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ABSTRACT

Rapid technological change, increased rivalry, and changing job patterns have made work-related stress a major challenge for modern
firms. Employee performance, well-being, and long-term organizational success are all negatively impacted by ongoing exposure to high
job demands, little control, and insufficient organizational support. According to human resources (HR), work-related stress is
ingrained in organizational processes, HR regulations, leadership styles, and job designs, and it transcends individual experiences. By
combining well-established stress theories with organizational dynamics driven by human resources, this research conceptualizes work-
related stress. The main causes of stress that have been found include an unfavorable organizational climate, job instability, work-life
imbalance, excessive workload and time pressure, and a lack of managerial assistance.

Work-related stress serves as a mediation mechanism connecting HR practices to important employee and organizational
outcomes like job satisfaction, psychological well-being, performance, absenteeism, and turnover intentions, according to the study's
HR-centered conceptual framework. The study also looks at the effects of work-related stress on HR managers, especially in Indian firms,
and highlights the necessity of employee-centered, strategic, and preventive HR interventions. This study adds to the theoretical
understanding of work-related stress by placing HR practices at the center of stress generation and management. It also provides a basis

for future empirical research aimed at creating organizational systems that are robust and sustainable.
KEY WORDS: Organization, HR Practices, Employee, Working Conditions, Work Stress.

INTRODUCTION

Rationale Stress at work is a significant burden of the modern
organization and has a significant influence on worker’s
productivity, wellbeing, and overall stability of the business.
Businesses everywhere are feeling this heat because of increased
competition, rapid technological innovation, shift in work
arrangements, and new levels of pressure and performance
standards. Work stress is important from a HR point of view as
the human resources department (HR/HR function) manages the
workforce, encourages the work environment and defines the
work system. This paper contributes with a conceptual
assessment of  organizational work-related stress by
amalgamating key theoretical perspectives and HR stressors. All
three, job demands, organization-derived, and individual
characteristics, interact in the production of work-related stress,
the survey found. It also proposes a theoretical model to correlate
workplace stress with HR processes and to the employees’
performance, well-being, and job satisfaction. Stress at work has
become an unavoidable part of modern organizational life.
Working, all aspects, with high workloads, role ambiguity, time
pressure, job insecurity, and work life imbalance, are an
increasing challenge for workers in every industry. While some
level of pressure may increase motivation, prolonged or
unbalanced stress often can have negative psychological,
physiological and behavioural impacts. Therefore, both
academics and practitioners are increasingly focusing on work
stress. Work stress is the most important cause of the stress in the

developed and developing countries. According to the recent
study on financial institutions, cites that about 84% of employees
worldwide experienced at least one mental health issue at work in
last year on average From an HR standpoint, stress at work is
neither a personal nor an organizational problem because it is
rooted deep in workplace culture, HR policies, leadership style
and work design. Human resource management affects workers’
work habits and in turn influence the type and magnitude of their
stress. Despite an ample amount of research about occupational
stress, there is still a need for a conceptual model that puts HR
practices at the heart of stress generation and management. This
study addresses this challenge through an HR lens, introducing a
new way of thinking about work-related stressors. Keywords:
Employee well-being, organizational stressors, human resource
management, work-related stress, conceptual framework MAJOR
SOURCES OF WORK-RELATED STRESS Excessive workload
and time pressure. Occupational stress involves a range of factors
in the organisational setting, the same factor that the human
resource policies and managerial practices are closely related to.
Heavy workload and tight deadlines are major sources. Workers
often have challenging deadlines, many multitasking jobs and
high expectations for continuous high performance, and physical
and mental fatigue is a norm. Once those demands are repeatedly
higher without sufficient personal capacity, it is a chronic stress
that will seriously deteriorate both the process and the overall
performance. Lack of managerial and organizational support This
too is a serious factor of employee-related stress due to a lack of
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support from managers and the organization. Failure of
supportive leadership, lack of feedback, poor feedback and lack
of being acknowledged can result in people feeling unappreciated
and isolated. Poor managers who do not support and encourage
their staff with guidance or emotional support are likely to
frustrate employees who feel pressurized and stressed out. Stress
can be reduced, in contrast, with strong leadership, direction and
open dialogue which can reduce stress to a strong point. Job
anxiety and job insecurity and career-related concerns It also is
another major source-related stressor of recent organizations, job
related to work There are so many issues that may threaten the
future and that has driven the for future job security of its staff to
a point of no return - job insecurity. Organizational restructuring,
contract-based positions, downsizing and limited promotion
possibilities and other job displacement and lack of opportunities
to be promoted (lack of stability (eg, career advancements) have
combined to create unpredictability about the future. Concerns
about job loss or stagnation creates a vicious cycle of
psychological stress, which can cause ongoing emotional trauma
that impacts both motivation and organizational commitment.
Work-life imbalance Furthermore, work-life imbalance has
become one of the significant stressors, especially in demanding
and technology-driven work environments. Long working hours,
rigid schedules, always-on connectivity and electronic devices
distort the line between work time and personal time. But a failure
of employers to put time in employees for family, rest and other
personal interests leads to higher levels of stress and lower quality
of life. Poor working conditions and organizational climate
finally, poor working conditions and organizational climate also
are major contributors to work-related stress. Low working
environment, interpersonal conflict, workplace politics and a
feeling of unfairness in HR policies make the environment
stressful. A poor organizational culture involving discrimination,
mistrust, or excessive control compounds stress and diminishes
well-being of staff

CONCEPTUAL FRAMEWORK OF WORK-RELATED
STRESS: AN HR PERSPECTIVE

For an HR perspective, work-related stress occurs when
organizational habits, job responsibilities, and individual
capabilities combine. This framework implies that work-related
stress is not just an individual problem for employers, but the
result of a wide range of HR policies, the company's governance,
and the nature of the working conditions. Human Resources
activities such as job design, performance management,
leadership development, and employee support as well as
personnel assistance and training all can either cause or decrease
stress for employees. HR-related factors can therefore be the main
cause of workplace stress; This framework illustrates the main
sources of stress among those in HR-related issues. These factors
may include such things as just how work is divided, roles are
given, leadership style, role clarity, performance appraisals,
salaries, work-life balance policies. Unstructured, unclear roles,
high workload and little flexibility in jobs make work harder, the
staff has less control, and it’s something to stress you out. On the
other hand, beneficial HR practices provide employees with the

resources to do their jobs better by supporting the way they work.
In the framework, work-related stress is a mediating variable in
which HR practices are linked to employee and organizational
outcomes, linking HR to them within the framework; and this in
turn acts as the mediating variable. When job demands
overwhelm employees’ resources, psychological strain and
emotional exhaustion (or “mental fatigue”) and reduced
motivation are effects. Stress can be perceived as having a
different degree of impact depending on factors such as coping
skills, experience, and resilience, but ultimately the degree of
stressors  determined largely depends on  HR-related
organizational conditions, which can either be mitigated or
destructive. At an outcome level, the framework illustrates a
work-related stress effect — how it affects both employees and
organizations. High stress levels correlate with lower job
satisfaction, lack of organizational commitment, subpar
performance, absenteeism, and higher turnover intentions.
Continued stress may manifest itself in terms of health issues or
burnout also affecting organizational productivity and
sustainability. On the bright side, effective HR interventions can
reduce stress, increase the happiness and well-being of the
employee and good attitude at work, as well as stress reduction,
well-being, which leads to a healthy work mindset. This overall
theoretical framework can be used effectively for a general
approach toward HR in the workplace overall and the role of
strategy itself; the concept framework shows how HR has a
strategic role in managing work-related stresses. This HR-
centered model serves as a basis for the development of empirical
research in the future and serves as a useful reference point for
the design of organizations that need to do workplace relaxation
(work-relaxing).

IMPLICATIONS OF WORK-RELATED STRESS FOR HR
MANAGERS

In the face of the fast-paced global marketplace, technological
development, globalization, and the evolving demands and
demands of work for employee, the work-related stress has
become a key worry of HRM in Indian organizations in its time.
Heightened competition, long workdays, highly regulated hours,
job insecurity and performance-related organization cultures have
increased pressures on work-related stress in the IT, healthcare,
education, manufacturing, service, education and manufacturing
industries have increased stress levels. It is within this frame that
HR managers are critical enablers of awareness of stress as a
strategic problem, one influencing the workers' well-being,
productivity and the vitality of the organization. For HRM
(Human Resource Management) employees, one of the primary
factors that impact HRM’s work-related stress can be seen in
employee performance and productivity. Too much stress may
manifest through exhaustion, impaired focus, error, and reduced
quality of work. In organizations in India which are often driven
by aggressive performance targets and deadlines, unmanaged
stress will detract from organisational operational efficiency. As
a result, HR managers need to manage performance expectations,
realistic workloads and supportive work systems. Employee
health and well-being also suffers significantly from stress related

€' 2026 EPRA IJMR | http://eprajournals.com/ | Journal DOI URL: https://doi.org/10.36713/epra2013 164


https://doi.org/10.36713/epra2013

)

ISSN (Online): 2455-3662

=, EPRA International Journal of Multidisciplinary Research (IJMR) - Peer Reviewed Journal

Volume: 12| Issue: 2| February2026|| Journal DOI: 10.36713/epra2013 || SJIF Impact Factor 2026: 8.753 || ISI Value: 1.188

to work, leading to more incidents of burnout and anxiety, as well
as poor sleep and diseases related to lifestyle. For example, in a
corporate Indian setting employees are often reluctant to voice or
openly discuss mental illness due to a social stigma. This more
pressure is upon HR managers to build psychologically safe
workplaces by implementing wellness programmes and
providing counselling, stress management measures and other
mental health initiatives. One important consequence of this is
higher rates of absentecism and employee turnover.
Dissatisfaction related to stress often drives skilled professionals
to look for other jobs as well as high attrition rates, such as in
IT/BPO sector. Keeping talented employees is one of the big HR
challenges facing Indian companies with the fierce talent
competition in the market. HR managers need to address stress-
related risk factors of attrition with engagement programs, career
development, and supportive leadership practices. Increased work
stress leads to further affect in employee relations and
organizational climate. High-stress environments may result in
inter-personal conflicts, decrease team work capability and
weaken trust in management. Hierarchical structures prevailing in
many Indian companies have a tendency to discourage open
communication, which compounds the stress caused by such
conditions. Managers in HR (HR) are responsible for promoting
participation management transparency, communication channels
and grievance redressal processes for good corporate culture. And
the present Indian context is just as big — regulatory demands and
societal consideration on employee well-being are escalating.
Organizations are slowly but surely understanding the importance
of mental health measures, flexible work arrangements and work-
life balance practices. The focus of the HR managers should then
shift to not being so much administrators, and adopting a strategic
approach on reducing stress at organization level. Integrating
employee well-being into HR strategy allows Indian companies
to improve their organizational resilience, corporate brand, and
sustainable long-term performance.

COPING STRATEGIES FOR WORK-RELATED STRESS
In today's workplace, stress coping strategies have adapted to
changing job demands, technological changes, and shifting
expectations of employees. There is an emerging realization in
corporate organizations that effective stress management should
be combined between individual and organizational level
interventions. These approaches do not only aim to mitigate
stressors, but also to increase workers’ ability to manage
inescapable work stresses. At the personal level, mindfulness and
mindfulness-based self-regulation strategies have come to be
considered as constructive coping strategies. Employees can
enhance their emotional responses to their job stress on the job
with tactics such as mindfulness meditation, deep-breathing
activities, and cognitive reframing and focus through that
practice. Today, a good many companies encourage mental well-
being through wellness apps, guided relaxation sessions and
resilience training programs that help keep their employees
mentally balanced in high-stress work environments, the paper
noted. Similarly, flexible working arrangements are another
important current coping mechanism. Remote work, hybrid

models, flexible hours and compressed workweeks help the
workers hold the reins on their schedules. Flexibility has been
recognised as one of the keys to reducing work—life conflict and
stress in post-pandemic world for Indian entities with the help of
technology. Flexible HR policies help staff make sense of
professional duties as well as personal affairs. Support systems
within an organization are really important for managing work-
related stress. Employee Assistance Programs (EAPs),
counselling, and mental health hotlines support employees with
confidential support professionals. Such programs are especially
important in cultures who do not normally feel comfortable
talking about stress or mental health issues. And by embedding
support mechanisms, organizations create environments in which
employees won’t be afraid to ask for help and will not be
stigmatized. Interventions for skill development and management
of time are also relevant strategies of coping. Tech skills
programs, that develop their employee’s skills, including
communication and organization skills, also assist employees in
feeling more capable and responsible. Perceived stress levels fall
when employees are better prepared to cope with job demands.
Continuous learning, in turn, helps relieve anxiety from the
technological transition and role ambiguity. Finally, fostering a
supportive organizational culture and leadership approach is a
critical contemporary coping strategy. Leaders who demonstrate
empathy, provide constructive feedback, and encourage open
communication help buffer the negative effects of stress. Team-
based support, peer mentoring, and recognition of effort
contribute to a positive work climate where stress is collectively
managed rather than individually endured. Together, these
contemporary coping strategies enable organizations to address
work-related stress in a holistic and sustainable manner.

FUTURE RESEARCH DIRECTIONS

Future studies on stress at work should concentrate on empirically
confirming conceptual models that relate stress, employee
outcomes, and HR policies in various organizational situations.
To investigate how work-related stress changes over time and
how HR interventions affect stress levels over time, longitudinal
studies are especially necessary. In developing industries,
researchers might additionally look into sector-specific stresses
including gig employment, technology-driven platforms, and
hybrid work settings. Future research could also look into how

national background, organizational culture, leadership
philosophies, and individual differences influence stress
experiences. By highlighting culturally grounded stress

management techniques and HR responses, comparative studies
between Indian firms and their international counterparts would
considerably enhance the body of knowledge.

CONCLUSION

Work-related stress has emerged as a critical organizational
challenge with significant implications for employee well-being
and organizational effectiveness. From an HR perspective, stress
is deeply embedded in job design, leadership practices,
performance management systems, and organizational culture.
This study underscores the importance of viewing work-related
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stress as a strategic HR issue rather than an individual weakness.
By adopting proactive and employee-centric HR practices,
organizations can mitigate harmful stress, enhance job
satisfaction, and improve performance. In the contemporary
business environment, especially in Indian companies, effective
management of work-related stress is essential for building
resilient, healthy, and sustainable organizations.
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