of data within the levels of independent variables.

Figure 4.2
Comparing mental health & its dimensions between employment designation
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Table 4.2
Descriptive statistics showing mental health dimensions of employees by employment
designation

Employment Overall Mental Emotional Social Psychological
Designation Health Wellbeing Wellbeing Wellbeing
Peon 38.41 (13.34) 10.97 (10.97) 11.84 (5.86) 15.60 (6.16)
Sorter 34.17 (5.76) 11 (2.73) 8.91 (2.54) 14.25 (5.19)
Lab Attendant 35 (13.44) 11.75 (1.89) 9 (6.37) 14.25 (6.99)
Senior Peon 54 (1.41) 10 (0) 22 (1.41) 22 (2.83)
Junior Assistant 40.53 (17.22) 10.85 (3.87) 11.36 (7.65) 18.32 (7.78)
Junior Mechanic 38.29 (10.4) 10.52 (2.29) 11.38 (3.94) 16.38 (5.65)
Office Assistant 42.7 (14.88) 10.26 (3.57) 14.15 (5.97) 18.28 (6.74)
Senior Assistant 38.93 (11.14) 1033 (3.11) 11.26 (4.98) 17.33 (5.99)
Superintendent 40.62 (20.11) 10.6923 (3.38) 10.92 (10.01) 19 (7.92)

The mental health of employees in this study (n=328) are compared in terms of mean score

varied across by their employment designation variable i.e. peon, sorter, lab assistant, senior
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peon, junior assistant, junior mechanic, office assistant, senior assistant and superintendent and
displayed as well as interpreted through the following tables and figures. Standard deviation of
mean scores is also presented in the terms of four dimensions of mental health to highlight the
consistency of data within the levels of independent variables. Where it was found that those
non-teaching employees those who hold the position as a senior peon possess a good deal of
mental health or mental wellbeing (m=>54.00, sd=1.41) in the terms of Overall Mental Health,
(m=2.00, sd=1.41), Social Wellbeing and (m=22.00, sd=2.83), Psychological Wellbeing. But
those who hold the position of a sorter they are found have poorest mental health (m=34.10,
$d=5.77), low (m=8.92,sd=2.54) in terms of Social Wellbeing and moderate (m=14.25,
sd=5.19) in terms of Psychological Wellbeing. While in terms of Emotional Wellbeing those
non-teaching employees who are sorters are found to possess a better deal of mental health or
mental wellbeing (m=11.75, sd=1.89) but the senior peons (m=10.00, sd=.00) under this

dimension are found to poses worst condition of mental health and wellbeing.

Figure 4.3
Comparing mental health & its dimensions among level of employment designation
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Table 4.3

Descriptive statistics showing mental health dimensions of employees by level of employment

designation
Employment Overall Mental Emotional Social Psychological
Designation Health Wellbeing Wellbeing Wellbeing
Group B 40.62 (20.12) 10.69 (3.37) 10.92 (10.01) 19 (7.92)
Group C 41.68 (14.82) 10.41 (3.48) 13.18 (6.29) 18.08 (6.8)
Group D 37.70 (12.6) 11.01 (3.24) 11.32 (5.62) 15.36 (6.03)

Here, the mental health of employees in this study (n=328) are compared in terms of mean
score varied across by their level of employment designation variable i.e. Group B, Group C
and Group D and displayed as well as interpreted through the following tables and figures.
Standard deviation of mean scores is also presented in the terms of four dimensions of mental
health to highlight the consistency of data within the levels of independent variables. It was
found that the Group C employees (m=41.68, sd=14.82) possess better deal of mental health
or mental wellbeing in comparison to the Group D (m=37.70, sd=12.61) and Group B
(m=40.62, sd=20.12) in the terms of Overall Mental Health. For Emotional Wellbeing, Group
D employees (m=11.01, sd=3.24) possess better mental health or mental wellbeing in
comparison to employees belonging to Group C (m-10.42, sd=3.59) and Group B (m=10.69,
sd=3.38). Also it was found that, in terms of Social Wellbeing Group C employees (m=13.18,
sd=6.30) possess better deal of mental health or mental wellbeing than Group D
(m=11.33,sd=5.63) and B non-teaching employees (m=10.92, sd=10.01). While in terms of
psychological wellbeing Group B non-teaching employees (m=19.00, sd=7.93) are found to
possess a better deal of mental health or mental wellbeing than Group D (m=15.36, sd=6.03)

and C non-teaching employees (m=18.08, sd=6.80).
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Figure 4.4
Comparing mental health & its dimensions between nature of employment
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Table 4.4
Descriptive statistics showing mental health dimensions of employees by nature of
employment

Nature of Overall Mental Emotional Social Psychological
Employment Health Wellbeing Wellbeing Wellbeing
Contractual 49.99 (17.97) 12.03 (3.42) 16.31(7.84) 21.65 (7.78)
Substantive 38.06 (12.40) 10.22 (3.32) 11.60 (5.50) 16.24 (5.97)

The mental health of employees in this study (n=328) are compared in terms of mean score
varied across by nature of employment variable i.e., Contractual and Substantive and displayed
as well as interpreted through the following tables and figures. Standard deviation of mean
scores are also presented in the terms of four dimensions of mental health to highlight the
consistency of data within the levels of independent variables. Where it was found that the
contractual non-teaching employees of six public state universities in West Bengal possess
better mental health or mental wellbeing in terms of the following sub dimensions (m=49.99,

sd=17.97; Overall Mental Health); (m=12.03, sd=3.42; Emotional Wellbeing); (m=16.31,
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sd=7.84; Social Wellbeing); and (m=21.65, sd=7.78; Psychological Wellbeing) than the

substantive non-teaching employees under the same dimensions i.e.

(m=38.06, sd=12.40;

Overall Mental Health); (m=10.22, sd=3.32; Emotional Wellbeing); (m=11.60, sd=5.50; Social

Wellbeing); and (m=16.24, sd=5.97; Psychological Wellbeing).

Figure 4.5

Comparing mental health & its dimensions between educational qualification
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Table 4.5
Descriptive statistics showing mental health dimensions of employees by educational
qualification
Educational Overall Mental Emotional Social Psychological
Qualification Health Wellbeing Wellbeing Wellbeing
Eight Pass 35.27 (8.65) 10.72 (3.05) 10.29 (4.36) 14.25 (4.44)
Madhyamik 50.67 (17.59) 11.16 (2.99) 18.5 (6.80) 21(8.29)
Higher Secondary 37.19 (11.99) 9.60 (3.39) 11.83 (4.92) 15.75 (5.47)
Graduation 56.04 (16.43) 13.26 (2.49) 17.83 (8.32) 24.93 (6.7)
Post Graduation 42.57 (15.77) 10.92 (3.12) 9.64 (8.97) 22 (54)
Post Graduate
Diploma 60.29 (14.59) 14.28 (1.25) 20 (7.28) 26 (7.72)
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The mental health of employees in this study (n=328) are compared in terms of mean score
varied across by educational qualification of employment variable i.e., Eight Pass, Madhyamik,
Higher Secondary, Graduation, Post Graduation and Post Graduate Diploma are displayed as
well as interpreted through the following tables and figures. Standard deviation of mean scores
is also presented in the terms of four dimensions of mental health to highlight the consistency
of data within the levels of independent variables. It was found that those non-teaching
employees whose educational qualification is Post Graduate Diploma, they possess better
mental health or mental wellbeing (m=60.29, sd=14.59; Overall Mental Health); (m=14.29,
sd=1.25; Emotional Wellbeing); and (m=26.00, sd=7.72; Psychological Wellbeing). The result
also shows that those whose educational qualification is Eight Pass under the sub categories
Overall Mental Health (m=35.27, sd=8.66) and Psychological Wellbeing (m=14.25, sd=4.44)
possess worst deal of mental health or mental wellbeing. And those whose educational
qualification is Higher Secondary possess worst deal of mental health or mental wellbeing

(m=9.60, sd=3.39) in terms of Emotional Wellbeing.

But in terms of Social Wellbeing those non-teaching employees whose educational
qualification is Post Graduate they possess best deal of mental health or mental wellbeing
(m=20.00, sd=7.28) and whose educational qualification is Post Graduation they possess worst
deal of mental health or mental wellbeing (m=9.64, sd=8.97) in comparison to all the sub

categories as mentioned above.
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Figure 4.6
Comparing mental health & its dimensions between years of work experience
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Table 4.6
Descriptive statistics showing mental health dimensions of employees by years of work
experience

Educational Overall Mental Emotional Social Psychological
Qualification Health Wellbeing Wellbeing Wellbeing
Less than 5 Years 49.73 (19.12) 11.22 (4.17) 16.68 (7.99) 21.82 (8.03)
t;sgrvfe” 5 & 10 41.24 (13.84) 10.20 (3.33) 12.80 (5.85) 18.23 (6.46)
Between 10 & 20 35.10 (9.39) 10.64 (3.18) 10.23 (4.36) 14.23 (4.73)
Years

%‘;’; i than 20 38.58 (10.15) 10.05 (2.43) 11.69 (5.30) 16.83 (4.62)

The mental health of employees in this study (n=328) are compared in terms of their mean
score varied across by years of work experience of employment variable i.e., Less than 5 Years,
Between 5 & 10 Years, Between 10 & 20 Years and More than 20 Years are displayed as well
as interpreted through the following tables and figures. Standard deviation of mean scores is

also presented in the terms of four dimensions of mental health to highlight the consistency of
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data within the levels of independent variables. The results found that those non-teaching
employees whose work experience is less than 5 years possess a good deal of mental health or
mental wellbeing in terms of four dimensions of mental health i.e., (m=49.73, sd=19.12;
Overall Mental Health); (m=11.23, sd=4.17; Emotional Wellbeing); (m=16.68, sd=8.00; Social
Wellbeing) and (m=21.83, sd=8.03; Psychological Wellbeing). It was also found that
betweenl0 & 20 years experienced non-teaching employees from the mentioned categories
(m=35.10, sd=4.17; Overall Mental Health); (m=10.23, sd=4.36; Social Wellbeing) and
(m=14.23, sd=4.73; Psychological Wellbeing) are less happy in comparison to the employees
having work experience of less than 5 years, between 5 & 10 years and more than 20 years.
But in terms of Emotional Wellbeing more than 20 years experienced non -teaching employees

show least deal of mental health or mental wellbeing.
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4.1.2 On Happiness of Employees

The study covered 328 non-teaching employees of six public state universities in West Bengal.
It was found that the happiness score of the female employees (m=4.17, sd=0.35) are better

when compared to male employees (m=4.07, sd=0.35).

Figure 4.7
Comparing happiness of employees between male and female employees
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Table 4.7
Descriptive statistics showing happiness of employees by gender
. Female Male
Variable Employees Happiness Mean (sd) Mean (sd)
Gender 4.17 (0.35) 4.07 (0,35)

The happiness of employees of both the males and females are compared in terms of mean
score varied across gender variable and displayed as well as interpreted through the following
tables and figures. Standard deviation of mean scores is also presented to highlight the

consistency of data within the levels of independent variables.
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Figure 4.8
Comparing happiness of employees between employment designation
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Table 4.8
Descriptive statistics showing happiness of employees by employment designation

) ) Happiness
Employment Designation N Mean (sd)
Peon 75 4.14 (0.31)
Sorter 12 4.20 (0.36)
Lab Attendant 4 4.28 (0.46)
Senior Peon 2 4.95 (0.12)
Junior Assistant 47 4.20 (0.39)
Junior Mechanic 21 4.04 (0.30)
Office Assistant 139 4.07 (0.33)
Senior Assistant 15 4.02 (0.46)
Superintendent 13 4.04 (0.42)

The happiness of employees in this study (n=328) are compared in terms of mean score varied
across by their employment designation variable i.e., peon, sorter, lab assistant, senior peon,
junior assistant, junior mechanic, office assistant, senior assistant and superintendent and

displayed as well as interpreted through the following tables and figures. Standard deviation of
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mean scores are also presented to highlight the consistency of data within the levels of

independent variables. The result comprehended that those non-teaching employees those who

hold the position as a Senior Peon (m=4.95, sd=0.12) are happiest in comparison to all the other

employees mentioned above. It was also deciphered that those non-teaching employees who

hold the position as a Senior Assistant (m=4.02, sd=0.46) are least happy.

Figure 4.9

Comparing happiness of employees between level of employment designation
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Table 4.9

Descriptive statistics showing happiness of employees by level of employment designation

4.15

GROUP D

Happiness
Level of Employment Designation N Mean (sd)
Group B 13 4.04 (0.42)
Group C 224 4.10 (0.36)
Group D 91 4.15(0.32)
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The happiness of employees in this study (n=328) are compared in terms of mean score varied
across by their level of employment designation variable i.e. Group B, Group C and Group D
and displayed as well as interpreted through the following tables and figures. Standard
deviation of mean scores are also presented to highlight the consistency of data within the
levels of independent variables. Result found that Group C (m=4.10, sd=0.36) non-teaching

employees are the happiest amongst the three sub-categories mentioned.

Figure 4.10
Comparing happiness of employees between nature of employment
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Table 4.10
Descriptive statistics showing happiness of employees by nature of employment

Happiness
Nature of Employment N Mean (sd)
Contractual 68 3.99 (0.32)
Substantive 260 4.15 (0.36)
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The happiness of employees in this study (n=328) are compared in terms of mean score varied
across by nature of employment variable i.e., Contractual and Substantive are displayed as well
as interpreted through the following tables and figures. Standard deviation of mean scores is
also presented to highlight the consistency of data within the levels of independent variables.
The result shows that the contractual (m=3.99, sd=0.32) non-teaching employees of six public
state universities in West Bengal are comparatively less happy than substantive (m=4.15,

sd=0.36) non-teaching employees.

Figure 4.11
Comparing happiness of employees between employment educational qualification
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Table 4.11

Descriptive statistics showing happiness of employees by educational qualification

) ) ) Happiness
Educational Qualification N Mean (sd)
Eight Pass 75 4.17 (0.33)
Madhyamik 6 4.13 (0.50)
Higher Secondary 177 4.15 (0.28)
Graduation 49 3.91 (0.40)
Post Graduation 14 4.31 (0.60)
Post Graduate Diploma 7 3.69 (0.27)

The happiness of employees in this study (n=328) are compared in terms of mean score varied

across by educational qualification of employment variable i.e., Eight Pass, Madhyamik,

Higher Secondary, Graduation, Post Graduation and Post Graduate Diploma are displayed as

well as interpreted through the following tables and figures. Standard deviation of mean scores

are also presented to highlight the consistency of data within the levels of independent

variables. Where it was found that those non-teaching employees whose educational

qualification in Post Graduation (m=4.31, sd=0.60) they are happier and whose educational

qualification is Post Graduate Diploma (m=3.69, sd=0.27) they are least happy rather than other

educational qualified non-teaching employees of six public universities of West Bengal.
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Figure 4.12
Comparing happiness of employees between years of work experience
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Table 4.12
Descriptive statistics showing happiness of employees by years of work experience

) ) . Happiness
Educational Qualification N Mean (sd)
Less than 5 Years 75 3.99 (0.37)
Between 5 & 10 Years 91 4.17 (0.38)
Between 10 & 20 Years 126 4.12 (0.30)
More than 20 Years 36 4.11 (0.38)

The happiness of employees in this study (n=328) are compared in terms of mean score varied
across by years of work experience of employment variable i.e., Less than 5 Years, Between 5
& 10 Years, Between 10&20 Years and More than 20 Years. And displayed as well as
interpreted through the following tables and figures. Standard deviation of mean scores is also
presented to highlight the consistency of data within the levels of independent variables. Where

result found that those non-teaching employees whose work experience is between 5 & 10
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years (m=4.17, sd=0.38) are happiest in comparison to those whose work experience is less
than 5 years (m=3.09, sd=0.37); between 10 & 20 years (m=4.12, sd=0.30) and more than 20

years (4.11, sd=0.38).

4.2 Inferential Statistics

Table 4.13
Pearson correlation result between age and mental health of employees
Combination
r n p
Age - Overall Mental -0.31 328 .000,
Health Significant
Mental Health | Age - Emotional -0.23 328 .000,
Dimensions | wellbeing Significant
Age - Social Wellbeing -0.20 328 .000,
Significant
Age - Psychological -0.35 328 .000,
Wellbeing Significant

The result of the correlation was examined between age and in the terms of four dimensions of
mental health of non-teaching employees based on an alpha value of .05. Result found a weak
negative correlation for the dimension Overall Mental Health (r= -.31), weak negative
correlation for Emotional Wellbeing (r=-.23) & Social Wellbeing (r=-.20) and weak negative
correlation for Psychological Wellbeing (r= -.35) which were statistically significant at p<.05.
Age was found to have negatively associated with mental health of non-teaching employees

and the associations were found to have statistically significant.
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Figure 4.13
Scatter plot showing association between age and overall mental health of employees
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Figure 4.14

Scatter plot showing association between age and emotional wellbeing of employees
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Figure 4.15
Scatter plot showing association between age and social wellbeing of employees
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Figure 4.16

Scatter plot showing association between age and psychological wellbeing of employees
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Table 4.14

Pearson correlation result between happiness and mental health of employees

Combination
r n p
Overall Mental Health - -0.13 328 .023,
Happiness Significant
Mental Health | Emotional Wellbeing - 0.047 328 392,
Dimensions | Happiness Not Significant
Social Wellbeing - -0.16 328 .004,
Happiness Significant
Psychological Wellbeing - -0.14 328 .009,
Happiness Significant

The result of the correlation was examined between happiness and in the terms of four

dimensions of mental health of non-teaching employees based on an alpha value of .05. Result

found a very weak negative correlation for the dimension Overall Mental Health (r= -.13),

Emotional Wellbeing (r=-.047), Social Wellbeing (r= -.16) and Psychological Wellbeing (r=

-.14) which was statistically significant at p<.05 except for emotional wellbeing dimension.

Happiness was found to have negatively associated with mental health of non-teaching

employees in terms of four dimensions of mental health and the association was found to have

statistically significant.

Figure 4.17

Scatter plot showing association between mental health and happiness of employees
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Figure 4.18

Scatter plot showing association between emotional wellbeing and happiness of employees
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Figure 4.19
Scatter plot showing association between social wellbeing and happiness of employees
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Figure 4.20
Scatter plot showing association between psychological wellbeing and happiness of employees
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Table 4.15

Independent Samples t-test comparing mental health of employees by gender

Independent

Samples t-test Gender Mean (sd) t-value df p-value

Female (n=146) | 38.96 (14.392)
Overall Mental Health Male (n=182) 41.80 (14.579) -1.762 326 .079
Female (n= 146) | 10.17 (10.17)

Emotional Wellbeing Male (n=182) 10.92 (10.92) -2.005 326 .046*
Female (n=146) | 11.94 (6.14)

Social Wellbeing Male (n=182) 13.09 (6.47) -1.626 326 .105
Psychological Female (n= 146) | 16.84 (6.59)

Wellbeing Male (n=182) 17.78 (8.85)

-1.253 326 211

* significant at .05 level.

Levene’s test was conducted and found that male and female employees had equal variances
{F =.372, p>.05} in terms of overall mental health as well as dimensions of mental health. No
statistically significant mean difference was found {ts26 = -1.762, p>.05} between male and

female employees in terms of their overall mental health but male employees have significantly
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better {t326 =-2.005, p<.05} emotional wellbeing than their female counterparts. The presence

of other dimensions of mental health do not significantly differed between male and female

employees working in public state universities in West Bengal.

Table 4.16
One-way ANOVA comparing mental health of employees by their employment designation
One-way ANOVA N Mean (sd) F-value df p-value
Overall Mental | Peon 75 38.41 (13.34)
Health Sorter 12 34.17 (5.76)
Lab Attendant 4 35 (13.44)
Senior Peon 2 54 (1.41) 2
Junior Assistant 47 40.53 (17.22)| 1.252 3 1’9 268
Junior Mechanic 21 38.29 (10.4)
Office Assistant 139 42.7 (14.88)
Senior Assistant 15 38.93 (11.14)
Superintendent 13 40.62 (20.11)
Emotional Peon 75 10.97 (10.97)
Wellbeing Sorter 12 11(2.73)
Lab Attendant 4 11.75 (1.89)
Senior Peon 2 10 (0) 403 ]
Junior Assistant 47 10.85 (3.87) ' 3 1’9 919
Junior Mechanic 21 10.52 (2.29)
Office Assistant 139 10.26 (3.57)
Senior Assistant 15 10.33 (3.11)
Superintendent 13 10.69 (3.38)
Social Peon 75 11.84 (5.86)
Wellbeing Sorter 12 8.91 (2.54)
Lab Attendant 4 9(6.37)
Senior Peon 2 22 (1.41) 2
Junior Assistant 47 11.36 (7.65)| 3.052 3 1’9 .003%%*
Junior Mechanic 21 11.38 (3.94)
Office Assistant 139 14.15 (5.97)
Senior Assistant 15 11.26 (4.98)
Superintendent 13 10.92 (10.01)
Psychological |Peon 75 15.60 (6.16)
Wellbeing Sorter 12 14.25 (5.19)
Lab Attendant 4 14.25 (6.99)
Senior Peon 2 22 (2.83) 2
Junior Assistant 47 18.32 (7.78)| 1.812 31’9 .074
Junior Mechanic 21 16.38 (5.65)
Office Assistant 139 18.28 (6.74)
Senior Assistant 15 17.33 (5.99)
Superintendent 13 19 (7.92)

** significant at .01 level.
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Four One-way ANOVAs were calculated among the mental health scores of employees of
different employment designations. A statistically significant mean difference was found only
in social wellbeing dimension {Fs, 319 = 3.052, p<.01} of mental health where it was seen that
social wellbeing of employees with Office Assistant designation are having highest degree and
Lab Attendants are having lowest degree of this mental health component. Overall mental
health, emotional wellbeing and psychological wellbeing do not significantly differs among

the employees based on their employment designation.

Table 4.17
One-way ANOVA comparing mental health of employees by their level of employment
designation

One-way ANOVA N Mean (sd) F-value df V;)lue
Group B 13| 40.62(20.12)
gzgfhu il Group C 224] 41.68(14.82)| 2439  [2,325| .089
Group D 91 37.70 (12.6)
Emotional Group B 13 10.69 (3.37)
Wellbeing Group C 224 1041 (3.48)| 991  |2,325| 372
Group D 91 11.01 (3.24)
Group B 13| 10.92 (10.01)
Social Wellbeing | Group C 224 13.18 (6.29)| 3269  |2,325| .039%
Group D 91 11.32 (5.62)
. Group B 13 19 (7.92)
{?gﬁgg}ggcal Group C 204 18.08 (6.8)] 5.821  |2,325].003**
Group D 91 15.36 (6.03)

* significant at .05 level.
** significant at .01 level.

One-way ANOVA taking overall mental health of the employees as well as three dimensions
of it separately revealed statistically significant mean difference only in social wellbeing {F>,
325 = 3.269, p<.05} and psychological wellbeing dimension {F» 325 =5.821, p<.01} among the
employees based on their level of employment designation. Group C employees have highest
level of social wellbeing and Group B employees have highest level of psychological wellbeing

in the population of this study.
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Table 4.18
Independent Samples t-test comparing mental health of employees by their nature of
employment

Independent

- pP-
Samples t-test Gender Mean (sd) | t-value df

value

Overall Mental Contractual (n=68) | 4999 (17.97)

# B
Health Substantive (n=260) | 3 06 (12.40) 5.159 | 84.397" | .000

Contractual (n=68) | 1203 (3.42)

: : .
Emotional Wellbeing Substantive (1-260) | 10.22 (3.32) 3.988 326 .000

Contractual (n=68) | 143 1(7.84)

. . # ksk
Social Wellbeing Substantive (-260) | 1160 (5.50) 4.658 | 85.015" | .000

1 =
Psychological Contractual (n=68) | 71 65 (7.78)

# sk
Wellbeing Substantive (1=260) | 1624 (5.97) 5333 | 88.718" | .000

** significant at .01 level.
# Welch’s t-test result due to inequality of variance of the means.

Levene’s test was conducted prior to four separate Independent samples t-test between scores
of contractual and substantive employees. Equality of variance of the means was not found in
overall mental health score {F = 48.071, p<.01}, social wellbeing score {F = 39.230, p<.01}
and psychological wellbeing {F = 28.705, p<.01} score of the employees. A statistically
significant mean difference was found between contractual and substantive employees in terms
of their overall mental health {t326 =15.159, p<.01} as well as all the three dimensions of mental
health. Mental health of the contractual employees are significantly higher than the employees

working in substantive posts.
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Table 4.19
One-way ANOVA comparing mental health of employees by their educational qualification

One-way ANOVA N Mean (sd) F-value df p-value
Overall Mental | Eight Pass 75 35.27 (8.65)
Health Madhyamik 6 50.67 (17.59)
Higher Secondary | 177 37.19 (11.99) 5
Graduation 49 56.04 (16.43)| 24.845 32’2 .000%*
Post-Graduation 14 42.57 (15.77)
Post Graduate 7
Sl 60.29 (14.59)
Emotional Eight Pass 75 10.72 (3.05)
Wellbeing Madhyamik 6 11.16 (2.99)
Higher Secondary | 177 9.60 (3.39) 12.578 5
Graduation 49 13.26 (2.49) ' 32’2 .000%*
Post-Graduation 14 10.92 (3.12)
Post Graduate 7
Do 14.28 (1.25)
Social Eight Pass 75 10.29 (4.36)
Wellbeing Madhyamik 6 18.5 (6.80)
Higher Secondary | 177 11.83 (4.92) 5
Graduation 49 17.83 (8.32)| 15.575 32’2 .000%*
Post-Graduation 14 9.64 (8.97)
Post Graduate 7
Do 20 (7.28)
Psychological |Eight Pass 75 14.25 (4.44)
Wellbeing Madhyamik 6 21 (8.29)
Higher Secondary | 177 15.75 (5.47) 5
Graduation 49 2493 (6.7)| 31.649 32’2 .000%*
Post-Graduation 14 22 (5.4)
Post Graduate 7
Do 26 (7.72)

** significant at .01 level.

One-way ANOVA taking overall mental health of the employees as well as three dimensions
of it separately revealed statistically significant mean difference in overall mental health {Fs,
322 = 24.845, p<.01} as well as all the three dimensions of mental health. It was seen that
employees with post-graduate diploma as their highest educational qualification possess

significantly better mental health than the other categories.
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Table 4.20

One-way ANOVA comparing mental health of employees by their work experience

One-way ANOVA N Mean (sd) F-value | df | p-value

Overall Mental | Less than 5 Years 75| 49.73 (19.12)

Health Between 5 & 10 Years 91| 41.24 (13.84) 18.785 3, 000%*
Between 10 & 20 Years | 126] 35.10(9.39) ' 324 |
More than 20 Years 36| 38.58(10.15)

Emotional Less than 5 Years 75 11.22 (4.17)

Wellbeing Between 5 & 10 Years 91 10.20 (3.33)| 1.559 3, 199
Between 10 & 20 Years | 126] 10.64 (3.18) 324 '
More than 20 Years 36| 10.05(2.43)

Social Less than 5 Years 75| 16.68 (7.99)

Wellbeing Between 5 & 10 Years 91| 12.80(5.85) 19.239 3, 000%*
Between 10 & 20 Years | 126 10.23 (4.36) ' 324 |
More than 20 Years 36| 11.69 (5.30)

Psychological |Less than 5 Years 75| 21.82(8.03)

Wellbeing Between 5 & 10 Years 91| 18.23(6.46) 25160 3, 000%*
Between 10 & 20 Years | 126] 14.23 (4.73) ' 324 |
More than 20 Years 36| 16.83(4.62)

** significant at .01 level.

One-way ANOVA revealed that the newly joined employees whose work experience is less

than five years have significantly better mental health {Fs 324 = 18.785, p<.01}, social

wellbeing {F3, 324 = 19.239, p<.01}, and psychological wellbeing {F3 324 = 25.160, p<.01},

than the other employees who are working in the universities for longer period of time. It is

also noticed that employees with more than 20 years of work experience at the universities

have significantly lower emotional wellbeing.

Table 4.21

Comparing Mean Happiness Score of 328 university employees with Average Individual’s

Mean Happiness

Score

One-Sample T-test (2-tailed)

Test Value = 4.3 t df | Sig. (2- Mean 95% Confidence Interval of the
tailed) | Difference Difference
Lower Upper
Mean Happiness
-9.557| 327 .000 -.18625 -.2246 -.1479
Score
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The average happiness score of 328 university employees (4.1138) was found to be
considerably lower t (327) =-9.557, p=.000 than the average happiness score of an individual
(4.3), as determined by multiple international research on happiness using the Oxford
Happiness Questionnaire. This indicates that university staff in West Bengal are less satisfied

than the global average.

Table 4.22
Pearson correlation result between age and happiness of employees
Pearson Correlation
Combination . -
Variable : P
Age - Happiness 0.17 328 .002
Significant

The result of the correlation was examined between age and happiness of non-teaching
employees based on an alpha value of .05. Result found a very weak positive correlation (r
=.17) between age and happiness of non-teaching employees which means with increasing age,
happiness of the employees also increased.

Figure 4.21
Scatter plot showing association between age and happiness of employees
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Table 4.23
Independent Samples t-test comparing happiness of employees by gender

Independent
Samples t-test Gender Mean (sd) t-value df p-value
Happiness Female (n=146) | 4.17 (0.35)

%
Male (n=182) | 4.07 (0,35) 2376 | 326 | 018

* significant at .05 level.

Levene’s test was conducted and found that male and female employees had equal variances
{F =.169, p>.05} in terms of their happiness score. A statistically significant mean difference
was found {t326 =2.376, p<.05} between male and female employees. It can be said that female
employees in the public state universities in West Bengal are significantly happier than the

male employees.

Table 4.24
One-way ANOVA comparing happiness of employees by their employment designation
One-way ANOVA N Mean (sd) F-value df p-value
Happiness Peon 75 4.14 (0.31)

Sorter 12 4.20 (0.36)

Lab Attendant 4 4.28 (0.46)

Senior Peon 2 4.95 (0.12)

Junior Assistant 47 4.20 (0.39) 2

Junior Mechanic 21 4.04 (0.30)| 2.637 3 1’9 .008**

Office Assistant 139 4.07 (0.33)

Senior Assistant 15 4.02 (0.46)

Superintendent 13 4.04 (0.42)

Senior Assistant 15 4.14 (0.31)

Superintendent 13 4.20 (0.36)

** significant at .01 level.

A One-way ANOVA comparing mean happiness scores of employees based on their
employment designation revealed a statistically significant difference {Fs 319 =2.637, p<.01},
across the levels. Although the senior peons (n=2) and lab attendants (n=4) have significantly

higher happiness but the inadequacy of sample size may have led to the result. Apart from that,
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sorters, junior assistants, and superintendents possessed higher level of happiness than

employees of other work profiles.

Table 4.25
One-way ANOVA comparing happiness of employees by their level of employment
designation

One-way ANOVA N Mean (sd) F-value df szlue
Happiness Group B 13 4.04 (0.42)
Group C 224 4.10 (0.36) 1.045 2,325] .353
Group D 91 4.15(0.32)

A One-way ANOVA comparing mean happiness scores of employees based on their level of
employment designation revealed no statistically significant difference {F2, 325 = 1.045, p>.05},

across the levels.

Table 4.26
Independent samples t-test comparing happiness of employees by their nature of employment

Independent p-
Samples t-test Gender Mean (sd) | t-value df value
Happiness Contractual (n=68) | 3.99 (0.32)

= kK
Substantive (1260) | 4.15 (0.36) | >0 | 326|001

** significant at .01 level.

An Independent samples t-test was computed with mean happiness scores of contractual and
substantive employees. Result indicated a statistically significant mean difference {t3zs = -
3.230, p<.0l}between the employee categories. It is seen that employees working in

substantive posts are significantly happier than contractual employees.
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Table 4.27
One-way ANOVA comparing happiness of employees by their educational qualification

One-way ANOVA N Mean (sd) F-value df p-value
Happiness Eight Pass 75 4.17 (0.33)

Madhyamik 6 4.13 (0.50)

Higher Secondary | 177 4.15 (0.28) 5

Graduation 49 3.91(0.40)| 7.588 32’2 .000%*

Post-Graduation 14 4.31 (0.60)

Post Graduate 7 3.69 (0.27)

Diploma

** significant at .01 level.

A One-way ANOVA comparing mean happiness scores of employees based on their
educational qualification revealed a statistically significant difference {Fs, 3220 = 7.588, p<.01},
across the levels. Employees studied up to post-graduation level are the happiest among all the

employees working at public state universities in West Bengal.

Table 4.28
One-way ANOVA comparing happiness of employees by their work experience
One-way ANOVA N Mean (sd) F-value | df | p-value
Happiness Less than 5 Years 75 3.99 (0.37)
Between 5 & 10 Years 91 4.17 (0.38) 5.004 3, 002
Between 10 & 20 Years | 126 4.12 (0.30) ' 324 |
More than 20 Years 36 4.11 (0.38)

** significant at .01 level.

A One-way ANOVA comparing mean happiness scores of employees based on their work
experience revealed a statistically significant difference {F3, 324 = 5.004, p<.01}, across the
levels. Employees working at the public state universities in West Bengal for time period
between 5 and 10 years are the happiest. It was also found that the recently joined employees

are significantly less happy in the universities.
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4.3 Hypothesis Testing

Based on the result of significance tests, all the hypotheses are verified according to their
order -

e Hyl: Mental health of the employees are significantly correlated with their age
Findings: Significant negative correlation was found among between age and mental
health of employees {r=-.31, p=.000}.
Decision: Null hypothesis rejected.

Conclusion: With increasing age, employees’ mental health decrease.

e Ho2: Mental health of the employees do not significantly vary by their gender.

Findings: Overall mental health score do not significantly vary with gender of the
employees. But, the emotional wellbeing dimension of mental health was significantly
higher in male employees.

Decision: As more than fifty percent levels of mental health do not show any statistically
significant mean difference between male and female, the null hypothesis retained at o =
.05 level.

Conclusion: Mental health of university employees do not significantly vary with their

gender.

e Ho3: Mental health of the employees do not significantly vary by their by their
employment designation.
Findings: Overall mental health score do not significantly vary with employment
designation of the employees. But, the social wellbeing dimension of mental health was
significantly higher in employees having designation ‘office assistant’.
Decision: As more than fifty percent levels of mental health do not show any statistically
significant mean difference across levels of employment designation variable, the null
hypothesis retained at oo = .05 level.
Conclusion: Mental health of university employees do not significantly vary with their

employment designation.
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Ho4: Mental health of the employees do not significantly vary by their by their level of
employment designation.

Findings: A significant mean difference was found at p<.05 level in terms of social
wellbeing and psychological wellbeing of the employees although the overall mental
health and emotional wellbeing dimension of mental health did not show any statistically
significant mean difference across the levels of this variable.

Decision: As more than fifty percent levels of mental health shows statistically significant
mean difference across levels of ‘level of employment designation’ variable, the null
hypothesis was rejected at oo = .05 level.

Conclusion: University employees mental health does vary with their level of employment

designation.

Ho5: Mental health of the employees do not significantly vary by their by their nature of
employment.

Findings: A significant mean difference was found in overall mental health as well as all
three dimensions of it at p<.01 level.

Decision: Null hypothesis rejected at o = .01 level.

Conclusion: Contractual employees have better mental health at the public state

universities in West Bengal.

Ho6: Mental health of the employees do not significantly vary by their by their educational
qualification.

Findings: A significant mean difference was found in overall mental health as well as all
three dimensions of it at p<.01 level.

Decision: Null hypothesis rejected at o = .01 level.

Conclusion: Mental health significantly varies with employee’s educational qualification.

Ho7: Mental health of the employees do not significantly vary by their by their years of
work experience.

Findings: A significant mean difference was found at p<.01 level in terms of overall
mental health, social wellbeing and psychological wellbeing of the employees although
emotional wellbeing dimension of mental health did not show any statistically significant

mean difference across the levels of this variable.
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Decision: As more than fifty percent levels of mental health shows statistically significant
mean difference across levels of ‘work experience’ variable, the null hypothesis was
rejected at oo = .01 level.

Conclusion: Newly joined employees have significantly higher mental health at the public

state universities in West Bengal.

Ho8: Employee’s happiness and mental health is not correlated to each other.

Findings: Although, a significant negative correlation was found in between happiness and
overall mental health, happiness and social wellbeing as well as happiness and
psychological wellbeing of the employees at p<.05 level but happiness did not show any
significant relationship with emotional wellbeing of the employees.

Decision: As more than fifty percent levels of mental health shows statistically significant
correlation with happiness, the null hypothesis was rejected at a = .05 level.

Conclusion: Happiness decreased very little, but significantly with mental health of the

employees at public state universities in West Bengal.

H¢9: Happiness of the employees are not significantly different from the general adult
population (Global Happiness Score = 4.3).

Findings: A statistically significant mean difference was found between global happiness
score of adults and mean happiness score of the employees in this study.

Decision: Null hypothesis was rejected at o = .01 level.

Conclusion: University employees are significantly less happy than the average global

population of adults.

Ho10: Happiness of the employees are significantly correlated with their age.

Findings: A statistically significant positive correlation was found between age and
happiness of the employees {r=.17, p=.002}.

Decision: Null hypothesis was rejected at o = .01 level.

Conclusion: With increasing age, happiness of the university employees also increases.

Hy11: Happiness of the employees do not significantly vary by their gender.
Findings: A statistically significant mean difference was found between happiness score
of male and female employees.

Decision: Null hypothesis was rejected at o = .01 level.
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Conclusion: Female employees are significantly happier in the universities of West

Bengal.

Hy12: Happiness of the employees do not significantly vary by their by their employment
designation.

Findings: A statistically significant difference was found at p<.01 level.

Decision: Null hypothesis was rejected at o = .01 level.

Conclusion: Happiness does vary with employment designation of the employees.

Hy13: Happiness of the employees do not significantly vary by their by their level of
employment designation.

Findings: No statistically significant mean difference was found at p<.05 level.

Decision: Null hypothesis retained at a = .05 level.

Conclusion: Happiness of employees do not vary with their seniority in employment level.

Ho14: Happiness of the employees do not significantly vary by their by their nature of
employment.

Findings: A significant mean difference was found between happiness score of contractual
and substantive employees at p<.01 level.

Decision: Null hypothesis was rejected at o = .01 level.

Conclusion: Employees working under substantive posts are happier than the contractual

employees at public state universities in West Bengal.

Ho15: Happiness of the employees do not significantly vary by their by their educational
qualification.

Findings: A significant mean difference was found across happiness scores of employees
based on their levels of educational qualification at p<.01 level.

Decision: Null hypothesis was rejected at o = .01 level.

Conclusion: Employees with higher educational qualification are more happy at public

state universities in West Bengal.

Ho16: Happiness of the employees do not significantly vary by their by their years of work
experience.
Findings: A significant mean difference was found across happiness scores of employees

based on their years of work experience at p<.01 level.
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Decision: Null hypothesis was rejected at o = .01 level.
Conclusion: A moderately experienced (between 5 & 10 years) employee at the university

is happier than newly joined employees and relatively more experienced employees.
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CHAPTER 5

DISCUSSION
AND CONCLUSION



Chapter S  Discussion and Conclusion

In this present study, it was intended to assess mental health and happiness of employees at
public state universities in West Bengal in the present-day context. How mental health and
happiness are correlated and also how both and how their relationship varies with different
attributes of the employees, i.e., gender, age, employment designation, level of employment
designation, nature of employment, educational qualification and their years of work

experience.

The following sections in this chapter summarize the major findings of this study and discuss
the significant ones, followed by a conclusion based on the same in relation to the purpose of
the study. It finally refers to the limitations of this current study and highlights the scope for

further research in this context.

5.1 Summary of findings

= The study included 328 non-teaching employees from six West Bengal public state
universities. It was determined that the employees did not have a great deal of mental
health or mental wellbeing (m=40.53), and the average score on the measuring
instrument was below 60 percent (max score=70). It indicates a lack of mental health
among the personnel of the universities included in this study.

= The mental health status of male employees is superior to that of female employees.
Overall mental health (m=41.80, sd=14.579); emotional wellbeing (m=10.928,
sd=3.28); social wellbeing (m=13.08, sd=6.47); and psychological wellbeing

(m=17.78, sd=6.85) among male employees. However, a test of statistical



significance found that the mental health of university personnel does not differ
significantly by gender.

It was found that those non-teaching employees those who hold the job as a senior
peon possess a good quantity of mental health or mental wellbeing (m=54.00,
sd=1.41) in the areas of Overall Mental Health, (m=2.00, sd=1.41), Social Wellbeing
and (m=22.00, sd=2.83), Psychological Wellbeing. Sorters, however, have the worst
mental health (mean = 34.10, standard deviation = 5.77), the lowest Social Wellbeing
(mean = 8.92, standard deviation = 2.54), and moderate Psychological Wellbeing
(mean = 14.25, standard deviation = 5.19). In terms of Emotional Wellbeing, non-
teaching employees who are sorters are found to have a greater degree of mental
health or mental wellbeing (mean = 11.75, standard deviation = 1.89), whereas senior
peons (mean = 10.00, standard deviation =.00) are found to have the worst mental
health and wellbeing. However, a test of statistical significance revealed that the
mental health of university personnel does not differ significantly by job title.

In terms of Overall Mental Health, Group C personnel (m=41.68, sd=14.82) possess
a greater degree of mental health or mental wellness than Group D (m=37.70,
sd=12.61) and Group B (m=40.62, sd=20.12) employees. In terms of Emotional
Wellbeing, Group D personnel (m=11.01, sd=3.24) have greater mental health or
mental wellbeing than Group C (m-10.42, sd=3.59) and Group B (m=10.69, sd=3.38)
employees. Group C employees (m=13.18, sd=6.30) possess a greater amount of
mental health or mental wellbeing than Group D employees (m=11.33,sd=5.63) and
Group B non-teaching employees (m=10.92, sd=10.01). In addition, it was
discovered that the mental health of university personnel varies greatly with their

employment status.

93



Contractual non-teaching employees of six public state universities in West Bengal
have better mental health or mental wellbeing based on the following sub
dimensions: (m=49.99, sd=17.97; Overall Mental Health); (m=12.03, sd=3.42;
Emotional Wellbeing); (m=16.31, sd=7.84; Social Wellbeing); and (m=21.65,
sd=7.78; Psychological Wellbeing). In addition, the mental health of contractual staff
at West Bengal's state universities as a whole is markedly more advantageous.

It was discovered that non-teaching workers with a Post Graduate Diploma have
superior mental health and mental wellness (m=60.29, sd=14.59; Overall Mental
Health); (m=14.29, sd=1.25; Emotional Wellbeing); and (m=26.00, sd=7.72;
Psychological Wellbeing). In addition, an inferential statistical test revealed that
mental health changes considerably with the educational level of employees.

Those non-teaching employees with less than five years of work experience have a
high level of mental health or mental wellbeing, as measured by four dimensions of
mental health: (m=49.73, sd=19.12; Overall Mental Health); (m=11.23, sd=4.17;
Emotional Wellbeing); (m=16.68, sd=8.00; Social Wellbeing); and (m=21.83,
sd=8.03; Psychological Wellbeing). Betweenl0 and 20 years experienced non-
teaching employees from the aforementioned categories (m=35.10, sd=4.17; Overall
Mental Health); (m=10.23, sd=4.36; Social Wellbeing) and (m=14.23, sd=4.73;
Psychological Wellbeing) are less satisfied than employees with less than 5 years of
experience, between 5 and 10 years of experience, and more than 20 years of
experience. It was also discovered that newly hired personnel at public state
universities in West Bengal have much better mental health.

As per the measures of the Oxford Happiness Questionnaire, employees at public
state universities are considerably less happy than the typical adult population

worldwide.
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The happiness of university personnel likewise increases dramatically with age.

The survey included 328 non-teaching workers from six West Bengal public state
universities. The happiness scores of female employees (m=4.17, sd=0.35) were
found to be higher than those of male employees (m=4.07, sd=0.35). In addition, it
was discovered that female university staff in West Bengal are substantially happier
than their male counterparts.

Those non-teaching employees who hold the rank of Senior Peon (m=4.95, sd=0.12)
are the happiest (m=4.95, sd=0.12) when compared to all the other employees listed
above. It was also determined that the least satisfied non-teaching staff are those who
occupy the post of Senior Assistant (m=4.02, sd=0.46). In addition, a statistical
inference test revealed that employees' contentment varies with their job titles.

Group C (m = 4.10, sd = 0.36) non-teaching employees are the happiest of the three
subcategories, but the happiness of employees does not vary considerably with their
employment level seniority.

The results indicate that permanent non-teaching staffs at six public state institutions
in West Bengal are significantly more happy than contractual non-teaching personnel
(m=4.15, sd=0.36) in West Bengal's public state universities.

Those non-teaching employees of six public universities in West Bengal with a Post-
Graduate degree (m=4.31, sd=0.60) were found to be the happiest, while those with a
Post-Graduate diploma (m=3.69, sd=0.27) were found to be the least happy. In
addition, a test of statistical significance found that employees with greater levels of
education are happier in West Bengal's public state universities.

Those with job experience between 5 and 10 years are the happiest non-teaching
employees (m=4.17, sd=0.38), followed by those with work experience between 10

and 20 years (m=4.12, sd=0.30) and more than 20 years (4.11, sd=0.38). It was also

95



discovered that a university employee with intermediate experience (between 5 and
10 years) is much happier than newly hired employees and those with relatively more

experience.

5.2 Discussion

Due to variation in work environment, cultural as well as geographical differences, the
perceptions of mental health and happiness varied among employees of the public state
universities spread across a vast region of West Bengal. The major findings of this study have
highlighted a glimpse of what was found as a result of numerous statistical analyses. The
researcher has tried to explore possible reason behind the variations and significances in line

with the major objectives of this study.

The difference in mental health between male and female employees at the workplace
can be attributed to a combination of societal, biological, and workplace-related factors. It's
important to note that these differences are not uniform and may vary from person to person.
Although, a difference in mental health was seen between male and female employees in
public state universities, it can be attributed to random chance factors as found in many other

studies.

It's essential to recognize that while some contractual employees may experience
better mental health due to these factors, others may face challenges such as job insecurity,
lack of benefits, and financial instability, which can negatively impact their mental well-
being. Additionally, the impact on mental health varies among individuals and depends on
their personal circumstances, personality, and coping strategies. Ultimately, the mental health
of both contractual and permanent employees depends on a complex interplay of factors,

including the nature of the work, workplace culture, social support, and individual resilience.
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Employers can support the mental health of all employees by promoting a healthy work
environment, providing resources for stress management, and offering mental health support

services.

While it's not universally true that highly educated employees always have fewer
mental health issues, there are some factors associated with higher education that can
contribute to better mental health outcomes for some individuals. Mental health is a complex
issue, and many factors like access to resources, coping strategies, enhanced cognitive skills,
income and financial stability, social support network, reduced social stigma and more
awareness, healthier lifestyle choices etc. can influence it. It's important to note that while
higher education can offer these potential benefits, it does not guarantee good mental health,
and many highly educated individuals still struggle with mental health issues. Additionally,

individuals without formal education can have excellent mental health.

It was found in this study that, newly joined employees have better mental health than
senior employees. But it’s not imperative and cannot be generalized at all. Mental health is a
complex and individualized issue, and it can be influenced by a wide range of factors. That
being said, there are situations in which newly joined employees may experience relatively
better mental health compared to more senior employees i.e., fresh start and enthusiasm,
lower accumulated stress, clear expectations and learning curve, lower organizational
politics, fresh perspectives, less accumulated burnouts etc. It can be said that as new
employees gain experience and tenure, they may also face challenges and stressors that can
impact their mental health. Additionally, the mental health of employees is influenced by a

wide range of individual, organizational, and external factors.

The perception that higher education employees are significantly less happy than the

average adult population worldwide may be influenced by several factors, but it's essential to
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note that this isn't a universal truth and can vary significantly based on individual
circumstances and the specific higher education institution. Many factors like workload
stress, administrative burden, limited resources, student related stressor, bureaucracy, lack of
autonomy and many other factors become instrumental in reducing perceived happiness

among the employees in workplace as well as in general.

Sense of fulfilment, financial security, social connections, accumulated expertise,
career stability are the major reason behind increased happiness of the older employees at
universities in West Bengal as well as around the world. However, individual experiences of
happiness can vary widely, and not all university personnel will necessarily follow this

pattern.

Female employees in the public state universities are found to be happier in this study.
This may be attributed to job satisfaction, social support, alignment with values and inclusive
work environment of the universities which is in line with most of the renowned universities

around the world.

5.3 Conclusion

There are a handful of research work have already been done related to this research work but
a scarcity was identified by the present researcher in the field of higher education especially
among the employees of universities run by state government in West Bengal. As this state
has seen in recent few years, an unprecedented challenges in job market, employment
opportunities, employees agitation and strikes, the present research focused on only two of
the many integral reasons behind employees dissatisfaction at workplaces. Considering the
experience of the researcher while interacting with the employees of universities apart from

collection of required data, it can be said that both are crucial in maintaining a healthy
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organizational structure and productivity in any organization including higher education
institutions. The relationship between mental health and happiness of the university
employees was found to be negatively correlated. That means the prior was adversely related
to the latter as found in this study. Although the result is quite surprising as opposed to
majority of the studies as well as theoretical foundation of both the constructs (Bieda et al.,
2019; Veenhoven, 2008; Lombardo et al., 2018) it is in line with some other studies which
have found similar results (Almadani & Alwesmi, 2023; Hyun & Ku, 2020). The reason why
employees having relatively better mental health reported lesser happiness may be attributed
to the proactive coping strategies that individual uses to prevent mental health despite being
in a relatively unhappy condition. Happiness is a very personal matter and individuals
approach for it differently at different point of time in life while mental health is a scientific
and objective way to prevent mental illness, maintain healthy self-concept as well as to build
meaningful relationship in the society leading to a productive contribution. Therefore, these
two constructs may not always point towards the same direction in an individual’s life but
theoretically one positively affects the other in most of the time. Therefore, despite of the
result in this study indicating a very weak negative correlation between mental health and
happiness of the employees, it is worthy to say that a mentally healthy individual is more

likely to be happier than an individual having poor mental health.

5.4 Limitations of the Study

There were several factors to this study that limits from capturing a true picture of what its

conclusions indicated.

e The study could only address the employees of universities in West Bengal, therefore

a significant number of non-teaching employees under colleges were left unattended.
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e The study could not cover all the 35 public state universities in West Bengal. The
newly established universities in West Bengal could not be studied due to
unavailability of proper staffing pattern.

e All the non-teaching employees of six public state universities could not be
approached due to unavailability on the days data collection. Even, not all the
employees agreed to give response to the research questionnaires and the researcher
could not help it.

e The study could not approach the officers of the universities except one or two at
Jadavpur University.

e Mental health and employees of the universities were measured in general terms,
workplace mental health was not measured in this study.

e More type of scales on mental health and happiness could have been used to
triangulate the responses of the employees.

e The instruments for measuring mental health and happiness was self-reported only,
therefore, observation of the said phenomena could not be done.

e Interviews with the employees could have fetched more accurate data and better
understanding about their mental health and happiness which the researcher was

unable to make it.

5.5 Recommendations

Addressing the lack of mental health among university personnel requires a multi-faceted
approach. Universities should prioritize mental health awareness, provide access to
counselling services, create supportive and inclusive environments, and work to reduce the

stigma surrounding mental health. Additionally, individuals should be encouraged to seek
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help when needed and to prioritize self-care and stress management strategies. For

educational institutions, the researcher recommends the following for -

Work environment must be conducive for the employees.

e Better promotion policy to be introduced

e Better transfer policy should be implemented

e Proper salary package at least at par with Central Government to be introduced

e Performance based recognition and rewards to be made effective for the employees

e Compulsory counselling cell in the university campus for employees to be established

e Assignment of job profile to the employees according to their domain of expertise

e Sensitization programme related to mental health for the employees to be organized

e Suggestions for university officers training in mental health to improve awareness
dissemination as well as training for university staffs

e Allocation of sufficient funds for improving mental health at workplace

e Adoption of participatory approach in organizational decision making process

e Proper retirement plan and benefits for all type of employees in the universities to be

introduced.

5.6 Scope of Further Studies

No study is complete in itself, leaving space for the future researchers to act upon the deficits.
The present study also limited to so many sects on which further progress can be made by
other scholars. Using multiple assessment techniques for mental health and happiness may be
used to triangulate the results. Scenario-based interviews and situational studies may be
conducted with real-time scope for promotion of mental health and happiness among

employees of educational institutions across a wide geopolitical context. Sophisticated
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multivariate statistics can be used to explore more connections of mental health with other

dimensions and factors of life so that better interventions can be planned.

In the present context, the study has tried, in simple terms, to explore possible variations in
mental health and happiness of non-teaching employees at higher educational institutions
who are mostly unattended in the plethora of studies on students and teachers. The researcher
thinks that the present research is an effective beginning of an inquiry towards addressing a
long-term problem among the significant stakeholder of any educational institution i.e., the

employees or non-academic staffs.

References

Almadani, N. A., & Alwesmi, M. B. (2023). The Relationship between Happiness and
Mental Health among Saudi Women. Brain Sciences, 13(4), 526.
https://doi.org/10.3390/brainscil 3040526

Bieda, A., Hirschfeld, G., Schonfeld, P., Brailovskaia, J., Lin, M., & Margraf, J. (2019).
Happiness, life satisfaction and positive mental health: Investigating reciprocal effects
over four years in a Chinese student sample. Journal of Research in Personality, 78,
198-209. https://doi.org/10.1016/j.jrp.2018.11.012

Hyun, S., & Ku, X. (2020). How does power affect happiness and mental illness? The
mediating role of proactive coping. Cogent Psychology, 7(1), 1844515.
https://doi.org/10.1080/23311908.2020.1844515

Lombardo, P., Jones, W., Wang, L., Shen, X., & Goldner, E. M. (2018). The fundamental
association between mental health and life satisfaction: Results from successive
waves of a Canadian national survey. BMC Public Health, 18(1), 342.
https://doi.org/10.1186/s12889-018-5235-x

Veenhoven, R. (2008). Healthy happiness: Effects of happiness on physical health and the
consequences for preventive health care. Journal of Happiness Studies, 9(3), 449—
469. https://doi.org/10.1007/s10902-006-9042-1

102



BIBLIOGRAPHY



Bibliography

Aarons, G. A., Monn, A. R,, Leslie, L. K., Garland, A., Lugo, L., Hough, R. L., & Brown, S.
A. (2008). The Association of Mental and Physical Health Problems in High-Risk
Adolescents: A Longitudinal Study. The Journal of Adolescent Health: Official
Publication of the Society for Adolescent Medicine, 43(3), 260-267.
https://doi.org/10.1016/j.jadohealth.2008.01.013

Adnan Bataineh, K. (2019). Impact of work-life balance, happiness at work, on employee
performance. International Business Research, 12(2), 99-112.

Aghili, M., & Kumar, G. V. (2008). Relationship between religious attitude and happiness
among professional employees. Journal of the Indian academy of applied psychology,
34(4), 66-609.

Al-Ali, W., Ameen, A., [saac, O., Khalifa, G. S., & Shibami, A. H. (2019). The mediating
effect of job happiness on the relationship between job satisfaction and employee
performance and turnover intentions: A case study on the oil and gas industry in the
United Arab Emirates. Journal of Business and Retail Management Research, 13(4).

Almadani, N. A., & Alwesmi, M. B. (2023). The Relationship between Happiness and Mental
Health among Saudi Women. Brain Sciences, 13(4), 526.
https://doi.org/10.3390/brainsci1 3040526

Andersson, P. (2008). Happiness and health: Well-being among the self-employed. The
Journal of Socio-Economics, 37(1), 213-236.

Aryan, R., & Kathuria, D. (2017). Psychological wellbeing at workplace: an analytical study
on IT sector. International Journals of Advanced Research in Computer Science and
Software Engineering, 7(6), 223-228.

Babamiri, M., Abdi, Z., & Noori, N. (2023). Investigating the factors that influence Iranian
nurses’ workplace happiness. Nursing Management, 30(2).

Balasubramanian, S., & Cashin, P. (2019). Gross National Happiness and Macroeconomic
Indicators in the Kingdom of Bhutan. IMF Working Papers, 2019(015).
https://doi.org/10.5089/9781484389713.001.A001

Bashir, A., Bashir, S., Rana, K., Lambert, P., & Vernallis, A. (2021). Post-COVID-19
Adaptations; the Shifts Towards Online Learning, Hybrid Course Delivery and the

Implications for Biosciences Courses in the Higher Education Setting. Frontiers in
Education, 6. https://www.frontiersin.org/articles/10.3389/feduc.2021.711619



Bieda, A., Hirschfeld, G., Schonfeld, P., Brailovskaia, J., Lin, M., & Margraf, J. (2019).
Happiness, life satisfaction and positive mental health: Investigating reciprocal effects
over four years in a Chinese student sample. Journal of Research in Personality, 78,
198-209. https://doi.org/10.1016/.jrp.2018.11.012

Bloch-Jorgensen, Z. T., Cilione, P. J., Yeung, W. W. H., & Gatt, J. M. (2018). Centeredness
Theory: Understanding and Measuring Well-Being Across Core Life Domains.
Frontiers in Psychology, 9.
https://www.frontiersin.org/articles/10.3389/fpsyg.2018.00610

Boehm, J. K., & Lyubomirsky, S. (2008). Does happiness promote career success? Journal of
career assessment, 16(1), 101-116.

Bubonya, M., Cobb-Clark, D., & Wooden, M. (2017). Mental health and productivity at
work: Does what you do matter? Labour Economics, 46(C), 150-165.

Butt, R. S., Wen, X., & Hussain, R. Y. (2020). Mediated effect of employee job satisfaction
on employees’ happiness at work and analysis of motivational factors: Evidence from
telecommunication sector. Asian Business Research Journal, 5, 19-27.

Cao, X., Zhang, H., Li, P., & Huang, X. (2022). The Influence of Mental Health on Job
Satisfaction: Mediating Effect of Psychological Capital and Social Capital. Frontiers in
Public Health, 10. https://www.frontiersin.org/articles/10.3389/fpubh.2022.797274

Carruthers, C. P, & Hood, C. D. (2004). The power of the positive: Leisure and well-being.
Therapeutic Recreation Journal, 38(2), 225-245.

Conversano, C., Rotondo, A., Lensi, E., Della Vista, O., Arpone, F., & Reda, M. A. (2010).
Optimism and Its Impact on Mental and Physical Well-Being. Clinical Practice and
Epidemiology in Mental Health: CP & EMH, 6, 25-29.
https://doi.org/10.2174/1745017901006010025

Corpuz, J. C. G. (2023). Enhancing Well-Being in the University Workplace: The Context of
Higher Educational Institution. Journal of Primary Care & Community Health, 14,
21501319231181488. https://doi.org/10.1177/21501319231181488

Cronk, B. (2020). How to Use SPSS Statistics (Eleventh ed.). New York: Routledge.

Dewa, C. (2014). Worker Attitudes towards Mental Health Problems and Disclosure. The
International Journal of Occupational and Environmental Medicine, 5(4), 175-186.

Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The Satisfaction With Life
Scale. Journal of Personality Assessment, 49(1), 71-75.
https://doi.org/10.1207/s15327752jpa4901 13

Diener, E., Wirtz, D., Tov, W., Kim-Prieto, C., Choi, D., Oishi, S., & Biswas-Diener, R.
(2010). New Well-being Measures: Short Scales to Assess Flourishing and Positive and

104



Negative Feelings. Social Indicators Research, 97(2), 143—156.
https://doi.org/10.1007/s11205-009-9493-y

Edwards, A. V., & Marcus, S. (2018). Employee perceptions of well-being programs. Journal
of Social, Behavioral, and Health Sciences, 12(1), 7.

Field, A. (2017). Discovering statistics using IBM SPSS statistics: North American edition.
Sage Publications

Gadhavi, Dr. Dharmesh & Joshi, Nirav & parikh, Abhishek & patel, Vipul & Thaker,
Dharmendra. (2021). Employee wellbeing and employee's happiness: a study of an
Indian university. Academy of Strategic Management Journal. 20. 2021.

Garg, P., & Rastogi, R. (2009). Effect of psychological wellbeing on organizational
commitment of employees. Journal of Organizational Behavior, 8(2), 42-51.

Gatt, J. M., Burton, K. L. O., Schofield, P. R., Bryant, R. A., & Williams, L. M. (2014). The
heritability of mental health and wellbeing defined using COMPAS-W, a new
composite measure of wellbeing. Psychiatry Research, 219(1), 204-213.
https://doi.org/10.1016/j.psychres.2014.04.033

Google. (n.d.). Fortune. Retrieved 19 September 2023, from https://fortune.com/ranking/best-
companies/2017/google/

Gravetter , F. J., & Wallnau, L. B. (2017). Statistics for the Behavioral Sciences (Tenth ed.).
Boston: Cengage Learning.

Greenhaus, J. H., Bedeian, A. G., & Mossholder, K. W. (1987). Work experiences, job
performance, and feelings of personal and family well-being. Journal of Vocational
Behavior, 31(2), 200-215.

Guerci, M., Hauff, S., & Gilardi, S. (2022). High performance work practices and their
associations with health, happiness and relational well-being: are there any tradeoffs?
The International Journal of Human Resource Management, 33(2), 329-359.

Haar, J., Schmitz, A., Di Fabio, A., & Daellenbach, U. (2019). The role of relationships at
work and happiness: A moderated moderated mediation study of New Zealand
managers. Sustainability, 11(12), 3443.

Haft, S. L., Chen, T., Leblanc, C., Tencza, F., & Hoeft, F. (2019). Impact of mentoring on
socio-emotional and mental health outcomes of youth with learning disabilities and
attention-deficit hyperactivity disorder. Child and Adolescent Mental Health, 24(4),
318-328. https://doi.org/10.1111/camh.12331

Hills, P., & Argyle, M. (2002). The Oxford Happiness Questionnaire: a compact scale for the
measurement of psychological well-being. Personality and Individual Differences, 33,
1073-1082

105



Hyun, S., & Ku, X. (2020). How does power affect happiness and mental illness? The
mediating role of proactive coping. Cogent Psychology, 7(1), 1844515.
https://doi.org/10.1080/23311908.2020.1844515

lasiello, M., van Agteren, J., Keyes, C. L. M., & Cochrane, E. M. (2019). Positive mental
health as a predictor of recovery from mental illness. Journal of Affective Disorders,
251, 227-230. https://doi.org/10.1016/j.jad.2019.03.065

Jalali, Z., & Heidari, A. (2016). The relationship between happiness, subjective well-being,
creativity and job performance of primary school teachers in Ramhormoz city.
International Education Studies, 9(6), 45-52.

Jambrino-Maldonado, C., Rando-Cueto, D., Nufiez-Sanchez, J. M., Iglesias-Sanchez, P. P., &
De las Heras-Pedrosa, C. (2022). Bibliometric analysis of international scientific
production on the management of happiness and well-being in organizations. Social
Sciences, 11(7), 272.

Joo, B.-K. and Lee, 1. (2017), "Workplace happiness: work engagement, career satisfaction,
and subjective wellbeing", Evidence-based HRM, Vol. 5 No. 2, pp. 206-221.
https://doi.org/10.1108/EBHRM-04-2015-0011

Kashdan, T. B. (2010). Psychological Flexibility as a Fundamental Aspect of Health. Clinical
Psychology Review, 30(7), 865—878. https://doi.org/10.1016/j.cpr.2010.03.001

Keyes, C. L. M. (1998). Social well-being. Social Psychology Quarterly, 61(2), 121-140.
https://doi.org/10.2307/2787065

Keyes, C. L. M. (2007). Promoting and protecting mental health as flourishing: A
complementary strategy for improving national mental health. The American
Psychologist, 62(2), 95-108. https://doi.org/10.1037/0003-066X.62.2.95

Kun, A., & Gadanecz, P. (2022). Workplace happiness, well-being and their relationship with
psychological capital: A study of Hungarian Teachers. Current Psychology, 41(1), 185—
199. https://doi.org/10.1007/s12144-019-00550-0

Kun, A., Gadanecz, P. Workplace happiness, well-being and their relationship with
psychological capital: A study of Hungarian Teachers. Curr Psychol 41, 185-199
(2022). https://doi.org/10.1007/s12144-019-00550-0

Kundi, Y. M., Aboramadan, M., Elhamalawi, E. M. 1., & Shahid, S. (2020). Employee
psychological well-being and job performance: Exploring mediating and moderating
mechanisms. International Journal of Organizational Analysis, 29(3), 736-754.
https://doi.org/10.1108/1IJOA-05-2020-2204

Lamers, S. M. A., Westerhof, G. J., Bohlmeijer, E. T., ten Klooster, P. M., & Keyes, C. L. M.
(2011). Evaluating the psychometric properties of the mental health Continuum-Short

106



Form (MHC-SF). Journal of Clinical Psychology, 67(1), 99-110. doi:
https://doi.org/10.1002/jclp.20741

LaMontagne, A. D., Martin, A., Page, K. M., Reavley, N. J., Noblet, A. J., Milner, A. J.,
Keegel, T., & Smith, P. M. (2014). Workplace mental health: Developing an integrated
intervention approach. BMC Psychiatry, 14, 131. https://doi.org/10.1186/1471-244X-
14-131

Lisa Vivoll Straume & Joar Vitterse (2012) Happiness, inspiration and the fully functioning
person: Separating hedonic and eudaimonic well-being in the workplace, The Journal
of Positive Psychology, 7:5, 387-398, DOI: 10.1080/17439760.2012.711348

Lombardo, P., Jones, W., Wang, L., Shen, X., & Goldner, E. M. (2018). The fundamental
association between mental health and life satisfaction: Results from successive waves
of a Canadian national survey. BMC Public Health, 18(1), 342.
https://doi.org/10.1186/s12889-018-5235-x

Lu, X., Yu, H., & Shan, B. (2022). Relationship between Employee Mental Health and Job
Performance: Mediation Role of Innovative Behavior and Work Engagement.
International Journal of Environmental Research and Public Health, 19(11), 6599.
https://doi.org/10.3390/ijerph19116599

Malla, A., Joober, R., & Garcia, A. (2015). “Mental illness is like any other medical illness”:
A critical examination of the statement and its impact on patient care and society.
Journal of Psychiatry & Neuroscience : JPN, 40(3), 147-150.
https://doi.org/10.1503/jpn. 150099

Mark, G., & Smith, A. P. (2012). Effects of occupational stress, job characteristics, coping,
and attributional style on the mental health and job satisfaction of university employees.
Anxiety, Stress, & Coping, 25(1), 63-78.
https://doi.org/10.1080/10615806.2010.548088

Maulik, P. K. (2017). Workplace stress: A neglected aspect of mental health wellbeing. The
Indian Journal of Medical Research, 146(4), 441-444.
https://doi.org/10.4103/ijmr.IJMR 1298 17

Mauss, . B., Tamir, M., Anderson, C. L., & Savino, N. S. (2011). Can Seeking Happiness
Make People Happy? Paradoxical Effects of Valuing Happiness. Emotion (Washington,
D.C.), 11(4), 807-815. https://doi.org/10.1037/a0022010

Meena, S., & Agarwal, M. (2014). The relationship among organisational climate, job
satisfaction and happiness of the employees of educational institutions. American
International Journal of Research in Humanities, Arts and Social Sciences, 6(2), 149-
152.

107



Mendoza-Ocasal, D., Navarro, E., Ramirez, J., & Garcia-Tirado, J. (2022). Subjective well-
being and its correlation with happiness at work and quality of work life: an
organizational vision. Polish Journal of Management Studies, 26(1), 202-216.

Milovanska-Farrington, S., & Farrington, S. (2022). Happiness, domains of life satisfaction,
perceptions, and valuation differences across genders. Acta Psychologica, 230, 103720.
https://doi.org/10.1016/j.actpsy.2022.103720

NGUIL E. M., KHASAKHALA, L., NDETEI, D., & ROBERTS, L. W. (2010). Mental
disorders, health inequalities and ethics: A global perspective. International Review of
Psychiatry (Abingdon, England), 22(3), 235-244.
https://doi.org/10.3109/09540261.2010.485273

Opatha, H. H. D. P. J., & Uresha, K. I. (2020). HRM and its impact on employee happiness:
An empirical study on Sri Lankan employees. Asian Journal of Social Sciences and
Management Studies, 7(2), 114-123.

Patton, M. Q. (2014). Qualitative Research & Evaluation Methods.
https://us.sagepub.com/en-us/nam/qualitative-research-evaluation-
methods/book232962

Pelly, D. (2023). Worker Well-Being and Quit Intentions: Is Measuring Job Satisfaction
Enough? Social Indicators Research, 169(1), 397—441. https://doi.org/10.1007/s11205-
023-03166-x

Pradhan, R. K., Hati, L., & Kumar, U. (2017). Impact of employee wellbeing on
psychological empowerment: mediating role of happiness. International Journal of
Manufacturing Technology and Management, 31(6), 581-595.

Rajgopal, T. (2010). Mental well-being at the workplace. Indian Journal of Occupational and
Environmental Medicine, 14(3), 63—65. https://doi.org/10.4103/0019-5278.75691

Ryft, C. D. (1989). Happiness is everything, or is it? Explorations on the meaning of
psychological well-being. Journal of Personality and Social Psychology, 57(6), 1069—
1081. https://doi.org/10.1037/0022-3514.57.6.1069

Ryff, C. D., & Keyes, C. L. M. (1995). The structure of psychological well-being revisited.
Journal of Personality and Social Psychology, 69(4), 719-727.
https://doi.org/10.1037/0022-3514.69.4.719

Seligman, M. E. P. (2002). Authentic happiness: Using the new positive psychology to realize
your potential for lasting fulfillment (pp. xiv, 321). Free Press.

Seligman, M. E. P. (2008). Positive Health. Applied Psychology, 57(s1), 3—18.
https://doi.org/10.1111/j.1464-0597.2008.00351.x

108



Seligman, M. E. P. (2011). Flourish: A visionary new understanding of happiness and well-
being (pp. xii, 349). Free Press.

Sihvola, J. (2008). Happiness in Ancient Philosophy. In Happiness: Cognition, Experience,
Language (Vol. 3, pp. 12-22). Helsinki Collegium for Advanced Studies.

Sironi, E. (2019). Job satisfaction as a determinant of employees’ optimal well-being in an
instrumental variable approach. Quality & Quantity, 53(4), 1721-1742.

Sevold, L. E., Naslund, J. A., Kousoulis, A. A., Saxena, S., Qoronfleh, M. W., Grobler, C., &
Miinter, L. (2021). Prioritizing the Mental Health and Well-Being of Healthcare
Workers: An Urgent Global Public Health Priority. Frontiers in Public Health, 9.
https://www.frontiersin.org/articles/10.3389/fpubh.2021.679397

Tella, R. D., MacCulloch, R. J., & Oswald, A. J. (2003). The macroeconomics of happiness.
Review of Economics and Statistics, 85(4), 809-827.

Thompson, A., & Bruk-Lee, V. (2021). Employee Happiness: Why We Should Care. Applied
Research in Quality of Life, 16(4), 1419—-1437.

Thompson, A., & Bruk-Lee, V. (2021). Employee happiness: Why we should care. Applied
Research in Quality of Life, 16, 1419-1437.

Uresha, K. I. (2021). Influence of telecommuting on work-life balance and employee
happiness: an empirical study of Sri Lankan employees. International Journal of
Management Excellence (ISSN: 2292-1648), 15(3), 2234-2243.

Van De Voorde, K., Paauwe, J., & Van Veldhoven, M. (2012). Employee well-being and the
HRM-organizational performance relationship: a review of quantitative studies.
International Journal of Management Reviews, 14(4), 391-407.

Vanhoutte, B. (2014). The Multidimensional Structure of Subjective Well-Being In Later
Life. Journal of Population Ageing, 7(1), 1-20. https://doi.org/10.1007/s12062-014-
9092-9

Veenhoven, R. (2008). Healthy happiness: Effects of happiness on physical health and the
consequences for preventive health care. Journal of Happiness Studies, 9(3), 449—469.
https://doi.org/10.1007/s10902-006-9042-1

Wang, D., Ma, E., Kim, Y. S., Liu, A., & Berbekova, A. (2021). From good soldiers to happy
employees: Exploring the emotional and well-being outcomes of organizational
citizenship behavior. Journal of Hospitality and Tourism Management, 49, 570-579.

Waterman, A. S. (1984). Identity formation: Discovery or creation? The Journal of Early
Adolescence, 4(4), 329-341. https://doi.org/10.1177/0272431684044004

109



Williams, P., Kern, M. L., & Waters, L. (2017). The role and reprocessing of attitudes in
fostering employee work happiness: An intervention study. Frontiers in Psychology, 8,
28.

World Health Organization. (2004). Promoting Mental Health: Concepts, emerging evidence,
practice (Summary Report). World Health Organization.

Wren-Lewis, S., & Alexandrova, A. (2021). Mental Health Without Well-being. The Journal
of Medicine and Philosophy, 46(6), 684—703. https://doi.org/10.1093/jmp/jhab032

110



APPENDICES



Appendix A

Employee’s Information Summary Sheet

Gender: Male / Female

Age (in years):

Current Designation:

Level of Current Designation: Group A / Group B / Group C / Group D

Nature of Employment: Permanent or Substantive / Contractual / Temporary or Ad-hoc
basis

Highest Educational Qualification:
Up to Class 8
Madhyamik Examination Qualified
HS Examination Qualified
Graduate
PG Diploma
Postgraduate
M. Phil
PhD

Working Period (Service Experience)
Less than 1 year
Between 1 & 5 years
Between 5 & 10 years
Between 10 & 20 years
More than 20 years

Name of the University where you work
Baba Saheb Ambedkar Education University (WBUTTEPA)
Cooch Behar Panchanan Barma University
Diamond Harbour Women’s University
Jadavpur University
Presidency University
Rabindra Bharati University
University of Calcutta
University of Gour Banga
University of North Bengal
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Appendix B

Data collection consent form

Request for obtaining research data.

area of doctoral work:

Happiness and mental health in workplace

RESEARCHER
INDRAJIT BANERJEE
PhD Student, Department of Education, Jadavpur University, Kolkata

SUPERVISOR
PROF. MUKTIPADA SINHA
Professor, Department of Education, Jadavpur University, Kolkata

Introduction & Background

When employees are happy and mentally healthy, they are more likely to do their best work. Both are
fundamental to maintaining an efficient, enthusiastic, creative, collaborative, and trustworthy
workplace. Employees' output increases when they are both content and mentally well. They have a
greater capacity for concentration, initiative, and productivity as a result. As a result, things turn out
better than they would have otherwise. They become more invested, more inclined to commit to, and
more likely to help achieve, the organization's goals. It also facilitates productive teamwork among
employees. As a result of their positive attitudes, productive workers are better able to work together
and solve problems as a team.

The objective of my study is to recognize and measure the happiness and mental health of
employees in public state universities in West Bengal and find out variations in terms of different
factors associated with their work.

Therefore, | am hereby approaching for your kind cooperation and participation in my research
work.

Requirements & Guidelines for Participation

For this purpose, | am using a composite questionnaire involving the measurement of happiness and
mental health of employees of public state universities in West Bengal. The attached schedules will not
collect any of your Personal Identity Details to maintain the anonymity of your response. The
guestionnaire will take a maximum 15-20 minutes to complete.

| sincerely thank you for your valuable time and attention in this matter.

Signature with date

112



Appendix C

Oxford Happiness Questionnaire

Below are a number of statements about happiness. Would you please indicate how much you agree or disagree
with each by ticking the appropriate box? You will need to read the statements carefully because some are phrased
positively and others negatively. Don’t take too long over individual questions; there are no ‘right’ or ‘wrong’
answers and no trick questions. The first answer that comes into your head is probably the right one for you. If
you find some of the questions difficult, please give the answer that is true for you in general or for most of the
time.

NI

no.

Statements

Strongly]
disagree]

Moderately]
disagree

Slightly
disagree]

Slightly]
agree

Moderately]
agree

Strongly]
agree

1

I don’t feel particularly pleased with the way I am

I am intensely interested in other people

I feel that life is very rewarding

I have very warm feelings towards almost everyone

W | A~ W N

I rarely wake up feeling rested

I am not particularly optimistic about the future

I find most things amusing

I am always committed and involved

O [0 | 2 | D

Life is good

10

I do not think that the world is a good place

11

I laugh a lot

12

I am well satisfied about everything in my life

13

I don’t think I look attractive

14

There is a gap between what I would like to do and
what I have done

15

I am very happy

16

I find beauty in some things

17

I always have a cheerful effect on others

18

I can fit in everything I want to

19

I feel that I am not especially in control of my life

20

I feel able to take anything on

21

I feel fully mentally alert

22

I often experience joy and elation

23

I do not find it easy to make decisions

24

I do not have a particular sense of meaning and purpose
in my life

25

I feel I have a great deal of energy

26

[ usually have a good influence on events

27

I do not have fun with other people

28

I don’t feel particularly healthy

29

I do not have particularly happy memories of the past

* We ensure you that your responses will be used for this particular research purpose by maintaining due
confidentiality. We thank you very much for your kind co-operation.
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Appendix D

Mental Health Continuum Short Form (MHC-SF)

S1. Statement Everyday | Almost About | About | Once | Never
No. Everyday | 2 or 3 once | or
timesa | a twice
week week
1 How often in the past month did you
feel...
1.1 | happy?
1.2 | interested in life?
1.3 | satisfied with your life?
2 How often during the past month did you
feel...
2.1 | that you had something important to
contribute to society
2.2 | that you belonged to a community (like a
social group, your neighbourhood, your
city, your school)?
2.3 | that our society is becoming a better
place for people like you?
2.4 | that people are basically good?
2.5 | that the way our society works makes
sense to you?
2.6 | that you liked most parts of your
personality?
2.7 | good at managing the responsibilities of
your daily life?
2.8 | that you had warm and trusting
relationships with others?
2.9 | that you had experiences that challenged
you to grow and become a better person?
2.10 | confident to think or express your own
ideas and opinions?
2.11 | that your life has a sense of direction or

meaning to it?
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Appendix E

Mental Health and Happiness of
University Employees in West Bengal:
an Inquiry

By Indrajit Banerjee
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