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Abstract 
Employee mental wellbeing is an important aspect that determines how well employees engage with their work and how well they execute their duties, drawing significant attention from researchers globally. This study aimed to investigate the role of employee mental wellbeing in enhancing work engagement and task performance among public sector employees in Zambia. A quantitative research design was used in this study with a simple random sample of 120 (n=120). Three different Likert scale instruments were used to measure employee mental wellbeing, work engagement and task performance. Higher reliability coefficient values for all measuring scales in the study were found. Significant positive correlations were found among employee mental wellbeing, work engagement and task performance. Findings from regression analysis showed that both employee mental well and work engagement had predictive value for task performance. These results suggest that employee mental wellbeing and work engagement play a significant role in enhancing task performance.
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1. INTRODUCTION
In recent years employee mental wellbeing has emerged as a critical antecedent of organizational effectiveness and productivity. High demanding work environments, high performance expectations, emotional strain and changing organizational structures characterize modern workplaces. These conditions play a significant role in employees psychological wellbeing and their ability to remain productive and engaged at work (Guest, 2017).
Task performance is critical measure of organizational success because it directly reflects how effectively employees carry out their assigned duties and responsibilities. Achieving high task performance among employees often relies on how well they engage with their work and their psychological state. Mentally healthy and engaged employees often tend to invest significant effort in to their work. Employees who show high task performance contribute significantly towards organizational growth and service delivery. On the contrary, poor psychological wellbeing may affect employee’s concentration, motivation and overall effectiveness negatively (Bakker & Demerouti, 2017).
 This study aimed to investigate the role of employee mental wellbeing in enhancing work engagement and task performance among public sector employees and to determine whether employee mental wellbeing and work engagement hold predictive value for task performance. The study has reported on the predictive value of employee mental wellbeing for task performance. Therefore, the present study has contributed to existing literature through an increased insight into how employee mental wellbeing and work engagement can predict task performance. From a practical stand point the findings of this study will help organizations, policy makers and the government. By embracing how the constructs in the study relate, government and policy makers are helped understand how an employee’s psychological wellbeing affect how employees engage with their work and how well they execute their duties.
2. LITERATURE REVIEW.
2.0. CONCEPTUALIZING TASK PERFORMANCE.
Task performance is a notion that has captured the interest of work and organizational psychologists as a concept that they try to understand and analyse (Meijerink et al., 2021). According to Koopman et al. (2019) employee performance refers to the extent to which employees complete their work roles effectively.
 2.1.  CONCEPTUALIZING WORK ENGAGEMENT.
 Work engagement, since its introduction into the academic and organizational domain   has attracted a lot of interest and is seen as a very crucial factor that relates to work performance. The concept has recently gained a significant momentum in the field of business management as the factor that most affects the results and success of the organization (Saks, 2022). Work engagement is conceptualized as a positive, fulfilling, work-related state of mind characterized by Vigor, dedication, and absorption all of which are essential in achieving task performance (Bakker & Demerouti (2017, p. 759). These three components are inter-related: Vigor refers to having a lot of energy and resilience at work, being persistent and making high efforts even when under stress (Bakker & Demerouti, 2008). Dedication has to do with pride in the job, interest in one's work, enthusiasm and belief that the work is meaningful and valuable (Schaufeli & Bakker, 2010). Absorption refers to the state of total immersion in one's work where time flies by so quickly that employees find it hard to pull themselves away from work (Schaufeli et al., 2002). 
Studies have indicated that highly engaged employees increase their voluntary efforts and commitment, and therefore can be more innovative and creative, and consequently can enhance performance (Saks, 2022).

2.2. CONCEPTUALIZING EMPLOYEE MENTAL WELLBEING.
Mental wellbeing is a complex and multifaceted construct and extremely difficult to conceptualize and measure (Rahmani et al., 2018). The WHO (2022, p.5) defines employee mental wellbeing as 'a positive mental state in which individuals realize their abilities, cope with normal life stressors and contribute to organizational tasks'.
2.3. RELATIONSHIP BETWEEN EMPLOYEE MENTAL WELLBEING AND WORK ENGAGEMENT.
An employee with good mental wellbeing can effectively face various kinds of stresses and failures and can maintain engagement towards his job. The study involved 120 employees from the ministry of health aimed at understanding how employee mental wellbeing plays a role in enhancing work engagement. A positive correlation was found between employee mental wellbeing and task performance (r= .893; p .000). Based on the above argument, it can therefore be hypothesized that employee mental well being positively influences work engagement.
2.4. RELATIONSHIP BETWEEN EMPLOYEE MENTAL WELLBEING AND TASK PERFORMANCE.
Mental wellbeing has been found to be significantly directly related with task performance. Employee wellbeing which impacts employees ' welfare, is a critical element for long term success and sustainability of the organizations and it can be observed that there is a great impact of work-related wellbeing on the performance and survival of organization (Grant et al., 2007). Koopmans et al (2014) observed that employees with higher level of mental wellbeing performed their task significantly higher compared to others; their level of task performance was determined by the accuracy, speed, and consistency of completing their core task. Their study highlights significant role that employee mental wellbeing plays, showing how poor employee mental wellbeing can hinder how effectively employee execute their work. It can therefore, be hypothesized that employee mental wellbeing positively influences task performance.
 
3.THEORETICAL FRAMEWORK.
3.1. JOB-DEMAND RESOURCE MODEL.
The application of the job demand resource model in this study is crucial for understanding how high job demands without adequate job resources can cause employees to experience high levels of stress and burnout leading to decreased work engagement and task performance. This model explains how employee mental well being and performance are influenced by a balance between job demand and job resources. Job demands can be defined as "those aspects of the job that require sustained physical and/or psychological effort and are therefore associated with certain physiological and/or psychological costs" (Demerouti et al., 2001) while job resources "those physical, psychological, social, or organizational aspects of the job that are functional in achieving work goals, that reduce job demands and the associated costs, or stimulate growth, learning, and development" (Bakker, 2011). 
4. METHODS. 
4.1. Research Design.
A quantitative research design was employed in this study, aligning with the primary objective of investigating the relationship between employee mental well being, work engagement and task performance among public sector employees. This design was deemed appropriate as it facilitates the collection of data at a single point in time, allowing for efficient examination of association between multiple psychological constructs without manipulating any variables. 



4.2. Sampling Technique.
A probability sampling technique specifically simple random sampling was utilized. This approach was chosen because every employee had a chance of been selected, enabling the researcher to achieve a high response rate of 100% (120 out of 120 questionnaires distributed).
4.3. Research Instruments.
 The study employed established and validated instruments to measure the key variables. Employee mental well being was assessed using the Warwick Edinburgh Mental well being scale which utilizes a five-point Likert scale with all items demonstrating good internal consistency of .92. Work engagement was measured using Utrecht work engagement scale rated on a five-point Likert scale comprising of three subscales Vigor, dedication and absorption ranging from 1(never) to 5(always). The Utrecht work engagement scale has been widely validated, exhibiting good internal consistency with a reported Cronbach alpha of .90. Task performance was measured using the individual work performance scale developed by Koopmans et al. (2014), which includes five items with all items demonstrating good internal consistency of .88.
4.4. Data Gathering Procedure.
The following steps were undertaken in collecting the data. Ethical clearance was obtained from the school’s research ethics committee prior to data collection. Permission from the school was secured by sending a letter of request the district health director and the human resource department to allow the administration of the research instrument. Informed consent was obtained from the participants, outlining the purpose of the study, their rights and assurance of confidentiality. Printed and digital versions of the questionnaire were then distributed to the selected participants. Completed questionnaires were collected. Finally, the responses were encoded into SPSS for statical analysis.  
5. RESULTS.  
Table 1 presents the descriptive statistics for the study variables, including employee mental wellbeing, work engagement and task performance. In this study mean score interpretation was based on the following criteria: where 1.00 - 1.80 reflects very low mean score, 1.81- 2.60 reflects a low mean score, 2.61 - 3.40 reflects a moderate mean score, 3.41 – 4.20 reflects high mean score, and 4.21 – 5.00 reflects very high mean score.



                                       Table 1 descriptive statistics
	Variables                                         rank                mean                                standard deviation             

	

	Employee mental well being           3                3.363                                  1.237                                                  
Work engagement                            2                3.430                                  1.218                                              
Task performance                            1                3.525                                  1.276                                              


	

	To asses the internal consistency of the measuring instruments used in this study, Cronbach’s alpha coefficients were computed. The results indicated that generally, the reliability of the three scales was satisfactory. They all met the benchmark reliability standard of α ≥ 0.70 (Darmayanti et al, 2020). Employee mental wellbeing had a Cronbach’s value of 0.92, work engagement had a value of 0.90 and task performance had a value of 0.88 as shown in table 2.
                                                   Table 2 Reliability results 
	Variable
	Sample size
	Chronbach’s Alpha

	Employee mental wellbeing
	14
	.92

	 Work engagement
	9
	.90

	Task performance
	5
	.88



Pearson correlations between the three constructs were calculated. All hypothesized relationships were significant. A statistically significant relationship was found between employee mental well being and work engagement (r= .893; p < 0.01), indicating that employee mental wellbeing is associated with work engagement amongst employees. This suggests that employees with good psychological well being tend to engage more with their work and have greater confidence in carrying out their duties. Correlational results also shows that a statistically positive relationship exist between work engagement and task performance (r= .882; p <0.01). Implying that work engagement has a positive association with task performance. This suggests that employees who are absorbed and dedicated to their work exhibit higher task performance. Furthermore, a positive significant relationship between task performance and employee mental well being was found (r=.842; p<0.01), indicating that employees with good mental health are more likely to execute their duties more effectively. This suggests an employees psychological state plays a role in promoting task performance amongst employees. 
Table 3 Correlation coefficients for employee mental wellbeing, work engagement and task performance.
	
	EMW
	WE
	TP

	EMW
	Pearson Correlation
	1
	.893**
	.842**

	
	Sig. (2-tailed)
	
	.000
	.000

	
	N
	120
	120
	120

	WE
	Pearson Correlation
	.893**
	1
	.882**

	
	Sig. (2-tailed)
	.000
	
	.000

	
	N
	120
	120
	120

	TP
	Pearson Correlation
	.842**
	.882**
	1

	
	Sig. (2-tailed)
	.000
	.000
	

	
	N
	120
	120
	120

	**. Correlation is significant at the 0.01 level (2-tailed).






The regression analysis results are summarized in the model summary as shown in table 4. The obtained R value of 0.890 reflects a high correlation between the predictors and the dependent variable, task performance. Meanwhile, the R² value indicates that 79.2% of the variance in task performance can be explained by the model. This finding implies that employee mental well being and work engagement collectively contribute substantially to the variation in task performance.

                                                Table 4 model summary.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.890a
	.792
	.789
	2.25469

	a. Predictors: (Constant), WE, EMW



 The analysis of variance (ANOVA) tests the hypothesis that multiple R in the population equals 0 and reports how well the regression equation fits the data. Results in table 5 indicate that the regression model is statistically significant (F (223.268; p<0.001), meaning that the model predicts task performance significantly better than using the mean alone.
                                               Table 5 Analysis of Variance.
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	2270.017
	2
	1135.009
	223.268
	.000b

	
	Residual
	594.783
	117
	5.084
	
	

	
	Total
	2864.800
	119
	
	
	

	a. Dependent Variable: TP

	b. Predictors: (Constant), WE, EMW



The final step involves determining the individual contribution of each predictor to task performance. The results in the coefficient table indicate that employee mental wellbeing does not make a statistically significant contribution to predicting task performance, although it has a positive effect on task performance and work engagement make significant and unique contributions to predicting task performance. Specifically, employee mental wellbeing accounts for 27.0% of the variance in task performance (β = 0.123, t =2.876, p< 0.001) and work engagement accounts for 64.1% of the variance in task performance (β = 0.465, t = 6.832, p <0.001).

	Table 6 Coefficients.

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-1.234
	.922
	
	-1.339
	.183

	
	EMW
	.123
	.043
	.270
	2.876
	.005

	
	WE
	.462
	.068
	.641
	6.832
	.000

	a. Dependent Variable: TP



6. Discussions
This study aimed to examine the role of employee mental well being in enhancing work engagement and task performance among public sector employees in the central province of Zambia (chibombo district hospital), using a quantitative design. The second objective was to determine whether employee mental wellbeing and work engagement could predict task performance. The demographic profile indicates that 52.9% of the respondents were male, while 47.1% were female. Most participants were aged between 20 and 29 years (36.1%), followed by those aged 30 to 39 years (27.7%), 40 to 49 years (25.2%), and 50 years and above (10.9%). In terms of academic level, respondents that had bachelor’s degree made up the largest group at 44.9%, followed closely by those who had diploma (19.5%), masters degree (16.9%), doctorate (9.3%), and those with other forms of education (9.3%). 
Reliability analysis results demonstrated high levels of internal consistency (α ≥ 0.70) for the four measuring instruments, in line with Dullas (2018), and Darmayanti et al. (2020) reliability standards. Employee mental wellbeing recorded an acceptable Cronbach’s alpha value of 0.92; work engagement scale had a value of 0.90; and task performance had strong internal consistency with Cronbach’s alpha values of 0.88. Pearson product-moment correlation coefficients were used to examine the relationships among the three key variables in the study. The first hypothesis posited a relationship between employee mental well being and task performance. The hypothesis was confirmed. The findings revealed a positive relationship between the two variables, indicating that an employee’s psychological state is associated with higher levels of task performance among employees. This result aligns with previous studies, such as world health organization (2020), which found a significant correlation between employee mental well being and task performance (r = 0.842, p < 0.01). The second hypothesis, which proposed a relationship between employee mental wellbeing and work engagement, was also confirmed. A strong positive, statistically significant relationship was found between the two variables. This suggests that the more employees are mentally okay, the more determined they would be in engaging with their work This finding is consistent with prior research, including Schaufeli and Bakker (2004) in which an employees mental wellbeing increases the work engagement. 
The third hypothesis, which proposed a positive relationship between work engagement and task performance, was also confirmed. A strong, positive, statistically significant relationship was found between these two variables, indicating that an engaged is more likely to execute their duties effectively. Similar results were found by (Rich et al., 2010).

7. CONCLUSION.
The results of this research study have provided evidence to the extent that employee mental wellbeing plays an important role in the promotion of work engagement and task performance. From the academic and social perspectives there are several important implications that can be drawn from the results of this study.  Results have shown that the proposed model is plausible hence making a theoretical contribution by providing empirical evidence that employee mental wellbeing is a predictor of work engagement and task performance.
Literature review and empirical evidence shows that employees who exhibit positive mental wellbeing are more likely to experience Vigor, absorption and dedication in doing their work. On the other hand, poor mental wellbeing characterized by burnout, stress etc can affect an employee’s overall task execution.
The findings of this study will contribute to both organizational and academic knowledge in such a way mental wellbeing will not only be seen as a personal issue, but rather as a strategic organizational concern that has a direct impact on employee engagement and task performance.






8. RECOMMENDATIONS.
Longitudinal studies, which track participants over an extended period, would be better suited to uncover causal inferences and provide deeper insights into the dynamics of task performance and its predictors. Secondly, the cross-sectional nature of the study does not account for maturational effects, which may influence academic engagement over time. Longitudinal studies, as suggested by Terre Blanche and Durrheim (1999) and Satardien and Mahembe (2019), would provide a more nuanced understanding of how task performance evolves and is influenced by employee mental wellbeing and work engagement over time. Thus, a larger sample size, ideally exceeding 200 participants as recommended by most statistical software packages, would allow for more robust statistical analyses, such as Confirmatory Factor Analysis (CFA) to control for measurement errors and Structural Equation Modelling (SEM) for path analysis. As it stands, the sample size in this study slightly falls short of the requirements for these advanced methods, and future studies should aim to increase the sample size to enhance the reliability and validity of the findings. The relatively small sample size in this study limits the generalizability and strength of the findings. To yield more generalizable and reliable findings, future studies 
need to address limitations related to sample size and study design.
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