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Abstract
Research background and purpose: The aim of the article is to present a literature
review concerning the situation of individuals after a mental health crisis in the
labor market. The review is divided into two main thematic areas. The first concerns
the concept of a mental health crisis, with particular emphasis on the distinctions
between medical, psychosocial, and rehabilitative perspectives. The second area
review of literature employers' requirements for disabled employees caring for
employees' mental health in corporate practice.
Design/methodology/approach: The authors made a review of the literature on
mental health crises and on vocational rehabilitation and inclusion, together with
an analysis of employer requirements for employees with disabilities (the present
article). It also shows what actions employers take regarding employees' mental
health and psychological crises.
Findings: Psychological crises have a distinctly negative impact on occupational
engagement; however, their consequences may be effectively mitigated through
appropriate interventions at both organizational and individual levels. The key
challenge lies in the development of personalized support strategies that take into
account the specific characteristics of the labor market as well as the individual
needs of employees. An integrated approach, combining health - related and
professional support, may contribute to the establishment of sustainable solutions
that promote mental health in the workplace.
The research findings indicate that at the organizational level, effective support
strategies can be implemented to counteract the adverse effects of psychological
crises. Preventive measures include regular mental health assessments, stress
management training, and monitoring of workload, all of which constitute essential
components of prevention.
Value added and limitations: This study thus contributes to understanding the
problems and challenges faced by individuals after mental health crises in the
context of the labor market, while also providing guidance for measures aimed at
their effective rehabilitation and vocational integration perspective.
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1. Introduction

The issue of the relationship between psychological crises and work engagement is
gaining increasing importance in organizational research. Contemporary events, such
as the COVID-19 pandemic, have highlighted the role of mental health as a key factor
influencing both employee effectiveness and well-being.

Mental disability is a widespread issue at the individual level as well as in the domains
of public health and social policy. The prevalence of mental disorders is high and
shows an upward trend, as evidenced by data from the World Health Organization
(2010). Worldwide, one in four people experiences a mental disorder at least once in
their lifetime. The phenomenon of psychological crises, associated not only with mental
illness but also with occupational burnout, parental burnout, or adaptation difficulties,
has recently emerged as a pressing social problem in Poland (GUS, 2023). According
to estimates, approximately 1.4 million medical leaves related to these conditions were
issued in 2023, compared to 1.3 million in 2022.

This article presents a review of the literature concerning terminology related
to the role of psychological crises and factors linked to the vocational inclusion of
individuals with psychiatric diagnoses and the actions undertaken by employers
to promote mental health and counteract the effects of psychological crises among
employees.

The aim of this article is to present a literature review that serves as the foundation for
developing a research tool designed to analyze the professional situation of individuals
after a mental health crisis. The undertaken research initiative aims to provide a deeper
understanding of the working conditions and professional motivation of individuals
who have experienced a mental health crisis. The obtained results will help identify
both individual and institutional barriers that hinder their vocational reintegration.
Consequently, this research may contribute to expanding knowledge about recovery,
rehabilitation processes, and the maintenance of long-term professional activity.
Importantly, the findings may also have practical implications - they may support the
development of modern human capital management strategies and the advancement
of practices that promote the inclusion of individuals after a mental health crisis in
workplaces.

2. Terminological review

In his reflections in Psychiatria Polska, S. Puzynski (2007) points out that the medical and
binding definition of mental disorder is provided by the Polish Comprehensive Medical
Dictionary (1996), according to which it is a “collective term covering all psychotic-
type disorders, i.e., those in which psychotic symptoms occur (including hallucinations,
delusions, severe mood and emotional disturbances). In a narrower sense, the term mental
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disorder is synonymous with psychosis. Psychosis is a mental disorder that significantly
limits insight-that is, awareness of illness-the ability to cope with the ordinary demands of
life, or to maintain appropriate contact with reality”.

In the Mental Health Protection Act (Act on the Protection of Mental Health of 19
August 1994, 1994), which was in force for many years, neither “mental illness” nor
“person with mental illness” was defined, even though these terms appear repeatedly
throughout the text. Instead, the Act stated (Art. 3), that “the concept of a person with
mental disorders refers to a person: a. mentally ill (exhibiting psychotic disorders), b.
intellectually disabled, c. exhibiting other disturbances of mental functioning which,
according to the current state of medical knowledge, are classified as mental disorders,
and who requires health services or other forms of assistance and care necessary for life
in a family or social environment.” This definition, however, may be subject to various
interpretations, since the criterion of the presence of psychotic symptoms does not
exhaustively define either mental illness or mental disorder.

As noted by P. Szczukiewicz, (after: Wlodarczyk, 2011), the terminology related to
crises remains insufficiently systematized to this day. He pointed out many terms that
are synonymous or closely related to the concept of a crisis, such as traumatic experience,
conflict, critical life event, stress (post-traumatic, traumatic), trauma, injury (including
psychological injury), and traumatic event - for which no clear relationships with the
concept of crisis have been established.

Despite these difficulties, R. K. James and B. E. Gilliland (2004) managed to identify the
characteristic features of a crisis. A crisis is a complex phenomenon that cannot be easily
explained through simple cause-and-effect analysis; it may result from a combination
of many mutually interacting and interconnected factors. A crisis can simultaneously
represent both a threat and an opportunity, depending on how the individual perceives
and responds to it (what one person considers a threat, another may see as a challenge
or opportunity). It can also act as a stimulus for change, serving as a motivating factor.

There is no universal reaction to a crisis, nor are there any quick solutions - lasting
improvement requires time. A crisis places a person in a situation where decisions must
be made. It is also a universal phenomenon, meaning that it can affect anyone and no one
is immune to it. The feature of uniqueness indicates that identical circumstances may
affect people differently: some individuals are able to cope on their own, while others
require support (James & Gilliland, 2004).

Contemporary approaches point to the definition of a mental health crisis, considered
a broader category, encompassing the functioning of the individual at a given time and
indicating other disturbances of mental processes that impair psychological functioning.
Such a person requires health services or other forms of assistance and care necessary for
life in a family or social environment.

In identifying a crisis, one can refer to a set of characteristics developed by G. Parry
(after: Badura-Madej. 1999). This set includes the following symptoms: the presence of
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an acute critical event or chronic stress; perceiving the event as unexpected; viewing the
situation as one of loss, threat, or challenge; experiencing negative emotions and feelings;
a sense of uncertainty about the future; a feeling of loss of control; a sudden disruption of
routine behaviors, daily rhythms, and habits; a state of emotional tension (usually lasting
from 2 to 6 weeks, sometimes several months); and the necessity to change one’s previous
way of functioning.

J. K. Wawrzyniak (2015, p. 53) emphasized the subjective experiences of an individual
in a crisis situation. According to the author, a crisis manifests itself through:

e a sense of inability to continue previous actions and activities;

e a feeling of loss of control over one’s life;

e alimitation in the ability to perform previously held social roles (leading to increased

dependence on others);

e feelings of anxiety and various somatic symptoms.

It can also be assumed that a crisis involves various symptoms across different areas of
human functioning (Szatur-Jaworska, et al., 2006, p. 67):

1. Emotional level: feelings of loss and harm, fear, anxiety, anger;

2. Biological level: somatic symptoms (pain, nausea, diarrhea, breathing problems);

3. Cognitive level: difficulties in coping with everyday challenges and in decision-
making;

4. Behavioral level: changes in usual behaviors, difficulties in fulfilling social roles,
social withdrawal, displaying behaviors inconsistent with experienced emotions,
aggression, or escaping into psychoactive substances.

Mental illnesses are recognized medical conditions with established diagnostic criteria
described in ICD-11 (Galecki, 2022). The category of mental health crises, however, is less
clearly defined. Neurobiological studies show that in mental illness, persistent changes
can be observed in brain functioning and structure (Masdeu, 2011). Analyses of mental
health crises (Ducharme et al., 2015) indicate that such crises are usually acute responses
to specific life events or stressors, characterized by temporary emotional overload, such
as an adjustment disorder or acute stress reaction. It should be emphasized that recent
genetic research (Andreassen, 2023; Jarema, 2022) as well as international environmental
analyses (Wang & Gupta, 2025) point to complex interactions of biological and
environmental factors in both states.

Long-term international studies (Bovasso, 1999) indicate that mental illnesses tend to
become chronic. In contrast, research on psychological crises (Chen et al., 2023) points
to their time-limited character.

Comprehensive meta-analyses (Austin et al., 2024; McMahon, 2014) demonstrate
that mental illnesses require complex pharmacological and psychotherapeutic
approaches. By contrast, in the case of psychological crises, as shown by both Polish
(Kubacka-Jasiecka, 2010) and international studies (Roennfeldt et al., 2021), short-
term crisis interventions are more effective. Mental health professionals are crucial
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in assessing, diagnosing, and planning treatment in both conditions (Sederer &
Dickey, 1995).

Both conditions have a significant impact on daily functioning. International
meta-analyses point to similar patterns of impaired social functioning. Both can
severely compromise an individual’s ability to cope with everyday life, affecting work,
relationships, and self-care (Imielski, 2010).

Based on this comparative analysis, the research team adopted the position that
whenever reference is made to “mental disorders” or “mental health crisis,” these terms
are to be understood in line with the definition of mental disorder from the Mental
Health Protection Act (Act on the Protection of Mental Health of 19 August 1994, 1994,
Art. 3): “Whenever the provisions of this Act refer to: 1. a person with mental disorders,
this refers to a person (...) exhibiting other disturbances of mental functioning which,
according to the current state of medical knowledge, are classified as mental disorders,
and who requires health services or other forms of assistance and care necessary for life
in a family or social environment”.

Based on the literature review, a number of important factors moderating the
relationship between mental health crises and functioning at work were identified.
Four groups of factors were distinguished: individual, organizational, systemic, and
contextual. A systematic review of these factors is presented below, together with relevant
studies confirming their significance.

3. Individual and personal factors and work engagement

Personality-related factors play a crucial role in maintaining work engagement,
particularly in times of crisis. The scientific literature highlights three main
areas of significance: psychological resilience, coping strategies, and emotional
competencies.

Psychological resilience, understood as the ability to effectively cope with
difficulties, plays an important role in reducing the negative impact of crises on
professional functioning. According to research by Oginska-Bulik and Michalska
(2021), individuals with high levels of resilience demonstrate greater stability at
work and recover more quickly to an optimal level of functioning after experiencing
a crisis. These findings are also supported by Heszen (2018), who shows that
high resilience acts as a protective factor, enabling more effective management of
challenges in the workplace.

Coping strategies are also critical for maintaining work engagement. Research by
Lazarus and Folkman (1984) emphasizes that employees using active coping strategies,
such as seeking support or problem solving, are less likely to experience the negative
effects of occupational stress. In addition, Strelau (2014) points out that active strategies
significantly moderate the impact of crises on work performance, particularly problem-

562 | Employees after mental health crises in the labor market - searching the proper
framework for the study



Management
2025
Vol. 29, No. 2

www.management-poland.com

focused strategies. The use of such strategies is an individual trait, and differences
among employees may emerge in this regard. Wrona-Polanska (2017) observes that this
approach not only helps limit the consequences of stress but also increases efficiency in
managing professional difficulties.

Emotional competencies, including emotional intelligence, also play a key role
in sustaining work engagement. Research by Sanchez-Ruiz et al. (2021) indicates
that emotional intelligence serves as an important moderator in coping with crises,
facilitating adaptation in difficult situations. Jaworek (2017) highlights the importance
of emotion regulation skills, which help employees effectively manage their emotional
responses in the face of crisis, thereby positively influencing their ability to continue
working.

4. Other factors influencing work engagement

Organizational, systemic, and contextual factors play an important role in shaping work
engagement, particularly in times of crisis. Social support in the workplace serves as
a key protective buffer, minimizing the negative effects of occupational stress. As Wnuk
(2019) demonstrates, both supervisor and coworker support reduce the impact of crises.
Similarly, Halbesleben (2006) found that diverse sources of social support significantly
reduce the risk of burnout, confirming the importance of interpersonal relationships in
the work environment.

An organizational culture that promotes mental health and employee well-being
also plays a significant role. Grawitch, Gottschalk, and Munz (2006) emphasized that
practices fostering a healthy work environment improve both individual well-being
and organizational outcomes. Czarnota-Bojarska (2020) and Steinerowska-Streb (2020)
pointed out that a supportive organizational culture, based on psychological safety,
reduces the impact of crises, enabling effective teamwork and learning.

Organizational flexibility allows employees to better manage work-life balance.
Smoder (2012) and Ratajczak (2007) note that flexible forms of employment and the
ability to adjust working hours support coping with occupational demands.

At the systemic level, access to professional support and appropriate legal regulations
are crucial. Employee assistance programs and the availability of psychological care
(Potocka & Waszkowska, 2013) help workers cope with crises, while crisis management
procedures and regulations on working time and rest contribute to their well-being.

Contextual factors, such as family situations and cultural conditions, also have
a significant impact on work engagement. Faccio et al. (2018) highlighted the
importance of traditional family values and social networks in balancing work and
private life. Hofstede (2011) argued that collectivist values and cultural differences
shape how crises are perceived and managed. Letona et al. (2021) additionally
observed that psychological safety enhances employee engagement, particularly by
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fostering a sense of meaning in work and encouraging proactive involvement in job
responsibilities. In the Polish cultural context, collectivist values and the historical
conditions of systemic transformation influence the way psychological crises
manifest in the workplace.

All these factors-from social support, through organizational culture and
flexibility, to systemic and contextual conditions-jointly create an environment that
facilitates coping with difficulties, strengthening engagement and well-being in the
workplace.

The present study sought to identify the relationships between factors described
in the literature as shaping the link between psychological crises and professional
functioning. Specifically, the research aimed to find factors associated with more
effective coping and greater activity in the labor market among individuals with
a history of diagnosed psychological crises, taking into account all four areas of
factors.

5. Review of literature: employers’ requirements for disabled employees

According to the Labor Code, an employment relationship can be established on the
basis of an employment contract, appointment, election, nomination, or a cooperative
employment contract. The key characteristics of such arrangements include personal
performance of work, subordination to the employer’s authority (who bears the
employment-related risks), specification of the workplace and working hours, and
remuneration (Labor Code, 1974, Art. 22). The act also lists employees’ obligations,
meaning behaviors employers are entitled to expect from their subordinates. These
obligations include (Labor Code, 1974, Art. 100):

e diligent and conscientious performance of work,

e adherence to supervisors’ instructions,

e compliance with working hours, workplace regulations, occupational health and
safety (OHS), and fire protection rules,

e safeguarding the company’s interests, protecting its property, and avoiding the
disclosure of information that could harm the employer (including refraining from
engaging in competitive activities against the employer),

e maintaining confidentiality as stipulated by specific regulations,

e adhering to principles of social coexistence.

Additional duties are directly related to OHS (Labor Code, 1974, Art. 211), such as:

e being familiar with OHS regulations and rules, participating in related training and
instruction, and undergoing required proficiency tests;

e performing work in compliance with OHS laws and rules and following related
instructions and directives from supervisors;
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e maintaining proper conditions of machinery, equipment, tools, and the workplace

while utilizing collective and personal protective measures as intended;

e undergoing medical examinations and adhering to medical recommendations;

e promptly reporting workplace accidents or life and health hazards to supervisors

and warning coworkers and others in danger areas about imminent risks;

e cooperating with the employer and supervisors to fulfill OHS-related duties.

It should be noted that the requirements for disabled employees are the same as for
non-disabled employees. Employment should primarily depend on their competencies.
Furthermore, individuals seeking employment in many specialized positions must
possess the necessary professional qualifications, confirmed by diplomas, certifications,
or practical experience. This applies to professions such as those in medicine, construction,
law, and market economy development. These professions require the acquisition of
specific qualifications, often obtained after completing internships, apprenticeships, or
training, and passing state examinations (Obwieszczenie Prezesa Rady Ministrow z dnia 5
lutego 2024 r. w sprawie..., 2024, Art. 88). These qualifications often need periodic renewal,
such as every five years for electricians or for nurses who have been out of practice for at
least five years.

During recruitment, employers cannot require candidates to disclose information
about their disabilities. Legislators have left this decision to the (prospective) employee-
it is their right, not an obligation. However, it is advisable for candidates (or employees)
toinform the (potential) employer about their disabilities, as thisisa matter of workplace
safety. As mentioned, ensuring safety is the employer’s responsibility. If a person with
a disability does not disclose their condition and an accident occurs, it may pose a risk
not only to the individual but also to their coworkers or clients. Lack of disclosure
could also result in the inability to provide appropriate assistance. For instance, one
could imagine a scenario where a worker with a 06-E disability classification (epilepsy)
spills a chemical in a laboratory. The spilled hazardous substance could cause burns
to the disabled individual and respiratory irritation or poisoning for coworkers due to
toxic fumes. Similarly, if a disabled person fainted in a machinery room, they might
inadvertently grab onto pipes, wires, or switches, disrupting equipment or risking
electrocution. Therefore, disabled persons are generally not permitted in technical
rooms.

Research conducted at various centers in Poland has examined competencies sought
by employers at different times. These competencies have been described using various
terms (e.g., strategic, future-oriented, scarce, personal; skills, traits, attitudes). One
such study was conducted by a consortium comprising the Jagiellonian University’s
Center for Evaluation and Public Policy Analysis and the IDEA Institute. This study
surveyed employers’ declarations regarding the needs of specific enterprises for strategic
and scarce competencies. For the purposes of the report, strategic competencies were
defined as those deemed important for enterprises and the economy, while scarce
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competencies were defined as those lacking among university graduates yet considered
crucial for businesses and the economy (Analiza zapotrzebowania na kompetencije...,
2019, p. 26).

Based on the study’s findings, strategic competencies included a broad range:
communication in foreign and native languages, social and civic competencies, initiative
and entrepreneurship, cognitive competencies, mathematical and basic scientific-
technical competencies, and IT skills (Figure 1). Meanwhile, only three competencies
were identified as scarce: I'T skills, professional qualifications, and cognitive competencies
(Figure 2).

Learning skills
Cultural awareness and expression,
and international competence

Perspective: The ability to practically apply
strategic documents knowledge acquired during studies

Communication in a foreign language
Communication in native language
Mathematical and basic competences Perspective: population
Scientific and technical competences research
Digital, social and civic competences
Initiative and cognitive entrepreneurship

Perspective: employers

Professional Competences

Problem-solving skills and ability to

Leadership and management perform non-routine tasks

Figure 1. Strategic competencies from the perspective of employers,
population studies, and strategic documents

Source: Analiza zapotrzebowania na kompetencje.., 2019, p. 28

As noted in her analysis, G. Wronowska (2013, p. 862) states that ,employers’
expectations towards graduates of higher education institutions are diverse. This is
related to the specificity of a given industry and depends on the position to be filled. In
general, several key characteristics and predispositions that employers pay attention to
can be identified. These are: experience, creativity and flexibility, knowledge of foreign
languages, and so-called soft skills”.
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Communication in the native Perspective: The ability to practically apply
language strategic documents knowledge gained in studies

Digital Competences
Professional Competences
Cognitive Competences
\, 7 Perspective: population
research

Perspective: employers

Communication in a Foreign Language
Social and Civic Competences
Initiative and Entrepreneurship
Leadership and Management

Mathematical and Basic Competences
Scientific and Technical Competences
Ability to Solve Problems
Ability to Perform Non-Routine Tasks
Ability to Apply Knowledge Acquired During Studies in Practice

Cultural awareness and expression,
and international competences

Figure 2. Deficient competencies from the perspective of employers,
population studies, and strategic documents

Source: Analiza zapotrzebowania na kompetencje.., 2019, p. 28

As part of the Human Capital Balance (BKL), a study was conducted in 2013 on the
competencies of Poles in relation to market demand (Goérniak, 2014). The study was
carried out in enterprises from 6 industries: BPO/SSC (Business Process Outsourcing:
the outsourcing of tasks related to company operations to individuals or organizations
from outside; Shared Service Center: a center for shared services), ITO/IT (Information
Technology Offshoring: relocating some of the company’s IT processes outside its home
country; Information Technology: the sector of the economy focused on creating,
implementing, and managing technologies for processing and storing information;
Information Technology: a discipline and industry in the labor market concerned with
applying computational technologies in various organizations); life sciences (a group
of fields of science focusing on living organisms, including biology, biotechnology,
genomics, pharmacy, biomedicine, bioinformatics); energy; passive and energy-efficient
construction; and the creative industry (entities engaged in business activities related to
culture and technology, combining artistic activities with entrepreneurship). The study
analyzed both critical competencies (at the time of the study) and future competencies
(which would be most important five years after the study).

Among the critical competencies (Table 1), employers listed highly varied positions;
interestingly, honesty was the only competency that appeared in all the analyzed
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industries. Among the transferable competencies, particularly important in at least half
of the analyzed industries, were: attention to quality, the ability to learn, and knowledge
of English. Employers mostly pointed to soft skills (social skills); this did not apply
to passive and energy-efficient construction and, partially, the energy sector, where
knowledge and specialized skills prevailed. At the same time, the authors were surprised
that among the most important competencies for the IT/ITO industry, there was a lack
of programming languages and other specialized skills.

Table 1. Summary of the 10 most important competencies (at the time of the
study) in the analyzed industries

Most important competencies in 2014

BPO/SSC IT/ITO Life science Energy SOCRROTGIEAE || g
efficient construction
Honesty lEnghsh Office S(?ftware 3D project Honesty Cooperation
anguage proficiency software
Customer Honesty (OIEARy v Office software | Knowledge of energy- Commitment
orientation proficiency saving tech
Ora} . Initiative Honesty Driving license Efficient energy Honesty
communication management
. . Analytical Stress General technical and English
Qa7 e Qrelbiyy e skills management | engineering knowledge | language
Cooperation | Commitment Clinical English Knowledge gf building Learning
research language materials
lEnghsh Innovation Commitment Honesty Office sgftware Analyncal
anguage proficiency skills
Stress . . . . Customer
Goal orientation Learning Management Quality care . .
management orientation
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Most important competencies in 2014

BPO/SSC IT/ITO Life science Energy Pas§ e energy- Creative
efficient construction
Growth- Oral Mechanical ventilation
Learning Cooperation oriented e and air conditioning | Quality care
. communication
attitude systems
Analytical Growth-
! Learning Adaptation Learning Project documentation |  oriented
skills .
attitude
Written General technical
N Adaptation Validation and engineering Energy optimization Innovation
communication
knowledge

Note: Competencies that are repeated in more than half of the analyzed industries
are highlighted in color. These competencies are marked with the same shades to
facilitate the identification of differences between industries

Source: Gorniak (2014, p. 61)

When it comes to future competencies, a greater variation in outcomes between
industries is evident (Table 2). Among the 10 most important future competencies, only
4 appeared in more than 2 industries: innovation, initiative, learning, and integrity.
Additionally, there was a relative increase in the significance of specific specialist
competencies.

Table 2. Summary of the 10 most important competencies in the 5-year
perspective across the analyzed industries

The most important competencies in the 5-year perspective (projected for 2018 and beyond)

BPO/SSC IT/ITO Life science Energy Pas§ e energy- Creative
efficient construction
3D design Game
Innovation Initiative Quality care software Knowledge of energy- production
. efficient technologies .
proficiency environments
Influence on Designing energy- Knowledge
Innovation Honesty Learning : g of AGILE
others efficient buildings
methodology
Fundamentals Written Clinical Investment Effective energy cljxlilmi?e_r
of economics | communication research financing management interfction

569 | MARIA AGNIESZKA PASZKOWICZ
MARZANNA AGNIESZKA FARNICKA
ADAM JAN KAZMIERCZAK
ANTON ZBIGNIEW STANASZEK



Management

2025
Vol. 29, No. 2

www.management-poland.com

The most important competencies in the 5-year perspective (projected for 2018 and beyond)

BPO/SSC IT/ITO Life science Energy O GG Creative
efficient construction
Stress Orgl . Analytical skills Public Designing passive Learning
management | communication procurement buildings
Effective Analytical
Initiative Goal orientation | Cooperation energy Project documentation ski}ﬁs
management
“Goal Self- Office sgﬁware English Honesty New trends
orientation management proficiency language
Office software Mechanical ventilation
Adaptability Cooperation Commitment - and air conditioning | Game design
proficiency
systems
Analytlcal Commitment Adaptation Innovation Slmulatlor} software Quality care
skills proficiency
Mathematical | Intercultural English Holistic Knowledge of building | Test-driven
skills sensitivity language perspective materials development
Customer . Client L e
orientation Learning orientation Honesty Energy optimization Initiative

Note: Competencies that are repeated in more than half of the analyzed industries
are highlighted in color. These competencies are marked with the same shades to

facilitate the identification of differences between industries

Source: Gorniak (2014, p. 62)

It is also important to consider the possibilities for employers to acquire the necessary
competencies in the labor market. As noted by the authors of the report, ,,the importance
of competencies and the difficulty of acquiring them in the labor market are two separate
phenomena” (Competencies of Poles ..., 2014, p. 63). In this area, significant industry-
specific variations were observed. Certain competencies were identified as critical for
one industry, while for another, they could easily provide a competitive advantage. An
example is integrity, which in the BPO/SSC, IT/ITO, and passive and energy-efficient
construction industries was considered ,important and easy” to acquire, while in the
creative industry, it was regarded as ,,extremely difficult.” Conversely, attention to quality
in the IT/ITO industry was seen as a strong asset in the labor market, unlike in the life
sciences and energy sectors. Analytical skills were considered a strength for graduates
employed in the energy sector but a weakness in BPO/SSC (Table 3).
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Table 3. A summary of critical competencies (important and difficult to
acquire) and strengths of the labor market (important and easy to acquire)
among the 20 most important competencies across the analyzed industries

Passive and
Specification | BPO/SSC IT/ITO Life science Energy energy-efficient Creative
construction
Oral Initiative GMP Effective energy | HVAC system Honesty
communication Principles | management control
Written Innovation Goal orientation
communication Validation Oral Designing
Software communication | Energy-efficient | Innovation
Intercultural | testingskills |Quality care buildings :
Critical sensitivity Investment Cooperation
competencies Commitment | Initiative | management Initiative
Commitment
Intercultural Technical Industry Effective energy
Analytical skills| ~ sensitivity English knowledge management
Algorithms and Quahty care Energy
data structures optimization
Honesty English Office Office software | Office software | Commitment
language software proficiency proficiency
English language proficiency English 1
Quality care Driver license Honesty anguage
Labor Office software English
market proficiency Learning language | English language Learning Development-
strengths oriented attitude
Availability + 6 other Learning | Analytical skills
competencies
Analytical
skills

Source: Gorniak, 2014, p. 64

In 2010, the Institute for Democracy and Private Enterprise Research conducted
a study on the traits that determine the practical usefulness of university graduates.
These traits were largely aligned with the concept of competencies. Four groups were
identified (IBDPP, 2010, pp. 3-4):

e personal values: respect for others, integrity and personal ethics, loyalty to the

companys;

e attitudes towards the employer: willingness to take on tasks at work, time flexibility,

readinesstoworkovertime,personalmobility,willingnesstoworkindifferentlocations,
responsibility;
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e attitudes towards colleagues: willingness to share knowledge and experience,
openness to others’ problems, competition with other employees;

e image: collegiality and sociability, positive personal image, continuation of
family traditions.

The most important traits for entrepreneurs were identified as: integrity and personal
ethics, loyalty to the company, and task engagement (72 points each), followed by
responsibility (68) and respect for others (67), willingness to share knowledge and
experience (63), time flexibility, and readiness to work overtime (62), and a positive
image (62).

Among the most desired skills were:

e interpersonal skills: communication and teamwork skills;

e problem-solving and entrepreneurship;

e learning skills;

e technical skills related to device operation and technology.

A. Jagodzinski (2013, pp. 91-93) also conducted an analysis of the demand for
competencies. He focused on social competencies that are in demand regardless of the
type of work, profession, or position. Among these competencies, he listed:

e foreign language proficiency (preferably two languages: English and another);

o flexibility: the ability to adapt to changing environmental demands and to look

beyond one’s role in an organization;

o effective communication: the ability to convey messages in a clear and effective
manner; this requires listening skills, concentration, and initiating contact;

e problem-solving: the ability tolook at a problem from different perspectives and apply
quick and comprehensive solutions;

o teamwork skills: participation in group problem-solving, idea generation, decision-
making, and sharing ideas, concerns, and information openly;

e continuous development and quicklearning ability: this allows for the development of
desired skillsand competencies needed in the workplace; self-discipline in continuous
education and knowledge acquisition, openness to new challenges, and a willingness
to learn and develop skills in various areas;

e leadership skills: the ability to lead project teams within an organization;

e enthusiasm and work commitment: energy, passion, discipline, positive attitude,
often linked to motivation for work, continuous education, and personal
development;

e imagination and creativity: the basis for developing innovative solutions;

e customer orientation: openness to people, approaching customers with readiness;

e interculturalsensitivity:theabilitytodevelop positiveemotionstowardunderstanding
and appreciating cultural differences, promoting appropriate and effective
behavior in intercultural communication;

572 | Employees after mental health crises in the labor market - searching the proper
framework for the study



Management
2025
Vol. 29, No. 2

www.management-poland.com

e responsibility and business awareness: knowledge of which business activities
contribute to the success of an enterprise; knowledge of market trends, customer
behavior, and other businesses;

o effective time management: the ability to organize work time effectively and manage
oneself, balancing work and personal life;

e organizational values management: promoting attitudes and value systems shaped
within an organization.

In 2006, the Provincial Employment Office in Szczecin conducted a study on the
desired qualifications for job candidates in their enterprises. According to the results,
personality traits such as independence, good work organization, communication skills,
and the ability to establish contacts with others were identified as key competencies. For
higher and lower management candidates, analytical skills and computer proficiency
were emphasized (WUP, 2006, p. 27).

The issue of the costs associated with employing workers should also be addressed.
These costs can be related to absenteeism, presenteeism, lower productivity, low employee
morale, poor company reputation, and the management of mental health and well-being.
Employers face practical challenges:

e How can risks be mitigated?

e How can mental health and well-being be promoted?

e How can return-to-work management be handled?

e How can recruitment procedures for individuals with mental health disorders be

managed? (Colosio et al., 2023, p. 5).

Workplace conditions and the incidents that occur in them generate significant
costs, primarily burdening employers, but also the injured worker and their household
(micro level). At the macro level, all citizens pay for these costs through social insurance
contributions, primarily paid to the Social Insurance Institution (ZUS) and the
Agricultural Social Insurance Fund (KRUS), as well as taxes.

Regarding the employment of people with disabilities, the percentage of such
individuals in the workforce should not exceed a certain limit. According to some
employers, this limit is 12% of employees with disabilities in the workforce. This is due
to organizational problems related to the rights of such workers, such as shorter working
hours, additional leave, or time off for medical examinations that cannot be done outside
of working hours. Replacement arrangements must be planned for absent workers (not
just those with disabilities), and not everything can be planned in advance, such as
seasonal or pandemic-related illnesses.

According to the Labor Code, disabled employees cannot be discriminated
against in the workplace. They must receive the same salary as their colleagues
when performing the same work. They should also be able to participate in career
development programs organized by the employer (Ustawa z dnia 26 czerwca 1974
r., 1974, Art. 112, 113, 183c¢).
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According to the ,Vademecum for Employing People with Disabilities,” people with
mental illnesses face ,,difficulties in orientation processes-assessing situations occurring
at work, making decisions, and functioning normally in work situations. They do not
always require light work; often, mobile and complex work is recommended. Such work
is therapeutically beneficial as it triggers interests and gives a sense of achievement and
responsibility, unlike light, monotonous work that allows for self-reflection” (POPON,
n.d., pp. 14-15). They can work in any position as long as they are not exposed to frequent
contact with numerous unfamiliar individuals or psychological pressure from colleagues
or clients. The work should not be stressful, monotonous, or too simple; it should be
divided into stages that end with success. They should not perform tasks that involve
life-threatening situations. It is also observed that in the case of rare mental health crises,
the disability will not be noticeable to others.

Reduced work Communication
efficiency issues

Impact of illness
on work

Risk of injuries and
accidents in the
workplace

Concentration

Reduced work pace e

Figure 3. The impact of mental illness on work

Source: Trzcinska (2017, p. 98)

It can therefore be stated that the requirements set by employers for individuals after
amental health crisis do not differ significantly from those set for able-bodied individuals.
The main issue (Figure 3) is the unpredictability associated with the condition, the
possibility of the patient discontinuing medication (which can lead to disconnection
from reality), the increased risk of injuries and accidents at work, and potential side
effects of the medications being taken, which may impair attention (such effects do not
occur with newer generations of medications).

Referring to the review of desired competencies by employers, it becomes apparent
that not all professions and positions are suitable for individuals after a mental health
crisis. If both employers and employees take on this challenge, both parties may require
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support. The employer should receive necessary information about the illness and the
limitations concerning the ability to perform professional tasks. The employee should
be gradually introduced to their duties; the scope of these duties and the associated
mental workload should be increased as the employee becomes more independent. This
increases the chances of a longer tenure for the individual after a mental health crisis
at the workplace. This is important because, as indicated by the results of the literature
review, appropriately chosen work has a therapeutic effect. According to Paszkowicz
and Kazmierczak (2023, pp. 187-188): “For the vast majority of people (including those
with disabilities), work is a valuable asset. It provides a sense of purpose and meaning
in life, allowing individuals to grow and improve in many aspects. Work stimulates
initiative and creative thinking, offering satisfaction. Through remuneration, work
also becomes a source of other values, such as economic, social, personal, moral, and
cultural benefits. On one hand, work causes physical and mental fatigue, generates
stress, increases the risk of workplace accidents and occupational diseases, but on
the other hand, its loss (or the prospect of losing it) can lead to mental health issues
(Paszkowicz, 2018, pp. 105-107). For individuals with mental illness, work becomes
a pathway to social integration after hospitalization, helping them step out of the
patient role and become more independent (Papakonstantinou, 2018). As Sawicka and
Meder (2008, p. 960) noted, “the possibility of employment is considered a significant
measure of the effectiveness of rehabilitation and social adjustment. The ability
of patients to take on the role of an employee and maintain it is an indicator of the
achieved level of health and social skills.

Cechnicki and Kaszynski (2000, p. 427) pointed to the value of work for people with
schizophrenia, as it enables them to fully participate in social life, facilitates the formation
of (satistying) social relationships, allows for financial independence, and provides social
status. Lack of work leads to depression, loss of life prospects, and detachment from
reality, resulting in gradual social isolation. It causes significant stress and worsens
mental health. Unemployment increases the likelihood of experiencing depressive,
anxiety, and psychosomatic disorders, and negatively affects quality of life and self-
esteem (Kostrzewski & Worach-Kardas, 2013; Murphy & Athanasou, 1999; Panczak &
Pietkiewicz, 2016; Paul & Moser, 2009).

Work is one of the fundamental criteria for the adaptation of individuals with
schizophrenia to life in society. It has a therapeutic value for them: ‘maintaining
employment is one of the main forms of rehabilitation, while losing work increases
the risk of mental health issues’ (Szczupal, 2015, p. 182). The Malaysian report Mental
Health and Work confirmed that work contributes to health and well-being, while its
absence has the opposite effect. For individuals without work, re-employment led to
improvements in health and well-being, while prolonged unemployment worsened
their condition; this was true for individuals with physical and mental disabilities.
The benefits of work are evident for people of all ages. At the same time, there is no
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evidence that work is harmful to the mental health of individuals with severe mental
illnesses (Lelliott et al., 2008, p. 37)”.

6. Caring for employees’ mental health in corporate practice

The implementation of initiatives for individuals with mental health issues is increasingly
visible in companies’ Corporate Social Responsibility (CSR) reports. In a 2024 study
(Kobus-Ostrowska & Paszkowicz, 2024), 95 reports from 2021-2023 were analyzed,
published on the website https://raportyzr.pl/biblioteka-raportow/ The companies
represented various industries, with the largest number coming from the financial sector
(14), construction and real estate (13), followed by transport and logistics and services (8
each), as well as energy and trade (7 each).

Mental health issues are often linked to the concept of wellbeing. According to one
definition, “wellbeing is a state of welfare — that is, caring for one’s own needs and
development, as well as supporting the wellbeing of others, particularly employees”
(Kryger, 2024). A guide for employers identifies six dimensions of workplace wellbeing,
the first two of which directly concern health:

1. Physical health (e.g., encouraging participation in sports);

2. Mental health (e.g., fostering a supportive organizational culture or offering
psychological support);

Financial security (wages that meet employees’ needs; pay transparency);
Occupational safety (all health and safety regulations);

Work-life balance (e.g., ensuring regulated working hours);

Support for development and disease prevention or work-life balance (e.g., through
expert workshops or health campaigns).

Employers’ focusareasincluded: health prevention (especially concerning occupational,
oncological, and mental health diseases), health promotion, first aid and emergency
care, and building an open, friendly work environment (particularly for employees with
disabilities).

In the field of mental health prevention, several companies addressed psychological
disorders in their CSR reports, including Cemex Polska (2021), Fiberhost (2022),
Kompania Piwowarska (2022), Polsat Plus (2021), Prologis (2021-2022), Provident (2021),
and Wedel (2021). Many companies also addressed workplace stress through anti-stress
training programs (e.g., ArcelorMittal Poland, 2021; mBank, 2021; Polenergia, 2022;
Polsat Plus, 2021; Rohlig Suus Logistics, 2022; Wedel, 2021).

ArcelorMittal Poland (2021) implemented an Employee Support Program providing
access to psychological, psychotherapeutic, and psychiatric assistance. It also conducted
a training series titled “Nerves of Steel” focused on stress management. Biedronka
(2021) offered mental health services to over 90% of its workforce. LUX MED (2022)

AN
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continued its wellbeing program, covering areas such as mental health, physical activity,
prevention, and safety.

CD Projekt (2021) provided employees with unlimited access to psychological
consultations and assessments of psychological wellbeing. Grupa Zywiec (2021)
launched an Employee Assistance Program offering free psychological counseling.
Kompania Piwowarska (2022) maintained free psychological helpline services and
conducted workshops for directors on building psychological resilience. The company
also celebrated World Mental Health Day across the organization.

LUX MED (2022) held meetings with psychology and psychiatry experts, webinars,
and workshops tailored to team needs. Employees participated annually in Mental
Health Week and had constant access to a free psychological helpline.

mBank (2021) launched a free employee program “With Energy for Health,” offering
individual psychological consultations, stress-management training, workshops with
external experts, and webinars on depression. The company also provided access to
a “psychological library” with 150 books recommended by specialists and maps of free
psychological support centers nationwide.

Polenergia (2022) organized a webinar on depression led by specialists from the
Mazovian Center for Neuropsychiatry, focusing on symptoms and warning signs.

Provident (2021) implemented the Care Plan program for employees and customer
advisors, including Mental Health Awareness Week, workshops, and webinars (e.g.,
“Let’s Talk About Change”, “Emotions in Change”, “Mental Resilience as a Key to
Personal Effectiveness”). The helpline “You Can Count on Us” offered free psychological
support to all employees and advisors. The company also promoted work-life balance
by introducing flexible working hours and granting five additional paid days off to
employees who used their full annual leave.

Fiberhost (2022) declared a commitment to mental health and organized webinars on
stress management and mental resilience. The company offered a free Mental Health
Helpline providing access to psychologists, psychotherapists, and coaches.

Wedel (2021) provided psychological and psychiatric consultations under its
medical insurance, webinars on emotional regulation, resilience building, and anxiety
management, as well as dedicated manager training on providing emotional support.
The company also maintained a psychological helpline introduced during the pandemic
and created relaxation and quiet work rooms.

Cemex Polska (2021) developed a new Health Strategy, including initiatives to raise
mental health awareness through training, webinars, and educational materials. Its
workplace safety rules were expanded to include mental health guidelines.

Prologis (2021-2022) offered a support program covering mental health services and
was the only company to include disability insurance among its employee benefits.

Polsat Plus (2021) organized webinars on mental health and published educational
materials on its Healthy You Zone platform, providing resources on psychological
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prevention and information about available mental health consultations and free
hotlines.

BGK (2021) introduced an Employee Support Program offering professional assistance
from psychologists, therapists, psychotherapists, and coaches for employees and their
families.

Polenergia conducted regular “Manage Stress and Regain Control” workshops,
teaching participants to assess and reduce stress levels. Stress management, burnout
prevention, and effective rest were also discussed in Polsat Plus (2021) webinars.

Rohlig Suus Logistics (2022) ran the Work & Care Academy program supporting
employees’ mental wellbeing through training and stress-management webinars. The
company partnered with the online clinic HearMe, allowing employees to consult
psychologists via video sessions or phone calls.

7. Conclusion

Mental health crises have a distinctly negative impact on occupational engagement;
however, their consequences may be effectively mitigated through appropriate
interventions at both organizational and individual levels. The key challenge lies in
the development of personalized support strategies that take into account the specific
characteristics of the labor market as well as the individual needs of employees.
An integrated approach, combining health-related and professional support, may
contribute to the establishment of sustainable solutions that promote mental health
in the workplace.

The research findings indicate that at the organizational level, effective support
strategies can be implemented to counteract the adverse effects of psychological crises.
Preventive measures include regular mental health assessments, stress management
training, and monitoring of workload, all of which constitute essential components of
prevention. Equally important is the creation of a safe working environment with respect
to legal frameworks and institutional procedures.

In mental health crisis situations, it is crucial to ensure the rapid availability of
resources such as counseling services, temporary adjustments to working conditions, and
leadership training in crisis management. At the individual level, tailored interventions -
including coaching and therapy - play a vital role in supporting employees in the process
of regaining full working capacity and professional engagement.

In order to empirically determine the respondents’ motivation for professional activity
“before” and “during/after” psychological crises in the labor market, it is necessary to
formulate and address the following six specific research questions:

1. What was the level of income of respondents after experiencing a psychological

crisis? (actual state).
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2. What were the respondents’ opinions regarding their level of job satisfaction
following a psychological crisis? (actual opinion).

3. What was the work motivation of respondents who were employed at the time of
the study after a psychological crisis? (individual factors).

4. What was the work motivation of respondents who, following a psychological
crisis, were unemployed at the time of the study but actively seeking employment?
(other factors).

5. Did respondents pursue additional education or training once their health
condition improved? (personal factors).

6. Do respondents believe that raising public awareness about the problems and
difficulties faced by individuals diagnosed with mental health crises in the labor
market is necessary? (institutional factors).

The authors hope that the empirical research will enable a better understanding of the
working conditions and professional motivation of individuals who have experienced
a mental health crisis (MHC). This, in turn, will make it possible to identify both
individual and institutional barriers that affect the professional activity of this group.
The results obtained in the future may contribute to deepening knowledge about the
processes of recovery, rehabilitation, and maintaining long-term professional activity
among people after a mental health crisis. This issue gains particular importance in the
context of contemporary social and economic challenges related to the integration of
individuals with MHC experience into the labor market.
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