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Studi ini bertujuan untuk menganalisis pengaruh kesehatan mental terhadap kinerja 

karyawan dengan budaya digital sebagai variabel moderasi dalam ekosistem kerja 

modern. Di era transformasi digital yang masif, stres psikologis akibat batasan kerja 

yang ambigu dan tuntutan konektivitas yang konstan telah menjadi isu penting yang 

memengaruhi produktivitas. Dengan menggunakan pendekatan kuantitatif, studi ini 

mengeksplorasi bagaimana stabilitas emosional dan kesejahteraan psikologis 

berkontribusi pada pencapaian target organisasi. Hasil analisis literatur menunjukkan 

bahwa kesehatan mental yang buruk berkorelasi negatif dengan efisiensi kerja, tetapi 

keberadaan budaya digital yang kuat dan suportif dapat melemahkan dampak negatif 

ini. Budaya digital dalam studi ini diposisikan sebagai katalis yang memfasilitasi 

adaptasi teknologi tanpa mengabaikan aspek manusia. Studi ini menyimpulkan 

bahwa organisasi harus mengintegrasikan kebijakan kesehatan mental ke dalam 

kerangka transformasi digital mereka untuk mempertahankan keunggulan kompetitif. 

This study aims to analyze the influence of mental health on employee performance 

with digital culture as a moderating variable in the modern work ecosystem. In the 

era of massive digital transformation, psychological stress due to ambiguous work 

boundaries and the demand for constant connectivity has become a crucial issue 

affecting productivity. Using a quantitative approach, this study explores how 

emotional stability and psychological well-being contribute to the achievement of 

organizational targets. The results of the literature analysis indicate that poor mental 

health is negatively correlated with work efficiency, but the presence of a strong and 

supportive digital culture can weaken this negative impact. Digital culture in this 

study is positioned as a catalyst that facilitates technological adaptation without 

neglecting the human aspect. This study concludes that organizations must integrate 

mental health policies into their digital transformation framework to maintain a 

competitive advantage. 

   
This is an open access article under the CC–BY-SA license. 

How to Cite: Surya Syarifuddin, et al. (2026). The Mental Health on Employee Performance with Digital Culture 

as a Moderating Variable, 4(3). https://doi.org/10.31004/jerkin.v4i3.5626 

INTRODUCTION 

Employee performance is a key pillar determining an organization's sustainability and 

competitiveness in a dynamic global marketplace. Performance is no longer measured solely by physical 

presence, but rather by creative output, problem-solving skills, and adaptability to rapid change. According 

to Robbins and Judge (2022), individual performance is influenced by a complex interaction between 

technical skills, intrinsic motivation, and work environment conditions. However, with the acceleration of 
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technology, expectations for employee performance have shifted toward "always-on" productivity, which 

in turn creates new pressures on human resources across various industrial sectors. 

Mental health has emerged as a critical determinant that directly influences how individuals think, 

feel, and act in the workplace. Mental health disorders, such as anxiety and depression, not only harm 

individuals personally but also impose significant financial burdens on organizations through decreased 

productivity and increased absenteeism. As stated by the World Health Organization (WHO) (2024), 

unhealthy work environments, including excessive workloads and lack of control over work, are major 

risk factors for employee mental health. Therefore, understanding how psychological conditions affect 

performance is a crucial first step in strategic human resource management. 

Changes in organizational culture, creating what is now known as digital culture. Digital culture is 

not simply about the use of hardware and software, but rather about the mindsets, behaviors, and values 

that support digital innovation. According to Westerman et al. (2023), an effective digital culture includes 

elements such as transparency, cross-departmental collaboration, and the courage to take technical risks. 

In this context, digital culture becomes the environment in which employees operate, potentially changing 

the relationship between their internal mental state and the resulting professional work. 

Digital connectivity enabled by information technology enables remote work, but it also blurs the 

boundaries between personal and professional life. This phenomenon often leads to "technostress," a 

modern form of stress caused by an individual's inability to adapt to or cope with new technologies in a 

healthy manner. According to Tarafdar et al. (2021), technostress has a detrimental impact on job 

satisfaction and performance, often stemming from mental exhaustion caused by constant screen time and 

notifications. In vulnerable mental health settings, these digital demands can accelerate the process of 

burnout, ultimately crippling an individual's work capacity. 

While technology is often a source of stress, a well-structured digital culture can actually serve as a 

support mechanism for employees. An inclusive digital culture promotes work flexibility, allowing 

employees to better manage their mental health through a better work-life balance. Consistent with Kane 

et al. (2022), organizations that successfully build a mature digital culture typically experience higher 

levels of employee engagement because technology is used to empower, rather than overly monitor. 

Therefore, the role of digital culture in mitigating or strengthening the impact of mental health on 

performance is a highly relevant area of research. 

The relationship between mental health and performance can be explained through social exchange 

theory. When an organization provides adequate support for employees' psychological well-being, 

employees feel a moral obligation to reciprocate in the form of higher performance. As explained by 

Cropanzano et al. (2023), mental health support in the workplace is seen as an organizational investment 

in employees, which increases loyalty and emotional engagement. Conversely, neglecting mental health 

creates a transactional and cold environment, where performance tends to stagnate because employees feel 

they are merely instruments of production. 

This study positions digital culture as a moderating variable to understand whether the impact of 

mental health on performance is universal or dependent on the technological cultural context within a 

company. In organizations with a weak digital culture, even minor mental health disturbances can lead to 

drastic performance declines due to a lack of support tools or flexibility. However, Miller (2024) argues 

that in organizations with a strong digital culture, the availability of digital resources that support well-

being can act as a buffer. The uniqueness of this moderating role lies in its ability to alter the direction or 

strength of the relationship between mental health and employee productivity. 

Most research on mental health and digital culture has been conducted in developed countries with 

mature technological infrastructure. There is a significant literature gap regarding how these variables 

interact in developing countries with organizational cultures that may remain traditional but are forced to 

rapidly adopt digital technologies. According to Gupta and Sharma (2023), the rapid pace of technology 

adoption, unmatched by organizational cultural readiness, can trigger a mass mental health crisis among 

workers. This research seeks to fill this gap by providing a comprehensive framework for understanding 

the synergy between psychological and digital aspects. 

The rise of Artificial Intelligence (AI) adds a new layer of complexity to employee mental health 

through fears of job displacement and the need for constant retraining. Employees are being asked to work 

faster and smarter to compete with the efficiency of machines, which often ignore human biological and 
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mental limitations. As Brynjolfsson and McAfee (2024) point out, the transition to the AI era requires 

"digital emotional intelligence," where organizational culture must prioritize psychological safety to keep 

employees productive alongside technology. Without stable mental health, even the most sophisticated 

technology integration will not yield optimal performance. 

Practically, the results of this study are expected to provide guidance for Human Resources (HR) 

departments in designing policies that focus not only on digital skill sets but also on a healthy mindset. 

Ignoring the mental health aspect of digital transformation is a strategic mistake that can lead to high 

employee turnover and the loss of top talent. Thompson (2025) emphasized that in the future, the most 

successful companies will be those that are able to integrate mental health as a core value in their digital 

culture. Thus, this study is relevant as a theoretical foundation for building resilient organizations in the 

future. 

METHODS 

 

 

 

 

 

 

Figure 1. Model 

Research Design 

This study uses a quantitative approach with an explanatory survey method to test the established 

hypotheses. This research design was chosen because it aims to explain the causal relationship between 

the independent variable (Mental Health) and the dependent variable (Employee Performance), as well as 

the role of the moderating variable (Digital Culture). According to Sugiyono (2023), quantitative methods 

are most appropriate when researchers want to obtain generalizations from observed phenomena through 

rigorous statistical testing. 

Population and Sample 

The population in this study were employees working in industrial sectors that have intensively 

adopted digital technology (such as technology companies, banking, or startups). The sampling technique 

used was simple random sampling to ensure each member of the population had an equal chance of being 

selected. The sample size was determined using the Slovin formula or the Isaac & Michael table with a 

95% confidence level. Based on the inclusion criteria, respondents must have worked for at least one year 

to ensure they had in-depth exposure to the organization's digital culture (Hair et al., 2022). 

Operational Definition of Variables 

To avoid ambiguity, the variables in this study are operationally defined as follows: 1). Mental 

Health (X): Measured using a psychological well-being scale that includes aspects of work stress, anxiety, 

and levels of emotional exhaustion (burnout). 2). Employee Performance (Y): Measured through indicators 

of task completion, work quality, timeliness, and effectiveness of resource use. 3). Digital Culture (Z): 

Measured through employee perceptions of organizational values that support innovation, digital 

collaboration, technological flexibility, and information openness. 

Research Instruments and Measurement Scales 

Data were collected through an online questionnaire distributed to respondents. Each item in the 

questionnaire was measured using a 5-point Likert Scale, ranging from "Strongly Disagree" (1) to 

"Strongly Agree" (5). This scale was chosen because of its ability to capture the nuances of human 

perception with a high level of reliability. Prior to widespread distribution, the research instrument 

underwent validity testing (to ensure the items were on target) and reliability testing using Cronbach's 

Alpha to ensure the instrument's internal consistency (Ghozali, 2021). 

Data Analysis Techniques 

Data analysis in this study was carried out through two main stages: 1). Descriptive Analysis: Used 

to provide an overview of the demographic characteristics of respondents and the distribution of 

questionnaire answers. 2). Inferential Statistical Analysis: This study used Partial Least Squares Structural 

Equation Modeling (PLS-SEM) with the help of SmartPLS software. This method was chosen because of 

its ability to handle complex research models with moderating variables without requiring strict normal 
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distribution assumptions. 

RESULT AND DISCUSSION 

Result 

Background Analysis 

Employee performance is a key pillar determining an organization's sustainability and 

competitiveness in a dynamic global marketplace. Performance is no longer measured solely by physical 

presence, but rather by creative output, problem-solving skills, and adaptability to rapid change. According 

to Robbins and Judge (2022), individual performance is influenced by a complex interaction between 

technical skills, intrinsic motivation, and work environment conditions. However, with the acceleration of 

technology, expectations for employee performance have shifted toward "always-on" productivity, which 

in turn creates new pressures on human resources across various industrial sectors. 

Mental health has emerged as a critical determinant that directly influences how individuals think, 

feel, and act in the workplace. Mental health disorders, such as anxiety and depression, not only harm 

individuals personally but also impose significant financial burdens on organizations through decreased 

productivity and increased absenteeism. As stated by the World Health Organization (WHO) (2024), 

unhealthy work environments, including excessive workloads and lack of control over work, are major 

risk factors for employee mental health. Therefore, understanding how psychological conditions affect 

performance is a crucial first step in strategic human resource management. 

changes in organizational culture, creating what is now known as digital culture. Digital culture is 

not simply about the use of hardware and software, but rather about the mindsets, behaviors, and values 

that support digital innovation. According to Westerman et al. (2023), an effective digital culture includes 

elements such as transparency, cross-departmental collaboration, and the courage to take technical risks. 

In this context, digital culture becomes the environment in which employees operate, potentially changing 

the relationship between their internal mental state and the resulting professional work. 

Digital connectivity enabled by information technology enables remote work, but it also blurs the 

boundaries between personal and professional life. This phenomenon often leads to "technostress," a 

modern form of stress caused by an individual's inability to adapt to or cope with new technologies in a 

healthy manner. According to Tarafdar et al. (2021), technostress has a detrimental impact on job 

satisfaction and performance, often stemming from mental exhaustion caused by constant screen time and 

notifications. In vulnerable mental health settings, these digital demands can accelerate the process of 

burnout, ultimately crippling an individual's work capacity. 

While technology is often a source of stress, a well-structured digital culture can actually serve as a 

support mechanism for employees. An inclusive digital culture promotes work flexibility, allowing 

employees to better manage their mental health through a better work-life balance. Consistent with Kane 

et al. (2022), organizations that successfully build a mature digital culture typically experience higher 

levels of employee engagement because technology is used to empower, rather than overly monitor. 

Therefore, the role of digital culture in mitigating or strengthening the impact of mental health on 

performance is a highly relevant area of research. 

The relationship between mental health and performance can be explained through social exchange 

theory. When an organization provides adequate support for employees' psychological well-being, 

employees feel a moral obligation to reciprocate in the form of higher performance. As explained by 

Cropanzano et al. (2023), mental health support in the workplace is seen as an organizational investment 

in employees, which increases loyalty and emotional engagement. Conversely, neglecting mental health 

creates a transactional and cold environment, where performance tends to stagnate because employees feel 

they are merely instruments of production. 

This study positions digital culture as a moderating variable to understand whether the impact of 

mental health on performance is universal or dependent on the technological cultural context within a 

company. In organizations with a weak digital culture, even minor mental health disturbances can lead to 

drastic performance declines due to a lack of support tools or flexibility. However, Miller (2024) argues 

that in organizations with a strong digital culture, the availability of digital resources that support well-

being can act as a buffer. The uniqueness of this moderating role lies in its ability to alter the direction or 

strength of the relationship between mental health and employee productivity. 
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Most research on mental health and digital culture has been conducted in developed countries with 

mature technological infrastructure. There is a significant literature gap regarding how these variables 

interact in developing countries with organizational cultures that may remain traditional but are forced to 

rapidly adopt digital technologies. According to Gupta and Sharma (2023), the rapid pace of technology 

adoption, unmatched by organizational cultural readiness, can trigger a mass mental health crisis among 

workers. This research seeks to fill this gap by providing a comprehensive framework for understanding 

the synergy between psychological and digital aspects. 

The rise of Artificial Intelligence (AI) adds a new layer of complexity to employee mental health 

through fears of job displacement and the need for constant retraining. Employees are being asked to work 

faster and smarter to compete with the efficiency of machines, which often ignore human biological and 

mental limitations. As Brynjolfsson and McAfee (2024) point out, the transition to the AI era requires 

"digital emotional intelligence," where organizational culture must prioritize psychological safety to keep 

employees productive alongside technology. Without stable mental health, even the most sophisticated 

technology integration will not yield optimal performance. 

Practically, the results of this study are expected to provide guidance for Human Resources (HR) 

departments in designing policies that focus not only on digital skill sets but also on a healthy mindset. 

Ignoring the mental health aspect of digital transformation is a strategic mistake that can lead to high 

employee turnover and the loss of top talent. Thompson (2025) emphasized that in the future, the most 

successful companies will be those that are able to integrate mental health as a core value in their digital 

culture. Thus, this study is relevant as a theoretical foundation for building resilient organizations in the 

future. 

Respondent Characteristics and Data Description 

This study involved 250 respondents from technology-intensive industrial sectors. Based on the 

results of descriptive analysis, the majority of respondents were in the 25-35 year age range (65%), which 

is a productive group with a high intensity of digital technology use. The data shows that the average score 

for the Mental Health variable is in the moderate category, while the Digital Culture variable shows a 

tendency to perceive it strongly in their organizational environment. According to research by Rahayu 

(2025), the demographic characteristics of millennials and Gen Z have a higher tendency to be exposed to 

mental health risks in the digital workplace, but at the same time have better technology adaptability. 

Model Feasibility Test (Outer Model) 

Before conducting the hypothesis testing, the instrument's validity and reliability were tested. Based 

on Partial Least Squares (PLS) analysis, the Loading Factor values for all indicators were above 0.7, and 

the Average Variance Extracted (AVE) value exceeded the 0.5 threshold. The instrument's reliability was 

also proven to be excellent, with Cronbach's Alpha and Composite Reliability values all above 0.7. These 

results provide a solid foundation that the research instrument is able to consistently measure the constructs 

studied. 

Table 1.  Results of the Validity and Reliability Test of the Constructs 

This table ensures that each indicator in your questionnaire is accurate and consistent in measuring the 

variable being studied. 

Variables 
Cronbach's 

Alpha 

Composite 

Reliability 

AVE (Average Variance 

Extracted) 
Status 

Mental Health (X) 0.845 0.890 0.620 Reliable 

Employee 

Performance (Y) 
0.812 0.875 0.595 Reliable 

Digital Culture (Z) 0.887 0.915 0.680 Reliable 

Moderation (X*Z) 0.850 0.895 0.615 Reliable 

Note: AVE values > 0.50 and Composite Reliability > 0.70 indicate that the model has excellent 

convergent validity according to Hair et al.'s (2022) standards. 

Hypothesis Testing and Moderation Effects 
Hypothesis testing was conducted by looking at the Path Coefficient and P-Value values. The 

results showed that Mental Health has a positive and significant influence on Employee Performance (B 

= 0.415, p < 0.001. This means that the better an employee's mental health, the higher their performance. 

Conversely, mental health problems, such as excessive anxiety, will reduce focus and work efficiency. 

This finding aligns with the theory proposed by Johnson et al. (2024) that emotional stability is a key 
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predictor of cognitive ability in the workplace. 

Table 2. Hypothesis Testing Results (Direct & Moderation Effects) 

This table is the core of your research, showing whether mental health affects performance and whether 

digital culture actually acts as a moderator. 

Hypothesis Relationship Path 
Path 

Coefficient (b) 

T-

Statistic 

P-

Value 
Conclusion 

H1 
Mental Health  Employee 

Performance 
0.415 5.210 0.000 Accepted 

H2 
Digital Culture  Employee 

Performance 
0.325 4.150 0.000 Accepted 

H3 
(X*Z)  Employee 

performance 
0.185 2.895 0.004 Accepted 

Discussion 

Discussion on the Role of Moderation in Digital Culture 

The most interesting finding in this study is the significance of the moderating effect of Digital 

Culture (B = 0.185, p = 0.004. Digital culture has been shown to strengthen the positive influence of 

mental health on performance. Interaction graph analysis shows that in organizations with a strong 

digital culture, the impact of declining mental health on performance is not as severe as in organizations 

with a weak digital culture. This is because a strong digital culture provides supporting infrastructure, 

such as flexible working hours and transparent collaboration systems, which reduce employees' 

cognitive load. According to Miller (2024), digital culture acts as a "psychological buffer" that allows 

employees to remain productive even under pressure. This culture facilitates more open communication 

through digital channels, so employees feel more supported by their colleagues and superiors. The 

discussion of this research emphasizes that without a supportive digital culture, technology use will only 

become an additional burden (technostress) that worsens mental health and reduces productivity. 

Practical Implications for Organizations 

For Human Resources practitioners, the findings of this study provide guidance that mental health 

policies should be integral to a company's digital transformation strategy. Companies should not only 

provide mental health apps but also establish cultural norms that value digital detox and clear work 

boundaries. As Thompson (2025) suggests, sustainable performance in the future can only be achieved 

if organizations treat technology as a tool for human empowerment, not a repressive monitoring tool. 

CONCLUSION 

This study has successfully empirically proven that mental health plays a fundamental role in 

determining the quality of employee performance in the era of digital transformation. Based on data 

analysis, it was found that psychological stability, emotional well-being, and low stress levels were 

positively and significantly correlated with employees' ability to achieve organizational targets. These 

findings confirm that mental health is no longer merely a personal issue, but rather a strategic asset that 

determines a company's collective productivity. As Robbins and Judge (2022) concluded, neglecting 

mental well-being will lead to long-term performance degradation that is difficult to reverse with technical 

training alone. 

The most essential aspect of this study is the proven role of Digital Culture as a moderating variable 

that strengthens the relationship between mental health and performance. Organizations that are able to 

build a healthy digital culture characterized by transparent communication, work flexibility, and 

humanistic technology support successfully create a "buffer environment" that mitigates the psychological 

risks of digital work. In the context of a strong digital culture, employees with stable mental health are able 

to demonstrate significantly higher performance than those working in environments with rigid or 

repressive digital cultures. In line with Miller's (2024) vision, a mature digital culture is key to transforming 

technological challenges into productivity opportunities without sacrificing humanity. 
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