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L INTRODUCTION
¢ is in most other situations. Individuals who are reliant on their jobs all

Moderation is vital 1n life, as i
the time experience Siress and burnout. Employees that are overworked are more likely to have health issues, 1o
be absent or sick, to be less productive and sociable, and to be all around more challenging to work with. By using
wise human resource management, these problems can be avoi ' ST N o

The administration of human resources (HR) is a particularly flexible aspect of the organisation, and iis duties
are frequently considerably less clear than a textbook may imply. Ensuring that workers are healthy and content
at work is just as much a part of the HR system as hiring, training, employment agreements, and regulatory issues.
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