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Abstract

The presentpaper is an endeavor w identfy the factors exisung in the
current organizatonal climaw that influence the employees'
percepton regarding occupatonal swess in Indian banking induswy by
applying Confirmatwry Factwor Analysis (CFA) on a represenmtve
sample of 596 public (n=300) and privar secwor (n=296) bank
employees. The results of the CFA revealed thar all the 11 factors
related ™ occupatonal swess analyzed in present smdy were
significanty influenced occupatonal swess. Further, the values of
AVE depiced role overload as the most significant facwor because
overall occupational swess accounts for 87.2 per centof variance in this
followed by RFP (78.8 per cent), LS (76.7 per cent), UP (74.6 per cent),
PL (73.6 per cent), RA (71.6 per cent), PPR (70.5 per cent), RC (67.7
per cent), [IM (65.2 per cent) and UGPP (64.2 per cent) respectvely.
Hence, the results of CFA revealed that the model of 'Occupatonal
Suess' developed by 'A.K. Srivagmava and A.P. Singh' found 1 be fit
measure the level of occupational swess and © explore significant
factor in Indian public and priva® secwor banks in partcular and
banking industy in general.

Keywords: Occupatonal Swess, CFA, Measurement, Convergentand
Discriminantvalidity.

Introduction

In the wake of Liberalizaton, Privatzaton and Globalizadon (LPG)
of the economy, the banking philogophy, objectives, priorities, @rget
and human resource managementpolicies have also been congiderably
changed from 1me © dme and as a result, the mind-set of the
employees and employers have also changed. Further, inwmoducton of
computers, &-banking, downsizing, proposals w mergers and
acquisitons, disinvesmments policy of the Government have, indeed
affeced the bank employees. In addition 1 this, with the enwy of
foreign banks in India, greatwr needs are feltfor bemer cugomer service
and creating a competutve £dge © overcome compeuwrs’ sTaEgies.
Growing competton, complex gconomic environment, rising labor
costs, €. compel organizatons T €$pouse proactuve SwATEZIES
towards employee conwibuton. Afwr years of organizational work re—
engingering and reformaton, management comes o recognize thata
productuve workforce is increasingly impormnt © atmin susminable
competutve advanmge for business organizatons on a global basis.
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Enwepreneurs, social scientsw, induswialist, corporatw
managers and even management thinkers were more
apprehensive with the managementof matrial and financial
resources, in the days gone by, they utered litde or no
concern for human facwrs. However, Human capimal is
proposed as ong of the key regsources on which organizatons
build their compettve advantage nowadays (Becker and
Stel, 1995).

Due  advancement of wchnology, haswe of busy life;
culwral, political and economic changes in the society; ever
changing rolg, role ambiguity and role conflict are causing
aswange disease © human being — The Swess. Selye was the
firgtw use the wrm ‘Swess’ 1 describe a setof physical and
psychological responses o adverse conditons (Fevere etal.,
2003). In an organizaton conweXt, occupatonal swess refers
1 the swess experience by an individual atthe work place.
Occupatonal swess can also be defined as the harmful
physical and the emotional responses which occur when the
demands of the job do notmatwh the capabilites, resources
orngeds of the workers (NIOSH, 2002).

Occupational Role -Stressors

The facwrs causing swess © an individual are called
swessors and job swessors may refer © various workplace
feawres that pose cermin threat © an individual and affect
organizatonal performance by dipping productvity and
efficiency.

Individual Stressors

Lazarus and Folkman (1984) opined that individual
swessors are related  the personality waits of an individual.
Some individuals are more prone  swess than others. The
reagon lies in differences in background variables (age,
education, income, experience, designaton, ew.) and
cognitive — affectuve differences (personality waits and
dimengions like authorimrianism, rigidity, wlerance of
ambiguity, need for achievement, self-eswem, etc.).

Group Stressors

Group smessors are related  the factors that cause swess
due  group relations, paterns of relatonships and behavior
of individual in a parucular group which includes—lack of
group cohesiveness, lack of leadership support, inwa and
inter group conflict, etc.

Organizational Stressors

Organizatonal swegsors includes such factors which can
cause swess inside the organisation due © work climat,
dutes and responsibilites, role of an individual within the
organisation, €w. It includes both individual and group
STESSOTS.

Role Overload

Role overload occurs when an individual hag © perform
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excess work, sometmes has © do work of others and the
quanwum of work expectwed from him is beyond his physical
capacity or when employees are asked 1 do more than ime
or ability permits.

Role Conflict

Role conflict arises when an individual is ‘morn’ by
conflicting job demands or he/she is required w© do things
that are not part of his/her job due ® conmadictory
directons.

Role Ambiguity

Role ambiguity occurs when an individual has inadequate
information aboutr the various roles at workplace,
objectives, policies, expectations, authorities and
responsibilites due  which employees face difficultes in
taking definiw and precise decisions.

Under-Participation

When an employee feels that his/her suggestons are not
sought in framing impormnt policies of the organizaton
relared 1 procedure, equipments, working condidons, and
soluton of wvarious organizational problems, he/she
experiences under-partucipation.

Unreasonable Groups and Political Pressure

The supremacy or power swuggle within an organizaton
amplifies compettion and increase swess for employees.
Politics atwork place can create pressure on workers which
comprises coercion © work unwillingly and desmucton of
formal procedures.

Responsibility for the Persons

Responsibility for the person can be the significantpowendal
swessor associated with organizatonal roles which
comprise of regponsibilites regarding people, actuvites,
developmentand progress of the organisation.

Powerlessness

Powerlessness includes dearth of authorites given
employees for making decisions regarding maining
programmes, division of work, regarding preference of the
individuals’ inwrest & capabilines for filling various
positons in the organisaton, £Tc.

Poor Peer Relations

Relatonsghips with others at workplace (superior —
subordinates, and peer groups) in wrms of quality and social
support in difficult simatdons were found © be pornual
source of jobrelatred gwain (Cooper and Payne, 1978).

Intrinsic Impoverishment

When workers feel that their dutes and work are dull,
monownous and boring in nawre, there is lack of
opporwunites for developing skills and expertse and also
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when an individual feels thathe hag capabilities and skills
perform specific msk but hig/her suggestons are not
solicited for the same then swess occurs due inwinsic
impoverishment

Low Status

Swaws is the focal measure of relatve worth conferred upon
an individual by the group. The oudook of executves and
peer groups regarding respect, work, positon and smws of
the individual and image of organizaton and his or her
positon in society can cause swess among individual.

Stringent Working Conditions

Unpleasant working conditdons provided at work place
(prolonged exposure ™ exmweme heat, cold, noise or
crowding), lack of privacy, complex and risky masks, and
inconvenienthours found w be the prominentcause of swess
among the workers (Cooper & Marshall, 1978).

Unprofitability

It includes when workers receive inadequatw, unjustfied
and unfair salary and experiences absence of rewards or
incentves for the work done.

Review of Literature

The presenthuman life and the areas of work agsociared
him/her are full of wnsions and swess which lead
occupational swess. Here, an atmempt was made by the
researcher © review the lierawre, regarding occupatonal
swess and pointed outsome relevantworks depictng levels
and factors affecing occupatonal swess which are asg
follows:

Reddy and Ramamurthy (1991) exposed thatthe executves
in the age brackets of ‘41-50 years’ observed higher level of
swess in comparison  the executves in the age brackets of
‘51-60 years’. Virk etal. (2001) also found thatthe level of
swess 1s directdy relawd © age and job level. Latha and
Panchanatham (2007) found that work load acts ag major
swessors and long work hours were indirectdy associated
with psychological diswess. Srivasmava and Sinha(1983)
observed that middle level managers experienced higher
swess and anxiety as compared © p level managers in
privat sector organizaton. Lehal, Riw (2007) revealed that
Organizational role swess (ORS) and job satsfactdon (JS)
wag found beter in public secwor banks than the privawr
sector and female executves were more swessful than males
in public secwr. But in case of job satsfacton, female
executves were more satsfied with their job in the public
sector. Oke, Adunola and Dawson, Pawick (2008) indicatwed
thatworkplace swess had inverse reladonghip with culwre of
organisation but age and experience were positvely
correlaed with swess. Sankpal, Shilpa et al. (2010) found
that the employees from privatw sector experienced higher
role swess than their counterparts in public sectwr. Further,
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no significant difference was observed between the public
and privae secor bank employees regarding role
expecmton conflict, role isolaton, role ambiguity and
personal inadequacy. Bano, Bushara and Jha, Rajiv Kumar
(2012) exposed thatthe employees from both sector (public
and privaw secwor) decreed moderaw levels of swess and
found no significant difference in overall swess level.
Further, significant difference observed in public and
privaw secwor bank employses swess level regarding work
experience and educatonal qualificatons. Kayasta, R. et
al. (2012) unveiled that 70.91 per cent of the regpondents
were having modera® swess and maximum of university
and college employees exhibied high level of swess
followed by bank and finance secwor employees,
Informaton Sysem employees and Induswies employees
regpectvely. Sharmila, A. and Poornima, J. (2012)
expounded thatabout98 per centof the respondents assered
high level of swess due w personal and professional reasons.
The respondents were overloaded due © work burden and
work life imbalance was found 1 be the main elementwhich
conwibured w© swess. Katyal, Sudha and Katyal, Ronica
(2013) exposed the employees of non-natonalized banks
proclaimed greatwr occupatonal swess as compared w their
countrpart and all these components of occupatonal swess
were found higher in non-natdonalized bank employees than
those in natonalized bank.

Hence, the review of liwramre discussed above exhibied
thatwork related swess is common among the employees in
baking induswy. Further, most of the swmdies revealed that
personal facwrs like age, mariml smws, experience,
designaton, gender, income, €. have significantinfluence
on job swess (Oke gtal. 2011 and Kayagtha etal. 2012, etc.)
and majority of the smdies unveiled that organisatonal
factors such as, employer-employee relationghips,
workload, role ambiguity, working hours, inadequat salary
and work life balance are significantsource of swess atwork
place (Khamak et al. 2011 and Devi, Sharmila, A. 2012).
Some smdies showed thatjob swess is high in privaw sector
banks in comparison © public secwor (Lehal, Rim, 2007,
Bano, Bushara 2012, Sankpal, Shilpa 2010, et.); significant
difference bewween public and privar secwor banks was
observed regarding job swess (Katyal, Sudha €t al. 2013,
Bano, Bushara 2012, Sankpal, Shilpa2010, et.).

Research Gaps Identified

Thus, on the basis of review discussed above it can be
concluded that a very limied number of factors had been
congidered in mogtof the smdies, which dogs notprovide a
holigtc view of the factors affecting occupatonal swess, no
sysematc sudy has been done for modeling the factwors of
occupatonal swess by applying factwr analysis and since
Indian banking induswy is stll undergoing a phase of LPG,
hence, a sudy of the Indian public and privat sector banks
employees’ percepton regarding work swess needs © be
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undermken so that it can prove © be a good initatve for
Indian banking induswy for the purpose of generalization of
significantfactrs. Therefore, there is a need © make a fresh
atempt © undersmand the factors affectng occupatonal
swess prevailing in Indian banking induswy.

Research Methodology
The regsearch methodology of the presentswdy is as follows;
Research Objective

Rol: To identfy the facwors exisung in the current
organizatonal climawr that influence the employees’
percepton regarding ‘Occupatonal Swess’.

Operationalization of the Objective

The objectve was achieved through designing of various
consmuct formed on the basis of factors identfied through
an exwnsive review of liwrawre. Each congswuct had some
variables measured on five point Likert’s scale where 1=
swongly disagree and 5= swongly agree. Further, CFA was
applied  gauge the dewrminants of occupatonal sess in
Indian banking induswy.

Research Design

Research design of the present swdy is explorawory cum
descriptve in nawre

Universe and Population

All the employees of Indian scheduled commercial banks in
public and privaw secwor congtumed the universe of the
presentswudy and the mrgetpopulaton was comprised of all
the employees from public (PNB and SBI) and privat sectwor
banks (HDFC and ICICI) in India.

Sampling Units

Sampling units of the present sudy were consisted of bank
employees from sampled banks under consideration (PNB,
SBI, ICICI and HDFC). Respondents from gvery level (op,
middle and higher), from various age groups, male and
female, from different monthly income and expendimre
groups and from different experience groups were
considered ag sampling units.

Sample Size Determination

The size of the sample was dewrmined on the basis of
Cochran’s (1963:75) equation, thereforg, assuming
p=0.5(maximum variability) at95 per centconfidence level
and + 4.0 per cent precision (Malhowa, N. K., & Dagh, S.
(2010).

The resulung sample size was mken as:

Z’pq _ (1.96)2 (0.5) (0.5)

N- " 0002 = 600 respondents.

N= Sample Size; Z= Z— value (1.96 for a 95 per cent
confidence level); p= maximum variability in populaton;
g=1-pand e=level of precision.

Sampling Technique

In the present swdy, convenience sampling method was
followed w gather the data from the mrgeed respondents.

Method of Data Collection

Dam was collecwed by personally diswibuting the designed
quesdonnaire © the sampled bank employees by using
‘Occupatonal Swess Index’ given by A.K. Srivagmva and
A.P. Singh which comprised of 12 congmucts/factors but for
the present sudy 11 factors have been considered for
measurement of occupational swess model with the help of
CFA because Kling (2011) propagawrd that there should be
three or more variables ™ indicaw lamnt constuct
Therefore, in the present smdy, one factor named
‘Unprofimbility’ thathas only wo sements has eliminawed
for megasurementmodel.

Pilot Study

A pilot smudy on 100 employees from public and privaw
sector banks in NCR was carried out

Analysis and Interpretation
Factor Analysis for Sample Adequacy

In the present smdy, KMO-Bardet's wst was applied for
wstng the conditons of sample adequacy and validity of
sample was swed. The result are shown in Table 1;

Table 1: KMO-Bartlett's test for Occupational Stress

Occupational Stress
Kaiser-Meyer-Olkin Measure of Sampling Adequacy .870
Approx. Chi Square 23408.753
Bardets Testof Sphericity Df 946
Sig. .000
Source: Researcher’s Calculaton through SPSS.
Reliability Analysis

KMO measure of sample adequacy for occupatonal swess
came out © be very good i.e. .870 which verify that the
sample is adequatw and factor analysis can be applied on the
dam. Similarly, the values of Bardet’s wstof Sphericity was
also found w be significantat1 per centlevel of significance
with p value =0.000.
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Reliability analysis means congismency with which the
ingTument gives similar result. It provides informaton
aboutthe relatonships between individual iems in the scale
and the same is measured with the help of Cronbach’s alpha
coefficient
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Cronbach’s alpha is a coefficient of inwrnal consis®ncy
which is used © esumat and meagure the reliability of the
questonnaire. It value varies from 0 © 1 and generally a
coefficient value greater than 0.7 (Anderson Black, 2010)
indicaws sausfacwory and smustucally accepmble. The
formula used © computw Cronbach’s alpha is:
K Tk s
o= - (-
Where, K indicaws the number of iems in the ingTumenrt,
Si2 indicaws the variance of each iems (saement) and S©
denows the wml variance of the ingmument So, alpha
depends on both the number of iems and the correlations
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among them. Even when the average correlaton ig small, the
reliability coefficient can be large if the number of iems is
large.

Afwer receiving the 596 responses (N=600), the scale
reliability of the developed variables was w®swmd by
deploying the smustucal w®st, ‘Cronbach alpha’. The
reliability of the questonnaire was checked both consmuct
wige and overall. Cronbach’s alpha for of the Occupational
Suess (0.875) was found w be very good. The consmuct
reliability is more than 0.8 (mosdy around 0.9) for gach
congwuct The results of the wstare depicted in Table 2;

Table 2: Reliability statistics of the Questionnaire (Occupational Stress)

Measured Variables of Occupatonal Stess No. of Iems Cronbach ‘s Alpha
Role Overload (RO) 6 979
Role Ambiguity (RA) 4 929
Rolg Conflict (RC) 5 925
Unreagonable Group and Polidcal pressure (UGPP) 4 .875
Responsibility for the person (RFP) 3 927
Under Pardcipaton (UP) 4 913
Powerlessness (PL) 3 .882
Poor Peer Relaton (PPR) 4 .865
Intingic Impoverishment (IIM) 4 .891
Low Stmaws (LS) 3 .894
Swenuous Working Conditons (SWC) 4 927
Unprofimbility (UNPF) 2 945
Overall Occupational Stress Scale 46 0.875

Source: Researcher’s Calculatons through SPSS.

Validity Analysis

Validity is an agsessment © measure the degree © which a
variable or congmuct measures whart it is supposed
measure. For the validity st wo type of validity have been
wswed in the present smdy, 1) Conent validity 1) Congmuct
validity.

Conwenrvalidity: Itig the exento which a measure provides
adequatw coverage of the pic under smdy. For the present
swudy, the content validity of the ingTuments was ensured
and the iems were identfied from lierawre and further,
academicians and expert have reviewed the questonnaire
and the iems of the questonnaire have been redesigned
according o their suggestons.

Congmuct validity: It measures the degree © which an
operatonalization correctdy measures it Targeted variables
or it measures the empirical assessment of uni—
dimensionality. In the present swudy, in order © check the
uni-dimengionality, measurement model of Occupatonal
swess was specified for specific consmuct and CFA was run
for all the consmuct mken wgether. Congmuct validity
includes convergent and discriminant validity. Convergent
validity is the ex®nt ™ Which the scale correlats positvely
with other measures of the same congmuct (Malhowa and
Dash, 2010) and discriminantvalidity is the exEnt Which
avariable doesn’tcorrelate highly with other measures from
which it is supposed w differ and the same were checked
with the help of CR, MSV,ASV and AVE.

Table 3: Fit indices for overall Measurement Model of Occupational Stress

Model No. ofiems | CFI

GFI AGFI CMIN/DF RMSEA

Overall Occupatonal Swess | 42 974

.906 .890 1.747 035
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The Table 3 exhibiwed various fitindices for the occupatonal
swess model. The normed chi-square wag found 1 be 1.747.
The criwria for the accepmance varies across researchers,
ranging from more than 2 (Ullman, 2003) w less than 5
(Schumacker & Lomax, 2004). Further, the table depicted
thatthe CFI value came outw be .974 which is closer o 1;
that indica'ed a very good fit for the model. The value of
RMSEA should be less than .08 (Browne & Cudeck, 1983)
and found w© be very good, if less than 0.05 (Hair et al.,
2013), and for the presentmodel itis found w© be .035 that
makes the model accepmable on this criwria. Further, other fit
indices (GFI and AGFI) also found o be very good

CFA for Measurement Model of Occupational Stress

To measure the discriminant validity, CFA was applied for
the overall measurement model for ‘Occupatonal Suess’
and the values of MSV and ASV were calculard and
compared with CR and AVE. In addidon w this, the
significant dewrminant of occupatonal swess were
identfied on the basis of AVE (Average Variance
Explained).

Composite/Construct Reliability (CR)

CR is the measure of reliability and inwrnal consisency of
the measured variables representing a laentconswuct

G, L)?
Er LD+ (EE ei)
The A Li represents the squared sum of smndardized facwor
loadings for gach congmuct and ei ig the sum of error
variance rms of the conswuct.

CR=

Average Variance Explained (AVE)

AVE is the average percentage of variance explained among
the iwms ofa conswuct(Hairgtal. ) .

AVE= gL

The Li represents the standarcﬁzad factor loadings, and n is
the number of irms, so for n iems, AVE is computed as the
wml of all squared smndardized facwr loadings (R2 =
Squared multple correlaton) divided by the number of
Iems.

Convergent Validity

The conditons of convergentvalidity include;

(a) Composiw Reliability (CR) or Cronbach’ s alpha must
be greawr than 0.5 and average variance explained
(AVE) or CR> AVE.

(b) The individual average variance explained (AVE)
should be greawrthan 0.5.

(c) Average variance explained (AVE) should be greatwr than
maximum shared variance (MSV) or AVE > MSV.

(d) Average variance gxplained (AVE) should be greatwer than
average shared variance (ASV) or AVE> ASV.

The results of CFA as shown in Table 4 exhibiwed thar all
mentoned conditons of convergent and discriminant
validity are fulfilled. Hence, it can be concluded that the
consmuct are valid in wrms of convergentand digcriminant
validity. The purpose of applying CFA model is  check the
convergentand digcriminantvalidity of the congructas well
as o identfy correlatdon bewween differentconsmuct of the
measurementmodel of occupatonal stess.

Table 4: CFA for Overall Measurement Model of Occupational Stress (Discriminant Validity)

CR | AVE | MSV* | ASV* | LS RO RA RC UGPP | RFP | UP PL  |PPR M | SWC
LS 0.907 | 0.767 | 0.301 | 0.069 | 0.876
RO 0.976 | 0.872 | 0.119 | 0.021 | 0.099 | 0.934
RA 0.909 | 0.716 | 0.188 | 0.028 | 0.062 | 0.064 | 0.846
RC 0.890 | 0.677 | 0.188 | 0.039 | 0.078 | 0.148 | 0.434 | 0.823
UGPP | 0.877 | 0.642 | 0.119 | 0.059 | 0.191 | 0.345 | 0.082 | 0.206 | 0.801
RFP 0918 | 0.788 | 0.078 | 0.028 | 0.103 | 0.130 | 0.253 | 0.273 | 0.280 | 0.888
UPpP 0.921 | 0.746 | 0.106 | 0.042 | 0.208 | 0.126 | 0.057 | 0.175 | 0.275 | 0.100 | 0.864
PL 0.893 | 0.736 | 0.612 | 0.097 | 0.430 | 0.076 | 0.021 | 0.103 | 0.275 | 0.068 | 0.278 | 0.858
PPR | 0.877 | 0.705 | 0.612 | 0.114 | 0.549 | 0.074 | 0.038 | 0.115 | 0.302 | 0.099 | 0.325 | 0.682 | 0.839
M 0.882 | 0.652 | 0.091 | 0.027 | -0.302 | 0.097 | 0.096 | 0.029 | 0.251 | 0.097 | 0.225 | 0.043 | 0.015 | 0.807
SWC | 0.933 | 0.824 | 0.030 | 0.004 | -0.020 | 0.023 | 0.021 | 0.022 | 0.052 | 0.013 | 0.066 | 0.043 | 0.051 | 0.174 | 0.907

Source: Researcher's Calculations.
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* ASV-Average Shared Variance
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Table 5: Regression Weights, Squared Multiple Correlation and AVE of Occupational Stress Model

Measured Constuct St . P Squa}r ed
; <— Regression B S.E. C.R. [(Sig. Multple CR AVE
Variables - .
Estmat (L;) ) corrglation

ROI <—| RO 0.935 1 0.874
RO2 <—| RO 0.912 | 1.025 | 0.024 | 42.829 | *** 0.831
RO3 <—| RO 0.923 1.03 | 0.023 | 44.998 | *** 0.851
RO4 <—| RO 0.922 | 1.021 | 0.023 | 44.857 | *** 0.85 0.976 0.872
ROS5 S BRO) 0.953 | 1.042 | 0.02 | 52.216 | *** 0.909
RO6 <—| RO 0.957 | 1.031 | 0.019 | 53.317 | *** 0.917
RAI <—| RA 0.878 1 0.791
RA2 <—| RA 0.859 1.07 | 0.039 | 27.793 | *** 0.715 0.909 0.716
RA3 <—| RA 0.892 | 1.075 | 0.036 | 30.277 | *** 0.75 ’ '
RA4 <—| RA 0.747 | 0.973 | 0.042 23.12 | H** 0.542
RC1 <—| RC 0.768 1 0.588
RC2 <—| RC 0.931 1.225 | 0.035 | 35.183 | *** 0.876 0.89 0.677
RC3 <—| RC 0.958 | 1.213 | 0.033 37.31 | *** 0.911
RC4 <—| RC 0.578 | 0.672 | 0.041 | 16.494 | *** 0.334
UGPPI <— | UGPP 0.826 1 0.682
UGPP2 <—| UGPP 0.807 | 0.847 | 0.034 | 24.981 | *** 0.652 0.877 0.642
UGPP3 <— | UGPP 0.811 | 0.914 | 0.036 2534 | *** 0.658 ’ ’
UGPP4 <— | UGPP 0.768 | 0.949 | 0.041 | 22.933 | *** 0.59
RFP1 <— | RFP 0.851 1 0.725
RFP2 <— | RFP 0.88 | 1.061 | 0.033 | 32.385 | *** 0.774 0.918 0.788
RFP3 <— | RFP 0932 | 1.079 | 0.03 | 35.736 | *** 0.869
UP1 <—| UP 0.917 1 0.84
UP2 <—| UP 0.861 | 0.894 | 0.027 | 32913 | *** 0.742 0.921 0.746
UP3 <—| UP 0.907 | 1.035 | 0.027 | 37.762 | *** 0.822 ’ ’
UP4 <—| UP 0.76 | 0.936 | 0.037 | 25.109 | *** 0.578
PL1 <—| PL 0.794 1 0.631
PL2 <—| PL 0.906 | 1.124 | 0.034 | 32.976 | *** 0.821 0893 0.736
PL3 <—| PL 0.863 | 1.043 | 0.033 | 31.362 | *** 0.745 '
PPRI1 <—| PPR 0.88 1 0.778
PPR2 <— | PPR 0.8 0.917 | 0.034 | 26.593 | *** 0.637 0.877 0.705
PPR3 <—| PPR 0.84 | 0.925 | 0.033 | 27.851 | *** 0.707
M1 <— | IIM 0.788 1 0.621
1IM2 <— | IIM 0.85 | 1.181 | 0.048 | 24.705 | *** 0.722 0.882 0.652
1IM3 <— | IIM 0.821 1.127 | 0.046 | 24.442 | *** 0.674 ’ ’
1IM4 <—| IIM 0.773 | 1.037 | 0.024 | 43.511 | *** 0.597
LS1 <—| LS 0.947 1 0.896
LS2 <—| LS 0.923 | 1.099 | 0.027 | 40.368 | *** 0.853 0.907 0.767
LS3 <—| LS 0.734 | 0.887 | 0.037 | 24.064 | *** 0.539 )
SWCI1 <— | SWC 0.916 1 0.84
SWC2 <—| SWC 0.938 | 0.986 | 0.024 | 41.068 | *** 0.879 0933 0.824
SWC3 <—| SWC 0.868 | 0.993 | 0.029 | 33.829 | *** 0.753 )

Source: Researcher’s Calculaton through AMOS. B= Unsmndardized Regression Weights

All construct of ‘Occupational Swess’ mken ogether were
analyzed with the help of Confirmatwory Factor Analysis
(CFA) and the results are shown in Table 5 and Figure 1
which depiced the smndardized regression weights,
ungtandardized regression weights, significant value,
composit reliability and average variance explained by the
varioug consmucts © the model and squared multuple
correlatons (R2) for each iem. The regression weights of
each measured variables were found w be high (greatwr than
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0.5) and significant, and smndardized regression weights
indicae comparatve influence of the consmuct © it
variables. The high value of smandardized regression weights
indicated the higher influence of the consmuct on the
variables (iems). The predictng capability of a model can
be assessed by the amount of variance explained by
independent variables in the dependent variables and in
SEM the value of variance is repored in wrms of squared
multple correlatons that i equivalent © R2 value in
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regression analysis. So, squared muldple correlatons
depiced by the above mble for each iem (ouwome) in
constuct (predicwor) showed the ability of the consmuct
predict the dependent variables. Hence, the R2 values
revealed in the above mble by each iwm in a parucular
consmuct showed the predictng capability of the consmuct
10 gach iems or amount of per cent change in dependent
variables due w independentvariable. Further, the result of
regression weights revealed by the above mble found w be
significantart 1 percentlevel of significance (p value <0.01)
thatindicard owards swong and significantrelatonship of
the smement or iems or variables © the consmuct. In
additon w this, the mble also depicred the composiwe
reliability for 11 facwrs considered under swdy thatranging
from 0.877 © 0.976 which is greatwr than 0.6 indicatng the
11 factors for the presentmodel are reliable. The above mble
also depiced the AVE of 11 facwrs for the occupatonal
swess model thatvaried from 0.642 1 0.872 and all exceeds
the 50 per centrule of thumb (Hair €t al.). Further, itcan be

prediced from the values of AVE that the facwor Role
Overload (RO) has the highest AVE (0.872), followed by
RFP (0.788), LS (0.767), UP (0.746), PL (0.736), RA
(0.716), PPR (0.705), RC (0.677), IIM (0.652) and UGPP
(0.642) respecuvely.

Model=Occupational Stressi=bg.bjRO#+b;RA+D3RCi+
byUGPPi+bsRFPi+bgUPi+b7P Li+bgPPRi+bolIMi+by o LS+
b11SWCi+ €i

Hence, the results of the CFA revealed thatall the 11 factors
relared © occupational swess analyzed in presentsmdy were
significandy influenced occupatonal swess and role
overload is the impormant factor because overall
occupatonal swess accounts for 87.2 per centof variance in
this followed by RFP (78.8 per cent), LS (76.7 per cent), UP
(74.6 per cent), PL (73.6 per cent), RA (71.6 per cent), PPR
(70.5 per cent), RC (67.7 per cent), [IM (65.2 per cent) and
UGPP (64.2 per cent) respectvely.

Figure 1: Path Diagram for Occupational Stress Model (CFA)
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Conclusion, Suggestions and implications of the study

During the past decade, the banking sectwor had endured
rapid and swiking changes like policy changes due w
liberalizaton, globalizaton, increased competnton through
the arrival of more privaw secwor banks, foreign banks,
downsizing, inwoducton of new technology etc.
Congequendy, the bank employees are experiencing a high
level of swess. The results of the CFA revealed thatall the 11
facwrs relawed w© occupatonal swess analyzed in present
sudy were significandy influenced occupatonal swess.
Further, the results of regression weight relard 1 all 11
congmucts of occupatonal smess found swong and
significantrelatonghip. On the basis of result of CFA, itcan
be concluded thatrole overload is the mostsignificantfactor
because overall occupatonal swess accounts for 87.2 per
centof variance in this followed by RFP (78.8 per cent), LS
(76.7 per cent), UP (74.6 per cent), PL (73.6 per cent), RA
(71.6 per cent), PPR (70.5 per cent), RC (67.7 per cenv), [IM
(65.2 per cent) and UGPP (64.2 per cent) regpecuvely.
Hence, the resuls of CFA revealed that the model of
‘Occupatonal Swess’ developed by ‘A.K. Srivagmva and
A.P. Singh’ found © be fit © measure the level of
occupational swess and w explore significant facwr in
Indian public and privae secwor banks in partcular and
banking induswy in general. Therefore, itis suggeswed that
efforss should be made by the organisation © reduce the
work load; authorites and responsibiliies mugt be well
defined; principles of unity of command and directon
should be adopwd atall levels within the organisaton which
avoid ambiguity and conflicts in their role, recognize and
apprecia® good work, set goals and rewards, adequacy of
resources (human, matrial and financial), communicaton
should be open and clear; and necessary informaton and
resources should be available atrightime for rightperson so
thatefficiency and morale of the employees can be increaged
and the organizatonal goal can be achigved.
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Annexure 1: Occupational Stress Index

Constructs Ttemsg/Variables
RO1 Notable © perform work upw the level.
RO2 Have © work which are © be dong by others.
Role Overload RO3 Have w© perform excess work.
(RO) RO4 Difficulty in completing work due © heavy work load.
ROS5 Notable © spend sufficientime with family.
RO6 Have © work without sufficient workers and resources.
RA1 Unclear & ingufficient directions & guidelings
- RA2 Objectves & procedures of work are planned and clear.
Role Alin: iguity RA3 Unclear & undefined scope of authority.
RA) RA4 Unclear expecmatons of superiors and colleagues for work
and behavior.
RC1 Domain of work and mgthod notinwrfered by superiors.
RC2 Unclear directons & insufficientregources for new work.
Role Conflict RC3 Workers give d ue impormnce w ingwuctons and formal
(RO) procedures.
RC4 Difficultw implementsuddenly declared new sysem
policies gw.
UGPP1 | Difficulto co -ordinaw directions from political, group
Unreasonab.le. Group pressure & formal rules.
and Political - —
Pressure UGPP2 | Perform cermin work dug w politcal pressure.
(UGPP) UGPP3 | Have © do exmwa _work for mumal undgrs_mndl_ng,
UGPP4 | Feel pressed o disobey formal & adminiswatve sysem.
Responsibility for | RFP1 Responsibility of the workers & actvites thrustupon me.
Persons RFP2 Having responsibility of fuwre of many people.
(RFP) RFP3 Having big responsibility of development of the org.
UP1 My suggestons are mken & implemenwed 0.
UP2 Iam consuled with regards o the solutons of wp level
Under participation adminigwative problems.
(Up) UP3 Suggestons are invired from me for deparmenml policies.
UP4 Suggestons are invied for improvementin procedures and
working condidons.
PL1 My decisions re garding division of work among employgees
arg followed properly.
Powerlessness PL2 Weighmge is given 0 my suggestons regarding employees
(PL) waining programs.
PL3 Inwrest & impormnce are given due weighrge while filling
impormnce positons.
PPRI1 I work with persons of my own choice.
Poor Peer Relation PPR2 My peers help me volunmrily in solving adminiswative
(PPR) problems. . ——
PPR3 The feeling of cooperaton and unity is enough among
employees.
1IM1 My dudes & work are dull and boring.
- 11M2 I am given opporwnity of using my capabilites.
Intrinsic — - =
Im rishment 1IM3 Hsref I have ample opporwmnities for developing capabilites
poverishme & skills.
(V) 1IM4 My suggestons are notsolicited for the works and problem of
organisaton, [ am capable of.
LS1 Top level executves are aware aboutmy self-respect
Low Status - -
(LS) LS2 1 gota lotof honO}lr f-rom the socigty for the present) ob
LS3 Superiors do not give impormnce © my work and positon.
Stringent Working | SWC1 I perform my dutes under swess.
Conditions SWC2 Some of my tasks are risky and complex.
(SWC) SWC3 I fegl, due w presentjob life hag become a burden.
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