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Abstract

The escalating prevalence of mental health issues in the corporate world, exacerbated by the
COVID-19 pandemic, has necessitated a reevaluation of traditional wellness programs. This thesis
critically examines the integration, effectiveness, and organizational impact of digital mental
health tools within corporate environments, with a particular focus on improving employee well-
being and optimizing organizational dynamics.

Grounded in a mixed-methods approach, this research encompasses an extensive literature review
and 31 semi-structured interviews with a diverse cohort of stakeholders, including human
resources managers, corporate executives, mental health professionals, and employees across
various sectors. This methodology facilitated a deep exploration of the perceptions, challenges,
and outcomes associated with the adoption of digital tools such as ecological momentary
assessments, wearable biosensors, and virtual reality for emotional regulation.

Key findings reveal that digital interventions, when appropriately integrated, offer substantial
benefits over traditional wellness programs by providing timely, personalized, and data-driven
mental health support. These technologies enable continuous monitoring and management of
employee stress levels and foster a proactive approach to mental health care. Notably, the success
of these digital tools is intrinsically linked to organizational changes, such as work redesign
strategies that include flexible working conditions, role restructuring, and enhanced workplace
social support systems.

Moreover, the research highlights several barriers to the effective implementation of digital mental
health tools, including cultural resistance to mental health discussions in the workplace, privacy
concerns, and the need for significant shifts in organizational policies and practices. Facilitators
for successful integration include leadership endorsement, the normalization of mental health
conversations, and the strategic alignment of digital tools with organizational health goals.

The thesis proposes a comprehensive framework for the effective integration of digital mental
health tools within the corporate sector. This framework suggests that true effectiveness is
achieved not only through the deployment of advanced technologies but also through fundamental
enhancements to the organizational environment that foster an inclusive, supportive, and flexible
workplace.

This study contributes to academic and practical understandings of how digital innovations can
transform corporate mental health strategies. It underscores the need for a synergistic approach
that merges technology with significant organizational reforms, advocating for a holistic model
that not only addresses immediate mental health needs but also fosters long-term employee well-
being and productivity.



Chapter 1: Introduction

1.1 Context and Importance

The COVID-19 pandemic has sharply intensified existing challenges in corporate settings,
particularly in the area of employee mental health. In the post-pandemic landscape, workers are
grappling with a notable increase in severe and complex mental health conditions, including
depression, anxiety, substance abuse, and suicidal ideation, primarily as a result of the pandemic's
lingering effects. Consequently, employers are progressively recognizing the necessity of
proactively addressing mental health concerns, shifting away from reactive measures towards
more preventative strategies (Lyra Health, 2024). The urgent need for effective mental health
strategies becomes apparent—not just for individual wellness but for organizational health as a
whole. Employees report numerous factors undermining their mental wellbeing, such as perpetual
availability, unfair treatment, excessive workloads, limited autonomy, and inadequate social
support. Traditional wellness programs, often limited in scope, are insufficient to address these
deep-seated issues. Instead, a systemic overhaul is required, one that incorporates digital solutions
to provide comprehensive, organization-wide changes (McKinsey Health Institute, 2022).

The workforce is undergoing a significant transformation as Generation Z and younger Millennials
increasingly take center stage, each group bringing their own unique values and expectations to
the workplace. Meanwhile, recent studies shed light on the specific workplace mental health
challenges that these younger segments of the labor market face, enhancing our understanding of
their unique needs and perspectives. These younger workers are experiencing unprecedented levels
of stress and burnout (Figure 1), with 68% of them reporting high stress and a burnout rate of 34%.
Such statistics highlight a profound disconnection between what these young employees expect
and what their workplaces currently offer in terms of mental health support, personal growth, and
recognition (Gallup, 2022). Simultaneously, Deloitte's survey, covering 14,483 Gen Zs and 8,373
millennials across 44 countries (Deloitte, 2023), highlights how disruptive events in recent years
have shaped their views and affected their lives, revealing deep concerns about their futures amidst
stress, anxiety, and rising burnout levels. The data shows that 46% of Gen Zs and 39% of
millennials feel stressed or anxious at work frequently, with major stressors being financial futures,
day-to-day finances, and family welfare. Despite a slight decrease in stress levels since the
pandemic began, challenges like the cost-of-living crisis, geopolitical tensions, and climate change
have intensified. While more than half recognize increased employer efforts towards mental health,
stigma still leads to underutilization of these resources. Additionally, the impact of social media
on mental health is mixed, with almost half feeling positive and over 40% feeling lonely or
pressured by their online presence. Burnout is significantly high, with around half of both groups
feeling burned out, exacerbated by heavy workloads, poor work/life balance, and unhealthy team
dynamics. This generational shift in workplace wellness is underscored by insights from industry
leaders, including top executives from major private equity firms and investment banks. According
to a Managing Director at a leading private equity firm, "7he issue of burnout is serious in the
finance industry and needs addressing, particularly as the younger generation becomes
increasingly aware of and engaged with wellness at work." Similarly, an Executive Director in
financial industry noted, "In our era, people would typically just accept and cope with burnout or
other mental health issues. Today's younger workers, however, have heightened expectations and

6



demands for wellness in the workplace." These comments highlight a growing recognition and
proactive stance among younger employees towards mental health in their professional
environments.

Engagement, Burnout and Stress, by Generation
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Generation Z and
Younger Millennials
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(Gallup, 2022)

Generation Z, having entered the workforce with new priorities shaped by societal upheavals like
the COVID-19 pandemic discussed above, values holistic wellbeing, and work-life balance over
traditional rewards such as salaries and standard benefits. They seek meaningful work that either
provides personal fulfillment directly or allows ample time for personal pursuits. Transparent
interactions and flexibility in work arrangements are not just preferred but expected, with many
expressing readiness to leave jobs where such conditions are unmet. Their approach to work and
their demands for mental health support in a healthy work environment are communicated and
amplified through social media, influencing workplace norms and expectations at a broader scale
(World Economic Forum, January 2023). The HR director at a prominent investment bank shared
that:

“I find that junior analysts, especially since lockdown, are more receptive to the mental health
awareness and coping mechanisms. to know how the brain works, the serotonin, dopamine, that
sort of thing, or how the brain reacts to certain pressures, and to have access to some tools to
know when things aren't quite right.”

This evolving workplace landscape demands a reassessment of mental health support, especially
given the rising number of digital natives in corporate environments. A HR director at a leading
investment bank shared her observation during the interview:

“I've noticed, especially since the lockdown, that the newer cohorts are more willing to engage
with this material (digital wellness contents). They are particularly interested in understanding
how the brain works—factors like serotonin and dopamine, and how the brain reacts to certain
pressures. We also equip them with tools to recognize when things aren't quite right, including
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breathing techniques to help manage these situations. This change in attitude among younger
participants reflects a broader shift in training receptiveness.”

Meanwhile, advancements in innovative technologies have expanded the range of options
available for addressing mental health issues. For instance, Ecological Momentary Assessment
uses smartphones to capture real-time self-reports on emotion regulation, offering an improvement
over traditional paper-and-pencil questionnaires by providing immediate, contextually relevant
emotional assessments. Similarly, wearable biosensors and sensors embedded in mobile phones
enhance the precision of mood predictions, complementing self-assessments with data on behavior
and physiology. Technologies like Virtual Reality create immersive environments to train in
emotion regulation, while digital health applications and serious games use mobile platforms and
gamification to engage users in managing their emotions effectively. Additionally, biofeedback
interfaces provide real-time physiological feedback, helping individuals learn to control their
emotional states more effectively. Collectively, these technologies are making mental health care
more personalized, effective, and accessible (Colombo et al., 2019). The investment bank HR
director also observed that younger generations have evolving expectations in the workplace,
particularly their openness to digital tools, noting, "The juniors are very tech-savvy. They are very
interested in digital tools; they love all this...anything like that." This enthusiasm is pivotal as
digital mental health tools, including Al-driven analytics for stress detection, teletherapy platforms,
and comprehensive wellness apps, become increasingly integral. These tools not only help mitigate
stress and prevent burnout but also promote a work environment that supports holistic employee
wellbeing.

In discussing corporate mental health, it's essential to differentiate between "wellness," which
focuses on individual solutions, and "wellbeing," which encompasses the overall positive health
outcome in the workplace (Kelly & Moen, 2020). While exploring innovative technologies to
address workplace mental health challenges is crucial, Fleming's research highlights the limited
effectiveness of popular individual-level interventions, suggesting that enhancements in working
conditions could be more beneficial (Fleming, W. J., 2024), which advocate for modifying
workplace conditions at the group level to improve employee wellbeing. These strategies are
presented as flexible and more cost-effective than traditional wellness programs, implying that
changes within the organization can have a profound impact on worker health and wellbeing. The
study emphasizes the critical role of work in determining health, calls for swift action from
employers and policymakers, and suggests further investigation to verify the efficacy of these
strategies across various income levels and work settings. This comprehensive approach not only
mitigates immediate issues like stress and burnout but also cultivates a workplace that nurtures
overall employee wellbeing.



1.2 Thesis Objective:

The primary objective of the thesis, "Digital Mental Health in the Corporate Sphere: Evaluating
Trends, Tools, and Impacts on Organizational Dynamics," is to provide an exhaustive evaluation
of the integration of digital mental health tools within corporate settings and their effectiveness in
boosting employee well-being. This research delves into various digital interventions such as
ecological momentary assessment, wearable biosensors, and virtual reality training for emotion
regulation, comparing their impacts with those of traditional wellness programs. It seeks to
uncover not only how different stakeholders, from frontline employees to senior executives,
perceive these tools, but also the broader organizational transformations that facilitate their
successful adoption. These transformations include work redesign strategies like flexible work
hours, role restructuring, and the deployment of continuous feedback systems—all aimed at
tackling the root causes of workplace stress and enhancing overall employee well-being.

As the corporate world increasingly acknowledges the critical importance of employee mental
health, there is a marked shift towards fostering environments that support both personal and
professional growth. Digital mental health tools are at the forefront of this shift, offering innovative
ways to improve various aspects of employee well-being. However, the true effectiveness of these
tools often relies on accompanying organizational changes. These essential changes address the
deep-seated factors that contribute to workplace stress and mental health challenges, requiring an
integrated approach that merges individual wellness tools with structural changes in the workplace
environment.

This thesis strives to develop a comprehensive framework that captures both the facilitators and
obstacles to employing digital tools in the workplace, thereby laying out a holistic strategy for
enhancing both individual and organizational well-being. This strategy not only provides
employees with individual resources and support but also incorporates broader work redesign
strategies that transform workplace wellness. By closely examining these elements, the study aims
to bridge the gap between the theoretical promise of technological solutions and their practical
implementation in high-stress corporate environments, ultimately offering insights into how digital
tools and organizational redesign can work together to substantially improve mental health
outcomes.



1.3 Research Questions

The thesis investigates two critical research questions. First, it examines how digital mental health
tools are adopted and integrated within corporate settings, assessing how these technologies are
perceived by various stakeholders, including frontline employees and senior executives. This
question explores the extent to which digital interventions like wearable biosensors and virtual
reality training for emotional regulation are embraced compared to traditional wellness programs
and identifies the organizational shifts necessary to support their effective implementation. Second,
the thesis questions the actual impact of these digital tools when combined with work redesign
strategies on employee well-being and organizational dynamics. It seeks to determine how the
integration of flexible work hours, role restructuring, and continuous feedback systems alongside
digital health tools can address the underlying causes of workplace stress, thus enhancing overall
employee wellness and productivity. These research questions aim to provide a deep understanding
of the synergistic effects of digital health solutions and organizational changes in improving mental
health outcomes in high-stress corporate environments.
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Chapter 2: Literature Review

2.1 Overview of Workplace Wellness & Wellbeing:

Workplace wellness and wellbeing are becoming increasingly vital as organizations navigate the
complexities of modern work environments. This focus is particularly crucial considering the
challenges posed by workplace overload (Kelly, E. L., & Moen, P., 2020). Such overload is driven
by several factors identified by previous studies. The widespread adoption of technologies like
smartphones and laptops has led to expectations of constant availability, extending work into
personal time and disrupting work-life balance. Global operations often require employees to work
irregular hours across various time zones, adding unpredictability and stress to their schedules.
Additionally, corporate strategies such as downsizing and lean practices force remaining
employees to manage unchanged or increased workloads with fewer resources, intensifying their
sense of overload. In competitive industries, the pressure to achieve high performance and
innovation demands longer working hours to meet ambitious targets. Furthermore, poor job design,
including unclear responsibilities and inefficient task distribution, compounds inefficiencies and
stress, underscoring the importance of enhancing workplace wellness and wellbeing in these
challenging conditions (Kelly, E. L., & Moen, P., 2020).

Significant changes in work environments over the years have led to new psychosocial risks
associated with work-related stress and workplace violence, presenting considerable challenges to
occupational health and safety (Leka, S., & Jain, A., 2010). And harmful effects of these risks on
physical, mental, and social well-being, linking them to not only general physical health conditions
such as heart disease, and musculoskeletal disorders, but also the emergence of prevalent mental
health issues such as depression, anxiety, work-related stress, or burn-out, which is defied by The
World Health Organization as “a syndrome conceptualized as resulting from chronic workplace
stress that has not been successfully managed. It is characterized by three dimensions: feelings of
energy depletion or exhaustion; increased mental distance from one’s job, or feelings of
negativism or cynicism related to one's job; and reduced professional efficacy.”, indicating
broader workplace mental health challenges.

These challenges are mainly caused by key work-related factors such as high job demands, low
control, and poor support (Harvey et al., 2017), and an imbalance between effort and reward (Leka
& Jain, 2010). These psychosocial risks impact both health-related and work-related factors that
influence workplace productivity, affecting key organizational metrics such as absenteeism,
productivity, job satisfaction, and employee turnover (Leka & Jain, 2010, van den Heuvel et al.
2010). Despite awareness of these effects, the prevention and management of psychosocial risks
are often overlooked in policy development, with recommendations for broader occupational
health and safety policies to manage work-related stress and related issues. Moreover, significant
economic consequences are associated with workplace psychosocial risks, pointing to higher
healthcare costs and lower organizational productivity, and highlights the need for global action
and interventions to address these risks effectively as globalization alters the work landscape
worldwide. Recent industry reports reveal that organizations face substantial costs by overlooking
workplace factors associated with burnout, such as toxic behaviors. These factors contribute to
significant organizational challenges like high attrition rates, often referred to as the Great Attrition,
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emphasizing the financial impact. Moreover, employers also bear hidden costs including
absenteeism, diminished engagement, and decreased productivity (McKinsey Health Institute,
2022). The issue among medical professionals was highlighted, as pointed out by a doctor during
the interview:

“You know, doctors can really hit a breaking point with burnout, and sadly, some even end up
contemplating suicide. When a doctor gets to that point, they start spending more time with each
patient, but their productivity takes a hit, and they're more prone to making mistakes. I know this
one doctor who lost her license because she made a mistake during a surgery for a child, right
when she was on the brink of burnout. It's just heartbreaking to see.”

While the urgency to enhance workplace wellness and wellbeing is clear, research indicates the
inefficacy of traditional initiatives in addressing deep-seated challenges (Kelly, E. L., & Moen, P.,
2020). Traditional solutions such as promoting work-life balance through wellness programs, on-
site childcare, and gym memberships generally tackle only the symptoms of workplace stress
rather than its root causes. Flexible work arrangements like flextime, telecommuting, and
compressed workweeks offer some relief by reducing commute times and providing schedule
control, but they fail to address the overall workload and its intensity. Similarly, time management
training aims to improve task prioritization and schedule management, yet often falls short when
the work volume itself is overwhelming. Efforts to increase staff or outsource tasks can ease
immediate pressures but might complicate issues of coordination, quality control, and cultural
cohesion within the company. Employee Assistance Programs (EAPs) support employees with
personal and work-related issues, but do not alter the stressful work environments causing these
problems. Critically, many of these traditional approaches are seen as mere band-aids that do not
tackle systemic issues like job design, corporate culture, and managerial expectations. Furthermore,
flexible work arrangements can reinforce existing norms that valorize high availability and long
hours, potentially stigmatizing those who utilize them and often being inequitably accessible and
implemented depending on organizational culture and managerial attitudes.

Beyond traditional approaches, many companies globally are enhancing their wellness offerings
with yoga classes, meditation app subscriptions, well-being days, and training in productivity and
time management. Industry reports (McKinsey Health Institute, 2022) indicate that while these
wellness programs are widespread, they primarily address individual-level symptoms instead of
the root causes of employee burnout. This focus tends to overstate the effectiveness of these
programs and underestimate the critical role that workplace environments play in alleviating
burnout and promoting mental health and well-being. Employees often highlight persistent
problems such as constant availability, unfair treatment, excessive workloads, limited autonomy,
and lack of social support—challenges that these programs frequently fail to address. A significant
industry survey (McKinsey Health Institute, 2022) involving 14,509 employees and 1,389 HR
decision-makers, uncovered a significant disparity—averaging 22% —in perceptions of mental
health and well-being between employees and employers. Employers tend to have a more
favorable view of workplace mental health conditions than the employees themselves. This
divergence extends to differing opinions on the adequacy of mental health resources and the
effectiveness of organizational support (Lyra Health, 2024).
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Recent findings (Lovejoy et al., 2021) underscore the limitations of individual-focused
interventions within workplace settings. Their comprehensive review reveals that programs
emphasizing personal wellness activities—such as exercise and mindfulness—fail to address
critical aspects of the work environment that significantly impact health outcomes. The study
highlights those systemic organizational changes, rather than isolated individual efforts, hold more
promise in effectively enhancing worker health and productivity. This aligns with broader research
suggesting that the social organization of work plays a pivotal role in shaping worker well-being,
leading to calls for a shift in focus from individual to organizational interventions (Lovejoy et al.,
2021). Echoing the conclusions reached by Lovejoy et al. (2021), recent research (Fleming et al.,
2024) reinforces the imperative to reevaluate the approach to enhancing worker well-being. This
study cautions against the premature endorsement of individual-level interventions across all
worker populations, citing similar concerns that such measures often neglect the foundational role
that organizational structures play in influencing health outcomes. Fleming’s analysis supports the
notion that interventions targeting organizational dynamics—such as revising scheduling practices,
management approaches, staff resource allocation, and job design are substantially more effective.
During an interview, a doctor mentioned:

“Hospitals really need to get on top of managing their workforce needs. I mean, if a doctor has to
take time off for something like their wedding and then there's suddenly a critical surgery, it
shouldn't be on the doctor to scramble and find a replacement. The hospital should have a system
in place to handle situations like that.”

This thought reflects above findings and confirms that these organizational interventions align with
the broader research consensus that the social organization of work fundamentally shapes
employee health and productivity. By advocating for a strategic shift towards organizational
reforms, researchers promote a holistic reorientation in workplace health strategies that prioritize
systemic change over individual adjustment (Lovejoy et al., 2021, Fleming et al., 2024).
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Employees report high rates of burnout and distress symptoms, despite
organizational commitment to mental health and well-being as a priority.

Workplace outcomes by country

Burnout, % of employees Distress, % of employees Organizational commitment,
reporting burnout symptoms reporting to experience % of HR decision makers reporting
sometimes, often, or always moderate distress mental health as top priority
Argentina 0w
Australia 50 e
Braci s
China - s
Egypt - 52
France T8
Germany T8
India - 80
Japan |29 B
Mexico ]
South Africa .
Switzerland . 56
UK 8
us . Y

Note: Employees and HR decision makers surveyed were not necessarily from the same organizations.
Source: McKinsey Health Institute Employee Mental Health and Wellbeing Survey 2022; employee, n = 14,609; HR decision maker, n = 1,389

(McKinsey Health Institute, 2022)

Above compelling evidence underscores the critical need for more effective strategies that extend
beyond traditional wellness programs, highlighting the necessity for systemic changes in
workplace cultures and practices. As we continue to confront the complexities of modern work
environments and the resultant psychosocial risks, it is increasingly apparent that merely
addressing the symptoms of workplace stress through conventional methods is insufficient. Instead,
a holistic approach that includes redesigning job structures, enhancing managerial practices, and
fostering an organizational culture that genuinely supports employee well-being is imperative.
These changes are essential for reducing workplace stress and preventing burnout and for
enhancing productivity and employee satisfaction.

As we transition from addressing the immediate workplace challenges to broader societal mental
health issues, mental health problems are not confined to the workplace but are prevalent across
various societal contexts, exacerbated by multiple challenges. This next section delves into these
overarching issues.
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2.2 Digital Mental Health Tool: Affective computing and Beyond

Mental health problems are prevalent throughout societies worldwide, exacerbated by a critical
shortage of resources, widespread stigma, and insufficient awareness. This section explores three
crucial aspects of this complex issue: the scarcity of resources, societal stigma, and the level of
awareness, aiming to shed light on the complexities of mental health difficulties and explore
innovative solutions to address them.

2.2.1 Resource Shortage

The shortage of mental health resources is a global issue, compounded by the complexities
introduced by globalization and shifts in work. Many individuals face barriers to accessing care
due to limited availability of professionals and mental health facilities, particularly in rural or
underserved areas. According to researchers, the growing awareness of issues such as work-related
stress, workplace violence, and harassment highlights the urgent need for resources to manage
these risks effectively. However, controlling these risks is challenging due to and shortage of
resources to deal with them, underscoring the pressing need for enhanced research and resource
allocation to address these pervasive challenges (Leka et al., WHO 2010). As shared by a doctor
who went through burnout twice:

"Throughout my experience, I found myself in a cycle of burnout, reaching out for support within
the hospital, only to be met with misunderstanding and neglect. Placed in a sector lacking the
necessary professional assistance, I felt powerless to make any meaningful changes. Despite
reaching out to share my psychological struggles, my feelings were consistently dismissed. The
prescribed medication provided little relief, leaving me hesitant to admit my ongoing challenges.
Even when I sought help from the assigned psychologist, the response came far too late,
exacerbating my frustration. Ultimately, I made the difficult decision to resign. As I reflect on my
journey, I realize the stark reality in the American market: when doctors can no longer bear the
burden, they are forced to leave and start anew, underscoring the dire need for better resources
and support."

Industry survey data (McKinsey Health Institute, 2021) also illustrates significant challenges in
mental health resource accessibility in the workplace, particularly among diverse employee
demographics. A considerable gap exists between employer perceptions and the reported
experiences of employees concerning mental health support. According to McKinsey Health
Institute (2021), while 65% of employers believe they are supporting employee mental health
effectively, only 51% of employees agree with this assessment. This disparity is even more
pronounced among frontline employees, where 71% of employers feel they support their staff well,
yet a mere 27% of frontline workers perceive adequate support. Additionally, accessibility to
mental health services remains a persistent hurdle, with 84% of employees with substance use
disorders and 67% of those with mental illnesses reporting difficulties in accessing care. This is
despite 20% and 31% of employers, respectively, claiming that improving access to these services
is a priority. Barriers such as inadequate insurance coverage, confusion over covered services, lack
of awareness of available resources, difficulty finding suitable providers, and long wait times
further exacerbate these challenges. Specific groups face even more significant obstacles: about
70% of all employees find it moderately to extremely challenging to access counseling services.
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Notably, 79% of Gen Z employees report difficulties—substantially higher than the 69% among
other generations—highlighting the critical importance of mental health resources in their
decisions to choose and stay with an employer. Moreover, employees with two or more unmet
social needs find it significantly harder (86%) to access mental health services compared to their
counterparts with no unmet social needs (54%). Digital solutions significantly enhance the
accessibility and efficacy of mental health resources, providing crucial support in addressing the
logistical challenges of traditional therapy access (McKinsey & Company, 2023). These tools are
accessible at any time and from anywhere, enabling immediate support that bypasses the long wait
times often associated with securing in-person therapy sessions. Additionally, digital solutions are
positively framed not merely as interventions but as enhancements to overall well-being,
increasing their appeal and usage. These platforms empower individuals by giving them control
over their engagement with therapeutic resources, who observes that digital tools can reach and
empower patients early in their mental health journey. This empowerment is crucial, especially for
those who may initially hesitate to seek help. Moreover, digital tools lower the threshold for
starting mental health care, making it easier and less daunting for individuals to begin addressing
their mental health needs. Overall, digital mental health solutions enrich the mental health
landscape by making support more accessible, reducing entry barriers, and promoting a proactive
approach to mental health maintenance and improvement.

Level of challenge accessing counseling or similar services
% of full-time employees!

Not challenging Moderately or somewhat  Very or extremely

26

~70%
(McKinsey Health Institute, 2021)

Challenge accessing counseling or similar services
% of employees by demographic characteristic

Generation Unmet social needs?
86
79
69
54
GenZ Other 2+ No
generations unmet unmet

social  social
needs needs

(McKinsey Health Institute, 2021)
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2.2.2 Stigma

Mental health stigma, deeply entrenched in cultural misconceptions and misunderstandings about
mental disorders, remains a formidable barrier that prevents many individuals from seeking the
help they desperately need. This stigma not only perpetuates a cycle of silence and suffering but
also significantly exacerbates the global shortage of mental health resources. The challenges are
magnified by the complexities of globalization and the dynamic shifts in the nature of work, which
often sideline mental health considerations in both developed and developing nations. Establishing
a work culture that is free from mental health stigma is crucial for ensuring the well-being of the
workforce, yet the existence of stigma is a common concern noted by both employers and
employees. Stigma not only reduces productivity but also exacerbates underlying mental health
conditions, primarily because it creates a fear among employees about seeking help, leading to
decreased self-esteem and engagement (McKinsey Health Institute,2022). According to industry
surveys (McKinsey Health Institute, 2021), about 80% of employees perceive mental health stigma
in their workplaces, which significantly hinders their access to needed mental health services. A
doctor confirmed this during the interview:

"When it comes to the culture within American hospitals, stigma remains a significant issue.
Presently, if a doctor encounters psychological challenges, the hospital protocol mandates seeking
assistance from a doctor outside their own institution. If hospital leadership discovers that a doctor
sought help internally, it could result in personal scrutiny and potential repercussions. This
situation poses a considerable challenge."

Despite these concerns, only a small percentage of employers—Iless than 15%—have launched
anti-stigma campaigns, and just 6% of employees are aware of these initiatives (McKinsey Health
Institute, 2021). This disparity underscores a substantial opportunity to enhance the visibility and
effectiveness of these campaigns. Digital platforms are revolutionizing the way mental health
services are accessed, particularly by offering a level of anonymity that traditional face-to-face
interventions often cannot provide. This anonymity is crucial in reducing the stigma associated
with seeking help for mental health issues. In sensitive contexts like mental health, where fear of
judgment and discrimination persists, the discretion afforded by digital interventions encourages
more individuals to seek necessary support. Users of these platforms can engage with mental health
resources without the apprehension of being seen or judged by others in their community or
workplace. The anonymity enabled by digital mental health interventions helps mitigate some
common barriers to accessing traditional mental health services, such as inconvenient location,
high costs, transportation issues, and long waiting times. More importantly, it addresses the fear
of stigma which often deters individuals from engaging with mental health services. For example,
some participants in previous studies (Carolan, de Visser, 2018) have reported that the privacy of
digital platforms gave them the confidence to use these interventions, which they might not have
used if they had to attend an in-person session or discuss their issues with a general practitioner:

o  “I'wouldn’t tell it to anyone in my workplace.”

o “I would then be forever seen as someone who doesn’t cope well and then wouldn’t get
much career progression."

o “[ think also it’s very discreet. If you have to shuffle off and actually see somebody you
know face to face, it’s a bit more public, people are more likely to know about it.”
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Other emerging research (Dagum, 2023) has also highlighted the transformative potential of
mobile health (mHealth) applications in addressing these issues. mHealth apps offer innovative
solutions by providing discreet and anonymous access to mental health resources, thereby reducing
the stigma associated with seeking help. These digital tools allow individuals to access care
without fear of judgment from their community or peers, which is especially crucial in
environments where mental health issues are heavily stigmatized.

Moreover, mHealth apps play a pivotal role in facilitating the rapid dissemination of health
information and emphasizing patient empowerment. They treat patients as central drivers of their
own health management, enabling them to take active roles in their documentation, healing, and
overall health behavior. This shift towards a patient-centered approach fosters a sense of control
and engagement, essential for combatting mental health stigma. The functionality of mHealth apps
extends beyond simple access to care. They integrate advanced features that support clinical
diagnostics, ongoing assessment of disease progression, and blended therapy settings. Such
capabilities make mHealth apps invaluable in non-traditional healthcare environments. They are
particularly beneficial for providing support in blended therapy, disease monitoring during routine
care, and even in relapse prevention strategies, which are critical for chronic mental health
conditions. Furthermore, mHealth applications help transcend geographical, linguistic, and
socioeconomic barriers to treatment. They have shown immense promise in reaching underserved
populations, including rural dwellers, minorities, and residents of developing nations, who are
often left out of conventional health systems. The apps offer a less stigmatized pathway to
therapeutic content and medical treatment, seamlessly integrating with standard care practices and
significantly broadening the reach of health services. As future healthcare systems evolve towards
more synchronized care processes involving a diverse array of caregivers, the role of mHealth
technologies in ensuring comprehensive, embedded information systems becomes increasingly
critical. These technologies are poised to revolutionize health service delivery by enhancing
efficiency and accessibility.

Ultimately, mHealth applications are set to revolutionize health service delivery by enhancing
efficiency and improving accessibility, playing a pivotal role in reducing the stigma associated
with mental health. These digital technologies provide a private and less intimidating means for
individuals to seek help, effectively decreasing the stigma around mental health issues. Often,
people are reluctant to acknowledge their stress or mental health challenges due to fear of judgment.
By positively framing these digital solutions as tools for enhancing well-being and performance,
their usage is likely to increase. The overarching goal is that with easier access to support,
individuals will be encouraged to seek help earlier, reducing the number who suffer in silence and
enabling those facing mental health challenges to recover without fear of repercussion. This
approach fosters a more inclusive and supportive healthcare environment where mental health is
treated with the same urgency and discretion as physical health (Dagum, 2023, McKinsey &
Company, 2023).
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What best describes the level of stigma for the following in your workplace?
% of employers

M Don'tknow M High level of stigma M Some to moderate

Mental illness
: _

Substance use
disorder
49

(McKinsey Health Institute, 2021)

Disconnect

W Little stigma
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Employer support
for mental health

of employers report that
employee mental health is
supported well or very well

of all employee respondents
agree

of employers with frontline
employees report supporting
mental health well or very well

of frontline employee
respondents agree

Access to mental

of employers report that
health supports

improving access to substance
use disorder treatment and
recovery supports is a priority

of employee respondents with
a substance use disorder
report it is challenging to
access care
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iliness treatment is a priority
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illness report that it is
challenging to access care
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@
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(McKinsey Health Institute, 2021)

2.2.3 Awareness

Raising awareness about mental health is crucial in addressing the challenges of stigma, resource
shortages, and accessibility. The integration of digital technologies into mental health awareness
is revolutionizing how individuals understand and manage their mental states, particularly through
innovative tools like wearable sensors and interactive digital interfaces. Studies (Hernandez et al.,
2013, Colombo et al., 2019) demonstrate how these technologies can significantly enhance
individual awareness of mental health by providing real-time, personalized insights into one's

emotional and physiological states.

The integration of digital technologies into mental health awareness is fundamentally transforming
the way individuals perceive, understand, and manage their mental states by providing
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groundbreaking, real-time insights into emotional and physiological responses. This
transformation is spearheaded by innovations such as the sophisticated wearable sensor system
(Hernandez et al., 2013). This system tracks critical physiological metrics like electrodermal
activity (EDA), skin temperature, and movement, which are vital for deciphering underlying
emotional states such as stress, excitement, or relaxation. The system's design is discreet and non-
intrusive, making it suitable for continuous use without disrupting daily activities. A pivotal
component of this technology is the Digital Mirror Interface, an interactive platform that
revolutionizes how users interact with and understand their physiological data. Utilizing advanced
gesture recognition technology, this interface allows users to navigate their data visually. It
presents the information in innovative formats, such as timelines and mosaics, correlating
physiological readings with images captured throughout the user's day. For example, if a user
experiences a spike in EDA during a stressful meeting, this event is visually represented alongside
the physiological data, providing a tangible link between emotional responses and daily events.
This visualization helps users identify specific moments that trigger stress or relaxation, enhancing
their understanding of how their environment influences their emotional well-being. Further
extending the capabilities of digital mental health tools are mobile health applications and wearable
technologies that employ methods like Ecological Momentary Assessment (EMA). EMA utilizes
mobile devices to collect real-time, context-sensitive feedback on an individual’s emotional state,
offering a modern alternative to traditional psychological assessment methods that typically rely
on retrospective surveys and can be prone to biases.

This approach allows for a dynamic assessment of emotional fluctuations in real-world settings,
providing users with immediate feedback on their emotional well-being. Additionally, these digital
platforms play a crucial role in the broad dissemination of mental health knowledge across social
media and other online channels, thereby enhancing public understanding and engagement.
Interactive applications and targeted social media campaigns can effectively illustrate the daily
impacts of emotional and physiological changes, making complex mental health concepts
accessible and relatable to a wide audience. For example, an interactive app might use data
visualizations to show how common activities, like public speaking or commuting, affect different
people in varying ways, thereby promoting greater empathy, and understanding among its users.
By making mental health more visible and less stigmatized through these technologies, there is a
significant opportunity to shift public perception and encourage proactive engagement with mental
health issues. These tools not only foster a better understanding and management of personal
mental health but also enhance collective awareness, creating a more informed, empathetic, and
supportive community. This comprehensive approach not only mitigates the stigma associated
with mental health but also significantly contributes to a broader cultural shift towards recognizing
and addressing mental health with the same seriousness and care as physical health. In an interview,
an MIT Research Scientist underscored the potential of digital phenotyping in detecting mental
health issues, stating,

"We want to use one slight interaction with his smartphone, to detect the maybe some like mental
health risk of this person at work."

Which emphasizes the significance of recognizing behavioral changes as indicators of mental
health risks and highlights the substantial potential of technology, particularly smartphones, in
addressing these challenges.
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In conclusion, the pervasiveness of mental health challenges globally, exacerbated by resource
shortages, stigma, and awareness gaps, underscores the urgent need for innovative solutions.
Digital technologies emerge as pivotal contributors in this regard. From mobile health applications
to wearable sensors, these digital tools offer promising avenues to bridge resource gaps, reduce
stigma, and enhance awareness. By leveraging these technologies, we can create a more inclusive
and supportive environment where mental well-being receives the attention it deserves, alongside
physical health. Through collective action and the integration of digital innovations, we can strive
towards a future where mental health is universally recognized, supported, and prioritized. Moving
forward, the subsequent section will delve more concretely into digital innovations in this field,
focusing particularly on their application in a corporate setting, providing a comprehensive
panorama of their potential impact.
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2.3 Rise of Workplace Digital Mental Health Tools

In the corporate world, the adoption of digital mental health tools marks a significant
transformation in integrating technology into employee wellness programs. This shift reflects a
deepening understanding of the need to address both the high costs of mental health issues and the
stigma associated with seeking treatment. These advanced technologies cover the full spectrum of
prevention, treatment, and monitoring, designed to enhance mental health at multiple levels. From
wearables that track physiological data to mobile apps that deliver cognitive-behavioral therapy,
these tools represent a new wave of innovation aimed at fostering healthier, more productive
workplace environments. This integration of digital solutions not only optimizes health
management practices but also propels organizations towards more sustainable and effective
wellness strategies.

Industry reports (McKinsey & Company, 2023) show the current panorama by analyzing the
extensive range of digital solutions poised to revolutionize mental health support in the workplace.
These technologies are designed to encompass a broad spectrum of functionalities across
prevention, treatment, and monitoring to support mental health. Wearables and digital biomarker
apps, for instance, are pivotal in collecting physiological data, such as heart rate and skin
temperature, which are essential indicators of an individual's emotional and physical state. This
data aids in diagnosing stress levels and other mental health concerns, circumventing the need for
traditional clinical approaches. Moreover, the scope of digital interventions extends to include
cognitive-behavioral therapy (CBT) via video, mobile apps targeted at anxiety and depression, and
innovative formats like chatbots and gamified exercises. These tools cater to a wide range of
needs—from general wellness to more severe mental health conditions—illustrating the
comprehensive array of digital health solutions now available in the workplace. Additionally, these
tools proactively prevent mental health issues by monitoring signs of stress and anxiety, and they
seamlessly integrate with other health platforms to offer a holistic view of an individual’s health.
On the prevention and treatment front, solutions range from mindfulness exercises and stress
management programs to more intensive psychotherapy interventions, which are all designed to
be integrated into broader health and wellness programs. Analytic tools leverage this data to
provide crucial insights into employee mental health, facilitating timely interventions. For example,
a company might utilize wearables to detect high stress levels among employees, with analytic
tools then prompting preventive measures or therapeutic interventions, thereby enhancing
workforce productivity and health. Such strategic integration of digital mental health tools into a
centralized health platform accessible via smartphones or computers ensures seamless data
collection and analysis, with privacy and confidentiality remaining paramount.
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Employers can use a range of digital offerings as part of their mental-health-
support schemes.

Digital offerings and their purposes ® Primary purpose @ Secondary purpose
Wearables and digital Prevention and Analytic
biomarker apps treatment solution tools
Wearables Digital Self-help, Generalized Specialized Analytics

biomarker self-management, virtual virtual and remote
applications mindfulness as part of a practice for practice insights

holistic approach focused mental health
on mental health

Data

collection ® ® L4 ° ®
Prevention [ [ J ]

Treatment [ ] o [

Analytics [ ] @
Diagnostics [ ]

Integration

with other L ] [ J [ J

tools

Digital

biomarker [ ]

applications

(McKinsey & Company, 2023)

Studies (Stratton et al., 2017) showcase specific applications of digital tools that proactively
manage mental health and empower employees to take charge of their well-being using accessible
technologies. For instance, mobile apps that utilize Cognitive Behavioral Therapy (CBT), such as
the widely acclaimed "CBT Companion," help users identify and challenge negative thought
patterns and behaviors in real-time, directly impacting workplace performance by reducing anxiety
and depression symptoms. Moreover, stress management apps like "Headspace" and "Calm"
provide guided meditation and mindfulness exercises that have been shown to decrease stress
levels significantly. These apps not only help in managing day-to-day stress but also improve
overall mental resilience, which is crucial in high-pressure corporate environments. Such
interventions demonstrate moderate to large effect sizes for mindfulness interventions,
highlighting their effectiveness in enhancing mental well-being at work. Another example is the
integration of wearable technology like Fitbit, which includes features to monitor physical signs
of stress, offering reminders and exercises to help users manage their anxiety. This technology
allows for continuous monitoring and management of stress levels, promoting a healthier work-
life balance. These tools collectively represent a broader trend of leveraging digital innovations to
enhance mental health care within the corporate sector. They provide a dual benefit: empowering
employees to manage their mental health proactively while offering employers a way to reduce
healthcare costs and improve overall productivity. As these technologies evolve, they promise to
play an increasingly integral role in shaping modern workplace wellness cultures, making mental
health care more personalized, accessible, and effectively managed.

The emergence of digital mental health tools in the workplace, as discussed above, tackles both
the substantial economic impacts of mental illness and the stigma related to seeking help. As
companies grapple with the high costs associated with mental health issues—over $51 billion lost
to absenteeism and $26 billion in direct treatment expenses annually—they are increasingly
turning to digital innovations to bolster employee wellness (Wellness Magazine, 2018). These
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tools range from sophisticated apps that monitor and offer advice on mental and physical health,
to advanced VR and AR technologies providing exposure therapy and stress management solutions
right at the workplace. Notable examples include apps like Remente, which uses principles of
cognitive behavioral therapy to aid in setting and achieving personal and professional goals, and
VR platforms like Psious, which are pioneering in situ treatment options for anxiety and phobias.
Furthermore, wearable technologies are being developed to help manage conditions such as
anxiety and depression, integrating seamlessly into daily life and work routines.

Overall, the integration of digital mental health tools in the workplace not only addresses the direct
costs associated with mental health issues but also enhances the overall well-being and
productivity of the workforce. These tools provide employers with innovative approaches to
support their employees' mental health.
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2.4 Work Redesign Strategies

This section is dedicated to examining a framework for workplace redesign strategies that are
based on the comprehensive analysis conducted by Lovejoy et al. (2021). These strategies aim to
enhance employee mental health and wellbeing and include initiatives such as increasing job
control, managing job demands, improving social interactions at work, adjusting technological and
structural elements, and advocating for supportive regulatory and policy frameworks. These
measures are intended to foster a healthier, more supportive work environment that reduces stress
and enhances positive mental health outcomes. Specifically, Lovejoy et al. (2021) identify work
redesign as a cost-effective and beneficial alternative to traditional wellness programs,
highlighting its advantages for boosting employee health and organizational effectiveness. The
research demonstrates that such redesigns can decrease employee burnout, elevate job satisfaction,
and improve overall mental health, thereby establishing work redesign not merely as a health
intervention but as an essential element of organizational strategy. In detail, this framework
includes:

Enhancing Job Control

To increase employees' control over their work schedules and locations, organizations can
implement self-rostering systems allowing employees to set their schedules within certain limits,
reducing distress. Such systems have been shown to improve health outcomes and reduce turnover,
as evidenced by randomized controlled trials conducted by the Work, Family, and Health Network
in various industries. Additionally, fostering participatory processes where workers actively
engage in identifying and implementing changes enhances workers' sense of control and
commitment. A doctor said during the interview: “Some issues can be resolved by the hospital,
while others cannot. What the hospital can address is whether it can inform doctors about certain
matters earlier, so they can have a sense of arrangement.”

Taming Job Demands

Organizations should consider "slack staffing" to ensure adequate staffing levels during peak times,
which not only addresses the intensified work demands but also enhances employee morale and
business performance. Streamlining work processes through continuous improvement strategies
can effectively reduce unnecessary workload, with a focus on prioritizing worker well-being and
allowing adjustments based on varying work demands.

Enhancing Workplace Social Relations

Training supervisors in family-supportive behaviors is crucial. Such training helps supervisors
better understand and alleviate work-family conflicts, leading to improved job satisfaction and
employee health. Additionally, fostering effective teamwork through interventions like the ARC
(Availability, Responsiveness, and Continuity) model improves relational coordination, focusing
on enhancing communication, establishing shared goals, and building mutual respect within and
across teams.

Regulatory and Policy Support
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Advocating for and implementing supportive policies, such as regulations on maximum working
hours and mandatory breaks, promotes healthy work designs. Leveraging public health guidance
to develop frameworks and toolkits aids organizations in implementing these strategies effectively,
ensuring that workplace redesigns contribute positively to employee mental health and overall

wellbeing.
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In addition, originating from research conducted by Kelly & Moen (2020), detailed in their book
"Overload: How Good Jobs Went Bad and What We Can Do about It," The STAR initiative,
designed to tackle workplace overload, fundamentally transforms how work is structured and
conducted. A compelling case study within the IT division of a Fortune 500 company showcases
its effectiveness in supporting employee well-being. The initiative's implementation resulted in
highly positive outcomes, delivering significant benefits for both employees and the organization.
Employees in the STAR teams experienced lower levels of burnout, higher job satisfaction, and
improved psychological well-being. From an organizational perspective, there was a noted
decrease in voluntary turnover and enhanced job performance among employees who participated
in the redesigned work conditions.

Key Objectives of the STAR Initiative

e Supporting Employees' Personal Lives: STAR was designed to go beyond traditional
wellness programs by integrating support for employees' personal lives into the work
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design. This includes providing employees with more control over their schedules, the
flexibility to work from home, and the ability to adjust work hours to better accommodate
personal responsibilities and life events.

Improving Work Effectiveness: The initiative aimed to enhance overall work effectiveness
by making work practices more flexible and responsive to the actual needs of both the
organization and its employees. This was achieved by reducing rigid work schedules and
enabling more autonomy in how and when tasks were completed.

Implementation Aspects of the STAR Initiative

Randomized Field Experiment: The initiative was rigorously tested through a randomized
field experiment involving multiple teams within the company. Teams were either assigned
to the intervention group, where the STAR practices were implemented, or to a control
group that continued with the company's existing policies.

Participatory Redesign Process: A crucial component of STAR was the participatory
sessions totaling eight hours over three months, where employees and managers
collaboratively identified and implemented changes that would allow for greater control
over work schedules and a reduction in low-value tasks. Managers also received targeted
training to support these changes effectively.

Cultural and Practical Changes: The initiative also encouraged a cultural shift within the
organization towards more flexibility and autonomy. This included not just the adoption of
flexible scheduling and telecommuting but also changes in the norms around
communication and availability, emphasizing respect for personal time and the reduction
of unnecessary meetings.

Moreover, the McKinsey Health Institute (2022) underscores this viewpoint by suggesting that
tackling employee burnout requires addressing core organizational issues. The institute argues that
realignment of work practices, management approaches, and even the corporate culture are
essential to truly mitigate factors leading to employee burnout and stress.
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In summary, the literature review of the thesis critically examines the evolving landscape of
workplace wellness and well-being, reflecting on how organizations are navigating the
complexities of modern work environments. As the traditional workplace undergoes
transformation, the incorporation of digital mental health tools emerges as a promising
complement to conventional wellness programs, offering innovative solutions to enhance
employee mental health. This review outlines how the pervasive issues of workplace overload, job
demands, and insufficient support structures contribute significantly to employee stress, burnout,
and decreased productivity. It highlights the limitations of traditional wellness initiatives that often
only address symptoms rather than the root causes of workplace stress, such as inflexible work
schedules and unclear job responsibilities.

Through an exploration of digital interventions, the thesis posits that integrating technology-based
solutions, like ecological momentary assessment and wearable biosensors, can provide more
personalized and immediate support to employees, potentially transforming the approach to mental
health care in corporate settings. These tools offer the capability to monitor and manage stress in
real-time, promote better work-life balance, and support mental health in a nuanced and responsive
manner. However, the review also acknowledges the challenges and limitations associated with
these digital solutions, including issues of privacy, user engagement, and the risk of technology
becoming another stressor rather than a relief.

Furthermore, the thesis suggests that for digital mental health tools to be truly effective, they must
be part of a broader strategy that includes significant organizational changes. This entails
redesigning work structures to enhance job control, adjust job demands, and foster better social
relations within the workplace. By advocating for a shift from individual-focused interventions to
comprehensive organizational strategies, the literature review underscores the potential for digital
tools to contribute to a holistic improvement in workplace mental health, suggesting that these
technologies, when integrated thoughtfully, can play a critical role in shaping a healthier work
environment.

This balanced examination aims not to oversell the efficacy of digital tools but to propose a hopeful
perspective on how they might be leveraged to address long-standing challenges in workplace
mental health. It calls for a combined approach where digital innovations work hand-in-hand with
essential changes in workplace policies and culture, aiming to create an environment where both
personal and professional growth are supported, and mental well-being is prioritized. This
approach aligns with the growing recognition of mental health as a crucial aspect of overall health,
advocating for systemic changes that ensure the sustainability of mental health improvements
across the corporate sphere.
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Chapter 3: Methodology

3.1 Research Design

This thesis employed a robust qualitative research design to explore comprehensively the
integration and impacts of digital mental health tools within the corporate environment. By
focusing on qualitative data, the study aimed to uncover deep, contextual insights into how these
technologies influenced workplace dynamics and employee well-being.

The research started with a comprehensive literature review to establish a robust theoretical base.
This section explored the key importance and challenges of addressing mental health and well-
being issues in the workplace, the role of affective computing in mental health, the historical
development of digital tool integration, and analyzed current theoretical models that validate the
effectiveness of these technologies in corporate wellness programs. Additionally, the literature
review broadened to discuss the critical role of workplace redesign in improving mental health and
well-being in organizational settings. Essential sources included peer-reviewed journals, industry
reports, and fundamental academic texts on digital health innovations and workplace wellness.

To collect primary data, the research design included 31 formal semi-structured interviews and
over 50 informal discussions with a diverse range of stakeholders directly involved in or affected
by digital mental health initiatives. The semi-structured interviews facilitated in-depth exploration
of various themes, such as stakeholders' perceptions of digital tools, implementation challenges,
impacts on organizational culture and employee well-being, and the effectiveness of digital versus
traditional wellness approaches. The formally interviewed stakeholders comprised:

e 3 HR Managers and Wellness Program Directors: Provided insights into strategic decisions
behind the adoption of digital tools.

e 4 Corporate Executives: Oversaw the integration of these technologies at the organizational
level.

e 10 Professionals: Shared personal experiences regarding workplace mental health and
well-being.

e 5 Scientists or Experts Specializing in Technologies for Mental Health and Wellness:
Discussed the latest advancements in digital health technologies and their potential
implications for mental health interventions.

e 4 Psychological Professionals and Medical Doctors (MDs): Offered a clinical perspective
on the use and effectiveness of these tools in addressing mental health issues within
corporate settings.

e 5 Experts in Workplace Digital Health Solutions: Brought experience and research
backgrounds in digital health tools for workplaces.
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3.2 Data Collection

The data collection for this thesis was methodically structured to encompass a comprehensive
literature review, detailed semi-structured interviews, and select case studies, each contributing
uniquely to the body of research.

The literature review served as the study's backbone, meticulously analyzing key works like
Kaveladze et al. (2022) on mental health app analytics and Shen et al. (2022) regarding ethical
considerations, which helped to establish a robust theoretical framework and identify existing
research gaps.

In parallel, semi-structured interviews were conducted with a diverse array of stakeholders—
ranging from corporate executives and HR professionals to technology developers and mental
health experts—to draw out rich, nuanced insights into the real-world deployment, effectiveness,
and strategic implications of digital mental health tools. These interviews delved into various
themes such as the challenges of adoption, operational efficacy, and their broader impact on
organizational culture and individual well-being, aiming to capture the complex dynamics at play.

Interview Structure

Interviews were semi-structured, providing flexibility to explore new topics or themes as they
emerged during discussions. Each interview started with a brief explanation of the study's purpose
and the interviewee's role in the research. A basic guide was used to ensure consistency across
interviews while allowing for deep dives into specific areas of interest. The interview guide
included open-ended questions designed to elicit detailed responses about the interviewees'
experiences, perceptions, and observations.

Main Areas of Focus for Interviews

e General Overview of Workplace Mental Health Situations and Issues: Before
addressing specific questions about digital tools, the interviews began with comprehensive
discussions to establish a contextual understanding of the existing mental health landscape
within workplaces. Interviewees were invited to share general observations and personal
experiences regarding prevalent mental health issues at their organizations, the typical
challenges these issues posed, and the overarching strategies currently employed to manage
them. This broader dialogue set the stage for more focused discussions on digital
interventions and helped in contrasting traditional approaches with digital innovations.

e Adoption and Implementation: Questions delved into the processes involved in adopting
digital mental health tools, including the initial motivations for adoption, the obstacles
encountered during implementation, and the strategies deployed to navigate these
challenges. Interviewees discussed the resources and support systems established to
facilitate the adoption of these tools, providing a holistic view of the implementation
landscape.
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Perceived Efficacy: Interviewees offered their perspectives on the effectiveness of digital
mental health tools as compared to traditional wellness programs. They discussed specific
advantages or shortcomings observed, such as enhancements in accessibility, user
engagement, and any potential resistance faced by employees. These insights provided a
nuanced understanding of how digital tools measure up against conventional approaches.

Impact on Organizational Culture: This segment examined how the introduction of
digital mental health tools has reshaped key aspects of workplace culture, including
communication norms, collaborative processes, and overall employee morale. The
questions were designed to reveal whether these tools have promoted greater openness
about mental health issues, influenced leadership styles, or precipitated changes in
organizational health and well-being policies.

Employee Well-being: Concentrating on the end-users of digital mental health tools, this
part of the interview collected data on the direct impacts of these tools on employees’
mental health, job satisfaction, and work-life balance. It included discussions about
personal experiences with these tools, noting any significant changes in stress levels,
mental resilience, and overall job performance.

Expert-Driven Technical and Medical Inquiries: When interviewing experts in
technology or psychology, the discussions also included technical or medical questions to
explore what feasible and what technologies or therapeutic approaches were already in use.
These inquiries helped to assess the current state of technology and medical practice in the
context of digital mental health solutions, providing insights into the practical limitations
and possibilities within the field.

General Personal Experiences and Observations: In addition to focused topics,
interviewees were asked to share their general personal experiences and observations about
the challenges and solutions related to workplace mental health and well-being. This
allowed for a broader discussion on the existing mental health support systems, their
effectiveness, and areas needing improvement, providing a comprehensive view of the
current mental health environment in their workplaces.

Strategic Insights and Recommendations: Finally, executives and HR professionals
reflected on the lessons learned from integrating digital mental health tools and shared
insights into future directions for enhancing workplace mental health strategies. They were
encouraged to provide recommendations for other organizations considering the
implementation of similar tools, highlighting key considerations and potential pitfalls to
avoid. This segment aimed to gather strategic advice based on their experiences and to
forecast trends in workplace mental health interventions.



3.3 Data Analysis

The data analysis for this thesis employed a comprehensive, multi-step process to interpret and
synthesize the rich qualitative data collected through literature reviews, semi-structured interviews,
and informal discussions. This structured analytical approach was pivotal in deriving deep insights
into the integration and impacts of digital mental health tools within corporate environments.
Here’s how the data was concretely analyzed to reach the results presented:

e Transcription and Data Preparation: Following the completion of all interviews and
discussions, a meticulous transcription process was undertaken where each recorded
session was converted into written text, capturing every detail, from the nuanced hesitation
in responses to the emphatic endorsement of certain app features. For instance, a participant
might describe complex encryption technologies used in an app, and this technical jargon
was carefully transcribed to maintain accuracy. The transcriptions were then anonymized
to protect participant confidentiality, stripping away any identifying details such as names
or specific company details. Each transcript was then systematically organized into a
format that facilitated easy access and reference during the subsequent analysis stages.

e Coding Process: The initial coding phase involved dissecting the raw transcripts into
manageable excerpts, which were then coded based on the underlying ideas they
represented. For example, when a participant expressed concerns about data privacy or
highlighted the ease of app use, these excerpts were tagged with respective codes like
“privacy concerns” and “user-friendly interface.” This stage was crucial for identifying and
isolating key points of discussion which were then further explored through focused coding.
During focused coding, these initial codes were clustered into broader categories that
captured overarching themes or patterns, such as grouping various technology-related
anxieties under “Tech Adoption Barriers,” thereby setting the stage for deeper thematic
analysis.

e Theme Development: From the broad categories established during focused coding, major
themes were developed that were aligned closely with the research questions. This involved
weaving together related categories into coherent themes that offered insight into the larger
narrative of the study. For instance, themes such as “Employee Engagement with Digital
Tools” encapsulated various aspects of how employees interacted with the technology,
from initial resistance due to unfamiliarity to eventual acceptance facilitated by enhanced
usability features. Each theme was constructed to reflect comprehensive insights into the
subject matter, supported by a diverse range of voices and perspectives from the data
collected.

e Data Integration and Triangulation: Ensuring the robustness of the research findings
involved an extensive process of data triangulation where insights gathered from the
interviews were cross-verified with information from literature reviews and informal
discussions. For example, if several HR managers mentioned an increase in digital tool
usage post-training sessions, these observations were checked against informal feedback
collected from employees to gauge actual sentiment and usage rates. This triangulation
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helped confirm the validity of findings and provided a multi-dimensional view of the
impacts and perceptions surrounding digital mental health tools in corporate settings.

Narrative Construction: The final narrative was crafted by stringing together the themes
in a logical and engaging manner that not only addressed the research questions but also
painted a detailed picture of the digital mental health landscape in corporate environments.
This narrative included illustrative examples such as a case where the introduction of a
mental health platform significantly reduced employee turnover, which was supported by
turnover statistics and employee satisfaction surveys. Such examples were instrumental in
demonstrating the practical implications of the research findings, making the narrative both
compelling and credible.

Verification and Validation: To ensure the accuracy and reliability of the analysis, several
verification and validation techniques were employed. Member checking involved
returning selected parts of the draft findings to participants to verify the accuracy and
resonance of the interpreted data. Peer debriefing sessions with academic colleagues
provided an external critique of the analysis process, helping to refine the themes and
ensure they adequately covered the data. Additionally, maintaining an audit trail of all
decisions and processes throughout the research enabled transparency and allowed for the
methodology to be reviewed and critiqued by others, ensuring the analysis was conducted
rigorously.



Chapter 4: Results

4.1 Digital Mental Health Solutions to Enhance Wellness Program

Crafting a digital mental health app tailored for the workplace necessitates meticulous
consideration of numerous factors to enhance user engagement and surmount potential adoption
hurdles. Each facet of the application must be carefully crafted to align with the distinct
requirements and constraints of the workplace environment. In today's rapidly evolving
technological landscape and shifting workplace dynamics, the incorporation of digital mental
health solutions emerges as a beacon of hope for nurturing employee well-being. However, this
pursuit is fraught with a multitude of challenges, spanning from entrenched cultural biases to
practical technological constraints. As organizations endeavor to pioneer innovative and impactful
wellness initiatives, it becomes imperative to navigate these barriers with strategic acumen. This
underscores the critical importance of a holistic comprehension of the facilitators and impediments
influencing the acceptance and assimilation of digital mental health tools within organizational
frameworks.

4.1.1 Barriers

The integration of digital mental health interventions into the workplace represents a promising
avenue for promoting employee well-being. However, this endeavor is not without its challenges.
From navigating time constraints and work environment limitations to addressing issues of privacy
and confidentiality, organizations face a complex landscape when implementing these solutions.
Moreover, cultural resistance and stigma surrounding mental health pose additional hurdles,
underscoring the need for nuanced approaches that prioritize acceptance and support. In this
context, understanding and overcoming these barriers are critical steps toward fostering a mentally
healthy workplace environment.

Mental Health Stigma and Cultural Resistance

The pervasive stigma surrounding mental health poses a formidable barrier to adoption, despite
efforts to provide anonymity and confidentiality within digital interventions (Carolan & de Visser,
2018). Similar to above discussion about mental health stigma, many employees remain reluctant
to engage with mental health resources due to fear of judgment or repercussions in the workplace.
To address this barrier, interventions should incorporate features that normalize conversations
about mental health and foster a culture of acceptance and support (McKinsey & Company, 2023).
Leadership endorsement of mental health initiatives and proactive efforts to challenge stigma can
play a crucial role in creating an environment where employees feel comfortable seeking help and
support.

Work Environment Limitations

Another significant barrier arises from the constraints imposed by the physical work environment
itself, particularly in open-plan offices where privacy is compromised (Carolan & de Visser, 2018).
In such settings, employees may feel uncomfortable engaging with sensitive mental health content

34



or participating in interactive exercises that require a degree of confidentiality. This concern
underscores the importance of incorporating features within digital interventions that respect
employees' privacy and accommodate their need for discretion (McKinsey & Company, 2023).
For example, ensuring that the app can be used without sound or with headphones, and
implementing visual interfaces that safeguard sensitive information, can help alleviate these
concerns and encourage greater engagement. Employing strategies such as tailored messaging and
interactive features can enhance the effectiveness of e-coaches and improve overall user
experience, thus addressing the need for personalized support within digital interventions
(Corporate Wellness Magazine, 2018).

Privacy and Confidentiality

Ensuring the privacy and confidentiality of user data collected through digital mental health tools
is paramount for fostering trust and encouraging adoption (McKinsey & Company, 2023).
Employees may hesitate to engage with these interventions if they perceive a risk to their personal
information. An interviewee at a leading Private Equity firm shared:

“I'm really intrigued by this idea (digital solution to address workplace burnout); I think it holds
a lot of value. But I do have some concerns, particularly regarding data privacy. First off, people
don't want to feel like they're constantly being tracked. And in our line of work, confidentiality is
paramount. I think using personal devices and wearables to collect data could work well,
especially if we focus on identifying significant behavior changes, like skipping lunches or where
someone eats. But we absolutely need to get user consent before diving into this. I mean, just look
at how widely adopted devices like the Apple Watch are. It's definitely worth exploring further."

Therefore, it is essential for organizations to implement robust data protection measures and
communicate transparently about how user data is collected, stored, and used. Clear and accessible
privacy policies should be provided to users, outlining their rights and options regarding data
sharing and consent. "The regulated nature of banking technology complicates the adoption of

external digital tools for wellness monitoring," explained the HR director at a leading investment
bank:

"While managers are interested in tools that offer insights into analyst well-being, concerns about
privacy and personal data protection are paramount, bankers don’t want to feel tracked by their
employers... I believe people will be interested in managing their own well-being levels. Currently,

individuals can monitor basics like their heart rate through devices like the Apple Watch. However,
integrating these metrics into a comprehensive self-monitoring system—essentially telling yourself
to stop and take notice—could be very appealing. This is something people would personally find
valuable. As a management tool, however, it might not be as effective because people may be

hesitant to share such personal data.”

Additionally, interventions should incorporate features that prioritize confidentiality, such as

encrypted communication channels and secure storage systems. As suggested by an expert in Al
for healthcare during the interview:
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“I might not want my employer to know what I'm doing on an hourly basis, but maybe I wouldn't
mind if they have an aggregate of how I'm doing every three months. The granularity of the
information matters because the more granular it is, the more it infringes on your privacy. For
example, if you're recording your activity, recording every minute of it, and reporting back to
someone else really violates your privacy. But if it's an aggregate measure of how this person is
doing on a monthly or quarterly basis, like a general trend of mental health or activity levels, that
might be less of a privacy issue. It's more about how the data is used and shared.”

By addressing concerns related to privacy and confidentiality, organizations can mitigate barriers
to adoption and create an environment where employees feel comfortable engaging with digital
mental health resources.

Time Constraints

One of the most salient barriers identified is the pervasive issue of time constraints (Carolan & de
Visser, 2018). In today's fast-paced work environments, employees often find themselves
inundated with tasks and responsibilities, leaving little room for dedicated mental health activities.
This constraint not only affects the willingness of employees to engage with digital interventions
but also impacts the sustainability of their participation over time. For instance, employees may
struggle to commit to lengthy mindfulness sessions or comprehensive stress management exercises
amidst their busy schedules. Another study (Muuraiskangas et al., 2016) with parallel findings
demonstrated that intervention efforts didn't seamlessly integrate into routine workplace operations.
While users acknowledged benefits such as stress reduction, numerous obstacles emerged,
including time constraints, perceived necessity, and perceived advantages, leading to significant
adoption challenge: in this this study, only 8.1% (27 out of 332) employees used the app, with an
average use of 4.8 days. To address this, interventions should be designed with efficiency in mind,
offering shorter, more accessible practices that cater to employees' limited time (McKinsey &
Company, 2023).

Lack of Human Interaction

Despite the convenience and accessibility of digital platforms, the absence of human interaction
remains a significant barrier to engagement (Carolan & de Visser, 2018). Many employees value
the interpersonal connection and emotional support offered by face-to-face interactions, which
may be lacking in purely digital interventions. This highlights the importance of striking a balance
between technology-driven solutions and preserving essential personal connections in the
workplace (Corporate Wellness Magazine, 2018). While digital tools offer scalability and
efficiency, efforts should be made to complement, rather than replace, human support systems and
traditional mental health therapies.

4.1.2 Enablers
User Experience

Studies emphasize the significance of user experience (UX) in determining the popularity of
mental health apps (Kaveladze et al., 2022). The Mobile App Rating Scale (MARS) provides a

36



comprehensive evaluation of UX, encompassing factors such as engagement, functionality,
aesthetics, and information quality. For instance, apps with intuitive interfaces, personalized
content, and interactive features tend to receive higher MARS scores, indicating superior user
experience. This aligns with the concept of "design thinking," where user-centered design
principles are applied to create digital solutions tailored to users' needs and preferences. In the
workplace context, employees are more likely to embrace digital mental health tools that are easy
to use, visually appealing, and offer tangible benefits for managing stress, anxiety, or depression.
Convenience and flexibility (Carolan & de Visser, 2018), highlighted as factors fostering
engagement in another study, illustrate how participants valued the ease and adaptability of
accessing mental health resources online, enabling them to seek assistance without scheduling
constraints. This underscores the significance of prioritizing user-centered design principles,
guaranteeing that digital mental health tools are readily available and flexible enough to
accommodate the hectic schedules of employees.

Engagement

Studies also (Kaveladze et al., 2022)! found weak correlations between UX scores and user
retention metrics, suggesting that factors beyond UX influence long-term engagement. Engaging
and interactive content, alongside design features like progress trackers and reminders, were
highlighted as key facilitators that kept users engaged and motivated (Carolan & de Visser, 2018)*".
Therefore, the app should include interactive elements such as quizzes, interactive scenarios, and
gamification features like points and rewards for completing sessions or activities. These elements
make the learning process more engaging and can motivate users to consistently use the app.

Self-management

Different research show that features promoting self-management encompass tools like goal
setting, progress monitoring, and feedback provision (Kaveladze et al., 2022, Carolan & de Visser,
2018, Morrison et al. 2012). Interventions that effectively integrate these self-management tools
tend to empower users in actively managing their health, leading to improved outcomes. This can
be achieved by incorporating functionalities such as goal setting, progress tracking, and peer
support networks within the digital platform. These features not only enhance user engagement by
fostering a sense of community and accomplishment but also encourage proactive health
management. For example, visual progress trackers illustrating an individual's progress through
various wellness modules offer concrete evidence of advancement, motivating continued usage.

Tailored Interventions

Tailoring content to individual needs, behaviors, or characteristics is pivotal for the app's
effectiveness. This process of personalization involves utilizing user data, including preferences,
behaviors, and feedback, to customize intervention content. By doing so, interventions become
more relevant and effective for individual users. Highly tailored interventions have shown to be
more effective, likely due to their increased relevance to the user, consequently enhancing
engagement and adherence. (Carolan & de Visser, 2018, Morrison et al. 2012) For example, if a
user frequently engages with content about managing stress in high-pressure situations, the app
could suggest similar content or advanced techniques in this area, thus maintaining relevance and
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user interest. Following the same logic, timely feedback, personalized recommendations, and
proactive notifications can encourage regular usage and prevent drop-off rates over time.
(Kaveladze et al., 2022). In an interview, a professional from a top private equity firm discussed
using personal devices and wearables to collect data to identify significant personalized behavior
changes, like skipped lunches, to predict workflow. She emphasized the importance of obtaining
user consent before utilizing such tools and highlighted the widespread use of the Apple Watch
and mentioned, considering the high adoption of devices like the Apple Watch could make this
approach particularly effective.

Popularity

Understanding the factors contributing to app popularity can inform strategies to improve
engagement across all users. Researchers (Kaveladze et al., 2022) highlight the importance of app
revenue, monthly active users (MAU), and downloads as indicators of popularity. Workplace
administrators can leverage data analytics tools to track usage patterns, identify user preferences,
and tailor promotional campaigns accordingly. For instance, targeted email newsletters, social
media posts, or internal communications can raise awareness about the digital mental health tool,
highlight success stories, and encourage participation in wellness challenges or activities.

Ethical Considerations

Studies (Shen et al.,2022) underscore the importance of ethical guidelines in digital health research,
particularly in psychiatry where sensitive data is involved. The Ethics Checklist provides a
framework for addressing key ethical domains such as informed consent, privacy, equity,
regulatory compliance, return of results, and duty to warn/report. In the workplace setting,
employers have a responsibility to prioritize employee privacy and confidentiality while
implementing digital mental health tools. This entails obtaining explicit consent from users,
ensuring transparent communication about data collection practices, and implementing robust
security measures to safeguard sensitive information. An MIT Healthcare Al expert suggested that:

"If I were you, I would have imagined that I would ask for consent from the employees. Like all
the clinical research that happens, you get the consent from the patient, that you're collecting this
data for research... and then you have some policies, for example, just use this data for this type
of analysis. This can be the output that you give back to the employee."

Furthermore, organizations should establish clear policies and procedures for handling data
breaches, sharing research findings, and addressing ethical dilemmas that may arise during digital
mental health tools. To enhance employees’ control over data sharing, an this expert also suggested
that:

"How about we just give them (employees) the outcome that we show to the employers, like what
data is shared to whom?"

An MIT pioneer scientist in affective computing shared a success story about assessing mental
state and stress levels at work while protecting employee privacy during an interview. The project
took place in a call center known for its high employee turnover, largely due to the stressful nature
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of the job. The employees often dealt with complaints and had little control over their responses.
During the project, the workers identified a specific weekly event that significantly exacerbated
their stress. The company leadership, interested in the potential of affective computing, invited the
scientist to measure the employees' stress levels using technology. The scientist agreed, with the
stipulation that: "I will only do it if the employees learn about it and still want to do it, if the
employees get to see their own data, and then only if there are enough employees that want to
share their group data anonymously with the leadership." The scientist and a student began by
meeting with employees to discuss the technology, focusing on what it could and could not do,
and how they would handle data and privacy. After gaining consent, they proceeded with the stress
measurement. "We got their data, showed them their individual data, and also aggregated the
group data to show the company," the scientist explained. They highlighted not only the specific
stressful event but also other peak stress moments, ensuring that no individual data could be used
to harm an employee. Reflecting on the process and the potential for automation, the scientist
expressed concerns: "Maybe it could be automated, but I'd be worried that it might backfire. I was
like the parent at a post-prom party, making sure no one could misuse the data." The project
highlighted the need for careful handling and clear boundaries to ensure that technological
assessments enhance workplace environments without compromising privacy.

Anonymity

The anonymity provided by digital platforms encouraged usage, particularly in sensitive contexts
like mental health, as it reduced the stigma associated with seeking help (Carolan & de Visser,
2018). This aligns with the need for privacy and confidentiality in workplace mental health
interventions, emphasizing the importance of creating a safe and judgment-free environment for
users.

Practical Implementation Strategies

Researchers (Lagan et al. ,2021) offer practical insights into evaluating and implementing mental
health apps in workplace settings. The updated framework developed by the American Psychiatric
Association (APA) provides a structured approach to assess app effectiveness, accessibility, and
clinical foundation. Workplace administrators can use this framework to evaluate potential digital
mental health tools based on criteria such as evidence-based content, usability, scalability, and
integration with existing wellness programs. Moreover, incorporating a mixed-method approach
involving interviews, focus groups, and expert feedback can provide valuable insights into user
experiences and inform continuous improvement efforts. By soliciting input from employees,
mental health professionals, and technology experts, organizations can ensure that the selected
digital mental health tool meets the diverse needs and preferences of their workforce, ultimately
fostering a culture of well-being and resilience in the workplace.

Community & Peer Support

Moreover, research underscores the significance of fostering a culture of peer support and
recognition, which can incentivize employees to explore and advocate for the mental health tool
among their colleagues, thus amplifying its popularity and impact within the organization
(Kaveladze et al., 2022). Building a sense of community within the app is also crucial. Features
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like moderated discussion forums or peer support groups, as highlighted in studies (Carolan & de
Visser, 2018), help users feel less isolated, providing emotional support and encouraging ongoing
engagement. Ensuring these features are moderated maintains a safe and supportive environment,
vital for facilitating open and honest discussions about mental health. Additionally, incorporating
social support elements such as automated dialogues, chat rooms, and forums, as observed by
researchers (Morrison et al. 2012), can simulate social interactions and provide platforms for peer
support, thereby enhancing user engagement and offering emotional or motivational support.

Leadership Engagement

Leadership engagement is a crucial enabler for the adoption of digital mental health tools in the
workplace, underpinning both the practical implementation and cultural acceptance of these
initiatives. As suggested by the McKinsey Health Institute (2022), integrating mental health
support into performance evaluations based on anonymous feedback directly ties leaders'
accountability to the advancement of a supportive environment. This not only mandates active
engagement from leaders but also demonstrates their commitment, encouraging them to lead by
example and normalize mental health discussions. Choosing the right leader is crucial, as
emphasized by a senior HR director from a prominent investment bank:

“You've got to get the right managers if the people managing the group heads and staffers are not
managing well and they're not people oriented. That's where we've got a big problem. In this one
team, the head of the group was our ex-client. I see this issue a lot in IBD: great bankers are not
necessarily great managers. It's true, isn't it? They're given these high positions, like head of TMT,
not because they are good managers but because they've made the bank a lot of money. I keep
saying this to the powers that be—it's wrong to make those people managers when they have no
interest in managing."

Additionally, aligning incentives with mental health objectives motivates leaders to prioritize these
goals, fostering a culture that values mental well-being. This approach helps overcome barriers to
adoption, such as those identified by Muuraiskangas et al. (2016), where only a small fraction of
employees engaged with mental health tools due to perceived lack of time, need, and benefits.
Leaders can mitigate these challenges by embedding these tools into everyday activities and
promoting their benefits, which can lead to higher engagement and better mental health outcomes.
Transparency about personal mental health struggles, as noted by McKinsey (2023), also plays a
critical role in destigmatizing mental health issues within the workplace, further enhancing the
psychological safety and openness that are foundational for the effective use of digital mental
health resources. An interviewed senior associate at a leading investment bank believes in such a
solution and considers incentive the most important factor:

"How would senior managers be willing to implement such a solution?"

In the quest to design cutting-edge wellness programs that prioritize employee well-being, the
integration of digital mental health solutions emerges as a pivotal strategy. However, the journey
is riddled with challenges, from pervasive stigma surrounding mental health to practical concerns
regarding privacy and confidentiality. Yet, amidst these barriers lie opportunities for growth and
transformation. By embracing user-centered design principles, fostering a culture of acceptance,
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and navigating ethical considerations, organizations can overcome these obstacles and create a
workplace environment that champions mental health and resilience. As we embark on this journey,
let us not only acknowledge the barriers but also celebrate the enablers that pave the way for a
brighter, more inclusive future of work.
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4.2 Work Redesign Strategies to Improve Emplovee Mental Health and Wellbeing

As discussed in section 2.4, in the realm of workplace wellness, the development of digital mental
health apps necessitates a comprehensive strategy that transcends the provision of superficial perks
and targets fundamental factors such as psychological safety and organizational culture, as
underscored in the Harvard Business Review (Lieberman, 2019). These apps must be intricately
designed to mesh with the unique demands and constraints of the modern workplace, which is
increasingly shaped by rapid technological shifts and evolving work dynamics. However, as
highlighted in studies (McKinsey Health Institute, 2022) and findings from literature review
(Lovejoy et al., 2021; Fleming et al.; 2024), merely offering digital tools or individual-level
wellness programs is often insufficient. These tend to provide symptomatic relief without
addressing the deeper structural issues that critically impact employee well-being, such as
excessive workloads, limited autonomy, and inadequate social support. As shared during an
interview by a strategy consultant discussed the potential use of a burnout app, like iPhone’s Screen
Time feature, emphasizing its utility for personal reporting to gain a better understanding of his
own well-being. He expressed trust in the app's security, underlining the necessity for a proven
mechanism to ensure all data remains private and unlinked to any identifiable information: "Would
trust the security but needs to be proven mechanism to keep all data private." He also likened this
concept to the Headspace subscriptions provided by his company and other firms to their
employees, noting a discrepancy between the availability and actual use of such resources.
"Headspace subscriptions that my company (and many other firms) get for its employees...
majority of people either do not download or sign up and don't use the actual app." He elaborated
that while offering these apps is good for recruiting and enhances the company's image by showing
they care about employee well-being, "It feels like more of a talking point in recruiting and
externally for the company to say we offer this to our employees," indicating that the practical
impact of induvial wellness apps might be limited.

To truly enhance employee mental health and well-being, it's crucial that digital mental health
solutions are integrated with significant changes to workplace policies and practices. This
integration involves embedding features within digital tools that directly address systemic issues
like workload management, enhanced autonomy, and robust social support structures, thereby
transforming these tools from mere coping mechanisms into potent agents of organizational
change. As highlighted in the literature review, discussions have traditionally positioned wellness
programs (often incorporating digital tools) and organizational work redesign as separate
approaches. However, this thesis proposes a potential digital solution that combines both strategies.
For instance, beyond alerting users to burnout risks and providing mental health resources, this
solution could include modules for monitoring and redistributing workloads effectively,
functionalities that facilitate greater autonomy in task management, and features that foster a
supportive community within the workplace, enhancing connectivity and recognition among
employees. This digital solution could enhance the training of senior executives, offering HR
leaders deeper insights into managing more effectively, as highlighted by a HR director at a leading
investment bank. She shared,

"I spend two days with them—the HR business partner, various resource leads, and the head of
investment banking, who joins us. We train these staffers on effective management techniques,
providing them with all the necessary tools. We even motivate them by explaining that if they
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manage well, particularly by mastering how to assertively communicate both up and down the
hierarchy, their careers will accelerate. We emphasize that they can't always be the 'nice guy.’
However, the challenge remains: even during this training, these individuals are not fully detached
from their banking roles and continue to juggle client expectations. This dual focus complicates
their learning process, but for those who succeed, the rewards are substantial—they fast track to
the next level."

This testimony underscores the potential benefits and challenges in evolving HR practices to better
support managerial success. This holistic approach, which aligns with broader research consensus,
suggests that sustainable improvements in workplace health hinge on substantial organizational
changes. As confirmed by a doctor who experienced burnout twice: “Early detection, timely
connected to psychologists, managers to know and adjust workflow are very valuable.” Therefore,
by incorporating these structural interventions into digital mental health tools, employers can
tackle the root causes of workplace stress and burnout, leading to more profound and enduring
improvements in the overall health of the workforce.

Looking forward, it is essential for organizations to view these digital tools not just as standalone
solutions, but as integral components of a larger strategic effort aimed at reforming workplace
practices. This shift towards integrating digital solutions with organizational changes is pivotal in
fostering a healthier, more supportive work environment, ultimately driving better health outcomes
and enhanced productivity. An HR director at a leading investment bank discussed the institution's
ongoing commitment to enhancing work-life balance and fostering a transparent organizational
culture, noting:

"We recognize this as a multi-year journey. Our initiatives, including enforcing a 7pm work
stoppage and encouraging informal mentorship and wellness activities, are critical steps toward
addressing the challenges of maintaining employee well-being in a demanding environment."

These efforts reflect a broader industry movement towards acknowledging and addressing the
demands placed on employees in high-pressure settings. Speaking for professionals, a former
consultant, who left his firm due to burnout, strongly supports the use of this technology. In an
interview, he remarked on the value of such investments, saying, "The money spent is small
compared to the potential payoff in terms of productivity." He believes firmly in the benefits but
recognizes the challenges companies might face when deciding to invest. He added, "However,
I'm curious about how we can quantify these benefits to make companies feel more comfortable
with the investment in subscriptions." His comments highlight the need for clear metrics that
demonstrate the technology's return on investment.
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4.3 Strategic Recommendations: Health+ as a Digital Solution for Workplace Redesign and
Enhanced Well-being

The importance of prioritizing employee mental health and well-being has gained increasing
recognition, with organizations striving to create environments that foster both personal and
professional growth. While digital mental health tools present modern methods for enhancing
employee well-being, their impact is often constrained without broader organizational changes.
This limitation is explored in the Harvard Business Review by Lieberman (2019), who critiques
the effectiveness of standalone wellness programs. These programs typically focus on individual
behaviors concerning stress management and health but fail to address the deeper organizational
issues contributing to workplace stress and mental health challenges. This highlights the necessity
for an integrated approach that merges individual wellness tools with significant modifications in
the workplace environment to boost overall well-being. This synthesis incorporates research on
both the enablers and barriers to workplace digital tools, promoting a comprehensive strategy that
tackles both individual and organizational health.

In this context, Health+ emerges as a conceptual digital workplace tool, designed to fundamentally
transform workplace wellness. This concept extends beyond just research; it is also the
foundational idea behind a startup I am currently developing, integrating strategies from work
redesign theories by Lovejoy et al. (2021) and Kelly & Moen (2020). This section will provide
more details about the conception of Health+ and showcase how we can potentially apply all the
above findings to a product in a real-world setting.

4.3.1 Overview of Health+

Health+ is developed with an understanding of the challenges encountered by individuals in high-
pressure work environments and the need for organizations to promote well-being. It aims to
improve both individual mental health and organizational health by integrating personal mental
health management with strategic organizational changes. Health+ is designed to reduce
workplace stress, alert burnout risk, enhance the work environment, and support both personal and
professional growth.

4.3.2 Objective of Health+

The objectives of Health+ are multifaceted, demonstrating its comprehensive approach to
workplace mental health and well-being. It seeks to improve both individual wellness and overall
workplace wellbeing by combining personal mental health management with strategic work
redesign. Health+ provides tools and resources to help individuals manage their mental health
amidst challenging work conditions, such as heavy workloads and tight deadlines. It flags
individual burnout risks by enhancing employees’ awareness, ss explained by an MIT scientist
specializing in technologies for mental health,

"It's important for people to have opportunities to reflect and check in with themselves. A natural
time to do this is at night when you're going to sleep, right? Yes, that's a natural time. But you
could do it anytime; every hour might be too much, though. Usually, the natural thing is every day,
some people do it on the weekends. But basically, I'm trying to give people some feedback. To say,
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'Okay, was today stressful or not?" and yet how you want some feedback on the phone says, 'You
today, you were near your limit, you are near your burnout limit.' And you can give like a warning.
Even though people may not realize this, like it's like, 'Oh, I didn't realize I was so close to my
limit.""

In addition, Health+ offers tailored interventions based on evidence-based practices like
mindfulness and cognitive-behavioral therapy, enabling individuals to address their specific
stressors proactively. An MIT pioneer scientist in affective computing highlighted the importance
of such solutions, stating:

"Another aspect you could consider with this technology, in addition to just flagging and alerting
someone, is what would truly help them—simply showing them that they are burning out might not
be enough. From my experience, when people are that overwhelmed, they usually know it. What
they then need isn't just a reminder to go home and get some sleep. ['ve seen situations where a
more personal intervention was effective. You need to approach the person, express your
appreciation for them, and let them know how much you care about their well-being. Tell them,
'Yes, you 're doing the work of 10, but you matter more than the work.' It’s about coming alongside
them to discuss which tasks can be dropped. They need people in the workplace to step up and
help reduce their burden, maybe take some of those extra 60 hours off their schedule."

Moreover, the versatility of Health+ can be adapted to suit various needs, as highlighted by a
psychologist and former head of WHO psychology policy. They suggested a tiered approach to
intervention, stating,

“I also like your suggestion that you will begin with Al and digital phenotyping to identify issues.
The intervention could be in several stages, starting with some light, digital assistants, but if more
support is needed, it could progress to psychological first aid and even more intensive
interventions.”

This multi-level strategy ensures that the support provided can be tailored to the specific
requirements of each situation. There are a variety of clinically validated and evidence-based
resources that underpin the multi-level intervention strategy. A psychologist at Mass General
Hospital underscored the importance of integrating psychosocial concepts into mental health
interventions, stating,

"Psychosocial concepts could be relevant like psychological first aid or Problem Management
Plus. And then you want to think from a systems approach—yes, digital tools are elegant and
helpful, but it's important to frame the digital within a broader set of resources and programs."

This viewpoint highlights the necessity of incorporating digital solutions within a wider,
comprehensive framework to ensure they are both effective and far-reaching. Additionally,
Health+ supports organizational changes to create a healthier work environment. Using integrated
dashboards, Health+ utilizes anonymized data to monitor health trends within the workplace,
identify areas of concern, and support widespread organizational improvements. As highlighted
by an HR business partner at a prominent investment bank, despite best efforts to monitor
employee wellness, their insights are often limited: "/ think my role is quite unique... I try to be
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very approachable and I think it's important in an industry such as investment banking. You have
to have that person [who employees can talk to] in a confidential way. So I try to reach out to as
many people as possible. [ don't get everybody," This emphasizes the necessity for improved tools
that could offer a broader understanding of employee well-being while ensuring privacy. The HR
professional further shares a specific instance, underscoring the limits of their reach:

"There was a guy I was going to talk to about his eyes... purely from sitting at the desk and staring
at screens. And I said, 'vou can't, you have to stop. You have to give yourself a break.' Even though
he understood, he didn’t want to fail. He then got burnout and had to take time off."

This story illustrates the challenges HR faces in effectively managing employee health, particularly
in high-stress environments. These experiences underline the pressing need for digital tools that
can bridge the gap between HR's intention and their actual awareness of the team’s overall state.
Such technology could significantly enhance HR's ability to monitor and intervene before issues
like burnout become severe, supporting a healthier workplace culture and improving overall
productivity.

Health+ is designed to manage workloads effectively, enhance communication, and foster team
cohesion, thereby helping organizations to build a culture of well-being and resilience. An HR
leader from an investment bank highlights how these capabilities can transform an industry:

"I've now got an HR business partner who is willing to push back against senior bankers, which
is crucial in changing the culture of an industry like investment banking, a process we've been
engaged in for over a decade. We have initiatives, aimed at improving the working lives of our
employees. Years ago, none of this existed and the attitude was simply, 'that's the job, that's how I
did it, that's how we're going to do it." But as times change, so do people, and we need to adapt
our industry to be more efficient. Other banks have implemented similar changes. For example,
we've introduced a 'pencils down' policy. On Friday nights at seven o'clock, if you're working on
marketing, you stop. No new requests are accepted. This is culturally understood and accepted.
So, at seven o'clock, work stops and doesn't resume until midday the next day."

Incorporating a digital tool like Health+ can empower HR partners to push back with concrete,
quantitative data, supporting and accelerating cultural changes within organizations. This approach
not only enhances compliance with new policies but also reinforces a more balanced and health-
focused workplace culture.

Ultimately, Health+ represents a forward-thinking approach to workplace wellness, combining
advanced technology, user-centered design, and evidence-based methods to foster a supportive
and efficient work environment. It empowers individuals to manage their mental health actively
and assists organizations in making impactful changes, positioning Health+ as a transformative
force in modern workplace wellness. A Managing Director at a consulting firm, who has a
significant influence on purchasing decisions, shared his perspective on investing in technologies
to address employee burnout. He acknowledged that while the cost isn't exorbitant, it's not
negligible either. He expressed a keen interest in understanding the actual impact of burnout on
employees, stating, "This isn't a huge expense, but it's also not zero dollars." Although he has
observed burnout within the firm, he doesn't view it as so severe that it would necessitate a
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substantial financial investment. He would be interested in seeing data on how employee
productivity is affected by burnout and mental health challenges, to better assess the need and
potential return on investment.

4.3.3 How does Health+ Work?

Health+ aims to enable a balanced integration of innovative wellness programs and organizational
redesign, utilizing digital solutions to tackle systemic challenges and enhance overall well-being.
Here is an outline of how Health+ facilitates this balance:

4.3.4

Innovative Wellness Program Integration: Health+ incorporates customizable
interventions and features that blend personal mental health tools with organizational
strategies. For instance, it seamlessly integrates stress management techniques with
workload adjustments and enhanced communication channels. By addressing individual
stressors while also tackling broader organizational challenges, Health+ becomes more
than just a coping mechanism—it becomes a catalyst for transformative change.
Organizational Resign Embodiment: The platform's demand management system and
flexible scheduling interface empower managers and employees alike to redesign work
processes and structures. Through features like workload balancing and enhanced
autonomy, Health+ facilitates a shift towards healthier work practices and greater
employee empowerment. This embodies organizational resign by redefining traditional
workplace norms and fostering a culture that prioritizes employee well-being.
Workplace Redesign in Digital Solutions: Health+ goes beyond surface-level
interventions by embedding features that directly address systemic issues within the
workplace. For example, it includes modules for monitoring and redistributing workloads
effectively, promoting greater autonomy in task management, and fostering a supportive
community through peer support networks. These features facilitate a redesign of
workplace practices, promoting a healthier and more supportive work environment.
Enduring Organizational Change: By incorporating structural interventions into digital
mental health tools, Health+ enables organizations to address the root causes of workplace
stress and burnout. This approach leads to more profound and enduring improvements in
overall workforce health. It aligns with research consensus, suggesting that sustainable
improvements in workplace health require significant organizational changes.

Strategic Adoption Enablers: Health+ employs engagement strategies such as
gamification, progress tracking, and feedback mechanisms to encourage regular platform
use and adoption. Additionally, transparent data usage policies and stringent data
protection measures build trust and confidence among users, facilitating widespread
adoption of the platform across the organization.

Core Components of Health+

Integrated Personal and Organizational Dashboards
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Individual Dashboard: This platform provides real-time insights into personal mental
health by leveraging data from wearables and self-assessments. A psychologist with
extensive experience in digital innovations supports this approach, stating, "If you want to
use multiple technologies along with some self-responses, you can integrate motion sensing



and a bit of natural language processing. Adding self-reporting, and perhaps even GPS,
can create a very compelling platform." This integration offers a sophisticated tool for
understanding and managing mental health. It also supports tailored interventions like
mindfulness and Cognitive Behavioral Therapy (CBT), effectively addressing individual
stressors (Lovejoy et al., 2021, Fleming et al., 2024).

e Organizational Dashboard: Utilizes anonymized data to reveal broader workplace health
trends, pinpointing areas requiring attention and facilitating systemic changes (Kelly &
Moen, 2020).

Customizable Interventions and Features

e Health Intervention Modules: Integrates personal mental health tools, such as stress
management techniques, with organizational strategies including workload adjustments
and enhanced communication channels.

e Flexible Scheduling Interface: Allows employees to influence their work hours and
locations, enhancing job control and reducing work-related distress (Lovejoy et al., 2021).

e Demand Management System: Helps managers balance team workloads effectively,
ensuring adequate staffing and prioritizing employee well-being (Kelly & Moen, 2020).

Social Connection and Team Building
e Team Connection Features: Creates virtual and physical spaces for team interactions,
strengthening bonds and improving relational coordination (Lovejoy et al., 2021).

Engagement and Continuous Learning
e Gamification and Micro-Learning: Engages employees with interactive learning modules,
games, and challenges, promoting regular platform use and a deeper understanding of
mental health.

Enhanced User Experience (UX)

e Intuitive and Adaptive Interface: Features a user-friendly design that adapts to individual
preferences and behaviors, reducing cognitive load and enhancing user engagement
(Kaveladze et al., 2022).

¢ Real-Time Personalization: Dynamically adjusts content and recommendations based on
user interactions and wearable data, providing a personalized experience that addresses
specific mental health concerns (Kaveladze et al., 2022; Carolan & de Visser, 2018).

Engagement Strategies
e Interactive Features: Includes gamification elements such as points, badges, and
leaderboards. Quizzes and scenarios make the learning process engaging and encourage
regular use (Carolan & de Visser, 2018).
e Progress Tracking and Feedback: Employs tools for setting goals, monitoring progress,
and receiving feedback, enhancing motivation through visual progress indicators
(Kaveladze et al., 2022; Morrison et al., 2012).

Self-Management and Community Support
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Behavioral and Predictive Analytics: Uses digital phenotyping to identify mental health
risks based on subtle behavior changes, with a strong focus on ethical data use and user
consent (MIT Research Scientist; Siham — Partners Group).

Peer Support Networks: Integrates moderated forums and support groups within the
platform, providing emotional and motivational support from peers (Carolan & de Visser,
2018).

Ethical Considerations and Privacy

Data Protection: Implements stringent data protection measures, including encrypted
communication channels and secure data storage, aligning with ethical guidelines (Shen et
al., 2022).

Transparent Data Usage Policies: Provides clear information on how data is collected,
used, and protected, ensuring users have control over their information (McKinsey &
Company, 2023).

Practical Implementation and Community Engagement

Leadership Engagement: Encourages active promotion and use of Health+ by
organizational leaders, integrating mental health support into performance evaluations and
daily practices, fostering a culture that values mental well-being (McKinsey Health
Institute, 2022).

Continuous Improvement: Utilizes a mixed-method approach for regular updates based
on user feedback, focus groups, and expert analysis, adapting to evolving user needs and
workplace dynamics (Lagan et al., 2021).

Health+ prioritizes improving personal mental health and organizational health by utilizing
cutting-edge technology and evidence-based strategies. This approach is intended to support a
productive and supportive workplace environment. With its comprehensive and strategic design,
Health+ serves as an effective tool for fostering mental health and well-being at both the individual
and organizational levels.
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Chapter 5: Description of Prototype and Plans
of Health+

As conceptualized in the previous chapter, Health+ prioritizes the improvement of both personal
mental health and organizational health through advanced technology and evidence-based
strategies. This tool exemplifies a supportive and productive approach to workplace environments.
Having outlined the strategic framework and goals of Health+, it is now crucial to illustrate how
these elements are applied in real-world scenarios to effectively manage and enhance workplace
well-being. The following use cases demonstrate Health+'s capacity to address a range of
challenges across different sectors, showcasing its adaptability and impact in high-pressure roles,
team connectivity in tech environments, proactive health management in medical settings, and the
cultivation of well-being through leadership engagement in consulting firms. These examples will
provide a deeper insight into how Health+ functions on the ground, offering tailored solutions to
specific workplace dynamics and stressors. It is important to note that Health+ remains a
conceptual tool at this stage, serving not only as a theoretical model for this research but also as
the core idea behind the startup I am currently developing. This dual-purpose underscores its
potential to transform theoretical insights into practical applications that fundamentally enhance
workplace well-being.

5.1 General Potential Uses Cases of Health+

Example 1: Addressing Stress Management in High-Pressure Roles

Scenario: A renowned investment banking firm, known for its involvement in high-profile
mergers and acquisitions, observes a concerning trend of burnout among its junior analysts and
associates. These professionals are frequently required to work long hours, often pulling all-
nighters to meet tight deadlines for multimillion-dollar deals.

Implementation

¢ Individual Dashboard: Each junior analyst and associate is equipped with a wearable
device that tracks their heart rate variability, sleep patterns, and stress levels. Using this
data, the Health+ platform generates personalized stress management modules. For
example, if an analyst consistently shows high stress levels during late-night deal
negotiations, the platform may recommend brief breathing exercises or guided meditation
sessions to help manage stress in real-time.

¢ Organizational Dashboard: HR and team leaders have access to aggregated, anonymized
data showing peak stress times and overall team well-being. For instance, if the data
indicates that the entire M&A team experiences heightened stress levels during earnings
season, management can implement measures such as redistributing workload or offering
additional support resources.

e Flexible Scheduling Interface: Recognizing the toll of long commutes and irregular
working hours on mental well-being, the firm integrates a scheduling tool into the Health+
platform. This tool allows employees to request remote work or adjust their hours during
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less critical periods of deal activity. For example, an associate might opt to work from
home on weekends following a particularly intense week of deal negotiations, reducing
stress associated with commuting and promoting a better work-life balance.

Example 2: Enhancing Team Connectivity in High-Stress Tech Environments

Scenario: A leading Big Tech company, renowned for its cutting-edge technology and fast-paced
development cycles, faces challenges in maintaining team cohesion and fostering a sense of
belonging among its globally dispersed workforce. Engineers and developers often work under
immense pressure to meet aggressive project deadlines and tackle complex technical issues.

Implementation

e Team Connection Features: The Health+ platform incorporates virtual "tech talk" sessions
where team members can gather via video conferencing to discuss emerging technologies,
share project updates, and engage in casual conversations. These sessions help foster
personal connections among remote team members and mitigate feelings of isolation.

e Health Intervention Modules: Recognizing the importance of emotional resilience in
navigating high-stress tech environments, the platform offers interactive modules focused
on stress management and effective communication. For example, engineers may
participate in role-playing exercises to simulate handling challenging interactions with
project stakeholders or collaborate on problem-solving tasks to enhance team cohesion.

e Peer Support Networks: Within the Health+ platform, engineers have access to moderated
forums where they can share experiences, exchange tips for managing technical challenges,
and offer support to colleagues facing similar issues. These peer support networks serve as
valuable resources for sharing best practices and fostering a sense of community among
tech professionals.

Example 3: Proactive Health Management Through Predictive Analytics in Medical Settings

Scenario: A bustling hospital system, renowned for its advanced medical care and high patient
volumes, seeks to proactively address physician burnout and promote well-being in the face of
demanding workloads, emotionally taxing patient cases, and long hours on call.

Implementation

e Behavioral and Predictive Analytics: Leveraging electronic health records and wearable
devices, the Health+ platform analyzes physician behavior patterns to identify early signs
of burnout or fatigue. For example, if a surgeon's typing speed significantly decreases
during documentation after a series of complex surgeries, the platform may prompt them
to take a short break or offer resources for stress relief.

e Content Customization: Based on predictive analytics, the platform delivers personalized
interventions tailored to the specific needs of physicians. For instance, an emergency
department physician regularly working overnight shifts may receive recommendations for
sleep hygiene practices or strategies for managing fatigue during extended hours on call.
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Feedback and Adjustments: Physicians provide ongoing feedback on the effectiveness of
suggested interventions, allowing the Health+ platform to adapt recommendations in real-
time. For example, if a majority of physicians report finding mindfulness exercises helpful
in reducing stress, the platform may prioritize similar interventions in future
recommendations.

Example 4: Building a Culture of Well-being Through Leadership Engagement in Consulting

Firms

Scenario: A prestigious consulting firm, known for its rigorous client engagements and
demanding travel schedules, aims to foster a culture of well-being and resilience among its
consultants. However, some senior partners express skepticism about the effectiveness of digital
mental health tools in addressing the unique challenges of the consulting industry.

Implementation
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Leadership Engagement: Senior partners participate in a pilot program where they use the
Health+ platform to track their own mental well-being and stress levels during client
engagements and travel. Through this firsthand experience, senior leaders gain insight into
the potential benefits of digital mental health tools and serve as advocates for their broader
adoption within the firm.

Transparent Data Usage Policies: Firm leaders receive detailed explanations of the data
privacy measures implemented by the Health+ platform to address concerns about data
surveillance. Clear guidelines are established to ensure transparency and trust regarding
the collection, usage, and protection of consultant data.

Organizational Impact Assessments: Regular reports are generated to demonstrate the
positive impact of the Health+ platform on consultant well-being, client engagement
outcomes, and overall firm performance. These reports provide tangible evidence of the
connection between prioritizing employee mental health and achieving business success,
reinforcing the importance of leadership support in building a culture of well-being.



5.2 Deep Dive Case Study: Health+ to Address Healthcare Provider Burnout

This thesis primarily explores challenges related to mental health and wellbeing in the workplace.
This section specifically focuses on healthcare providers to demonstrate how a digital solution like
Health+ can help address burnout among these professionals. It does so by using Al to analyze
behavioral data from digital phenotyping, implementing evidence-based interventions, and
redesigning work processes, all while considering the distinct challenges of the healthcare
ecosystem.

5.2.1 Context: Mass General Bricham Provider Distress and Beyond

The distress and challenges faced by doctors at Mass General Brigham, as highlighted in the recent
merger developments, reflect a systemic issue prevalent across the healthcare sector. Physicians
have expressed feelings of being "devalued, disempowered, and unseen,"(Kowalczyk, 2024)
particularly in light of organizational changes that they feel exacerbate their loss of autonomy and
increase job dissatisfaction (Kowalczyk, 2024). This scenario is not unique to Mass General
Brigham but is indicative of broader trends where healthcare systems are increasingly driven by
corporate efficiency and profit motives, often at the expense of staff well-being and patient care
quality. The discontent among Mass General Brigham physicians, driven by decisions perceived
as top-down and disconnected from the realities of medical practice, echoes a nationwide concern
about the corporatization of medicine. This trend is increasingly characterized by healthcare
decisions being dictated by business executives and private equity interests rather than medical
professionals, leading to an environment where doctors are considering unionization as a means
to regain some control over their work conditions. These sentiments reflect broader global
healthcare challenges that have been magnified by the COVID-19 pandemic, worsening mental
health conditions among healthcare workers, especially younger, female, and frontline staff.
Research by Moitra et al. (2021) and Sevold et al. (2021) calls attention to the heightened risks of
stress, moral injury, and trauma during such crises, emphasizing the need to prioritize the mental
health and well-being of healthcare workers.

These challenges highlight the need for a fundamental reassessment of how healthcare systems
manage and support their most crucial asset—healthcare providers. There is a pressing need for
healthcare organizations to not only invest in digital mental health tools and other innovative
solutions but also to fundamentally rethink organizational structures to prioritize provider well-
being. Therefore, the target population for this case study encompasses healthcare providers
working in high-stress environments such as hospitals, clinics, and healthcare systems. This
initiative specifically aims to support a diverse group of medical professionals, including doctors,
nurses, and support staff who face the relentless pressures of providing care, particularly those
impacted by the recent systemic strains highlighted by healthcare mergers and the ongoing global
health crises. The project focuses on individuals at a heightened risk of stress, burnout, and mental
health challenges, as evidenced by the increased distress reported among healthcare workers in
this population. The enabling factors of this program include growing awareness of mental health
in healthcare, technological advancements, and an increasing focus on structural workplace factors
such as work redesign strategies. Conversely, the program faces challenges such as data privacy
concerns, organizational resistance to change, and difficulties integrating new strategies within
existing systems.
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The project is strategically designed to engage key stakeholders and establish partnerships (More
details and concrete examples will be given in the implementation part):

Healthcare institutions serve as pivotal venues for testing and deploying the program,
ensuring it meets the real-world needs of its target audience. Input from clinical leaders
and healthcare professionals is crucial, as they lead pilot projects and provide essential
feedback to refine the interventions.

EHR specialists (such as Epic System) are integral to the seamless integration of Health+
into existing hospital workflows, ensuring the program is both user-friendly and technically
compatible. Academic and research partners contribute by evaluating the program’s
effectiveness and supporting its evidence-based development.

Healthcare professional associations play a vital role in promoting the program’s adoption
and dissemination across the medical community.

5.2.2 Program Implementation

Integrating the Health+ Platform to improve the mental health and resilience of healthcare
providers by using a comprehensive and advanced technological approach. This program
combines Al-enabled digital phenotyping, evidence-based psychological interventions, and
strategic workplace redesign to address common issues of stress and burnout in healthcare
professionals. It includes several key components:
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Behavioral Pattern Analysis & Burnout Risk Monitoring via Digital Phenotyping:
Health+ leverages Digital Phenotyping and Al to continuously collects and analyzes data
from smartphones and wearable devices, analyzing this anonymized information to detect
behavioral patterns indicative of stress or burnout (Jacobson & Wilhelm, 2020, Dagum,
2023, Onnela et al., 2021). This method allows for real-time, continuous monitoring of
health indicators such as sleep patterns, physical activity, and heart rate variability. The
ability to identify early signs of stress enables prompt, risk prediction and proactive
interventions.

Integration of Evidence-based Clinical and Behavioral Interventions: Beyond burnout
risk prediction, Health+ also provides actionable recommendations to providers under risks,
by incorporating established psychological tools that are tailored to the needs of medical
professionals, such as:

o The Stress Management and Resiliency Training (SMART) Program (MGH):
Utilizes specific, measurable, achievable, relevant, and time-bound criteria to help
providers set and achieve personal and professional goals, enhancing their sense of
agency and accomplishment.

o Problem Management Plus and Psychological First Aid: These tools offer
immediate support for managing acute stress and preventing long-term
psychological issues.



e Embodiment of Proactive Work Redesign: Health+ actively implements systemic
changes within healthcare settings to foster a more supportive work environment. It
integrates a proven work redesign framework, as demonstrated by studies such as Kelly &
Moen (2020) and Lovejoy et al. (2021), directly into the platform to facilitate these
enhancements.

o Integrated Personal and Organizational Dashboards: Provides have access to
real-time insights into the personal mental health of healthcare providers using data
from wearables and self-assessments and tailored interventions as described above.
Beyond this individual approach, Health+ also offers an organizational Dashboard:
Utilizes anonymized data to identify broader health trends within healthcare
institutions, pinpointing areas that require attention such as departments with high
rates of burnout or particularly stressful shifts. This facilitates systemic changes
that are essential in high-pressure healthcare environments (Kelly & Moen, 2020).

o Customizable Interventions and Features
o Health Intervention Modules: Combines personal mental health tools, like

stress management techniques, with organizational strategies, including
workload adjustments and the enhancement of communication channels. These
modules are particularly designed to address the unique challenges faced by
medical staff, aligning with the critical need for both individual and systemic
health interventions in healthcare settings.

o Flexible Scheduling Interface: Allows healthcare professionals to have a say
in their work hours and locations, enhancing job control and reducing work-
related distress, a significant factor in the high-stress nature of medical jobs
(Lovejoy et al., 2021).

o Demand Management System: Aids in balancing team workloads effectively
by helping managers ensure adequate staffing levels and prioritizing the well-
being of the staff, crucial in environments like hospitals where staffing
shortages can exacerbate stress and burnout (Kelly & Moen, 2020).

o Social Connection and Team Building with Team Connection Features:
Creates both virtual and physical spaces for team interactions, which are vital
in healthcare settings for strengthening bonds among staff and improving
relational coordination, thereby enhancing team efficiency and support in high-
pressure situations (Lovejoy et al., 2021).

5.2.3 Implementation & Delivery Plan

The Health+ program is designed to be implemented through a collaborative partnership model
that leverages the strengths of multiple stakeholders across the healthcare ecosystem. A pivotal
aspect of the implementation strategy involves identifying and engaging with existing provider
wellness practice and initiative teams within hospitals. For instance, partnering with the Benson-
Henry Institute for Mind Body Medicine at Mass General Hospital, which runs the "Stress
Management and Resiliency Training (SMART) Program," offers a robust foundation for pilot
testing the Health+ program. Key figures who are deeply involved in the SMART Program, can
provide invaluable leadership and insights to facilitate the integration and adaptation of Health+.
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Additionally, leveraging relationships with EHR system experts is crucial for embedding Health+
seamlessly within hospital workflows. An expert on Electronic Health Record (EHR) systems
shared insights on how data from these systems can be utilized to enhance provider wellness. The
expert's team uses a tool called Signal to capture data on how physicians and advanced practice
practitioners interact with the EHR system. He explained, "We do have a tool called Signal that
captures data on how these folks are using the system. We're well over 100 at this point in terms
of research studies published using Signal data." Much of this research has focused on optimizing
EHR use, identifying cases where additional training might be beneficial, or where more
personalization could improve efficiency. "Some of it, as you've probably seen, is focused on the
EHR and saying, you know, here are cases and opportunities where folks could use the EHR a
little bit better, maybe they need a little bit of extra training, maybe they need to do a little bit more
personalization to make things better," he noted. Additionally, the expert highlighted international
comparisons that reveal significant differences in how EHRs are used, which are partly due to
varying regulatory demands. This data helps illustrate how less regulation abroad allows
physicians to focus more on patient care rather than on extensive documentation. The research also
extends to predicting behaviors such as physician retention. "We're trying to understand who is
most likely to either leave the organization or, more importantly, leave the profession, which is
crucial given the acute physician shortage in the US, particularly in primary care," the expert
added. This work is supported by a dedicated physician well-being steering committee, which
includes physicians, Chief Information Officers (CIOs) responsible for the technical
implementation of EHR systems, and increasingly more Chief Wellness Officers. These roles are
becoming standard in the executive suites of larger academic organizations, reflecting a growing
focus on physician well-being. This ongoing research and implementation highlight the potential
of EHR data to not only improve how healthcare is administered but also to enhance the well-
being of the providers themselves.

Moreover, the implementation of Health+ can also leverage key events and conferences or relevant
associations to foster broader engagement and adoption. For example, presenting Health+ at
significant industry gatherings such as the World Congress on Moral Injury, the American
Conference on Physician Health or the Dr. Lorna Breen Heroes’ Foundation could provide
platforms to showcase the program’s capabilities, gather feedback from a diverse group of
healthcare professionals, and refine deployment strategies based on cutting-edge research and peer
insights.
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https://drlornabreen.org/
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5.2.4 Evaluation Strategy

Effectiveness Evaluation

The program's effectiveness will be assessed using a mixed-method approach. For quantitative
measures, we'll track stress reduction and burnout rates using standardized surveys such as the
Maslach Burnout Inventory and the Perceived Stress Scale at three points: baseline, mid-
intervention, and post-intervention. Qualitatively, we'll gather feedback through focus groups and
individual interviews to gauge user satisfaction and system usability.

Indicators

e User Engagement Metrics: Metrics such as daily active users, session length, and frequency
of app interactions, retention rate.
e Health Outcome Improvements: Measured by reductions in self-reported stress levels,
clinical assessments of burnout symptoms, and possibly biometric data indicating stress
(e.g., heart rate variability).
e System Usability Scores: Evaluated using tools like the System Usability Scale (SUS) to
measure the ease of use and satisfaction with the Health+ platform.

Process and Fidelity Evaluation

e Conducted through regular check-ins and audits of program delivery against the planned
activities to ensure all elements are being implemented as intended, utilizing staff feedback
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and direct observations by program supervisors to assess adherence to the intervention
protocols.

5.2.5 Sustainability and Scale-Up

¢ Funding for the program will be sourced from venture capital firms specializing in digital
health, such as Ardan Equity and the al6z Bio & Health team, as well as from mental health
organizations.

e Strategic partnerships with healthcare institutions will also be vital, providing essential
resources for the implementation and sustained integration of work redesign strategies. The
scale-up process will be carefully staged, beginning with a focused rollout in Boston, where
initial pilots can be closely managed and refined. Following the successful implementation
in Boston, the program will expand to cover other parts of Massachusetts, leveraging
insights and refinements gained from the initial phase. Once established across
Massachusetts, the strategy will extend to neighboring states and progressively to wider
regions across the country, adapting the model to accommodate the diverse needs and
specific stressors of healthcare providers in different settings.

e The ultimate goal is for the program to become a self-sufficient entity with a broad client
base within the healthcare industry. The exit strategy includes providing ongoing support
to healthcare organizations to integrate work redesign strategies into their core culture and
practices, ensuring long-term sustainability and impact beyond the initial regions of
implementation. This structured expansion from local beginnings to a national presence
allows for iterative learning and adaptation, maximizing the program's effectiveness and
reach.

5.2.6 Potential Challenges and Solutions

To address challenges and mitigate risks in the implementation of the Health+ program, a
comprehensive strategy is outlined. Data privacy concerns will be managed through the
implementation of advanced encryption methods for data storage and transmission, adherence to
the minimum necessary information principle for data access, and regular security audits to ensure
compliance with HIPAA and GDPR. To overcome resistance to change, the program will actively
engage healthcare providers early in the design process, incorporating their feedback, applying
change management techniques such as Lewin’s Change Management Model, and highlighting
early successes from the pilot phase to showcase tangible benefits. In anticipation of technical
failures, a robust support framework will be established, which includes forming partnerships with
reliable technology providers and setting up contingency plans for IT disruptions. Addressing
potential funding shortfalls, the program will employ a multi-phased funding strategy that begins
with seed funding for initial testing and evolves into more substantial funding rounds based on
early successes, complemented by exploring public-private partnerships to ensure financial
sustainability. Together, these strategies form a clear and specific roadmap for the effective
adaptation, implementation, and scaling of the Health+ program, tailored to enhance the mental
health and well-being of healthcare providers.
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Chapter 6: Discussion

In summary, the thesis rigorously assesses the integration of digital mental health solutions within
the workplace, focusing on their potential to augment existing wellness programs alongside
strategic organizational changes. It addresses the challenges these digital tools face, including
privacy concerns, stigma surrounding mental health, and environmental limitations that affect their
usage in work settings like open-plan offices. To overcome these challenges, the thesis underscores
the importance of user-centric design, robust organizational support, and leadership involvement
as key enablers for fostering a supportive culture around mental health initiatives. Crucially, the
research advocates for the integration of digital tools with comprehensive work redesign strategies.
These strategies not only address immediate symptoms but also tackle the root causes of workplace
stress by promoting psychological safety, enhancing autonomy, and providing substantial social
support. By embedding functionalities within digital tools that facilitate workload management
and community building, these interventions transform from mere coping mechanisms into
powerful agents of organizational change. The thesis concludes that while digital mental health
solutions hold substantial promise for improving employee well-being, their success depends on a
holistic approach that combines technological innovation with fundamental organizational
changes, encouraging continuous exploration and adaptation to realize their full potential in the
modern, dynamic workplace environment. This section aims to have an overall discussion by
providing more perspectives about the limits of this thesis and relevant potential future research.

6.1 Research Limits

The exploration of digital mental health tools and work redesign within corporate environments,
as presented in this thesis, reveals considerable potential impacts and applications. However, this
study faces inherent limitations that stem from the scope of data collection, the diversity of
corporate environments analyzed, and the potential biases of the chosen methodologies. For
instance, the findings may not be broadly applicable across different industries or regions where
digital literacy and infrastructure vary, potentially limiting the use of advanced digital tools.
Furthermore, the reliance on self-reported data could introduce biases, impacting the accuracy of
the findings related to tool effectiveness and user satisfaction. This section seeks to critically assess
these limitations, providing a comprehensive understanding of where the research might have
shortcomings and how these might affect the interpretation and practical applications of the results.
Recognizing these limitations is crucial for setting realistic expectations for stakeholders and
laying the groundwork for future research to address and overcome these issues.

6.1.1 Generalizability of Findings

The impact and acceptance of digital tools like Health+ may differ significantly across various
industries, company sizes, and cultural contexts. There is limited data on the performance of such
tools in less tech-savvy or resource-constrained corporate environments, which could skew the
perceived effectiveness and scalability of the interventions.

6.1.2 Depth of Organizational Change Impact
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While this thesis discusses the potential of tools like Health+ to support workplace redesign, the
actual depth of impact on systemic organizational changes may not be fully realized or may be
overestimated without comprehensive longitudinal studies to track long-term effects.

6.1.3 User Engagement and Retention

The metrics for user engagement with digital tools often highlight challenges in maintaining
sustained usage. The thesis might not fully explore factors that influence long-term engagement,
such as the effectiveness of gamification and other strategies designed to maintain user interest
over time. Further examination of these elements could provide deeper insights into improving
user retention rates and overall tool effectiveness.
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6.2 Future Research Directions

6.2.1 Effectiveness of Digital Mental Health Tools

To rigorously assess the effectiveness of digital tools like Health+ in enhancing workplace mental
health, future research could employ randomized controlled trials (RCTs) and longitudinal studies.
These studies would aim to measure specific outcomes such as reductions in reported stress levels,
improvements in productivity, and decreases in employee turnover. For example, an RCT could
compare outcomes between departments using Health+ and those using traditional wellness
programs within the same company. Longitudinal studies could track these metrics over time to
gauge lasting impacts, helping to clarify whether initial benefits are sustained and how they
correlate with both individual use patterns and organizational support structures.

6.2.2 Comparative Case Studies

Comparative case studies could provide invaluable insights into how digital mental health tools
are implemented across different organizational contexts, providing insights for understanding
how digital mental health tools like Health+ are implemented in various organizational settings.
By contrasting the application and outcomes of Health+ in a startup with those in a large
multinational corporation, significant differences in scalability, user engagement, and overall
effectiveness can be uncovered. Moreover, these studies could delve into how specific sector
challenges—such as stringent confidentiality requirements in legal firms or unpredictable work
hours in the tech industry—impact the tool's utility and customization needs. This type of research
not only highlights effective practices but also aids developers and organizations in refining their
digital wellness strategies to accommodate diverse requirements.

To enhance this analysis, examining how well-established companies in the digital wellness sector
tailor their services to corporate clients can provide deeper insights. For example, Lyra Health
offers personalized mental health solutions that integrate seamlessly with existing employee
benefits frameworks, emphasizing ease of access and confidentiality, which are essential in
corporate environments. Spring Health takes a similar approach but incorporates precision mental
health care with data-driven personalization to expedite the matching of employees with
appropriate treatments. Headspace has retooled its popular mindfulness and meditation offerings
to focus on productivity and stress reduction, addressing key workplace concerns. Ginger
leverages an Al-driven model to provide on-demand mental healthcare, offering personalized
coaching and therapy that suit the dynamic nature of corporate cultures. BetterUp focuses on
coaching and mental fitness to foster employee growth and leadership development, aligning with
the objectives of corporate training programs. Finally, Amwell brings its telehealth expertise to the
corporate sphere, offering a platform through which employees can access a variety of health
specialists and services, enhancing overall well-being and healthcare management.

6.2.3 Integration with Work Redesign

Exploring the intersection of digital mental health tools and comprehensive work redesign
strategies represents a vital area of research. This investigation would focus on whether
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applications like Health+ can effectuate tangible alterations in job design, such as boosting
employee autonomy, improving work-life balance, and strengthening workplace social support
systems. The research could include rigorous before-and-after evaluations of organizational
processes and structures after Health+ is implemented, alongside employee surveys and
productivity analysis to gauge the extent and impact of these changes.

This inquiry would naturally extend to performing a Return on Technology (ROT) assessment for
Health+, which integrates individual wellness with workplace redesign. A detailed evaluation of
both the direct and indirect impacts is crucial. Costs associated with acquisition, deployment, and
continuous maintenance must be precisely accounted for. Concurrently, the advantages should be
quantified, drawing on indicators like decreased absenteeism, lower healthcare expenses,
heightened productivity, and better employee retention rates. Qualitative benefits such as improved
workplace culture and morale should also be assessed through surveys and interviews. The ROT
would then be determined by comparing the accumulated benefits against the costs incurred,
offering a definitive measure of both the financial and cultural return on investment. This
comprehensive analysis will provide organizations with the insights needed to make informed
decisions about the potential scaling or adaptation of Health+ to boost workplace wellness and
operational effectiveness.

6.2.4 Sector-Specific Impacts

Future studies could focus on how digital mental health tools like Health+ are adapted to and
effective within specific sectors that have unique stressors and organizational cultures. For instance,
in high-stress sectors such as healthcare or finance, specific features of Health+ that address acute
stressors unique to these fields could be developed and tested. Research could involve
collaborations with sector-specific organizations to tailor and refine tool functionalities, followed
by pilot testing and feedback cycles to optimize the tool’s impact.

6.2.5 Barrier and Enabler Analysis

Further exploration into the barriers to adoption and the enablers facilitating the effective use of
digital mental health tools in the workplace would also be valuable. This research could analyze
cultural factors, such as perceptions of mental health and technology within the workplace,
technological challenges related to integration with existing systems, and regulatory concerns that
might hinder implementation. Detailed interviews with stakeholders, including HR managers, IT
staff, and employees, alongside case studies of successful and unsuccessful implementations,
could provide deep insights into how to effectively overcome these barriers and leverage enablers
for broader tool adoption.
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