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Abstract 

This research paper presents a systematic and comprehensive literature review of Human Resource (HR) 

practices aimed at mitigating occupational stress within the specific socio-economic context of Pune City, 

Maharashtra. As a premier industrial and IT hub, Pune exhibits unique workplace dynamics that 

necessitate specialized HR interventions. The study explores 15 critical pieces of literature from 2000 to 

August 2025, focusing on various sectors including Information Technology, Manufacturing, and 

Healthcare. The methodology employs an integrative literature review framework to synthesize qualitative 

and quantitative findings. Key findings indicate that while Employee Assistance Programs (EAPs) and 

flexible work arrangements are widely promoted, their effectiveness is often hindered by cultural stigma 

and sectoral rigidities. The analysis highlights a significant gap in the implementation of "mindful 

leadership" and long-term psychological support in the manufacturing belts of Chakan and Pimpri-

Chinchwad. The study concludes that for HR practices to be truly effective in Pune, they must transition 

from generic wellness initiatives to context-aware, culturally sensitive interventions that address the 

specific stressors of urban Indian corporate life. 

 

Keywords: Occupational Stress, HR Management, Pune City, Employee Well-being, Work-Life Balance, 

Organizational Support. 

 

1. Introduction 

Occupational stress has emerged as a silent epidemic in the contemporary corporate landscape, particularly 

within the burgeoning industrial and IT corridors of Pune City. Known as the "Oxford of the East" and a 

major engine of Maharashtra's economy, Pune houses a diverse workforce that faces unique socio-

economic pressures ranging from rapid urbanization to the high-stakes demands of global supply chains. 

Occupational stress is broadly defined as the physical and emotional response that occurs when the 

requirements of the job do not match the capabilities, resources, or needs of the worker (World Health 

Organization, 2020). Within the HR Management (HRM) framework, managing this stress is no longer a 

matter of employee welfare alone but a strategic necessity for organizational sustainability and competitive 

advantage in a volatile market. 

In the post-pandemic era, the workforce in Pune’s Hinjewadi and Magarpatta IT parks has witnessed a 

significant shift in work-life dynamics. Recent data suggests that nearly 42% of employees in Indian 

metropolitan areas report high levels of stress due to job insecurity, extended working hours, and the 

blurring of home-office boundaries (Statista, 2024). HR practices, including flexible working 
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arrangements, employee assistance programs (EAPs), and periodic health screenings, are being integrated 

to mitigate these effects. However, the implementation of these practices often varies significantly across 

sectors. For instance, the manufacturing units in the Chakan and Pimpri-Chinchwad belts often prioritize 

physical safety over psychological well-being, creating a gap in holistic stress management that affects 

long-term employee health (Kulkarni & Sharma, 2023). 

The psychological contract between the employer and the employee in Pune's competitive market has 

undergone a transition. Employees now expect more than just financial compensation; there is a growing 

demand for "mindful" leadership and organizational support systems that acknowledge individual mental 

health needs. Stressors such as long commutes within Pune’s congested traffic zones, the high cost of 

living, and the constant pressure to upskill in a rapidly changing tech environment contribute to what is 

colloquially termed as "Pune Corporate Fatigue" (Deshpande, 2022). HRM departments are tasked with 

developing interventions that address both systemic stressors and individual resilience. 

Research indicates that high occupational stress leads to increased turnover intentions, absenteeism, and a 

decline in overall productivity (National Institute for Occupational Safety and Health, 2021). For Pune-

based firms, the cost of replacing a skilled professional can be up to 1.5 times their annual salary, making 

stress management a financial imperative. By adopting robust HR practices, organizations can foster a 

culture of well-being that enhances employee engagement and brand loyalty. This review aims to 

synthesize existing literature to identify which HR interventions are most effective in the specific context 

of Pune’s multi-sectoral economy, providing a roadmap for practitioners and scholars alike. 

 

2. Literature Review 

1. Srivastava and Pandey (2020) conducted a deep dive into the impact of remote work on employee 

stress during the transition to hybrid models in Pune. They observed that while the elimination of 

the daily commute to Hinjewadi initially reduced physical fatigue, it paved the way for a more 

insidious form of "digital exhaustion." The researchers argued that the absence of clear boundaries 

between home and office hours in Indian households—often characterized by multi-generational 

living—led to a heightened state of "always-on" anxiety. Their study concluded that HR 

departments must implement "Right to Disconnect" policies to ensure that flexibility does not 

become a tool for exploitation. The findings revealed that employees who had structured downtime 

reported 30% lower stress levels compared to those without such HR-mandated boundaries. 

2. Jain et al. (2017) examined the effectiveness of Employee Assistance Programs (EAPs) 

specifically in the IT sector of Maharashtra. Their findings indicated a paradoxical situation where 

70% of firms offered EAPs, but the utilization rate remained below 10% due to the persistent 

stigma associated with mental health in Indian corporate culture. The authors noted that many 

employees feared that seeking help through HR-sponsored channels might jeopardize their career 

progression or brand them as "weak." The study suggested that for EAPs to be successful, HR must 

decouple these programs from performance reviews and ensure absolute anonymity. Their research 

emphasized that proactive mental health awareness campaigns, rather than just the provision of a 

helpline, are essential for fostering a truly supportive workplace. 

3. Patil (2021) explored the role of leadership styles in mitigating workplace anxiety within Pune’s 

vast manufacturing sector. The study revealed that transformational leaders who practiced 

empathetic communication significantly reduced subordinate stress levels compared to traditional 

transactional leaders who focused solely on output. In the Chakan industrial belt, where hierarchy 

http://www.aijfr.com/


 

Advanced International Journal for Research (AIJFR) 

E-ISSN: 3048-7641   ●   Website: www.aijfr.com   ●   Email: editor@aijfr.com 

 

AIJFR25062772 Volume 6, Issue 6 (November-December 2025) 3 

 

is often rigid, the introduction of "soft-skill" training for supervisors led to a measurable decrease 

in shop-floor tension. Patil’s research suggests that HR should prioritize emotional intelligence as 

a core competency for leadership development. The study found that teams under empathetic 

managers showed a 25% improvement in psychological safety scores over a twelve-month period. 

4. Reddy and Gupta (2023) investigated the correlation between job demands and resources (JD-R 

model) among healthcare professionals in Pune’s private hospitals. They highlighted that excessive 

administrative burdens and "documentation fatigue" were primary stressors, often overshadowing 

the clinical challenges of patient care. The researchers argued that HR-led workflow automation 

and the recruitment of administrative assistants could significantly alleviate this pressure. Their 

data showed that healthcare workers in Pune were experiencing burnout at a rate of 55%, with a 

direct link to the lack of "recovery time" between shifts. The study recommended that HR policies 

focus on mandatory rest periods and rotational shift schedules to prevent long-term cognitive 

decline in medical staff. 

5. Deshmukh (2019) analyzed the "Pune commute effect" on organizational productivity and 

employee mental health. The research suggested that HR-led shuttle services and staggered shifts 

significantly lowered morning cortisol levels in employees, leading to better focus and reduced 

irritability. Deshmukh pointed out that the average Pune employee spends nearly 90 minutes in 

traffic daily, which acts as a "pre-work stressor." The study advocated for HR to collaborate with 

urban planners or invest in private transport solutions to mitigate this geographic hurdle. It was 

found that organizations offering "travel-friendly" policies saw a 12% increase in punctuality and 

a significant rise in early-morning productivity metrics. 

6. Iyer et al. (2022) conducted a longitudinal study on mindfulness-based stress reduction (MBSR) 

programs in Pune-based startups. The results showed a 15% increase in emotional intelligence and 

a marked decrease in burnout after six months of consistent intervention. Startups, known for their 

high-pressure "hustle culture," often ignore employee well-being in the race for scaling. Iyer’s 

study proved that even 15-minute daily meditation sessions, facilitated by HR, could improve team 

cohesion and reduce interpersonal conflicts. The research highlighted that "wellness" should not 

be a checkbox activity but a core value integrated into the company’s mission. Employees reported 

feeling more "grounded" and better equipped to handle the volatility of the startup ecosystem. 

7. Khanna and Singh (2018) reviewed the impact of performance-linked pay on occupational stress 

in the BFSI sector in Pune. They concluded that while such incentives drive short-term 

performance, they often create a "pressure-cooker" environment that leads to long-term health 

issues like hypertension and insomnia. The authors argued that HR must balance financial 

incentives with non-monetary recognition to sustain employee motivation without compromising 

health. Their study found that aggressive targets, when not coupled with adequate resource support, 

led to a 40% increase in stress-related absenteeism. The research suggested that HR should design 

"balanced scorecards" that include employee health and team collaboration as performance 

metrics. 

8. Malhotra (2024) studied the gendered experience of stress among working mothers in Pune’s 

education sector. The research emphasized that HR policies like "on-site creche facilities" and 

"liberal emergency leave" were valued far more than financial bonuses for stress reduction. In a 

society where the primary burden of caregiving still falls on women, Malhotra argued that "one-

size-fits-all" HR practices are inherently discriminatory. The study called for "Gender-Responsive 
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HRM" that acknowledges the unique stressors faced by women returning to work after maternity 

leave. It was observed that schools with flexible "half-day" options for mothers had a 20% higher 

retention rate of experienced female faculty. 

9. Bhardwaj and Kumar (2021) looked at the role of organizational climate in the Pune hospitality 

industry. They found that a "family-like" culture, where HR promotes informal social gatherings 

and peer-support networks, served as a buffer against the stress of long and irregular working 

hours. The hospitality sector in Pune, driven by the city’s vibrant nightlife and tourism, often 

demands grueling 12-hour shifts. Bhardwaj’s research showed that employees who felt a sense of 

"belonging" were more resilient to physical exhaustion. The study suggested that HR should move 

beyond formal hierarchies to foster "social capital" within the organization, which acts as a 

psychological safety net during high-pressure seasons. 

10. Zaveri (2020) assessed the effectiveness of workplace ergonomics in reducing physical stress 

among BPO workers in Magarpatta City. The study found a direct link between musculoskeletal 

comfort and psychological well-being. Employees working in poorly designed workstations 

reported higher levels of irritability and lower cognitive endurance. Zaveri argued that HR must 

work closely with facility managers to ensure that "ergonomic audits" are conducted regularly. 

The research demonstrated that investing in adjustable chairs and proper lighting led to a 15% 

reduction in physical discomfort complaints and a subsequent improvement in call-handling 

quality. This highlights that stress management often starts with the physical environment provided 

by the employer. 

11. Gokhale and Joshi (2022) researched the impact of "Toxic Positivity" in HR communications. 

They argued that acknowledging workplace challenges and allowing employees to express 

frustration is more effective for stress management than forced optimism or "happiness 

workshops." In many Pune-based MNCs, there is a tendency for HR to suppress negative feedback 

in favor of a "positive vibes" culture. Gokhale and Joshi’s study found that this "emotional labor" 

of faking happiness actually increases stress. They suggested that HR should create "safe spaces" 

for honest dialogue and "venting sessions," which can lead to more authentic problem-solving and 

reduced emotional exhaustion. 

12. Nair (2023) examined the use of AI-based wellness apps promoted by HR departments in Pune’s 

tech firms. The data suggested that personalized feedback loops helped employees track and 

manage their stress in real-time, leading to better self-regulation. However, the study also 

cautioned against "surveillance anxiety," where employees feel that their mental health data might 

be used against them. Nair argued that HR must establish clear data privacy protocols to ensure 

that wellness technology is seen as a supportive tool rather than a monitoring device. When 

implemented transparently, these apps led to a 20% improvement in employee self-awareness 

regarding their stress triggers. 

13. Shetty and Rao (2019) explored the impact of organizational politics on employee mental health. 

They suggested that transparent HR policies regarding promotions and increments significantly 

reduce "anticipatory stress" and perceived unfairness. In many traditional family-owned businesses 

in Pune, lack of transparency in career progression is a major stressor. Shetty and Rao’s research 

showed that clearly defined "career paths" and merit-based systems led to higher levels of trust in 

management. The study found that employees who understood the "rules of the game" were less 

likely to experience the chronic stress associated with workplace rivalry and favoritism. 
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14. More (2025) studied the recent trend of "Quiet Quitting" in Pune’s mid-sized firms. The study 

identified that the root cause was often unaddressed chronic stress and a lack of recognition from 

HRM, leading to emotional detachment from work. More argued that quiet quitting is a defense 

mechanism against burnout. The research suggested that HR should focus on "Job Re-

enchantment" strategies, such as job rotation and skill-based volunteering, to re-engage stressed 

employees. The findings indicated that employees who felt their work had a social impact were 

40% less likely to disengage, even under high-pressure conditions. 

15. Wadhwa et al. (2024) evaluated the ROI of wellness programs in the Chakan industrial belt. They 

found that for every rupee spent on employee well-being, the firms saved three rupees in reduced 

absenteeism, lower healthcare costs, and improved safety records. This study provides a strong 

business case for HR to invest in stress management. Wadhwa et al. noted that manufacturing firms 

often view wellness as a "luxury," but their data proves it is a fundamental driver of operational 

efficiency. The study recommended that HR present "wellness metrics" alongside "production 

metrics" in board meetings to ensure continued investment in employee health initiatives. 

 

3. Objectives & Hypotheses 

Research Objectives 

1. To identify the primary HR practices currently implemented for managing occupational stress in 

Pune-based organizations across different sectors. 

2. To evaluate the perceived effectiveness of these HR interventions in reducing employee burnout 

and improving organizational commitment based on secondary data analysis. 

Hypotheses 

 H1: Organizations in Pune that implement comprehensive Employee Assistance Programs (EAPs) 

show a significantly higher level of employee retention compared to those that do not. (Testable 

via literature review of retention rates in EAP-active vs. EAP-inactive firms). 

 H2: Flexible working arrangements are more effective in reducing occupational stress in the IT 

sector of Pune than in the manufacturing sector due to the inherent nature of job roles. (Testable 

via comparative analysis of stress scores in sector-specific literature). 

 

Research Methodology 

This study utilizes a Systematic and Integrative Literature Review (SLR) methodology, an approach that 

I have chosen specifically to mirror the rigor expected in high-level doctoral dissertations. This method is 

superior for the current topic because it allows for the synthesis of disparate research findings from diverse 

sectors—IT, manufacturing, and healthcare—into a unified framework that identifies overarching patterns 

in Pune’s corporate ecosystem. By choosing an integrative review over a simple narrative review, we 

ensure that the study is not merely a summary but a critical evaluation of the "state-of-the-art" in HR 

practices for stress management. This methodology is robust enough to provide actionable insights for HR 

practitioners while maintaining the academic depth required for a thesis-level contribution. 

The process involved a multi-stage screening of academic databases including Google Scholar, Emerald 

Insight, and local university repositories (SPPU). I applied strict inclusion criteria: only peer-reviewed 

studies published between 2000 and August 2025 were considered. The search was further refined using 

keywords like "Occupational Stress," "Pune HRM," "Workplace Wellness India," and "Employee 

Burnout." Each selected study was subjected to a thematic analysis to extract data regarding HR 
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interventions, stressors, and outcomes. This systematic approach minimizes researcher bias and ensures 

that the conclusions are grounded in a diverse and verified body of evidence. Furthermore, the use of 

secondary data analysis allows for a broader geographical and temporal perspective that would be 

impossible to achieve through a single primary survey. 

 

Literature Analysis 

Table 1: Comparative Analysis of HR Interventions and Their Effectiveness 

HR Intervention Primary Sector 

(Pune) 

Reported 

Effectiveness 

Key Limitation Source 

EAPs / Helplines IT / BPO Moderate Cultural Stigma Jain et al. (2017) 

Flexi-

work/Hybrid 

IT / Education High Digital Exhaustion Srivastava & 

Pandey (2020) 

Ergonomic 

Audits 

BPO / 

Manufacturing 

High High Initial Cost Zaveri (2020) 

Mindfulness 

(MBSR) 

Startups Moderate-High Lack of Long-term 

Stickiness 

Iyer et al. (2022) 

Staggered Shifts Manufacturing / IT High Logistical 

Complexity 

Deshmukh (2019) 

 

Table 2: Research Gaps Identified in Literature 

Gap Area Description Impact on HR Policy 

Sectoral 

Disparity 

Most research focuses on IT; 

Manufacturing is understudied. 

Manufacturing HR remains archaic in 

stress management. 

Long-term 

ROI 

Lack of longitudinal data on the ROI of 

wellness programs. 

Difficult for HR to secure budgets for 

mental health. 

Cultural 

Nuance 

Limited focus on the "joint family" 

influence on stress. 

HR policies ignore domestic stressors 

unique to India. 

AI Ethics Minimal research on the "surveillance" 

aspect of wellness apps. 

Potential for employee trust deficit. 
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Figure 1.1. Percieved Sueccess Rate of HR Stress Interventions (based on secondary data) 

 

 
 

Figure 1.2. Reported stress levels across different sectors in Pune from 2020-2025. 

 
 

The data synthesized in Table 1 and the accompanying charts reveal a significant sectoral disparity in both 

the experience of stress and the effectiveness of HR interventions. Specifically, the healthcare sector in 

Pune exhibits the highest percentage of "High Stress" employees at 60%, followed closely by 

manufacturing at 55%. This correlates with the findings of Reddy and Gupta (2023), who attribute this to 

high physical job demands and minimal administrative support. Conversely, while the IT sector has a 

relatively high success rate for flexible work arrangements (78%), it suffers from the lowest success rate 

for EAPs (40%), as visualized in the pie chart. This discrepancy highlights the cultural barriers identified 
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by Jain et al. (2017), where the availability of a resource does not equate to its effective utilization. The 

high success rate of ergonomic interventions (82%) suggests that "tangible" HR changes are often more 

readily accepted and appreciated by the workforce than "abstract" psychological interventions. 

Furthermore, the stacked bar chart indicates that the education sector in Pune is currently in a "moderate 

stress" zone, providing a window of opportunity for HR to implement preventive measures before it 

escalates to the levels seen in BFSI or Healthcare. 

 

Conclusions 

The study concludes that occupational stress in Pune is a multi-dimensional challenge that cannot be 

solved through generic, "Western-style" HR packages. There is a clear need for Pune-based organizations 

to move beyond mere compliance and wellness-branding to address the structural stressors of the city, 

such as commute times and high living costs. The effectiveness of HR practices is heavily contingent on 

organizational culture and leadership empathy. Without a culture of psychological safety, even the most 

sophisticated EAPs will remain underutilized. 

For HR practitioners, this study implies that "Wellness" should be integrated into the job design itself 

rather than being an external add-on. For instance, reducing administrative loads for doctors or providing 

shuttle services for factory workers are more effective stress-busters than a monthly meditation workshop. 

Management must also realize that stress is a financial liability; investing in employee well-being is a 

direct investment in the organization's bottom line, as evidenced by the 3:1 ROI identified in the Chakan 

manufacturing belt. 

Future researchers should focus on longitudinal studies that track the long-term mental health of 

employees as they transition through different life stages (e.g., from early career to parenthood). There is 

also a significant need for primary research in the "unorganized" and small-scale manufacturing sectors 

of Pune, which are currently neglected in academic literature. Additionally, the role of AI in "wellness 

surveillance" and its impact on employee trust is a burgeoning area that requires ethical and psychological 

investigation. 
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