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PREFACE 

Stress in modern age is not something new nor are people engaged in 

different profession unaware of it. ·In fact, western world has been witnessing 

various stress problems in their society severely. Stress related coronary attack, 

psychological breakdown, and other serious physiological problems are very 

common in the western world. India, though a country of tolerance and sacrifice 

but the space of life with the development of various economic activities has 

been rapidly increasing. People engaged in different organizations either public 

or private have been reporting about the adverse effect of job stress. The 

organizational contribution for generation of stress cannot be simply ignored. In 

fact negligence on the part of organization along with psychological frame of the 

focal employee causes work place stress among the common working people. 

Perpetual sense of insecurity, bad and poor working environment, heavy 

supervisory pressure, massive and diversified workload etc. have become 

inevitable in our country. Both public and private sector employees are facing 

same sorts of problems. 

In the whole country at present there are 1,56,000 post offices and 

5,80,000 employees including departmental and extra-departmental staff are 

working in the establishment. It is evident from the information available that the 

number of employees of the postal department is being reduced day by day at 

the same time the numbers of offices are increasing. Employees are overloaded 

with massive and diversified works at the same time two different sets of 

employees (viz. departmental and extra-departmental) are being promoted with a 

high level of discrimination between them. At this backdrop an attempt has been 

made to asses the causes, consequences and remedies of job stress faced by 

the Indian postal employees. 

The whole study has been divided into seven different chapters. The first 

chapter looks into the introduction of the research problem and analyzed the 

objective of the stress research for the employees engaged in an organization 



like Indian postal department. This chapter also encompasses the 

methodological issues and elaborates the basis of different methodological 

techniques adopted in the study. 

The second chapter is completely framed on survey of existing literature. 

In this chapter a review of existing literature and the studies already done in the 

field of assessment of human stress are also discussed. 

The third chapter deals with the present profile of the Indian postal 

employees. The historical backdrop is analyzed and considered here so as to 

understand the present scenario of the department. Mainly the employee related 

issues are given importance in this chapter. The structure of the employees, their 

job classification, their workload, their social status, their pay and other facilities 

etc. are also discussed in this section. 

The fourth chapter delves into the search oforganization related causes of 

human stress. Many interrelation of organizational stress with other employee 

related factors are also found out in this chapter. This chapter mainly manifests 

the fact that in what extent the employees are stressful due to various role 

factors. 

The consequences of the stress among the postal employees are the 

matters described in the fifth chapter. The consequences here include all three 

types i.e., physical, psychological and behavioral consequences. All these 

perceived effects on human being have been measured and analyzed on the 

basis of self-report of the sample employees. Various coefficients of correlation 

have been also measured to understand the interrelationship between role 

variables and human consequences. 

Chapter six in this study is designed to deal with different management 

options of the stressful employees as well as for the organization. In this chapter 
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an attempt has been made to explore different options of management or 

remedies of stress of the affected postal employees. 

The seven or the last chapter includes concluding observations and major 
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findings of the study. The limitations of the study and few constructive 

suggestions are also accommodated in this chapter. 
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ABSTRACT 

Stress at work resulting from increasing complexities of work and its · 

divergent demand, has become a prominent and pervading factor of the modern 

organizations. The researchers in the area of Industrial and Organizational 

Psychology have used the term to denote employees' mental state aroused by a 

job situation or a combination of job situations perceived as presenting excessive .· 

and divergent demands. Any characteristic of job env.ironment which poses a 

threat to the individual is a source of job stress. By job· stress is meant negative 

environmental factors or stressors associated with a particular job. 

Stress shows its affect in various ways. For instance, an individual 

experiencing high level of stress rnay develop high blood pressure, irritability, 

difficulty in making regular decisions etc. Most of the researchers thus 

categorized consequences of job stress in three different sections like Physical 

consequences, Psychological consequences, and Behavioral consequences. 

The Indian postal department is a service department, wholly belonging to 

Govt. of India and plays an effective role in providing basic infrastructure of 

communication to all other economic units of the country irrespective of private 

and public, which in turn contribute to the whole economy. 

It is believed in terms of modern management that an organization is 

known by its employees. Postal employees in India however, over loaded with 

work and are engaged with the responsibilities of money related transaction 

' without having minimum security arrangement. They deal with customers in 

massive number every day with very restricted physical resources at their 

disposal. Moreover, they are poorly paid and provided with very limited other 

facilities. Even the present Indian society is not ready to accept the fact that an 

employee serving at a counter in a nationalized bank and another one serving in 

a Post office, both discharge same sort of responsibility. It is unfortunate that 
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employees of postal department are perhaps not duly honored in our society and 

poorly paid and recognized by the state. 

This is the only organization under union Govt., which called Nation-wide, 

strikes very frequently. In last few years (4 days in 1993, 7 days in 1996, 1 day 

and 8 days in 1998 and most rigorous 14 days in the year 2000) so many days of 

strikes have been observed by the employees' unions. Even several times they 

called off their pre-announced nation-wide strike in pursuance to the assurance 

by the concerned ministry. There is no denying of the fact that grants of 

pension/contributory provident fund for the Extra-Departmental employees are 

the bone of contention. Four different high level committees (viz. Rajan 

Committee 1957, Madan Kisore Commitee1970, Savoor Committee, 1984 and 

Talwar Committee, 1995) have been formed by the Government of India to look 

into the matter related to pay and allowances of the Extra-Departmental staff. 

Report of almost all of these committees favoured the enhancement of pay and 

allowances of the Extra-Departmental Staff. But the ministry of finance of Govt. of 

India regularly denied repeated promises from the concerned ministry in this 

regard. To comment on this unprecedented happening Justice Talwar in his 

report on Postal Extra-Departmental Staff (1997) observed " ... the Govt. first 

made a commitment and later on backed away from fulfilling it because of the 

reservations shown by ministry of finance. The Govt. is collectively responsible 

and it is not a healthy sign that one ministry proposes and another disposes. 

Commitments made by one ministry have to be honored by the ministry of 

finance and the Govt. also should not go back on the assurance given to the 

house" 

It would be worth speaking here that such a group of people numbering almost 

5,80,000 are working under massive uncertainty and perhaps never feel safe. 

They are stressful in real sense and thus cannot be effectively productive nor will 

they remain anymore capable of discharging their duties in the way it is expected 

from them. 
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The study was taken up with the view that these large group of postal 

workers are working under tremendous amount of job stress and with the pace of 

time the condition of the workers has been deteriorating. The result shows that at 

least 89.25% of the sample population confirm that they feel job stress either 

sometimes or often in their life (Chapter: 4). This result should be a serious 

concern for the department as well as for the whole society. A department with 

150 years of glorious history seems to in a very poor condition at least in terms of 

its human resources. Due to the nature of service offered by the department 

towards the nation, it was never looked sound in terms of financial condition. 

Since the very inception, the postal department never recognized as a surplus 

generating unit in the national economy. The mode of·welfare was the hidden 
1 character of the department through out the time. But for last two decades it 

seems that the attitude of the concerned Government department has been 

changed and consequently, the department has been reduced to its minimum 

level ever in last 25 years. It would be worth mentioning here that in last 10 years 

(i.e., from 1995-2005) the number of postal employee in respect of whole India 

has been reduced by 15,785 and in contrast the number of post offices has been 

enhanced by 4000. (Chapter: 3). 

The employee welfare activities have come down at its bottom. The long 

pending demand of the Extra-Departmental staff in terms of their salary and other 

benefits remain unresolved. Physical office environment remains age old and 

back dated. Number of offices are increasing where as number of employees are 

reducing day by day. The adverse effect of the Role variables are at their peak 

(Chapter: 4), All three levels of stress consequences (viz. physiological, 

psychological and behavioral) are prominent among both classes of employees 

(Chapter: 5). The objectives of the study (Chapter: 1) were actually to measure 

the job stress of the employee and to search the causes and consequences of 

such stressfulness of the employee on their physical, psychological and 

behavioral outcomes. In most of the findings of the causes and consequences it 

has been observed that the sample employees are in a most vulnerable position. 
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Out of 12 research hypotheses, hypothesis I, Ill, IV, V, are designed to 

investigate the stressful ness of the sample employee (Chapter: 1 &5). After 

thorough statistical analysis all the hypotheses have been accepted except 

hypothesis number IV where it was predicted that Female employees are more 

stressful than their male counterpart. Other hypotheses in relation to working 

environment, treatment of employees with the customers, relation of academic 

qualification and ORS (Organizational Role Stress), trend of early retirement, sense of 

low self respect of the ED staff and management's desire of its employees for 

achieving targets were all tested statistically and the results have shown that 

except the employees' desire of early retirement all other hypotheses have been 

accepted. 

The Indian postal employees are in a grim situation in terms of job stress 

and immediate measures have to taken so that they can be made out of the 

clutch of the relentlessness of job stress. Various managerial options both at 

personal and at organizational level have been discussed (Chapter: 6) to cope 

with the employee job stress problem. It is true that stress is unavoidable in the 

modern society but it is also true that employee health as well as the well being 

of the organization must be looked into. Work redesign, Compressed work week 

system, stress intervention of management, Control of role elements are some of 

the strategies discussed to be initiated at organizational level in the study. Job 

demand job control mechanism, Individual's cognitive approach, Individual's 

physiological approach, Individual's political skill etc. are some of the managerial 

options discussed in the study at personal level as the part of remedial 

measures. 

Such stress affected group of employees is not a healthy sign for the 

department. It is the management or the Post and Telegraph department of the 

union Government, which has to take sensible decision on their part to save its 

own employee and improve the overall efficiency of the department. 
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1.11ntroduction 

Job stress can be defined as a condition at work interacting with workers' 

characteristics to disrupt their psychological or physiological state. The casual, 

situational conditions are identified as potential stressors and the disrupted 

health condition of the job occupant is named as job related strain or stress. 

Margolis and Kroes (1974)1 suggested that there are at least five dimensions of 

job related stress: short term subjective states (e.g., anxiety, tension and anger), 

long term and more chronic psychological response (e.g., depression, alienation 

or detachment), transient physiological changes (e.g., high blood pressure, heart 

pounding etc.), physical health (e.g., stomach problems, coronary heart disease) 

and work performance disorder. This is primarily a question in relation to the 

employee health and has been getting its importance in the field of Industrial and 

Organizational psychology as because the involvement of the job and job 

condition of the organization have been liable for the generation of stress among 

the employees. 

It is a dynamic condition in which an individual is confronted with an 

opportunity with a constraint, or demand related to what he or she desires and for 

which the outcome is perceived to be both uncertain and important. Job stress is 

generally experienced by a job occupant primarily due to the constituent factors 

of the particular job. All these factors are not necessarily the inherent stressors. 

In fact, personal characteristics of the employee, his/her cognitive appraisal of 

the job elements within his/her capacity and the ready resources at his personal 

disposal determine the extent of stress he/she would experience from a job factor 

or from a particular combination of job factors. It is perhaps a difficult task to 

categorize or generalize a particular job, job condition or a work setting as 

universal stressors; instead we can only predict some of the potential factors or 

conditions, which may cause job stress. However, all the employees do not 

respond uniquely under same stressful condition. The pressure caused by a 
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particular job factor, in fact, is negotiated by the very personal characteristics of 

the employee concerned. 

On the other side of the coin, it would not be a true statement if only job 

conditions are made responsible for job stress, leaving psychological and 

behavioral qualities of the employees untouched, which are also considered to 

be consistent sources of job stress. It is therefore, essential to categorize the 

potential sources of job stress primarily in two different sections i.e., personality 

characteristics and work setting variables. 

There is also a physiological concept of stress. Hans Selyes (1956) 2 in his 

General Adoption Syndrome (GAS) defines biological stress as non-specific 

bodily response to any job demand. He has described a comprehensive model 

through which it can be understood that how a stress free personality ultimately 

becomes a stressful one. The model suggests a three (3)-stages continuous 

development process that can also be called as physiological response 

mechanism. The first stage is called 'alarm action' which is an initial shock phase 

and reduces the resistance mechanism of the job occupant. The second phase is 

named as 'stage of resistance', which helps the incumbent to maximize the level 

of adoption and as a result the alarm reaction disappear. Finally, the 'stage of 

exhaustion' comes into force in which the adoption energy gets exhausted, the 

alarm reaction reappear (either in the same old form or in some other form). The 

organism then collapses and thus the incumbent start developing the very first 

sense of stress and strain. 

It is clear that that the job stress phenomenon involves complicated 

interactions between person and environment. It is also true that time plays an 

important role in making a job incumbent feeling stressful. One's job may be a 

stressor agent but his/her reaction to that stressor may take place immediately in 

the work place or the very next day at his/her home or at any time or at any place 

in the future. 
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1.2. Origin of job stress. 

Job stress is nothing new in the human society. Since time immemorial it 

has been with those people who are to accomplish some thing in a given frame 

of work design and of course in a given period of time. The 'given frame' and the 

'given time' are the main causes of stress among the human being. Modern 

world is no exception; job stress is even more acute in the present day condition. 

The pace of life in the post 2nd World War has been at its peak. Excessive 

, pressure for performance, different incentive schemes, and chaotic 

administrative structure in Government establishments are some of the pre

requisites for the generation of stress. The massive extent of consequences of 

both employees and the organizations made the subject popular in 1970s and 

since then researchers in the field of Industrial and Organisational (110) 

psychology continued their efforts to understand the subject 'job stress' all in 

terms of its causes, consequences, and effective management of the same. The 

basic purpose of these research works were to make a comprehensive attempt 

to understand job stress and to frame a basic guideline to develop a control 

mechanism so as to reduce the same in such a level so that its toll be reduced to 

a minimum possible level. 

Employees' locus of control has been recognized as a factor determines 

the degree of occupational stress experienced by the working people. Some 

people believe that they are masters of their on fate. Others see themselves as 

pawns of their fate, believing that what happens to them in their lives is due to 

luck or chance. The first type, those who believe that they themselves control 

their destinies, have been leveled internals, where as the later, who see their 

lives as being controlled by out side forces, have been called externals.3 A 

person's perception of the source of his fate is termed as locus of control. 

A large number of researches comparing internals with externals have 

consistently shown that individuals who rate high in externality are less satisfied 

with their jobs, have higher absenteeism rates, and are more alienated from the 
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work setting, on their jobs than the internals. Why are externals more 

' dissatisfied? The answer is probably because they perceive themselves as 

having little control over those organizational outcomes that are important to 

them. Internals, facing the same situation, attribute organizational outcomes to 

their actions. If the situation is unattractive, they believe that they have no one 

else to blame but him or herself. Also, the dissatisfied internals are more likely to 

be stressful than the externals. Almost any job condition can cause stress, 

depending upon an employee's reaction to it. For example, one employee will 

accept a new method of functioning and others will out and right reject the same. 

Job stress as a dynamic condition emerges not only because of individual 

or personal factors but also due to organizational reasons. Employees working in 

a particular organization cannot anyway make themselves free from inherent 

stress proneness from which the organization is being suffered. Researchers 

have been trying to establish the fact that organization related facts are more 

contributory than the person related factors in developing stress among 

employees. In fact, the effects of organizational variables have a great impact on 

stress development but the extent of the same is not equal on every employee. 

Employees working under same working condition certainly may not have the 

same amount of stress rather they may have differential stress level. Different 

individual perception, different coping mechanism, and different personal 

characteristics may have a great bearing on the stress experienced by an 

individual. 

In case of poorly defined jobs, people may have varied expectations from 

a job occupant's activities consequently; the focal employee may not have the 

idea of what to do with the particular job and cannot meet the expectation. Role 

conflict, Role ambiguity and other role-related variables do affect the employee's 

performance to a great extent. Work and job environment also have bearing on 

the performance too. Individualities matching with job related factors produce 

stressors for an employee. It is not necessary that same job environment will 
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create same type of stressors. On the other hand same stressors will not have 

same impact on every stressful employee. This study will however, stress its 

endeavor to identify various type of stressors whether job related or individuality 

related and will seriously attempt to recognize the affect of the same on the 

employees as well as on the organization. 

Some jobs provide more stress than others. Jobs, which involve rotating 

tasks, shift work, machine paced tasks, routine and repetitive work, along with 

hazardous environments is associated with greater job stress. Workers who 

spent many hours in front of computer screens also report high level of stress. 

Evidence also indicates that the sources of stress differ by organizational 

hierarchy of the employees. Executive stress may arise from the pressure for 

short- term financial results or the fear of hostile take over attempt, corporate 

cutbacks etc. Supervisory stressors include the pressure for quality, customer 

service, numerous meetings, and responsibility of the work for others. Workers 

on the other hand are more likely to experience the stressors of low status, lack 

of perceived control, resource shortages, and the demand for a large volume of 

error free work. 

Stress at work resulting from increasing complexities of work and its 

divergent demand, has become a prominent and pervading factor of the modern 

organizations. The researchers in the area of 1/0 psychology and management 

have used the term to denote employees' mental state aroused by a job situation 

or a combination of job situations perceived as presenting excessive and 

divergent demands. Some researchers have emphasized the role of job situation 

in their definition of job occupational stress. Caplan Cobb and French (1975)· 4 

have accordingly defined occupational stress as "any characteristics of job 

environment which poses a threat to the individual". Cooper & Marshal (1976) 5 

have expressed that "by occupational stress is meant negative environmental 

factors or stressors associated with a particular job". 
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Stress shows its affect in various ways. For instance, an individual 

experiencing high level of stress may develop high blood pressure, irritability, 

difficulty in making regular decisions etc. Most of the researchers thus 

categorized consequences of job stress in three different sections like Physical 

consequences, Psychological consequences, and Behavioral consequences. 

1.3. Statement of problem 

In last two decades, few studies have been conducted to explore role 

stresses experienced by different professional groups in India such as bank 

managers (Sen, 1981 6
., Mukherjee. 1997\ executives of private and public 

sector (Khanna. 19858
., Pattanyak & Misra. 19979 Srivastav. 199910

), computer 

professionals (Pestonjee & Singh. 198311
., Singh. 198712

), private entrepreneurs 

(Gupta. 1999) 13
, Misra et al., 199714

) physicians (Pestonjee & Misra. 199915
), 

scientists (Roy. 199716
), middle level executives ( Sharma, R.R. 200217

), air 

traffic controller (Misra, P.K. et al., 200318
) employees of electronic industry 

(Kang, S.L. 200419
). However, there are many other working groups, so far left 

untouched in this area of study. 

Few particular areas of objective stress research in our country so far has 

not been received desired attention by the Indian researchers in spite of the fact 

that a large section of the Indian working population irrespective of private and 

public sector have been suffering from excessive occupational stress. A large 

section of potential workforce has been suffering from the symptoms of losing 

their ability and efficiency due to massive work place oriented stress. The 

traditional concept of job in India is rapidly changing to keep its pace with the 

changes in the economic pattern in all over world. The degrees of uncertainty in 

the jobs are increasing in a galloping rate. Extra pace for competition, rapid 

changes in the technology and more and more complex family environment are 

few other issues may be responsible for massive perceived job stress in Indian 

working classes. It would, hence, be a right attempt to study the cau·ses, 
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consequences and remedies of stress of the employees of a Government owned 

organization like Indian Postal department. 

While studies have been carried out abroad in this field, very limited 

research has been taken up in India. In fact few works have been taken in_ India 

but not a single such work has touched the problems of the Indian Postal 

employees who are vast in number, spread in all over the country with a massive 

functional network. In fact, the literature survey made for this study has not found 

any job stress related study for the postal employees of any country. 

It is noticed that the working class of the Indian postal department can be 

a suitable choice for such research work. Their age old working set-up, old 

fashioned office building, distressed looking employees and the treatment 

provided by the employees to the potential customers are some of the early 

detected symptoms, which confirm the prima-face evidence of stressfulness of 

those employees. The initial interactions with the employees and with the active 

members of the functioning employees' union have made an initial impression 

that these particular groups of employees are stressful in real sense. At initial 

phase before going for any empirical analysis, following problems related to this 

Government run organization are observed. 

a) Each and every post office is understaffed and the workers are 

overloaded. Average age of the employees seems to be above forty 

and their average health seems to be not up to the mark. 

b) Employees in their working hours keep themselves engaged in the 

respective works. Most of them are so engaged with their work that 

they do not get any time· for making any negotiation among 

themselves. 

c) Working instruments, office files, office equipments, working 

techniques, office printing and stationery etc. in most of the cases are 
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extremely backdated and no way capable of inspiring the working staff 

of the post offices. 

d) Except few head offices almost all the offices whether in the cities or in 

villages are shabby, dark and stuffed. Physical working environment 

almost everywhere seemed to be below the standard. The impression 

of negligence from the departmental authority is unambiguous. 

e) The discrimination between departmental and extra-departmental staff 

found to be prominent in terms of payment of salary, retirement 

benefits and also in terms of other rights usually a worker enjoys. 

f) Rural branch post offices run by the extra- departmental staff are 

seemed to be fully managed as private property. Presence of 

Government is hardly felt in these offices. Employees engaged in these 

offices are looking half-hearted, unenthusiastic and always suffer from 

a fear of loosing their job. 

g) City and urban-based post offices in most of the cases seem to have 

chaotic administration. Counter clerks, Mail vendors, Postmen, Group 

'D' staff usually receive minimum support form the supervisory staff. 

h) Staff at supervisory level are observed to have helpless in every aspect 

of their working life. They are to negotiate with the employees' union 

while taking any local decision on the other hand remain answerable to 

the higher authority for job accomplishment. 

i) Employees irrespective of departmental or extra-departmental, clerical 

or supervisor seem to be extremely intolerant with their potential 

customers. 

j) A frequent trend of absenteeism among the employees has also been 

observed. Beside this, in many occasions it has been observed that 

employees in a busy table abruptly made him or her missing. Potential 

customers are kept waiting for a long period of time, unattended. 

Supervisors (working in the next table) hardly interfere to settle such. 
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problems. An overall sense of scarcity of attachment with the 

organization is dominant among all types of staff. 

k) Most importantly, it has been observed that organization and its 

workers both the parties do not bother each other. Every activity in the 

offices takes place not because some one is instrumental to this rather 

it takes place because it should have happened. 

I) A lion share of the employees of postal department after all seems to 

not enjoying their job in the department nor does even the department 

feel comfortable with its employees. 

m) Frequent transfer is very common for the departmental staff from 

branch to branch and also from job to job. On the other hand there is 

no such transfer for the rural ED staff for years. 

n) The employees, specially the departmental staff are engaged in long 

work hour along with a 6 day long workweek. 

o) Counter staff are badly exposed to the out side office environment with 

very little support or protection from the supervisors' level. 

p) No viable mechanism to control job stress or any other employee 

related problem has been found in the post offices. 

Careful analysis of various stress related research works have guided, 

that all this symptoms together support the view that the postal employees in this 

sub-continent may be highly stressful. The role related causes might be the 

hidden sources of such perceived stress of the employees. The poor physical as 

well as the mental health of the focal employees also proved that these might be 

the affect of acute and prolonged stress situati.on. Thus, with the view of 

measuring the perceived stress of the postal employees; to investigate the 

possible role related causes of such stressors; to investigate the possible 

physical, psychological and behavioral consequences of the affected employees; 

and the definite search of the proper way of management of such stressfulness, 

if any, for the employees as well as for the department, became main issues to 

be dealt with in this study. 
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1.4. Objectives of the study 

The whole effort of the study intends to understand job or occupational 

stress in a meaningful way. Why job stress? What are the effects of such job 

stress on employees and also on the organization? And how to manage job 

stress to reduce it to a minimum level, are the basic and broad questions to be 

investigated in this study. The present study thus set following objectives: 

a) To measure the level of stress of all categories of sample postal 

employees. 

b) To measure various roles related stressors or factors responsible for 

job stress of the postal employees. 

c) To search the significance of different pay scale of the employees 

having engaged in the same sort of work, on the level of job stress. 

d) To search the impact of social security and certainty on the level of job 

stress score. 

e) To search the impact of various roles related stressors on the level of 

job stress. 

f) To find the impact of discrimination amongst two broad groups of 

employees in the postal department i.e. departmental staff and extra

departmental staff, on the level of job stress. 

g) To search the impact of the employee being male or female on the 

level of job stress. 

h) To find the effect of the style of functioning of the management on the 

level of job stress of the postal employees. 

i) To find out the level of satisfaction of the focal employees with their 

colleagues, customers, office environment, work design etc. 

j) To search the level of consequences in terms physical, psychological 

and behavioral changes of the focal employee. 

k) To relate the role related stressors with various human consequences 

and to find out the degree of such relationship. 
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I) To search the relevance of the acute consequence like Burnout 

symptoms among the affected employees and to relate such acute 

symptom with role related stressors. 

m) To search comprehensive and cost effective technique for the 

employee as well as for the department to manage or to combat the 

perceived stress. 

n) To suggest some measures to the concerned parties to cope with the 

stress situation and to minimize the toll of the contemporary society. 

1.5. Research Hypotheses 

No empirical study accomplishes without examining appropriate test of 

hypothesis. Before such test it is important to develop usable hypothesis in the 

line of the objective of the study. It has now become obvious that the main 

objective of the study is to measure the extent of stressfulness of the Indian 

Postal employees along with the consequences of such stress on the employees. 

It is true that formulation of hypothesis is the crux of the entire study and the 

potential of such hypothesis certainly determine the quality of the outcome of this 

research work. Endeavor has been given so that hypotheses so formulated 

remain relevant with the body of the theory. 

While framing these hypotheses few factors are taken into consideration. 

These include the fact that hypotheses must be unambiguous; they must have 

some empirical references and should have a comprehensive relation with the 

objective of the study. A hypothesis is testable if other deductions can be made 

from it which, in turn, can be confirmed or disprove by observation. 20 

The major purpose of the study is to explore the stress situation of the 

Indian postal employees. Even a purely descriptive study could successfully 

accomplish that purpose and provide us the result that would then develop the 

empirical base, from which to generate a testable hypotheses later on. It is also 
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important to anticipate the verification of the problem. Zetterberg 21 has stated 

three criteria for the acceptance of a working hypothesis: 

i) The empirical data are found to be arranged in the manner 

predicted by the working hypothesis. 

ii) We have to disprove the null hypothesis with a certain probability. 

iii) We have to disapprove alternate hypothesis to the one tested. 

Now, keeping all these rationales, following hypotheses have been 

developed in addition to the descriptive analysis of results. Eventually, all these 

hypotheses will be statistically tested for their acceptance and rejection: 

Hypothesis-!: All the Postal employees are excessively stressful. 

Rational for the hypothesis: The total number of departmental staff are being 

reduced day by day. Since 1984 no new posts have been created in the 

department and regular recruitment remains closed since then. Only one-third of 

the posts vacant due to retirement of existing staff, are filled up on very casual 

mode and remaining two-third posts are being abolished. Consequently, the 

existing departmental staff are overburdened with massive workload with lot of 

professional uncertainty. On the other hand ED staff are appointed on very poor 

salary structure and no other facilities and hence they are stressful and the 

extent of such stressfulness is extreme and prolonged for both categories 

employees. 

Hypothesis-11: Employees in postal department are categorized in 

departmental and extra-departmental staff. In few cases they are 

involved in same sort of work and responsibility but receive discriminated 

treatment from the authority especially in terms of the salary. 

'Rational for the hypothesis: So far the crux of the problem of the Indian postal 

department is the discrimination of its own employees in two different categories 

i.e., departmental employees who are considered at par with other central 
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Government employees and the extra departmental employees who are more in 

number and offered a step mother like treatment by the department. These 

employees are not provided salary, retirement benefit, and other facilities at par 

with their departmental counterpart. If a comparative study is made between 

these two types of employees it is found that in few cases the nature and load of 

work is identical for them but facility wise they are highly discriminated. 

Hypothesis-Ill: Extra-departmental staffs are more stressful than their 

departmental counterpart. 

Rational for the hypothesis: Extra-departmental staff are low paid worker in the 

department with virtually no other service benefits. In most of the cases their 

workload and official responsibility are as good as .departmental employees. The 

overall working environment in the post offices is not workers friendly the 

condition of the post offices wholly run by the ED staff are even poorer. 

Moreover, their fights against all this discrimination have all gone into vein. The 

situation all together does no way favour these ED staff and hence they are more 

stressful than their departmental counterpart. 

Hypothesis-IV: Female employees irrespective of categories are more 

stressful than their male counterpart. 

Rational for the hypothesis: Female employees of both the categories though 

less in number but engaged themselves otherwise with various family matter 

heavily except office job. Under Indian condition specially, women in every sense 

are preoccupied with massive family related workload. Their participation in office 

while working is also inevitable. Hence, with multiple engagement and 

responsibility they are supposed to be more stressful than their male counterpart. 

Hypothesis-V: Educational qualification maintains an inverse relation 

with ORS score 

13 



Rational for the hypothesis: Education brings rationality and flexibility among 

the incumbent. More one has the exposure in the academic world more he/she 

will be balanced in his/her personal character. It is education that brings a 

mechanism for the incumbent to develop a self-control style to combat any 

negative situation. Hence, it is hypothesized that extent of educational degree 

reduces ORS impact. 

Hypothesis-VI: Scarcity of infrastructure resources is more acute for the 

ED staff than the departmental staff. 

Rational for the hypothesis: Out of total 1,56,000 post offices 1,26,000 offices 

are situated in rural area. And almost all of these offices are managed and run by 

ED staff wholly. The basic infrastructure including building, furniture, office 

equipment and other necessary items are not supplied sufficiently to these 

offices in the whole country. The crisis also exists in the rural based offices too 

but from the personal visit to various offices and with the verbal report from the 

staff it seems that the ED Staff are more neglected in this regard. 

Hypothesis-VII: There is a severe trend of going for strike between both 

classes of employees. 

Rational for the hypothesis: Employees of public sector enterprise in third 

world countries have developed a habit of calling strike. The trend is very much 

prominent in Indian postal department too. The mental inclines of the employee 

in favour of conducting strike is to be measured and tested about the trend in this 

hypothesis. 

Hypothesis-VIII: There is a trend amongst both classes of employees to 

opt for early retirement. 

Rational for the hypothesis: Due to reduction in the total employees for last few 

years, both classes of employees are simply overloaded with different works. It ·is 

further noticed that most of the employees are not happy with the treatment they 
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receive from the administration. It is therefore, predictable that the employees are 

not sufficiently confident about their future in their own organization and therefore 

desire for early retirement. 

Hypothesi~-IX: The treatment of the postal employees with their 

customer is not satisfactory. 

Rational for the hypothesis: It has been a common experience of the common 

people that they do not get satisfactory treatment from the employees of postal 

department. Mistreatment of the postal· employees with potential customer may 

lead to huge loss of the concerned offices. Moreover, the recent growth of the 

private courier service always offers attractive options to the potential customers. 

Under this situation an attempt has been taken to measure the extent of 

treatment of the employees with their customers and hypothesized the issue 

consequently. 

Hypothesis-X: The ED staff feel Jess attached with the organization in 

comparison to other categories of staff. 

Rational for the hypothesis: It is evident from the descriptive analysis that the 

staff groups belonging to Extra-departmental category are not treated well so far 

as providing facilities are concerned. They are low paid, their workload is not well 

defined, and they are not treated at par with their departmental counterpart in any 

of the aspect related to service except quantity as well as quality of work. All 

these make a sense that these groups of people may not feel so attached with 

the organization and hence it is hypothesized so for further empirical tests. 

Hypothesis-Xi: The ED employees suffer from acute sense of low self

respect. 

Rational for the hypothesis: Due to overall negligence from the part of the 

administration for a prolonged period of time, the sense of self-respect of the ED 

Employees gone down. Especially, the ED employees working in the urban 
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offices side by side with their departmental colleagues feel a sense of 

estrangement in their work place. In the offices where both types of worker work 

together, the ED employees do not find any place to hide their low status from 

the office environment and thus gradually develop an acute sense of low self

respect among them. 

Hypothesis-XU: Postal employees are left with too much of achieving 

targets by the authority. 

Ration~/ for the hypothesis: A slow and disguised process of downsizing is 

going on in the Indian postal department. Many activities have been made 

detached from the Postal department and the whole process has started long 

back in the year 1984. Moreover, many new activities (i.e., Mango post, Flower 

post, Tea post, Collecting Telephone bills, Electric bills etc.) are included in the 

department in the same period of time. Many new post offices took their birth at 

the same time and the total numbers of employees are being gone down in a 

. galloping rate. It has become the common practice to distribute the available 

work among the existing workers with time bound schedule. The time pressure 

makes the employee to think they are kept in a situation of too much of achieving 

targets by the authority. 

1.6. Research Methodology 

Keeping the frame of the broad objectives of the study in mind the 

research methodology has been framed. First of all the objectives have been 

analyzed and a frame of quantified questionnaire came in to surface. The 

literature survey provided a broad guideline in this respect. The standard form of 

questiols to quantify the stress level of the working employees has been found in 

the form of ORS scale first invented and administered by Pareek (1983cl2. The 

questionnaire so found, was decided to be used in this study due to several 

reasons favoring the present study objectives. [The in-detailed discussions in this 

respect will be made- in the section separately made for the questionnaire] 
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Now, it is the time to create a sample size of the number of employees to 

be approached for the investigation. We know that samples can be either 

probability sample or non-probability samples.23 Probability samples include 

various popular techniques like simple random sampling, stratified sampling etc. 

On the other hand non-probability sample includes deliberate sampling, judgment 

sampling etc. 

All most in every research work related to social science, the help of 

judgment sampling is used in some stage of the study. In case of the present 

study the whole population (i.e., the total employees of the Indian Postal 
' 
department is 5,80,000 and these employees are spread in all over the country in 

1,56,000 post offices) cannot be measured at a time. For a researcher of the 

stature of the present researcher it would not have been feasible to take a 

countrywide sample for investigation. It was therefore, decided to take help of the 

judgment sample to select the sample from the West Bengal Circle only. 

Afterwards, the simple random sample technique was followed to select the post 

offices so that there could be equal probability for every office to be selected. It 

was perhaps the most laborious phase of the present study. The primary 

information was collected form every head post offices situated in the district 

head quarters. It is a matter of fact that these head offices were not fully 

computerized and therefore, the proper address of the Sub and Branch offices 

under these post offices are not equitably arranged. Only the Accounts offices 

attached to every head offices are in a position to provide the actual number of 

Post offices and staff working in the district. The Accounts office workers remain 

so busy with their work and their record keeping method is so very complex that. 

getting any sort of information, which is not required on regular basis, is almost 

impossible to receive from them. Several visits were made in the district head 

post offices and in the end with the cooperation from the active members of the 

postal unions the researcher was able to collect the address of the offices. 
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Except the district of South 24 Parganas, the researcher in person visited all the 

districts of West Bengal. Before making such visits to the post offices, a simple 

random sampling was done with the total number of post offices. In total 355 post 

offices were touched either by personal visit or through the members of the 

unions. The questionnaire was either sent to the concerned offices by the active 

union members or with the same the researchers met the employee concern .. At 

this point it must be mentioned that the members of various postal unions took 

part in the research work actively. Wherever the researcher made a visit, whether 

it is GPO in Kolkata or District head post offices or Sub-post offices in the urban 

areas or the Branch post offices in the remote village area, the response of the 

active union members were remarkable. In fact they were very please to know 

that at least at academic level their issues have been discussed with. Of course, 

in many occasions the researcher faced the unpleasant quarries like 'how the 

venture of the present study would improve their salary or any other service 

benefits?' 

The target was to get the 1 OOO(one thousand) responses form the sample 

employees in total. But only 614 responses can be managed from the sample 

offices, due to the reasons beyond the control of this researcher, which can be 

out lined as under 

a) An official letter of introduction at GPO or higher level could not be 

Obtained by the researcher at the time of his visit to the post offices. 

b) Respondents at higher and supervisory level and clerical staff had 

shown very skeptic attitude towards the researcher and in many cases 

denied their reply straight way. 

c) The most difficult task was to get responses from the female workers. 

Any question required a comment on the performance of the management 

. and/or personal or family oriented questions made them very reluctant and 

often they refuse to make any response. 
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d) Higher officials in the post offices were cooperative in introducing the 

researcher with other employees but most of them had shown massive 

rigidity in replying questions when their turn came. Facts and figures about 

the offices working under them were also kept undisclosed when asked for 

more information. 

However, all together 614 responses can be collected with a perpetual 

effort of 18 months, ending November 2005. Out of this, 294 responses were 

collected from the departmental staff and that of the number of the extra

departmental staff were as much as 320. The proportion of female response 

altogether was 16.93%. The proportion of the same for .the departmental staff 

was 19.72% and that of the ED staff was 14.37%. 

There was a specific target of number of employees from the sampled 

post offices. Both classes of employees were specifically categorized on the 

basis of their respective basic pay and job classifications. The sample has the 

following break-up: 

Table:l.l 
Number of respondents of Departmental Staff 

Sl. Grades Categ- Initial Basic Pay Number of Male Number of Total 

No ories Female 

Group-8 0 RS. 7500 and above 33 I 34 

2 Supervisor I Rs 6500 and above 57 9 66 

Rs. 4500 and above 

3 Postal Assistant 2 Rs.4000 and above 39 38 77 

4 Postman 3 Rs. 3200 and above 56 5 61 

Rs. 3050 and above 

5 Group-O 4 Rs. 2550 and above 51 5 60 

TOTAL 236 58 294 
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Table:1.2 
Number of respondents of Extra-Departmental Staff 

Sl. Grades Categ- Initial Basic Pay Number Number Total 

No ories of Male of 

Female 

I EDSMPs 0 RS.2125 and above 65 4 69 

2 EDDAs/ EDSVs I Rs. 1740 and above 45 25 70 

3 EDBPMs 2 Rs. 1600 and above 58 I 59 

4 EDMC/ ED Packer 3 Rs. 1545 and above 46 16 62 

5 EDBPMS(for less than 3 hours 4 Rs. 1260 and above 60 0 60 

45 minutes 

TOTAL 274 46 320 

The responses were first collected through the questionnaire specially 

designed for this purpose and then these collected figures were fed into the 

computer through SPSS (Statistical Package for Social Science) in the Window 

mode and the required analysis and tests are demonstrated. 

1.6.1. The Questionnaire. 

The questionnaire (Appendix-A) developed for the studies has gone 

through two pilot surveys. Altogether 107 (One hundred seven) questions were 

finally placed in the questionnaire. Two repeated pilot tests made the 

questionnaire flexible and sound in the reliability. The whole questionnaire was 

section wise divided into 7 (seven) different parts. 

The first part is named as "Respondents' Profile" contains 15 different 

quarries in relation to the respondents' personal data. The questions in this 

section includes whether the employee belongs to departmental or extra

departmental categories, whether Male or Female, name of the post, present 

basic pay etc. This information were deliberately designed in this section so as to 

establish the sympto.ms of stressfulness of the focal employees with. several 

variables like male or female, basic pay, experience, number of training, 
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qualification of the focal person etc. It is well known fact to the 1/0 Psychologists 

that many of these factors are effective moderator of the human stressors. While 

selecting the questions of the "Respondents' Profile" several studies of the 

~- literature were consulted with. The experience of the pilot survey also came 

fruitful to include or even to exclude some of the elements of the questionnaire, 

considering the relative fit of the question to the subject. 

The second part of the questionnaire is named as "Section-A", which 

consists of 13 (thirteen) questions altogether designed to reply in the form of 

Yes/No pattern. With several experiments, these questions were framed to judge 

the respondents' feelings about various conventions being practiced in the postal 

department. Whether they need more training, whether they favour performance 

appraisal, whether satisfied with the superior etc are some of the examples of the 

questions kept in this zone. The reply of the sample employees in this section 

would help to judge the rationality of the reaction of the employees in various 

problem situations. 

The third zone of the questionnaire is consisted with only 3 (three) 

questions and leveled as "Section-B". These are specially designed questions to 

judge the reaction of the respondents in terms of the treatment of the department 

with its employees. The replies of these specially designed questions are also 

planed to use for descriptive analysis of some of the research hypotheses. 

The fourth section, leveled as "Section-D" of the questionnaire is made in 

relation to the Psychological Problems/Consequences of the focal employees. 

Most of the researchers in this particular field used these same questions to 

investigate the Psychological consequences of the focal employees. The reply in 

this section was asked in the form of either 'often' or 'sometimes' or 'never'. The 

respondents were free to reply these questions on the basis of their self

assessed feelings. 
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Fifth and Sixth section· of the questionnaire were framed to collect 

information in relation to the physical and behavioral consequences of the 

sample employees. These two sections are leveled as "Section-D" and "Section

E" respectively. Most of these questions are conventional in the 'stress' literature 

and are used here without making much improvisation to this. Questions in 

relation to the adjustment of the postal staff with their colleagues and customers 

were incorporated by the researchers, especially for this particular study for the 

measurement of specific questions of research hypotheses. 

The seventh and the last section of the questionnaire is related with the 

measurement of Organisational Role Stress of the sample employees. This 

particular questionnaire was developed by Pareek (1983c) and used by several 

( scholars in India in measuring the objective role stress of the employee. 

[Kedarnath (1988) 24 Ahmed et al. (1991)25
; Singh, A.P et al., (1997)26

; Misra, 

P.K. (2003)27 et al., etc.] 

1.6.1.1. ORS Scale. 

This particular scale was first invented by Pareek (1983c) 28 and then 

administered by several researchers in the field of human stress measurement, 

the present study also endeavors to administer the same for the purpose of 

measuring the stressors of the sample employees. 

Pareek (1983c) and later on Pestonjee (1999) 29 identified following ten (1 0) 

different situation variables (factors) on the basis of theoretical speculation and 

statistical analysis. 

i) Inter- Role Distance: Every working individual plays more that one role 

at a time. His role in work place may come into a conflict with family or 

social roles he or she is otherwise preoccupied with. 

ii) Role stagnation: This sort of stress is the generated due to the gap of 

extreme involvement with an existing role and the new role that the 
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incumbent has to accept for the change in the organization. This 

peculiar phenomenon occurs especially when an individual enters new 

role/job after occupying a role for a long period of time. 

iii) Role Expectation Conflict: This is a kind of stress generated when a 

role occupant remains in dilemma about whom to please. There may 

be two or more than two persons interested in the outcomes of one's 

performance in the role and surprisingly, their expectation may differ. 

iv) Role Erosion: This is a feeling of stress when a role occupant feels that 

his/her job is performed by others due to indulgence of the authority. It 

may also surface when credit of performance is otherwise shifted from 

the actual doer to other one. 

v) Role overload: When an occupant feels that he/she is loaded with 

work, which is beyond his capacity to accomplish, this particular stress 

may occur. This overloading may be of three types; too much physical 

load, time constraints, and intellectual incapability to combat the very 

work. 

vi) Role isolation: This is a situational distress of role occupant where 

he/she feels that due to very nature of the job he/she remains isolated 

from other role occupant as well as from other's role. If the place of job 

is not conducive for interaction this sort of stress may occur among the 

employees where they may even feel that they are purposefully 

ignored in the organization. 

vii) Personal Inadequacy: this type of stress is very common among the 

newly appointed employees where due to· lack of training and 

knowledge they feel that they are not capable of performing the task 

meant for him/her. It may even occur due to the change in the 

technology of function when existing working force may feel such 

stress, as they are not acquainted with the changed technology. 

Occupant of such stress may feel alienated over the time. 
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viii) Self-Role Distance: This type of stress may occur when an incumbent 

perpetually feels that his likings do not match with the requirement of 

the role he occupied. Prolonged engagement with the stereotype work 

may be the source of such stress. 

ix) Role Ambiguity: This is a type of stress where the role occupant 

remains confused about the priority of his functioning. If authority fails 

to categorize the function of a role occupant without any ambiguity this 

type of stress becomes obvious. 

x) Resource Inadequacy: This is the type of stress when the role 

occupant feels that he/she is not provided with appropriate resources 

to challenge the requirements of the role he/she·occupied at present. It 

may even occur due to late and casual direction from the end of 

supervisor. 

According to Pareek, (1983c), the ORS scale, which constitutes ten 

variables, can be used to investigate the nature and dynamics of role stress in 

various organizations and to develop interventions for the use of individuals, 

groups and organization. ORS is certainly, one of the best instruments available 

today for measuring a wide variety of role stresses. It is a five-point scale 

ranging from "strongly disapprove" to "strongly approve", was used for each item 

of role stress variables. Every variable is associated with 5 different questions 

and the probable reply was asked from the respondents in five different options 

ranging from 0 (zero) to 4 (four) i.e., '0' assigned to a reply means 'I never feels 

this way'; '1' to a statement ' feels occasionally this way'; and '4' means 'feels 

very frequently or strongly feel this way'. Hence, the score of each role stress 

variable will range from (5 questions X highest score of each question i.e. 4 or 

lowest score of each question i.e. 0) 0 (zero) to 20 (twenty). Like wise, the total 

score of all these ten variables will range from (50 questions X 0 or 4) 0 (zero) to 

200 (two hundred). 
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For this purpose the following degree scales will be followed as suggested by 

Srivastav. (1999i0 

i) Respondents scoring less than 50% of the total Score (4 x 50=200) i.e., 

Scoring below 99 are assumed to be low stressful or having no stress~ 

ii) Respondents scoring more than 50% of the total Score (4x 50=200) i.e., 

100 or more but below 140 are assumed to be moderately stressful. 

iii) Respondents scoring 70% or more of the total Score (4x 50=200) i.e., 

140 and above are considered to be highly stressful. 

All the ten variables are attached with 5 questions each and are placed 

into a gap of ten questions in the serial numbers of the questionnaire. For 

example, the questions of Role Overload are set in question numbers (5), (15), 

(25), (35), and in (45). All other questions in relation to other role variables are 

set in similar pattern. 

Various statistical techniques have been used to quantify the level of job 

stress among the postal employees. All ten variables of ORS will be measured 

with the help of Arithmetic Mean (AM), Standard Deviation (SO) Coefficient of 

Variance (CV). Sections A, B, C, D and E will be measured through ratios, 

percentages, AM, SO etc. While making comparative study of different symptoms 

with ORS variables the help of Correlation of Coefficient will be taken for. For test 

of hypothesis 'z' test technique is planned to use and the rational for such 

selection will be explained in the fifth chapter where such tests will be done. 

1.7. Collection of data. 

Once the questionnaire has been formed, it has been taken to the saniple 

'employees for collection of reply. Initially a validation process has been followed 

for justification of the questions. Within 15 days of elementary investigation the 

questionnaire was rearranged once again keeping in view the primary reaction 

and assessment of the respondents. The questionnaire so revalidated was then 
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finally administered among the sample employees. While collecting the 

information the researcher felt that a sense of insecurity among the staff is 

extreme and any outside quarries are commonly looked upon as an attempt of 

jeopardize such security of the employee. They were in fact scared in disclosing 

any information about their office or work they are engaged with. Initially several 

attempts have been made to convince the employee about the very purpose of 

the collection of data. The attitude changes but still it does not suffice the 

requirement of the target. Female employees especially were not at all 

accessible. In many occasion the researcher is simply denied by them. 

Moreover, the female respondents, from whom the replies are gathered 

frequently asked about the justification of few question what they think not 

suitable for them. 

On the other hand the post offices selected by simple random sampling 

are situated far away from each other. To reach the target offices in the rural 

area, sometimes I had to walk miles in the non-metal village road, for hours. It is 

also worth mentioning that on many occasions no single employee was found in 

such offices and even the villagers were not in a position to convey the 

whereabouts of the ED postal employee of the particular village post office. In 

addition to the data collected through personal interview, many other secondary 

sources were used for statistical feed back. These include, I) interview with the 

union leaders and their personal opinion about the present crisis of the 

department, ii) various office documents including the reports of various 

Commissions set up for settling different burning issues of employee relation, iii) 

the monthly news bulletin cum periodical of one of the leading postal unions 

named " Sangrami Oak". lv) various government reports Internet copies of 

different news papers and periodicals 

1.7. Planofthestudy 

The whole study is now comprehensively divided into seven different 

chapters as per the convenience of the objectives of the study. The arrangement 
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of chapter may otherwise be also possible but so to say that by looking at the 

pace of the development of the study, such arrangement of the chapters took 

following spontaneous shape. 

The first chapter delves into the introduction of the research problem and 

analyzed the objective of the stress research for the employees engaged in an 

organization like Indian postal department. This chapter also encompasses the 

methodological issues and elaborates the basis of different methodological 

techniques adopted in the study. The chapter also discuses steps in developing 

the questionnaire for the study. Method of data collection and sources of many 

other secondary data were also spelt out in this chapter. 

The second chapter is completely framed on survey of existing literature 

survey. In this chapter a review of existing literature and the studies already done 

in the field of human stress are also discussed. In addition, a review is also 

carried out of some of the important aspects, which fall under the purview of the 

study, such as human consequences of stress, burnout symptoms, socio 

psychological effects of human stress etc. 

The third chapter deals with the present profile of the Indian postal 

employ~es. The historical backdrop is analyzed and considered here so as to 

understand the present scenario of the department. Mainly the employee related 

issues are given importance in this chapter. The structure of the employees, their 

job classification, their workload, their social status, their pay and other facilities 

etc. are also discussed in this section. 

The fourth chapter delves into the search of organization related causes of 

human stress. Many interrelation of organisational stress with other employee 

related factors are also found out in this chapter. This chapter mainly manifests 

the fact that in what extent the employees are stressful due to various role 

factors. 
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The consequences of the stress among the postal employees are the matters 

described in the fifth chapter. The consequences here include all three sorts i.e., · 

physical, psychological and behavioral consequences. All these perceived effects 

on human being have been measured and analyzed on the basis of self-report of 

the sample employees. Various coefficients of correlation have been also 

measured to understand the interrelationship between role variables and human 

consequences. 

Chapter six in this study is designed to deal with different management 

options of the stressful employees as well as for the organization. In this chapter 

an attempt has been made to explore different options of management of stress 

of the affected employees.' 

The seven or the last chapter includes concluding observations and major 

findings of the study. The limitations of the study, scope of further research in this 

field and few constructive suggestions are also planned to accommodate in this 

chapter. 
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Chapter-II 
Survey of Existing Literature 

Contents· 

2.1 Introduction 
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2. 3 Environmental contribution 
2. 4 Process Phenomena 
2. 5 Human consequences 
2.6 Organizational consequences 

. 2. 7 Adoptive response phenomena 
2.8 Time Phenomena 

Key Terms: 

1) Type 'A': People who are excessively competitive and 
always seem to feel a sense of urgency. 

2) Locus of control: Individual's perception of the source of 
his control either internal or external. 

3) BOSS: Burnout Stress Syndrome. 

4) GAS: General Adoption Syndrome. 

5) IBS: Irritable Bowel Syndrome. 



2.1 Introduction 

As such there is no universally agreed upon meaning of the term 'Stress' 

among th.e behavioral scientists. Some of them have used the term to describe 

the environmental characteristics thought to affect people adversely. For 

instance, McGrath (1976) 1 said that there is a potential for stress when an 

environmental situation is perceived as presenting a demand which threatens to 

exceed the person's capabilities and resources for meeting it, under conditions 

where he/she expects a substantial differential in the rewards and costs from 

meeting the demand versus not meeting it. 

Some other like Beehr, (1976) 2
; Kahn eta/., (1964)' 3 described Stress as 

an adverse Psycho-physical condition what people has to go through during 

( their interaction with their work. On the other hand, some belonging to the 

school of thought of Selye, (1975) 4 described the term 'Stress' as general bodily 

response to any demand in excess to the capacity of the incumbent. 

Agarwala U.N eta/., (1979) 5 believed that the confusion in defining the 

term is primarily due to the fact that scholars of different disciplines use the 

same term variously. In psychology however, the very term refers to a particular 

kind of state of organism resulting from some interaction between him/her and 

the environment. 

Pestonjee, (1999) 6 attempted to present diagrammatically the nature and 

consequences of stress phenomenon. According to him there are three basic 

sectors of life in which stress originates: a) job and the organization, b) the 

social sector, and c) Intra-psychic sector. 

Agarwal, R. (2001) 7 perhaps rightly stated that 'Stress is not something 

·new, not anything unknown. Stress has been experienced since time 

immemorial, but its toll is higher than ever before.' 
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In reviewing various concepts of Stress, it· can be said that stress is 

neither stimulus response nor intervening variable, but rather a collective term 

for an area of. study- an area of study, which, in its broadest sense, is 

differentiated from other problem areas in that it deals with any demands which 

tax the system, whatever that system may be (a psychological system, a social 

system or a physiological system) and the responses of that system to the 

taxing demands. 

Beehr and Newman, (1978) 8
, however, projected three perspectives for 

viewing job stress-employee health phenomena that are readily discernable. 

According to them the first can be called the per~onal characteristics 

perspectives. The second perspective sees environmental factors as the casual 

agents in stress-health events. The third perspective is however; of viewing job 

stress in the person-environmental interaction perspective. Thus it views stress

health phenomena as an interaction of the characteristics of individuals and 

their environment. Implicit in this perspective is the concept of person

environment fit or misfit. 

2.2 Personal Characteristics 

The Personal characteristics includes any characteristics of the human 

being that influences an individual's perception of stressful events, interpretation 

of such events as stressful, and/or reaction to these stressful events. 

Researchers like Kahn, eta/., (1964) 9
; House, (1974) 10 believed that 

personal characteristics moderate the relationship between job stress and 

employee health (or behavior), but the number of published studies successfully 

unfolded such effects are modest. House, (1974) 11 maintained however, the 

evidence that a· result does not generalize across major demographic groups 

suggests that there are important individual (physiological or psychological) or 

social environmental variables mediating the relationship in the question. 
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Cohen and Margolis (1973) 12 report that individual differences (especially 

in stress tolerance) is one category of research, reflecting their belief that 

characteristics of the focal person are the most important factors in job stress

employee health phenomena. 

Various scholars while contributing the literature in this section have 

identified few major factors like Age, ability, personality/needs, physical 

condition, locus of control and neuroticism-stability etc as major contributing 

variables of human stress and in the next section above variables are 

discussed. 

2.2.1 Age 

Theore/1 (1976) 13
, in a study of middle aged construction workers found 

that groups of employees with high scores on a measure of discord 
I 

(unfortunately, this was a combination of job stressors, non-job stressors, 

personality and demographics) and on a life changes scale had higher blood 

pressure than other groups, and that this observation was more striking for 

employees age 41-56 than among the employees age 56-65. Tests of the 

statistical significance of this difference were not reported, however. This is 

therefore, only suggestive evidence that age may perform a moderating role in 

job stress-employee health phenomena. 

In another study Misra, P.K, et a/, (2003) 14 mentioned that while 

measuring the level of job stress among a group of Indian Air Traffic Controller, 

the distribution of mean scores of various age groups on role stress show 

interesting patterns. Significant differences have been observed among various 

age groups of the focused people on seven variables of role stress as well as on 

total role stress. 

It was reported that respondents in the age group of 23-30 experienced . 

minimum level of inter-role distance and this had happened as per the authors 
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due to the fact of the inability of the respondents to combine the demands of 

organization with the same originated from their respective family. In contrast 

the respondents in the age group of above 6 reported lowest level of Inter role 

distance what as per the view of the scholars is due to the fact that the people of 

this age group had adopted a skill to make a balance between the demands of 

organization and the family. It is therefore observed that the age is perhaps 

inversely related with the level of stress faced by the job occupants. Sen (1981) 
15 in his study on Indian bank professionals had also made same observations 

in the line of Mista, P K eta/., (2003) 16
. 

2.2.2 Ability 

Published reports of employees' abilities as moderators are also scare. 

The research on role-overload may be interpreted in this context, however. One 

part of the role conflict index in the early study by Kahn (1964) 17 was overload 

(i.e., too much work to do in the time available. French and Caplan (1973) 18 

suggested such 'quantitative' overload to be interpreted in terms of the ability of 

the employee as well as in terms of time available. It is reported by them that 

objective quantitative overload is negatively related to self-esteem and positively 

to tension and heart rate. 

In another study by French, (1973) 19 it is reported that quantitative 

overload was related to low self-esteem in administrators but not in professors, 

while qualitative over-load was related to low self-esteem in professors, but not 

in administrators. 

2.2.3. Personality Needs 

This is the most active area of research in the field of Personality 

characteristics. Lyons (1971) 20 found that need for clarity at personal level 

appeared to moderate the relationship between perceived role ambiguity and 

job related tension. In his study, the moderating effects were however, stronger 
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for voluntary turnover, propensity to leave and dissatisfaction. However, most 

talked about personality variable in the field of stress research is the basic 

psychological character of a person i.e. Type AlB behavior. 

Type 'A' behavior has been of great interest to researchers studying 

stress and coronary heart disease. People who are excessively competitive and 

always seem to be experiencing a chronic sense of time urgency are called 

personality with type-'A' behavior. A person with type-'A' personality is 

"aggressively involved in a chronic, incessant struggle to achieve more a_nd 

more in less and less time, and, if required to do so, against the opposing efforts 

of other things or other person" 21
. In the modern culture, such characteristics 

tend to be highly prized and positively associated with ambition and the 

successful acquisition of material goods·~ The behavioral pattern of type-'A' 

personality may consists of following characteristics or any combination of that. 

The characteristics so far identified are; They always move, walk, and eat 

rapidly, feel impatient with the rate at which most events take place, strive to 

think or to do two or more things at once, cannot cope with the leisure time, they 

also observe their performance with the number of achievements. 

In contrast another major personality, which has been talked widely in the 

field of organizational psychology, is type-'B' personality. M. Friedman, R. H. 

Rosenman, (1974) 22 have defined this particular personality as follows "they 

rarely harried by the desire to obtain a widely increasing number of things or 

participate in an endless growing series of events in an ever- decreasing 

amount of time". Type- B personalities may have the following qualities or any 

combination of such characteristics; they never suffer from a sense of time 

urgency with its accompanying impatience, feel no need to display or discuss 

either their achievements or accomplishment unless such exposure is 

demanded by the situation, play for fun and relaxation, rather than to exhibit 

their superiority at any cost, can relax without any guilt. 
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Type - A's operate under moderate to high levels of job stress. They 

subject themselves to more or less continuous time pressure, creating for 

themselves a life or deadlines. These characteristics result in some specific 

behavioral outcomes. For example, type - 'A's are fast workers, because they 

.I emphasize quantity over quality. In managerial position, type- 'A's demonstrate 

their competitiveness by working long hours and, not infrequently, making poor 

decisions because they make them too fast. They are also rarely creative 

because of their extreme concern about quantity and speed. They rely on their 

past experiences when they are faced with the problems. They will not allocate 

the time that is required to develop unique solutions to a new problem. They 

rarely vary in their milieu, hence, their behavior is easier to predict than that of 

type- 'B's. 

Despite the hard work of the type- 'A's, the type- 'B's are the ones who 

appear to make it to the top. Great salespersons are usually type- 'A's, senior 

executives are usually type - 'B's. M. Friedman, R. H. Rosen man, (1974) 23 

stated, " usually go to those who are wise rather than to those who are hasty, to 

those who are tactful rather than to those who are hqstile, and to those who are 

creative rather than to those who are merely agile in competitive strife" 

There are certainly no common personality types for a given set of socio

economic and geographical specification. It is easy to find high and low risk 

takers in every culture or society as a whole. Still the existing culture of a 

particular society has a dominant bearing in developing the personalities of the 

concerned society. Consequently, the pattern of job stress has also shown 

some sort of similarities among the stress occupant people. There is evidence 

that cultures differ in terms of people's relationship to their environment 24
. The 

prevalence of type-'A' personalities will be somewhat influenced by the culture 

in which a person grows up. There are type-'A's in every society, but there will 

be more in capitalistic societies, where achievement and material success are 

highly valued. For instance, it is estimated that about 50% of the North 
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American population is of type-'A'. This percentage should not be too surprising. 

The United States and Canada both have a high emphasis on time 

management and efficiency. Both have cultures that stress accomplishment and 

acquisition of money and material goods. In the cultural milieu it prevails as in 

India, France, Bangladesh, where materialism is less revered, we would predict 

a smaller proportion of type-' A' personalities. 

The job requirements as such gradually moderate the relationship 

between job performance and personality constrains. The model developed _by 

John Holland (1985) 25 is one of the best-articulated models in this direction 

where personality and job requirements are tried to match. The whole theory is 

based on the notion of a fit between an individual's personality and his or her 

occupational environment. 

In his model Holland developed six different combinations of personalities 

along with their preferable occupation, which will fit their job environment. 

Holland's model also argue that satisfaction is highest and turnover is lowest 

when personality and occupation are in agreement. It is therefore; wise to say 

that congruent matching between personalities and job requirement may have a 

better impact on reducing stress out of job but at the same time this stagnant 

proposition might have a serious impact on job performance. So it will be an 

~ncouraging combination to allow some sort miss-fit among the employees, 

which will ultimately indulge some healthy stress that in turn will maintain the 

crucial productivity. 

In number of studies, researchers have dealt with type -'A' pattern of 

behavioral orientation while studying organizational/ role stress. In one such 

study Pestonjee, (1987) 26 analyzed role stress in relation to type A behavioral 

disposition and state- trait anger. He decided to study three different categories 

management personnel, namely, top management, middle management and 

few lAS officers as because the stressors vary from one job to another 

depending on the personality of the focal person. He even had made an attempt 
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to understand whether the relationship between role stresses and personality 

variables were affected by the age of different job categories of management 

personnel. A set of three psychometric- tools- the ORS Scale Pareek, (1983c) 
27

, Can you type your behavior? 28 and State trait anger Scale 29 
- was 

administered to the sample population to assess ten different elements of role 

stress variables as well as over all role stress. Pestonjee commented that all ten 

ORS factors were subject to correlation analysis with type - 'A' behavior, state 

and trait anger in the three job categories. Type - 'A' behavior was associated 

significantly with eight ORS in case of lAS officers, with six factors with for the 

top and middle management group; state of anger correlated significantly with 

eight ORS factors in the case of the top and middle management groups 

followed by two for lAS officers and all the ORS variables correlated significantly 

in the case of the top and middle management groups followed by six for lAS 

officers with trait of anger. 

In the end he also stated that a comparison of coefficient of correlation 

among role stress variables in age wise dichotomized data sets for this three 

management groups showed that a large number of coefficient of correlation 

were statistically significant for the higher age groups as compared to the lower 

age groups. Similarly, a large number of coefficient of correlation between role 

stresses and type - 'A' behavior and role stresses and 'state trait anger' were 

found to be statistically significant for the lower age groups as compared to 

higher age group. 

2.2.4 Physical Condition 

Physical condition is a logical predictor of illness. Hennigan and 

Worthham (1975) 30 have shown that men in good physical condition and non

smoker are able to maintain a low heart rate during normal stresses of the 

workday, whereas stress is more likely to increase the heart rate for other 

people. 
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Arun et at., (1993) 31 studied whether 'irritable bowel syndrome' (IBS) 
I 

patients differ from normal controls in the perception of stressful life events. The 

findings revealed that the IBS patients perceived significantly greater number of 

stressful events in comparison to the non-IBS respor)dents. 

Saigeetha and Kalanidhi (1995) 32 examined the stress and coping 

response of Diabetic patients. Results indicated a significant difference between 

diabetics and non-diabetics in the personal area of stress than in the 

conventional areas of stress. 

2.2.5 Locus of control 

Employees' locus of control has also been recognized to determine the 

degree of occupational stress experienced by them. Some people believe that 

they are masters of their on fate. Other people see themselves as pawns of fate, 

believing that what happens to them in their lives is due to luck or chance. The 

first type, those who believe that they control their destinies, have been leveled 

internals, where as the later, who see their lives as being controlled by out side 

forces, have been called externals 33
. A person's perception of the source of his 

fate is termed as locus of control. 

A large number of researches comparing internals with externals has 

consistently shown that individuals who rate high in externality are less satisfied 

with their jobs, have higher absenteeism rates, are more alienated from the 

work setting, on their jobs than the internals. Why are externals more 

dissatisfied? The answer is, probably because they perceive themselves as 

having little control over those organizational outcomes that are important to 

them. Internals, facing the same situation, attribute organizational outcomes to 

their actions. If the situation is unattractive, they believe that they have no one 

else to blame but himself/herself. Also, the dissatisfied internals are more likely 

to be stressful than the externals. 

40 

! . . 
t . : . ·- ~ 

!\• .; 
-.! .,. 



In a study on a sample of banking personnel, Srivastava and Krishna 

(1992) 34 noted that employees with external l~cus of control experience 

comparatively higher degree of occupational stress, and lower job satisfaction. 

Employees with external locus of control have also been found to be more 

alienated from work setting and less fnvolved in their job. 

Employees' job attributions as well as job perception are also taken as 

two responsible factors causing stress and strain in their job life. Gupta (1999) 35 

observed that employees who are concerned about their efforts, nature of job 

activities, work conditions, and managerial policy and think that their success 

and failure are the outcome of these factors, feel higher role stress as compared 

to those who attributed to chance or luck for their achievements and failure of 

work. 

2.2.6 Neuroticism-Stability 

Ahmed eta/., (1991) 36 examined the relationship between organizational 

role stress (ORS) and job satisfaction and personality dimension of neuroticism

stability and extraversion and introversion. The sample consisted of 50 middle 

managers of a large organization. Results indicated that ORS was significantly 

but negatively correlated with all factors of job satisfaction. The neuroticism

stability dimension of personality was found significantly and positively related to 

six variables of ORS, including role ambiguity. One variable i.e. role expectation 

conflict had a significantly negative relationship with extraversion- introversion. 

2.3 Environmental characteristics 

This area includes any aspects of the work environment that is perceived 

as stressful by the employee, and responded accordingly, or sensed by the 

human organism and responded to without the employee being cognitively 

aware of the cause. This area of study specially focuses on social-psychological 

and organizational aspects of the work environment rather than on the physical 
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work environment. Although the study of physical working conditions, equipment 

designing, etc is a traditional area within Industrial/Organizational psychology, 

apparently that body of knowledge has not yet fully classified or coded as 

stress/health-related. 

Three studies stand out as exceptions to this latter observation. Sales 

(1970) 37 found that objective workload, as manipulated in a laboratory study of 

male undergraduate students, was related to perceived workload as measured 

by the questionnaire. Coburn (1975) 38 constructed a relatively objective index of 

job incongruence by comparing an employee's education with an estimate of the 

educational requirements of the employee's job. According to Coburn, this was 

ia very limited index and was only weakly related to the employee's perceived 

incongruence (a measure of workload) for a sample of male workers in a variety 

of jobs in British Colombia. And Kahn, et a/., (1964) 39 with a sample of male 

workers, obtained an 'objective' index role conflict by asking a focal employee's 

role senders what they would like the employee to do that he was not already 

doing. This was an objective only in the sense that it was a measure of the focal 

employee's job demands obtained via the perception of someone other than the 

focal employee. The assumption was that the role senders would apply 

pressure on focal employee if he were not doing all that was expected of him on 

the job. However, Kahn et al., found that this measure was insignificantly or 

weakly related to their measures of perceived role conflict and ambiguity. 

French and Caplan (1973) 40 have identified two types of role overload 

among the job occupants. Quantitative role overload, which refers to the 

massive amount of work to accomplish with, on the other hand Qualitative role 

overload refers to the job that is too difficult for an individual. Theore/1 et a/., 

(1976l1suggested that quantitative role overload is usually found to be 

positively associated with strain. 

In a study A.P. Singh eta/., (1997) 42 attempted to investigate the effects 

of organizational climate on psychological strain and coping behavior of 
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industrial managerial personnel. The sample consisted of 400 middle level · 

manage.rs from a large industrial set-up. ORS scale Pareek (1983c) 43 and 

Organizational Climate Questionnaire Litwin and Stringer, (1986) 44 and other 

relevant tools were administered to the respondents. The major findings of the 

study were as follows: 

The managers belonging to high level of the organization, role stress 

scored higher on environmental frustration. The managers of highly perceived 

(more conducive) organizational climate, scored significantly low on job anxiety. 

The organizational role stress was significantly and positively associated with 

organizational climatic conditions. 

Ahmad and Meheta (1997) 43 found that all ten dimensions of role stress 

were negatively correlated with influence, work amenities, job satisfaction and 

supervisory behavior. Some variables of role stress were found to be correlated 

with the organizational dogmatism also. 

Jain Manisha et a/., (2002) 46 in their study with the measurement of 

effect of Type A/8 behavior of a group of Indian Doctors and Engineers 

observed that due to introduction of new technologies into work environment, it 

is necessary for workers, especially blue collar workers to adopt continually to 

new equipments, system and as well as with the ways of functioning. This is an 

· extra burden for the new employees trained in the latest methods to cope with a 

new boss trained in the conventional method of functioning 

Ganster· & Schaubroeck (1991) 47 stated that prolonged exposure to 

certain job demands lead to a variety of pathological outcomes, including mental 

and physical disorders, absenteeism and thus reduce productivity. 

Marilyn L Fox et a/., (1993) 48 with their prolonged examination with 136 

hospital nurses tested the job demands-job control model of stress. They 

advocated that objectively assessed job demand were significantly associated 
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with blood pressure. They also predicted that elevation in physiological 

responses took place after individual left work, and suggesting that potentially 

health-impairing reactions to jobs that have high demands and low controllability 

might carry over to home settings and thus pose a high risk of long term health 

impairment. 

Latack and Foster (1985) 49 while worked with Compressed work 

schedule and job redesigning suggested that the compressed work week could 

be:an intervention tailor-made for an increasingly important class of jobs in our 

contemporary economy in case of jobs in high technology, and in capital 

intensive organizations, where continuous operation are mandated to maintain 

efficiencies. While not physically demanding, these jobs because of 

technological constraints and heavy capital investments, are often the most 

difficult to enrich for favoring concerned workers. A compressed workweek 

intervention could offer a method of 'job enrichment' where it is not often 

ot~erwise possible. They also advocated involving employees in the decision 

m~king process to implement a compressed workweek to assure maximum 

ac~eptance from the part of the employee. The work redesign through this 

method would certainly reduce the element of stressors in the organizational 

work environment. 

Many sources of stress today have been around for years, such as work 

overload; role expectation conflict; ineffective, hostile and incompetent bosses; 

Jack of personal fit with a job; Jack of recognition; lack of a clear job description 

or chain of command; fear, uncertainty and doubt about career progress; and 

prejudice based on age, gender, ethnicity or religion. The decade of 90s has 

ushered in some additional stressful situations that are of particular concern 

today. These are Competition and Change, Technological change, Increasingly 

Diverse Workforce, Downsizing, Work/Home Conflict, Violence in the Workplace 

etc. 50 
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/vancevich et a/., (1998) 51 have highlighted a totally new area of 

stressfulness of the incumbents. Downsizing, threat of invasion of new 

technology, which may ultimately make working people obsolete; are the fear for 

the working classes. In the post Globalization era these problems have become 

more relevant and burning. In this context the authors have even suggested that 

the potential negative ramification of stress for companies and their employees 

are so substantial that it is crucial for the managers to act to aid their employees 

in the development of coping skills and to reduce stress in the work place due to 

environmental intervention. 

2.4 Process Phenomena 

This Phenomenon refers to those events within the human organism, 

which transform input (stimuli) and produce output (Human and organizational 

consequences and responses). Both physical and psychological processes are 

included in this phenomenon. 

2.4.1 Physical Process 

The physical process would include any physical, psychological, 

chemical or neurological events in the human organism that intervene between 

the onset of the stressful environmental stimulus and the final human or 

organizational consequences. 

Hans Se/yes (1956) 52 in his General Adoption Syndrome (GAS) has 

described a comprehensive model through which it can be understood that how 

a stress free personality ultimately becomes a stressful one. The model 

suggests a three (3)-stages continuous development process that can also be 

called as physiological response mechanism. The first stage is called 'alarm 

action' which is an initial shock phase and reduces the resistance mechanism. 

The second phase is named as 'stage of resistance' that helps the incumbent to 

maximize the level of adoption and in consequence the alarm reaction 
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disappear. Finally, the 'stage of exhaustion' comes into force in which the 

adoption energy gets exhausted, the alarm reaction reappear (either in the 

same old form or in some other form). The organism then collapses and thus 

· the incumbent start developing very first sense of stress and strain. 

Almost 50 years ago Selye suggested the existence of 'first moderators' 

of stress, which transmit the stress message to the organs affected in the stress 

process. Mason, (1975) 53
; suggested that this (transmission of message) could 

operate either via the blood stream or the nervous system. Selye (1979) 54 had 

again noted, however, that the specific chemical nature of this agent is still 

unknown today. But as per Mason (1975) 55 ,the "first mediator" may be the 

emotional arousal accompanying many stressful events, indicating that the 

nervous system may play an important role. Sey/e (1979) 56 debated that the 

messengers or "first mediators" may not always be the same. The controversy is 

still not resolved comprehensively. 

Tache and Se/ye (1979) 57 stated "stress is the non-specific response of 

the body to any demand made upon it". Selye's primary concern was for the 

physiological mechanism and this has led to a close association between 

response -based and physiological models of stress. Selye's elucidation of the 

body's response to stress has led to a better grasp of the biochemical, 

anatomic, and neuro-hormonal changes that accompany adoption of stress. 

Srivastava (1999) 58 argued, " However, Selye did not explicitly include 

cognitive or emotional factors and their impact on the adaptive processes. But it 

has also been observed that some noxious physical conditions do not produce 

the General Adoption Syndrome (GAS). It has now been suggested that much 

of physiological response is not directly determined by the actual presence of 

the stressor agent but by its psychological impact on the person." 

Pestonjee, D.M (1987b) 59 had developed a person-environment 

paradigm emphasizes the balance rather than the absolute level of either stress 
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or stressors. This paradigm, however, does not assume that return to the 

proceeding at the steady state is the only beneficial outcome possible because 

too little work is as stressful for individuals as being overload with work. Stress 

in this regard, may be viewed as a stimulus to growth and the achievement of a 

new balance. Keeping in view that Stress is a personal response to certain 

vitiations in the environment, it is possible to conceive that same stressors can 

be differently perceived depending on (a) the nature and magnitude of the 

strategy; (b) the importance of stressors to the individual; (c) the perception of 

the threat element as a component to the stressor; (d) the involvement a-nd 

willingness on the part of the individual 'to do something' about the state of 

stress. 

2.4.2 Psychological Process 

Among the Psychological Process, it is possible to discern the following 

activities: Perception of the situation, appraisal of the situation, decision-making 

regarding appropriate response, and perception of the outcomes of one's 

responses. 

Levine and Scotch (1970) 60 indicated that whether a stimulus was 

stressful often depends upon its meaning to the person perceiving it. Others 

explicitly proposing that the stressor must be perceived in order for it to have 

aversive health consequences include Kahn, eta/., (1964) 61 and House (1974) 
62

. The finding that perceptions of stressful situations are related to employee 

health and well being has been replicated consistently (e.g., Beehr, et al., 1976; 

Caplan et al., 1975; 63
) 

It is clear that the perceptions of stress are indeed related to objectively 

stressful situations and these perceptions are related to individual and /or 

organizational consequences. Except for Sales (1970) 64
, other researchers take 

the view that perceptions are likely to be the prime determinant of the outcomes.· 

Sales indicated that some outcomes (i.e., productivity, self-esteem, task 
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enjoyment and heart rate) seemed to be dependent on objective overload rather 

than on perceived overload. 

2.4.3 Appraisal of the situation 

Appraisal of the situation is closely related to the perception of the 

situation. However, the initial perceptual process is primarily descriptive in 

nature, while the appraisal process is primarily evaluative in nature and involves 

a comparison of perceived situation with some relevant aspects of the person 

(e.g., values, needs, abilities). 

French (1973) 65 maintains that stress is often a function of person

environment fit, implying that the person's perception of his or her abilities, 

personality, and resources interact with his/ her perception of the situation to 

determine-the quantity of stress in that situation. With respect to the experience 

of work overload, the perception process would result in a perceived amount of 

workload (e.g., this is a heavy workload) and the appraisal process would result 

in the evaluation that the work load is "over" the workload that the person is 

capable of or desirous of doing ( e.g., this workload is too heavy). This 

distinction between the perceptual and appraisal process has not been a topic 

of much research. It however, may be important to determine how each of these 

processes occurs for different types of stressors and for different types of 

people. 

2.5 Human consequences 

The human consequences consist of health-related conditions that are 

primarily important to the individual and less important to the organization. 

It must be emphasized that it is the relative importance that is assessed 

here; employee deaths due to heart attacks, for example, are of concern and 

importance to employees, but not nearly so important as they are to the victims 

themselves 66
. 
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The human consequences of stress may be classified into three 

categories; Physical or Physiological, Psychological, and Behavioral. 

2.5.1 Physical Consequences 

Paffenbarger and Hale (1975), 67 in a 22-year study of coronary mortality 

among longshoremen, concluded that those longshoremen whose jobs required 

repeated bursts of high energy were actually less likely to die from heart attack; 

this was found even when age controlling measurement is taken for account. In 

this study, there was no variable conceptualized as a job stressor. Instead the 

energy level required by the job was considered a protective or conditioning 

variable, preventing some thing else (unspecified) from causing a fatal heart 

1 attack. 

Beehr and Newman (1978) while commenting on the findings of 

Paffenbarger and Hale (1975), stated that those employees were doing the 

heaviest physical labor were selected into those jobs because of their good 

physical health, in effect rendering their service. Therefore such conclusions are 

invalid. 

Most job stress-heart attack research has focused on "risk factors" rather 

than heart attacks itself, however, simply because the rate of heart attacks 

among any employee sample of practical size is too low to permit efficient study 

in any but relatively crude retrospective design. Risk factors are variables that 

medical researchers have identified as contributors to contrary heart disease. 

Cobb and Kas/, (1972) 68 reported the risk factor as high blood pressure, Reeder 

et a/., (1972) 69 and Sherom et a/., (1973) 70 reported Cholesterol as the risk 

factor and risk factor as electrocardiogram abnormalities. Hennigan and 

Wotham, (1975) 71 reported pulse rate as the key risk factor for any kind of heart 

attacks. 
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A relationship between job stress and general health has been shown by 

Rahe, Gunderson, et a/., (1972) ~2 in a naval study. Sailors in the jobs that were 

judged a priori to be more stressful tended report for sick call and require more 

medical treatment than those in jobs supposed to be more stressful. However, 

they neither report the job stressor nor the health consequences in sufficient 

detail. 

In addition it is worth to be mentioned that uric acid, a facto in gout [Cobb 

and Kasl, (1972) Sherom,et al., (1973)] Blood sugar [Schar eta/., (1986/3 ]and 

incidence of peptic ulcer are also related stressful events. 

Agarwal, R. (2001) 74 detects a major physiological consequence is 

hypertension. However, she has mentioned, "Among many reasons for 

hypertension is the lifestyle of the person. It has generally been observed that 

hypertensive person have Type A behavior pattern". Obviously the author has 

not ruled out personality constrain in describing physical consequences. 

The physiological consequences of stress are not limited to only cardiac 

conditions. Lovallo, (1997) 75 however, has reported that the human immune 

system to protect themselves from deadly diseases is also effected by the 

human stress level. 

Kiecolt-G/aser eta/., (1995) 76 also have supported the view that there is 

strong link between chronic stress and human immune system. 

Sternberg eta/., (1991) 77
, reported that stress symptoms like depression; 

anxiety may have direct impact on rheumatoid arthritis. Agarwal, R. (2001), 

interestingly commented that it seems strange but it is true that viral fever is 

most common to the people who are comparatively more stress prone. 

There have been more studies of the physical consequences of job 

stress, but most of them have employed less objective measures of the physical 

or physiological variables, (viz. self-report measures). The best of these 
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measures are probably those asking the person to report only illness that were 

diagnosed and treated by a medical doctor, but even with these, there is some 

opportunity for faulty memories, misperceptions, and even lying to introduce 

1
error into the data. For checklists of self-diagnosed symptoms, these problems 

are multiplied. These self-reported measures may be related to actual 

incidence of physical illness, but it is safer to rely primarily upon the studies 

using more objective measures. At a minimum, however, it is probable that 

these self-reported illnesses are related to the person's psychological well

being, the second type of human consequences. 

2.5.2 Psychological Consequences 

Studies investigating the relationship between employees' psychological 

well-being and job stressors have usually dependent upon paper and pencil, 

self-report measures, and this presents the methodological problem mentioned 

earlier in the section of physiological consequences. So far the discussion 

guides us that the perceived job stressors should be closely related to the 

human consequences.- Both perceptions physiological and psychological . 
consequences are routinely assessed via self-reports; correlating two self-report 

measures, however, is likely to lead to over-estimates of the strength of the 

relationships between constructs, due to this common method variance. 

Therefore, interpretation of the results of such studies must be guarded. 

The simplest and most obvious psychological effect of job stressors is 

dissatisfaction with the job. Studies in which this is the only psychological 

consequences of working conditions are not reviewed here, however, as this 

consequences alone is usually not sufficient (i.e., not noxious enough) for 

researchers to consider their work to be in the job stress employee health 

research domain. Many job stress researchers have included job dissatisfaction 

as one of many consequences, however, such studies have usually found that 

perceived job stressors are positively related to dissatisfaction with job [Beehr, 

(1976); Beehr, et al., (1976); Caplan, et al., (1975); Margolis eta/., (1974) 78
]. 
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If one takes the person-environment fit approach, however, both under

loaded and overloaded subjects have poor fit with their tasks (i.e., are 

experiencing stress) and therefore, both should be dissatisfied relative to a 

group of people with a good fit. 

Researchers like Beehr, (1976); Caplan, et al., (1975); Margolis et al., 

(1974); Schar, (1976). etc. using psychological health measures, have used 

many different labels of psychological health variables, but it is unlikely that all 

the measures in the studies reviewed were of different types psychologi_cal 

health. A category comprising general measures of poor mental health would 

include neuroticism, tension, depression, irritation and an?<iety. Several studies 

of the above mentioned researchers had shown that perceived job stressors are 

related to one or more of these poor mental health variables. 

lvancevich, (1974y?9
, /vancevich, eta/., (1985) 80 included an objective or 

non-self-report measures of the stressors. It is encouraging therefore, that these 

studies also found significant results, without the potential confound of a method 

bias. 

Pestonjee, (1999l1 reported that emotional stress is a well-known aspect 

of contemporary world. According to him 50% of the executives suffer from 

emotional strain and anxiety as they have to face various organizational 

problems and sometimes the job requirements also produce anxiety. He also 

reported that one remains unaware that headaches, indigestion, increased 

blood pressure and fatigue are the common symptoms due to perceived 

emotional stress. 

2.5.3 Behavioral Consequences 

Of the three types of consequences, the behavioral consequences are 

least often studied. This may well be because it takes a psychologist more time, 

effort and ingenuity to measure behavior than to psychological consequences. 
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The behavioral human consequence studied most by researchers is 

smoking. Smoking is considered an aversive behavior to the individual because 

of the presumed relationship it has with illnesses such as cardiovascular 

disease and cancer. Schar, (1976) found that occupational status is negatively 

related to smoking, and Sherom, et al., (1973) found occupational differences in 

smoking among kibbutz members suggesting that job characteristics may affect 

smoking. As with most of the studies cited in the physiological areas, however 

this study also took the subjective approach of self-study report. 

Caplan, Cobb, and French (1975) reported that quitting smoking is 

related negatively to some job stressors, and they found no difference among 

smoker, ex-smoker and never-smoked groups in the amount of perceived stress 

present in their jobs. 

Drinking habit however, is considered to. be another major behavioral 

consequence among stress occupants. Selzer and Vinokur (1974) 82 found a 

weak relationship between job pressure and traffic accidents among alcoholic 

drivers, although the same relationship for drivers in general was not significant. 

Researchers in different studies however, mentioned other important 

variables of behavioral consequences e.g. absenteeism, feeling of early 

retirement, ill-adjustment with colleagues and customers, a general tendency of 

favoring strikes, and overall burnout symptoms. 

Burnout as described by different scholars is a symptom or a combination 

of symptoms faced by an incumbent under stress for a prolonged period of time. 

Mas/ach (1981) 83 however, reviewed literature on Burnout and concluded that 

1 there is no single acceptable definition of Burnout. However, there are also 

similarities among various definitions of Burnout. First of all, there is a general 

agreement that Burnout occurs at individual level. Second, Burnout is an 

internal psychological experience involving feelings, attitudes, motives and 

expectations. Third, there is also general agreement that burnout is a negative 
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experience for the individual, in that it concerns problems, distress, discomfort, 

dysfunction, and/or negative consequences. 

"It occurs as a result of unrelieved work stress persists and which is not 

managed effectively"- Sharma, Radha. R, (2002) 84 commented in defining 

Burnout. 

Paine (1982) 85 has observed that Burnout Stress Syndrome (BOSS), 

the consequences of high levels of job stress, personal frustration, and 

inadequate coping skills, have major personal, organizational and social costs; 

and these costs are probably increasing. 

Veninga and Spradley (1981) 86 pointed out five different stages of 

Burnout, while Maslach (1981) 87 had developed a self-report scale for 

measuring Burnout and reported that these three measures work on three 

different phases. Where as Pareek (1993) 88 pointed out nine factors which lead 

to Burnout for an incumbent. All these variables/phases are however, discussed 

later on in concurrence with the findings of the result of the present study with 

appropriate importance. 

2.6 Organizational Consequences 

Separation of the consequences that are most directly relevant to the 

individual from those that are most directly relevant to the organization implies 

that these two parties may value events independently. Consequences of stress 

in which the organization presumably has more direct interest than the individual 

employee are primarily those (e.g., an employees job performance) presumed 

to be linked directly with the organization's effectiveness . 

. ,;. 
Many studies have been compiled in which variables labeled stress is 

shown related to job performance-type variables [e.g., Andrews and Farris, 

(1972) 89 Drabek and Haas, (1969) 90
]. Since most of the studies did not 

simultaneously include human consequences (employee health) and job 
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performance variables, the job stress variables in such studies did not fit the 

definition of job stress, and hence were not taken as objective measures in this 

area of studies. 

Sylvia A. Joure et a/., (1 989) 91 reported that stress can be either helpful 

or harmful to job performance, depending upon the quantity of it. According to 

the model (Fig: 2.1) developed by him the relationship between job stress and 

job performance is depicted clearly. 

High a> 

Low 

() 
c 
ro 
E 
s... 

.g 
Q) 
0. 

.0 
0 

) 

Figure: 2.1 

Job Performance and Stress Model 

Low Stress High 

(Source: Sylvia. A. Joure, 1989) 

When there is no stress, job challenges are absent and performance 

tends to be low. As stress increases, performance tends to increase, because 

stress helps a person to call up resources to meet job requirements. It is healthy 

stimulus that encourages employees to respond to challenges. Eventually stress 

reaches a plateau that corresponds approximately with a person's top day to 

day performance capability. At this point additional stress tends to produce no 

more improvement and finally performance begins to decline. 
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Job involvement is another area of concern for researchers in 

organizational consequences. Though it is relatively new concept, it has gained 

much importance because of its pivotal role of providing link between 

productivity and employees' needs and quality of work life- Srivastav, (1999)92
. 

Among the Indian researchers Madhu (1976) 93 examined the 

relationship of stress stemming from role conflict and role ambiguity with job 

involvement. They concluded with the result of significant negative relationship 

between role stress and job involvement. 

Srivastav, (1990/4 examined relationship between occupational stress 

and job involvement of the employees operating in both public and private 

sector organizations. The result reported by him shows that all the dimensions 

of occupational stress are negatively correlated with job involvement for the 

employees in public sector. On the other hand the responses of the employees 

of private sector did not show any significant relationship between perceived 

role stress and job involvement. 

2.7 Adoptive Response 

Newman and Beehr (1979) 95 in their article of review of Industrial and 

Organizational researchers suggested a frame to understand Adoptive 

Response in following way; 

i). "An adoptive response to job stress can be made by person, the 

organization and/or by any person or organization outside of the 

focal organization, 

ii) The primary target of the adoptive response is usually some aspects of the 

person and/or some aspects of the organization (e.g., structure, job design, 

coworker relations, and supervisory style) 

iii) The adoptive response can be primarily preventive or curative in nature" 
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Calvasina, Eugene. J. eta/., (1975l6 in their study confirmed the inverse 

relationship between consideration and burnout. Individuals who rated their 

supervisor high on consideration also reported low burnout. It is possible that 

the loss of autonomy that came from having a highly structuring supervisor, 

especially when coupled with low consideration, may have been an important 

contributor to job stress and develop burnout. 

Numerof, R.E. et a/., (1988) 97 on the supervisory style reported even 

more stress for the subordinate under lower consideration in supervisory style. 

Lazarus, (1984) 98 however, used the term of 'coping' in relation to 

adoptive responses of people and organizations under stress. He also 

emphasized the key role of cognitive process in coping activities and the coping 

in determining the quality and intensity of employees' reactions to stress. 

lvancevich et a/., (1987) 99
, have suggested "tolerance of stressors" at 

cognitive level as a primary preventive technique. It is true that excessive stress 

is a real adverse for the people and organization both. Adoptive response thus 

from both the individual and the organization is a must for their mutual survival. 

Sharma, S. (1985) 100
, Mehra and Misra, (1991) 101

, Srivastav, (1991) 102 

and Jagdish and Singh (1997) 103 all are somehow in an agreement that the first 

adoptive reaction comes from the individual differences like personalities, 

motivation, involvement, job level, sex, age etc. on the other hand Mehera, 

(1993) 104
, Banerjee and Gupta (1996) 105 mentioned that socio-economic 

conditions such as the nature, type and extent of one's social relationships with 

other, that influence one's adoption of stress play a significant role at second 

stage. 

2.8 Time Phenomenon 

The purpose of including this particular phenomenon is to make the issue 

of longitudinal, field research an explicit focus. As in most research domain in 
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Industrial and Organizational (1/0) psychology, researchers have usually 

employed cross sectional design, in part, no doubt, because of convenience. 

Field studies employing measurement at several points in time would greatly 

benefit the understanding of the job stress-employee health in two ways. First 

the managers are extremely interested in determining casual relationship. Cross 

sectional studies cannot shed much light on it. 

The second reason is that time or duration of stress may be crucial factor 

in determining the consequences of stressful events. A certain amount of stress 

occurring occasionally in one's job may be quite harmless to the employee. -

Acute stress at the wrong time or chronic stress over a number of years, 

however, could be detrimental to the individual and/or the organization. 

The study by Cobb and Kasl (1972) 106 is a notable exception. In this 

study of married male employees between 45-59 years old in a plant that was 

closing, they obtained physiological measures as unemployment (the stressful 

event), and they kept obtaining these measures after unemployment actually 

took place, in some cases even until subsequent reemployment. In general they 

found that uric acid and blood pressure levels increased before the actual plant 

closing, while cholesterol-level did not increase until unemployment occurred. 

Another noteworthy study in this context deserves its mention too. Debra 

L. Nelson eta/., (1990) 107 examined the relationship between work stressors, 

coping techniques, distress symptoms and work performance for 91 

organizational newcomers. However, distress symptoms reported prior to the 

beginning of a new job accounted for 32 percent of the variance in distress 

symptoms reported nine months after resuming the job, suggesting a possible 

dispositional influence on symptom reporting. 

Several general conclusions emerge from this review. First, the 

conceptual ambiguity and terminological confusion in defining the term 'stress' is 
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a major problem. There are no conceptual definitions of the terms such as 

stress and strain that are common to all researchers in the area. 

A related observation may be that strong methodology in this domain is 

rare relative to the amount of rigorous research in other, more traditional areas 

of Industrial and Organizational psychology. Much of the research on job stress 

and employee health was found in journals not normally read by 1/0 

psychologists, and unfortunately not a single journal is devoted to job stress in 

particular. However, this vacuum may otherwise attract many new researchers 

in this field of study to make study of job stress more and more comprehensive, 

after all stress is a issue of concern of twenty-first century and we cannot but 

simply ignore it any more. 
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Chapter-III 
Indian Postal Employees: A Profile 
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Key Terms: 

1) Departmental Staff: Postal staff appointed on permanent basis in the 
departmental offices especially in the urban area with service benefits equivalent 
to other regular staff of Central Government. 

2) Extra-Departmental Staff or ED Staff: Staff employed in the rural as well as in 
urban post offices purely on temporary basis with salary and other facilities 
provided not at par with their department a! counterpart. 

3) NFPE: National Federation of Postal Employees 
4) NUPF: National Union of Postal Federation. 
5) RMS: Railway Mail Services: 
6) Rajan Committee: The first committee set up by the central Government in the 

year 1957 to investigate the service matters related to ED Staff 
7) MadanMohan Committee: The Second committee set up by the central 

Government in the year 1970 to investigate the service matters related to ED 
Staff 

8) Savoor Committee: The Third committee set up by the central Government in the 
year 1984 to investigate the service matters related to ED Staff 

9) Talwar Committee: The Fourth committee set up by the central Government in 
the year 1995 to investigate the service matters related to ED Staff 

10) TRCA: Time Related Continuation Allowances; A system prevailed in the Indian 
postal departmentforfixing payment for ED staff 
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3.1. Introduction 

Workers in a certain working set-up experience job stress for different 

reasons. It may be dispositional or be the outcome of the very nature of the job. 

Stressors originating from the nature of the job as well as from the place of work 

are however, controllable and manageable. While, stressors originating from the 

dispositional factors are hardly assumed controllable. Researchers in the field of 

Industrial and Organisational psychology repeatedly argue that the stress 

situation of a group of employees should first be looked from the requirement of 

the job they are attached, along with the nature of their work place. 

While measuring the stress factors of the Indian postal employees the 

work environment including working hours, physical infrastructures etc. of the 

postal ·department are also to be looked into. The recruitment procedure, 

promotional facilities, training opportunities and retirement nitty-gritty are few 

employees' related issues to be dealt with to understand the stress situation in a 

comprehensive manner. In this chapter an attempt has been made first to assess 

all these jobs and organization related factors of Indian postal employees. 

Indian Postal department is a network of almost 1,56,000 office ends with 

almost 5,80,000 employees (including Departmental and Extra-Departmental 

employees) providing service to the nation successfully for more than 150 years. 1 

However, the report of Talwar Committee (1997) 2 showed that the total number 

of fndian post offices were 1,52,000 and the number of employees were 

5,95,785(as on 31-03-1995) out of which departmental staff was 2,85,960 

(48%)and extra departmental staff was 3,09,825; (52%). 

It seems that during this period i.e., in last almost 10 years (i.e. from 1995 

to 2005) the number of staff has been reduced by 15,785. But the number of post 

offices were increased to the tune of 4000 units (from 1,52,000 in 1995 to 

1,56,000 in 2005). That makes a clear indication that a process of downsizing· of 

the postal employees is being carried on. As per the report available from 
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different sources the creation of new post in the department remains closed since 

the year 1984. It is note worthy to mention a report published in a monthly journal 

of one of the major postal employees unions, published in August 2005 stated 

that since the year 2001 the central Government has been abolishing two-third of 

the posts retired in every year in the department of post 3 

The postal department is a service department, wholly belonging to Govt. 

of India and it still plays an effective role in providing basic infrastructure to all 

other economic units of the country irrespective of private and public, whi~h in 

turn cohtribute to the whole economy of the country. 

It is believed in terms of modern management that an organization is 

, known by its employees. Postal employees in India however, look to be the most 

distressed section. They are over loaded with work and are engaged with the 

responsibilities of money related transaction without having basic requirement of 

security measures. They deal with customers in massive number every day with 

very restricted physical resources at their disposal. And moreover, they are 

poorly paid and provided with very limited other facilities. Even the present Indian 

society is not ready to accept the fact that an employee serving at a counter in a 

nationalized bank and another one serving in a Post office, both discharge same 

sort of responsibility. It is unfortunate that employees of postal department are 

less honored in our society and poorly paid and recognized by the state. 

This is the only organization under union Govt., which called Nation-wide, 

strikes in almost every year under the regime of every central Govt. The 

employees' unions irrespective of political affiliations seem to be united in 

pursuing their long pending legitimate demands. Even several times they called 

off their pre-announced nation-wide strike in pursuance to the assurance by the 

concerned ministry. There is no denying of the fact that grants of 

pension/contributory provident fund for the Extra-Departmental employees are 

the bone of contention. Four different high level committees have been formed by 
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the Government of India to look into the matter related to pay and allowances of 

the Extra-Departmental staff. Report of almost all these committees favoured the 

enhancement of pay and allowances of the Extra-Departmental Staff. But the 

ministry of finance of Govt. of India regularly denied repeated promises from the 

concerned ministry in this regard. To comment on this unprecedented happening 

Justice Talwar in his report (1997) observed " ... the Govt. first made a 

commitment and later on backed away from fulfilling it because of the 

reservations shown by ministry of finance. The Govt. is collectively responsible 

and it is not a healthy sign that one ministry proposes and another disposes. 

Commitments made by one ministry have to be honored by the ministry of 

finance and the Govt. also should not go back on the assurance given to the 

house"4 

It would be worth speaking that such a group of people numbering almost 

5,80,000 are working under massive uncertainty and thus do not ever feel safe. 

They are stressful in real sense and thus cannot be effectively productive nor will 

they remain anymore capable of discharging their duties in the way it is expected 

from them. 

3.2. Genesis 

Though the Europeans made modern postal system popular, there was 

reference of postal system in existence among the Egyptians during 2000 B.C. 

Another reference by Confucius in the .late 61
h century d.emonstrates that postal 

system was already renowned under Chou dynasty in China (1111-255 BC) with 

great efficiency. 

In India there was evidence of a system of carrying messages during the 

reign of Allauddin khilji in 1296. It was Sher Shah Suri, who, during his short 

reigns of 5 years built 2000-miles long road from Bengal to Peshwar for the use 
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of his postal service. He built 1700 'serais' or relay posts where horses were 

changed in regular intervals to carry posts for common people5
. 

Long back in the year 1837, the Imperial postal system was introduced in 

British India. It was obviously made to favour the people and property of East 

India Company. The system was firstly experimented in few selected cities only. 

In the name of 'District Postal system' a parallel system was in vogue at the 

same time in the rural areas. The employees engaged in this district postal 

system were called Extra-Departmental Agents. There were two postal systems 

prevalent in the country till the year 1906. However, from 1st March 1906 these 

two systems were amalgamated. 6 

The post and telegraph Department introduced number of 'Branch 

Offices' under Imperial post in the year 1867. Quite a number of Branch offices 

were put in the charge of Schoolmasters. "All new offices are placed on an extra

department footing for the period of first six months. A large proportion of these 

new offices are on a very inexpensive footing, many of them being in charge of 

Schoolmasters who receive small allowances for discharging postal service"7 

Investigation of various old records collected from different Philatelic 

Association show that till the year 1880 the Schoolmasters, shopkeepers, 

Government Pensioners and others who were entrusted with postal work in 

branch offices were initially referred to as 'miscellaneous agents'. Their number 

shown in the annual report for the year 1881-82 under that very heading was 

only 338 (three hundred thirty eight). The official explanation of the objective of 

entrusting the postal work in villages to schoolmaster, shopkeepers, and other 

was made in following statement. 

Justice Talwar in his report (1997) commented, "This is an economic 

method of extending postal facilities to places which are to poor to support an 

independent post office; and the success already attained in this direction 

promise a considerable future development of the cheap agency system". 
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As per the statement of Mr. lvie. G.J. Hamilton on 31st March 1908, the 

total Extraneous Departmental Agents was 11,387 and the number of other 

regular staff was 77,013. The staff pattern as on 31-3-1908 was as follows:-

1. 
2. 
3. 

4. 
5. 
6. 
7. 

8. 

Table: 3.1 
Number of employees in the year 1908: Departmental and Extra

Departmental 

Work shop 33 
Superintendents and Asst. Superintendents Inspector 594 

Post masters, including Deputy assistant, sub and Branch Post master 6590 
Clerk 12715 

Road Establishment 20639 
Postman and Other servants 24654 

Village Postman 8335 

Signalers and other servants employed for telegraph work in Combined 3453 
offices 

Total Departmental staff 77013 
Extraneous Departmental Agents such as school master, station master 11387 

etc. 
TOTAL 88400 

(Source: Outlme of the postal history and pract1ce. A report by Mr. LG.H. Hamilton, 191 0.) 

It is evident from the fact that the growth of the employees of Indian Postal 

department was not fully nationalized since its very inception. The city-based 

post offices were equipped with telegraph facilities with full time staff where as 

rural based offices were given birth through out India by appointing private 

agents called 'Extraneous Departmental Agents' and thus created two definite 

categories of staff in the same department. 

Various report made in the British India Postal system depicted that not 

only Schoolmasters but also people of other professions were also engaged in 

postal services in rural Branch post offices. A massive Communication network 

of the stature of Indian Postal Department is vested in the hands of few 

untrained, ill-equipped people, called extraneous staff so as to reduce the total 
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cost.. Secrecy, sanctity and absolute responsibility for money transaction are 

some of the essential pre-requisites of any postal system. But in our system two 

different classes of employees are created and obviously the low paid employees 

with virtual no service security cannot motivate themselves as their permanent 

counterpart do through out the time. 

Indian postal system has gone through several changes for last more than 

150. Till 31 51 December 1984, the postal, telegraph and telephone services were 

managed by the Posts and Telegraph Department alone. In January 1985, 

however, two separate Departments for the Posts and Telecommunication were 

created. On 151 October 2000, BSNL, another new department is created. This 

came as a new entity to operate telephone services in different parts of the 

country as a public sector unit. 

Over and above the private postal system were also allowed to play in the 

market. This ultimately took a major share of letters and parcel communication. 

According to World Bank survey in just two years ago, the domestic courier 

industry had a business worth 24.9 billion Rupees and the share of India post 

was only 10% of the total market. 8 Money orders through Post office also got a 

serious setback by the introduction of bank draft and many other modern banking 

instruments including telegraphic money transfer through nationalized banks. 

Over and above the recent trend of reduction of interest rate in small savings (as 

a part of policy of the central Govt. under new economic policy) took a heavy toll 

again from the post office only. 

The importance, usefulness and excellence of Indian post offices are 

being reduced day by day. Government in the place of policy maker indulged the 

telecommunication sector by providing massive number of options to play with 

and investing colossal capital either from domestic or foreign market while, on 

the other hand closing down different business options of post offices. It (Govt.) 

also encourages two different systems of working classes in the same 

76 

!. ' 
t,: 



department and thus making the whole group of employees demoralized. It 

would not be a realistic thinking from any part of the policy makers to reduce the 

postal system any further because a major portion of Indian rural population is 

still depending on it. Till date, official communications are being made through 

traditional postal system. Rural small savings, postal life insurance are still not 

negligible in spite of recent aggressive financing policy of various rural banks. 

3.3. Colonial legacy 

Since independence, the number of post offices were increased by 6.5 

times (from 22,116 in 1944 to 156,000 in 2004-05). In terms of number of offices 

it's a massive growth but in reality the picture may speak a different story all 

together. 

In a Memorandum to Justice Talwar Committee on postal Extra 

departmental staff system (1997), by All India postal Employees union class Ill 

and ED, reported that out of total growth of almost 1,34,000 (156,000-22616) 

post offices, total no of extra departmental post offices are 1 ,26,385. Almost all of 

these offices are situated in a rented house with a maximum monthly rent Rs. 

200 along with an extra departmental Branch Post master whose basic pay starts 

either from Rs.1260 (for working hours equal or less than 3 hour 45 mints) or 

Rs1600 (for working hours more than 3 hours 45 mints). 

To spread Postal services among common Indian people, the British 

rulers started rural Post offices with non-departmental low paid staff so that 

relevant expenses can be reduced. After 1906 the term village postal system was 

made abolished and in place of 'Village Post offices' these were designated as 

'Branch Post office'. 

Annual Report of 1928-29 had shown following classification of extra 

departmental Branch post masters in whole India. 
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Table: 3.2 
Profession wise name of the 'ED Agents' 

Profession wise name of the Agents Number of branch post masters 
School master 7680 

---- -·-· - ---- --· -- --- ----------------------
Station master 335 

------- --------
Telegraph master 14 

Government Pensioners 298 
Hospital Assistants 24 

Pound kee ers 131 
------- -- -- - - - -- ---------·---- ---- - -------

Misc. Govt. Servants 185 
-------- ---------

Traders and shopkee_per 993 
Village Headman 123 

Land Holders and Cultivators 3568 
Planters, Zamindars 571 
Medical Practitioner 173 

Licensed stamp vendors 229 
Moulovis, village gurus 319 

Indian state 119 
Unclassified 715 

Total 15477 
(Source: Reference: Appendix 16 of the annual report 1928-29.) 

It was first stated by the then authority that only Branch-Postmaster would 

be extragenious in nature for the period of six months only. But the above table 

included 17 persons who were employed on extragenious nature but not at the 

category of postmaster in branch post offices 

The basic policy of employing ED staff was first violated. As per annual 

report 1929-30 the extragenious staff other than Postmaster has been increased 

from 17 to 1179. However the report does not clarify the category of those agents 

employed in other than Branch post master categories. 

The trend of employing extra departmental staff other than postmaster got 

maintained after independence too. Creating branch offices on extra 

departmental basis did not suffice. Even Sub-post offices in urban areas were 

also initiated on extra-departmental basis. In late 1970s the number of sub-post 

offices abruptly increased from 758 (1/4/71) to over 12000 (1.4.83). So not only 

Branch post offices sub-post offices were also created on extra-departmental 
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basis in urban and semi-urban areas of the country making the whole working 

environment chaotic in real sense. 

At present 52% of total 580000 employees are of extra departmental 

status. They were given separate names and status other than departmental 

employees but they discharge same responsibility as their departmental counter 

part does. They work for the country but get a biased treatment from the 

Government so far as getting facilities are concerned. 

3.4. Present set up 

In whole of our country we have at about 1,56,000 post offices including 

GPOs, Head post offices, Sub-post offices and Branch post offices. For 

administrative advantages, whole country is conveniently divided into 19 circles. 

Total staff strength at Present is 5,80,000 out of which (48%) are departmental 

staff and remaining (52%)are extra departmental. Even out of total 1,56,000 post 

offices, 1,26,500 offices are headed and fully managed and run by extra 

departmental staff. Except North-eastern states, all other states in India have one 

postal circle each. Usually each district represents a separate division except in 

case of extraordinarily large district where more than one division does exist. 

Every division has at least one head post office in the district head quarter. In 

case of large district more than one head offices may be there in sub-divisional 

head quarters. Each circle is represented by one general post office or GPO. 

3.4.1. Departmental Staff 

Unlike other central Government departments, the Postal department 

does not have any Service commission for recruiting staff in the department. 

Usually requisition of staff is sent by various divisions to the concerned circle, 

which in turn with the appropriate approval from the concerned Ministry arrange 

the actual process of appointment. Appointment is generally made in the 

concerned division on the basis of marks obtained by the candidates in different 
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examinations. No test in the form of written or viva is conducted by the 

department. However, such regular appointment remains closed since 1984 . 

New appointment has been made banned for a long period of time as a part of 

policy of the Government where new posts are not created. However, inter

departmental appointment through departmental promotion continues during this 

period. Even extra departmental staff are allowed to be recruited in postman and 

class-V categories through departmental examination. But in no case the 

recruitment was substantial in number and most offices are suffering from 

shortage of effective number of employees. Over and above the policy makers 

abolished various posts after retirement of the existing departmental staff. As per 

the policy of the central Government two third numbers of posts of the total 

number of retiring employees are being abolished every time. The policy remains · 

same through the period, though the Govts at the center are being changed 

several times during this period. 

The required qualification for all the categories at the operational level 

except postman and class-V category is 1 ih standard (1 0+2). For postman and 

class-V staff, the minimum qualification is fixed 81
h standard. For the category of 

the employees getting basic salary Rs. 7500 and above the requisite minimum 

qualification is graduation of any stream. For departmental staff various 

. categories and their pay structure are as follows: 

Table: 3.3 
Present Pay Structure of Departmental Staff 

Name of the Staff cateQory Basic Pay Amount in Rs. 
Group D Staff Cat-1 2550-55-2660 

Cat-11 261 0-60-3150 
Postman Cat-1 3050-75-3950 

Cat-11 3200-85-4900 
Postal Assistants 4000-100-6000 

Postal Supervisor I 4500-125-7000 
Postal Supervisor II 5500-175-9000 
Postal Supervisor Ill 6500-200-1 0000 

Group 8 Staff 7500-250-12000 
Group A Staff 8000 and above 

(Source: Swamy's Hand Book- CCS (Revised Pay) Rules, 1997 ) 
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For every departmental staff (except Group-D) there is a provision for 

attending the compulsory training programme for at least 15 days duration. The 

all India central training center for postal employees is situated at Darbhanga in 

Bihar. In addition to that employees who are engaged in computer operation are 

allowed to have special training programme. However, on the job training like any 

sort of refresher courses or orientation courses are usually not arranged for the in 

service employees. 

The age of retirement for the departmental staff is as usual sixty years like 

the employees working in other central Govt. departments. All departmental 

employees enjoy the facilities of earned leave encashment to the extent of 300 

days provided the retiring employee has sufficient number of leave on his credit. 

All the departmental employees are entitled to enjoy following number of leave 

per year; Casual Leave: 10 days, Earned Leave: 30 days, half -pay-Leave 20 

days. 

The departmental staffs perform various types of jobs in respective post 

offices. A sub post office in urban area, accounts office in sub divisional town or 

Head post offices in the District Head quarters are mainly run and managed 

mainly by the departmental staff. 

3.4.1.1. Jobs usually performed by the Departmental Staff. 

Counter service such as: Selling of stamps and postal stationeries, 

booking of Registered Articles, Parcels, Speed post, EMS or Electronic Mail 

services, Money order Booking, Electronic Money Transfer, Savings Bank related 

work, Recurring. Deposit related work, MIS related work, Insurance and discharge 

or National Savings certificates and KVP, Postal life Insurance, Mahila Samridhi 

Yojana, Insurance and discharge of Postal Orders, Certificate of Posting etc. 

are usually performed by the departmental staff in the urban post offices. 
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Apart from these counter related works other jobs performed by Departmental 

postal employees are; 

1. Delivery of letters, parcels, Money order, Registered items with utmost 

Care to the common people. 

2. Discharging payment of Pension to massive number of retired Govt. 

Servants. 

3. Accounts offices also perform Accounts works in relation to postal 

employees' salary, pension etc. in addition to above written tasks. 

4. Discharging and maintaining of Postal Life Insurance Transactions. 

5. Discharging and maintaining the accounts of KVP, NSC and other postal 

savings Accounts. 

6. Receiving and Keeping proper Accounts of Telephone bill, Electric bill paid 

by Common people. 

3.4.2. Extra Departmental staff. 

From the year 1906 'extraneous' or extra departmental agents' had been 

included in the strength of department staff. The word 'extraneous' and 'extra' 

having two different dictionary meanings, were thought out prefixed to the 

designation 'Departmental agents'. This implied that extra departmental agents, 

as an entity, were distinct from departmental agents. The break-up of the staff 

strength depicted in the postal Departmental shows that apart from the 

departmental employees, the other employees engaged to do postal work are the 

so-called, ' extraneous' or extra-departmental agents. This sort of staff pattern is 

unique in nature in the Indian Postal Departmental. No other Govt. owned as well 

as Private department in this country or else where in other countries follow this 

system of functioning. A major number of staff is treated extra departmental or 

rather non- departmental who are as such working with full-fledged staff with 

same capacity to accomplish the same organizational objectives: 
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The growth of number of ED employees in Indian Postal Department is 

tremendous. Today out of 156,000 post offices almost 90% are situated in the 

rural area, and obviously these rural post are fully run and managed by extra 

departmental staff. The enormous growth of ED staff as reported in report of 

Justice Talwar (1997) was a follows during last hundred years. 

Table:3.4 
Growth of Extra-Departmental Employees' 

Year No. of empts year No. of emgloyees 

1901-02 7,925 1911-12 12,269 

1921-22 12,634 1931-32 16,954 

1941-42 20,389 51-52 56,480 

61-62 1,37,460 70-71 2,02,122 

80-81 2,84,419 90-91 2,98,743 

95-96 5,95,785 2005-06 5,80,000 

(Source: Talwar committee report. 1997, p 11) 

Figure: 3.1 

Figure·showing Growth of Extra-Departmental Employees for last 100 years 
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* [The exact number of ED staff since 95-96 is not available in any document 

issued from the department. In a report of Global consultants spruce image of 

India Post, world's biggest mail network (AFP) Khaleej Times Online, 21-08-2005 . 

the total number of Indian postal employees showed was 5,80,000. On the basis 

of percentage of ED employees i.e., 52% of total strength in 95-96 it is estimated 

that the number of ED employees in 2005-06 would be 3,01,600 (52% of 

5,80,000) 

* (At the time of independence total strength was 20746 and of which almost 

5000 ED agents fell within the Geographical territory of Pakistan, were 

transferred from the Roll of Indian P&T Department)] 

The number of ED agents today is more than that of the departmental 

employees. Out of 3,09,825 ED agents in 1995-96, about 1,82,808 ED agents 

were other than ED Post masters. This massive and disproportionate growth of 

the number of ED staff took place in the post independence period. 

A perpetual struggle of the ED staff along with their Departmental 

counterpart is initiated for a long period of time with the demand of a better 

recognition of such ED staff in terms of appropriate salary, regularization of 

service, pension benefit etc. It would be note worthy to mention a judgment of the 

Supreme Court in this context, in Gokulnanda Das's case where it has been 

declared by the honourable court "that an extra departmental agent is not a 

casual worker but holds a post under the administrative control of the state and 

that, while, such a post is outside the regular .civil services, there is no doubt that 

is a post under the state" 9
. Till the year 2005 the Government of India did not 

accept the long standing demand of the postal employees to recognize the 

service of the ED staff at par with their departmental counterpart. 

84 

' I 
,,\,' 
:_! ... :. 

.·'···.· ,. 



3.4.2.1 Appointment and Qualification of ED Staff. 

As per the existing rule the required educational qualification of the ED agents 
are as follows:- i 

Table: 3.5 
Required qualification of ED Staff 

1. ED- Branch Post Master and Sub Post 1 otr Standard 
Master 
2. ED- Delivery Agents, Stamp Vendor au Standard 
3. Other Category of ED staff below smstandard even illiterate 

(Source: Letter no: 17-366/91- ED and Trg dated 12/3/93 and 43-48/80 pen dated 3011/81) 

However, the data collected by the Talwar Committee on all India 

basis shows that about 8% of ED agents are Graduates about 51% are 

having the qualification of Higher Secondary or Secondary and about 31.74 

are middle pass (81
h Standard), 8% are Primary pass and only 1.26% only are 

illiterates. 10 As per the departmental instruction the recruitment of ED agents 

has to be made through employment Exchange only. The Supreme Court has 

held that the restriction imposed by the Central as well as state Governments 

for filling up the Govt's jobs through employment Exchange only is invalid. As 

per the judgment of the Court the Govt. can only use Employment Exchange 

as a medium of recruitment but publication of notice calling for such 

appointment should be made available in the newspapers also. However, 

every ED staff of postal department gets an opportunity to seat for the 

selection process for the appointment of department staff in the postman and 

class-V categories irrespective of their academic qualification. Indian postal 

department however, does not have any service commission of its own for 

selection of staff. It is the prevalent culture of the department to arrange 

departmental internal selection examinations for the appointment of certain 

percentage of vacant posts. 
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3.4.2.2 Working Hours. 

So far as ED agents are concerned working hour is the bone of 

contention in their service. The Department substantially authenticates the 

part-time nature of job through working hours. At present the Branch office is 

to remain open for three hours only in a day irrespective of the workload. 

According to the data collected by Talwar Committee from different circles, 

50.8% of Branch Offices are kept open for 3 hours, 34.2% Branch Offices for 

4 hours and 14.2% Branch Offices even for 5 hours. 

At present the time related payment for ED staff is categorized in two 

scales; Scale for those working less than 3h45m and scale for those working 

for more than 3h 45m 

The system of TRCA (Time Related Continuation Allowance) has been 

introduced to settle their pay structure. The present recently enhanced pay 

structure for the ED employee as par the revisions made in the last pay 

commission is shown below: 

Table:3.6 
Present Basic Pay Structure of ED staff 

Category of ED staff Basic Pay Rs. 

1. ED Mail Carrier/ Packer/ for (3 h-45 m or less) 1220 

for (5 hours of less but more than 3 h 45 m) 1545 

2. ED Branch Post Master for (3 h-45 m or less) 1280 

For (5 hours of less but more than 3 h 45 m) 1600 

3.ED-Delivery Agents/ Stamp Vendors For (3 h-45 m or less) 1740 

4. ED Sub Post Master 2125 

(Source: Report on Postal Extra-Departmental Employees, 1997, Just1ce Talwar, p.29) 
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In addition to this basic pay they also get a Dearness Allowances of 

67% (Present Rate as on 01-01-2006). No HRA and other civil allowances 

are admissible to them. Through 50% of the D.A. is merged with the basic 

Pay for other central Govt. employee including the departmental employees 

but for ED employees this merger is still awaited. 

As per the report of Justice Talwar 31% on the. ED Branch Post Master 

in all circles reported that they were not provided with any training at the time 

of appointment 49% received training for 3 days and 20% hand training for 7 

days. 

"However most of the Branch Postmaster considered training to be 

Useful. 88% of the ED staff favored training for at least 2 weeks. 7% preferred 

for 3 weeks and 3% suggested for training tenure of 4 weeks. 11 

It is the norm of the postal department that the trainings of EO-Sub

post master and ED- Branch postmaster should be extended by the officer of 

the rank of Inspector of post offices but in Practice it is found that training is 

given by mail overseers. 

3.4.2.3 Social Security 

The retirement of ED staff is fixed at 65 years of age. However, the 

departmental staff gets retired at the age of 60 years only, like other staff of 

the central Govt.. It may be due to fact that during the initial period various 

Government pension holders were appointed as ED Branch Post Master and 

they were given at least 5 years of time to work with the department. However 

the ED employees do not get any pensiori or any other benefit equivalent to 

pension at their retirement. 
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The department of Post in their affidavits in reply to the petitions before 

various central Administrative Tribunals have emphasized the Pension matter 

of ED staff in following way; 

" ...... they are a class apart, they cannot be compared to the regular 

civil servants, they are part-time workers and are allowed to pursue other 

avocations during their leisure time and that the allowance they get is meant 

to supplement their income from the other source and, therefore, they can not 

be compared with full-time Government employees of the Central 

Government for grant of Pension" 12 

On 3rd Aug 1994 an order from the desk of the secretary of the postal 

department conveyed about the reservation of Union Govt. in paying pension 

benefit to the ED employees on the ground of financial implications. In 

contrary it is to be mentioned that "Pension" is a property as the Hon'ble 

Supreme Court of India has laid it down. It is a property right Under Article 31 

(I) of the constitution and the claim of pension "is also property under Article 

19 (I) (f) and is not saved by sub-article 5 of Article 19". 

In a welfare state like ours the contemplated social service to be 

provided cannot be equated in terms of financial gains. The deficit of the 

department of post, it appears, is mainly on two grounds firstly in rural areas a 

post office is opened with the full knowledge that it would be running at a 

huge loss and secondly, because of low tariff on postal charges. 

The information available for the financial year 1993-94 depicted a total 

loss of Rs. 388 corers due to operation cost and low tariff. The details of 

which is as follows: 
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Table: 3.7 
Head wise financial loss of the Department in the year: 1993-94 

Items of costs Amount In cores 

1. Post Card 94.45 

2. Printed Card 12.05 

3. Letter Card 69.80 

4. Regd. News paper (Single) 34.67 

5. Regd. News paper (Bundle) 4.31 

6. Book Post 20.99 

?.Parcels 10.10 

8. Registration 122.18 

9. Value Payable 4.52 

10. ND Card 1.39 

11. Indian Postal order 13.54 

Total 388.09 

(Source: Report on Postal Extra-Departmental Employees, 1997, Just1ce Talwar, p.47 

It is true that by granting pension to ED agents that burden would 

increase further but on that ground the right accrued to the ED agents by the 

law of the land cannot be denied to them. The Government, being the 

employer, should bear this burden just as they are doing it in the case of other 

39 lakhs employees working for the state. 

The ED employees at present are entitled to ex-gratia Gratuity at the 

rate of half month's basic allowance as drawn by them immediately before the 

termination of service for each completed years of service subject to a 

minimum of Rs. 6000 or 16 and a half month's basic allowance last drawn, 

which ever is less. In contrast the permanent Departmental employees getting 

pay up to Rs. 3500 p.m. getting a minimum amount of gratuity from Rs. 

1,00,000 to Rs. 2,50,000 w.e.f. 1.4.1995 at an enhanced rate. 

The ED agents are also not provided with any provident fund facilities. 

Justice Talwar (1997) on his recommendation advocated that GPF should 
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also be applicable to them and they may be given the facility of advances, 

and withdrawals from their fund. It is also recommended that the Govt. may 

introduce the deposit linked insurance scheme in respect of the ED agents 

and suitably fix the amount. 

ED employees at present are allowed to enjoy 1 0 days leave for every 

6 months continuous work they perform. There is no provision of overtime 

facilities for the ED staff. No medical allowance is paid to them nor even they 

are reimbursed any medical expenses by the department. 

3.5 Different Commissions . 

Since 1957 the central Government has made 4 different committees 

to look into the maters related to pay and service conditions of the extra 

departmental staff. These 4 committees were set up in the years 

1957,1970,1984 and the latest one in 1995. The first committee, known as 

Rajan Committee, was set up after the constitution of second central pay 

commission. The second, was the Madan Kishore committee and the third 

was the Savoor committee. These two committees were formed consequent 

to the setting up of the third and fourth central pay commission. The fourth 

committee was formed in the year 1995 just before the fifth central pay 

commission constituted. 

The first central pay commission was of the considered view that the 

ED agents fell within the purview of the pay commission but second and third 

pay commission excluded them from the same purview with the ground that 

the department of post have treated them as agents and a class apart from 
J 

the regular staff. The third pay commission however, held that the ED agents 

were not the holder of civil posts. However, the fourth pay commission did not 

agree with that perception. It was observed that the matter was beyond 

controversy that ED agents were holders of civil post. In this context the 

Savoor committee was constituted to look into the service conditions of ED 

90 

; . 



agents. And finally just before the fifth pay commission another committee 

headed by Justice Charanjeet Talwar was constituted to look into the same 

issue with a greater perspective including the retirement and pension 

objectives of the ED agents. 

The first two committees however were entrusted to examine the 

financial implications of the recommendation of the pay commission in favour 

of the ED agents. However, the revenue generation by the rural post offices 

became the main constrain and accordingly these committees could not make 

any positive recommendation for enhancing the allowances to the ED agents. 

These committees did not look into the matter of social justification of the 

status of ED staff who work for the country in the Govt. establishment but not 

recognized by the state with true value. 

It has been the experience at all levels that the remuneration of the ED 

agents is very poor. There are limitations in increasing it, not only due to lack 

of resources, but also because of low volume of works they are assigned 

with. In this circumstance it is virtually impossible for the ED agents to subsist 

exclusively on the emoluments he/she receives from the department. It is, 

therefore, essential to ensure that he has an alternative source of income so 

that he/she receives from the Department would be in the nature of a 
supplementary income. If this condition is not imposed, the discontent of the 

individual and constant agitation for increase in the allowances will be a 

permanent problem to be faced by the Department". 13 

· While commenting on ED agents working in the Metropolitans, 

classified cities and in urban areas, the Savoor committee in his report 

observed "Mostly they (ED agents) work in the same office side by side. 

Common examples are of Stamp vendor, Mailman and Sorter. The only 

difference in performance, as admitted by supervisory officers, is that ED 

employees ordinarily give higher output of work per hour than the regular 
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employees. Yet the ED employees engaged in cities are denied not only 

proportionate wage for identical work but also other recurring benefits". 14 

The fourth committee headed by Justice Talwar submitted his report to 

the concerned ministry in April 1997. This was the latest committee set up by 

the Government of India to go into the service conditions, wage structure and 

to examine the reasonableness of introducing a social security scheme for 

extra-departmental agents working in the department of post. Among several 

recommendations he made, few important recommendations are as follows: 

i) The ED agents should be considered as civil servants of Govt. of India. 

The system should be renamed as 'Rural Postal System' and the ED 

employees should be called as 'Rural Postal Employees' 

ii) The committee has proposed to increase the emoluments of the extra

departmental agents by payment of salary on pro-rata basis of 

payment to the whole-time departmental employees. 

iii) It proposed to have assured career progression within the ED system if 

not promoted to departmental staff category. 

iv) The committee also recommended that the ED agents be granted 

pension, gratuity and General provident Fund. The minimum pension 

has been fixed at Rs.61 0 1- per month: 

The central Govt. however did not comply with the recommendations of 

any of these committees in full extent. However, the nomenclature of the ED 

agents have been changed. At present they are called Gramin Oak Sevak. The 

salary structure however, is proposed to enhance but not at per with the 

recommendation nor did the Govt. follow the recommendation of fifth pay 

commission. Social security in terms of pension and other facilities are still 

denied to the ED staff and till date they were not even offered the status of civil 

servants. 
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3.6 Postal Employees' Union 

Postal employees' Union has a long background in the Indian soil. They 

fought together for the interest the employees of the department whether 

departmental or extra-departmental. All the recognized union has a long history 

of struggle in their achievements as well as in their failure. Though there is sharp 

difference of political ideology and affiliation but remarkably they fought together 

to protect the common interest of the postal employees. The joint effort of the 

unions belonging to different political affiliation made possible several all. India 

based strike successful in protest against the oppression of the common 

employees. 

4 (four) days all India postal strike in the year 1993, 7 (seven) days all 

India postal strike in the year 1996, 1 (one) day and 8 (eight) days all India postal 

strike in the year 1998 and most rigorous strike in the history of the Indian postal 

employees i.e., 14 (fourteen) days all India postal strike in the year 2000, were 

some of the joint efforts by the unions irrespective of the political inclination and 

affiliation. It would be noteworthy t.o mention here that all these strikes were held 

to protect the right of the ED agents of the department along with other related 

issues. Few strikes were even called to protest against the non-compliance of the 

promise made by the authority in the process of settling earlier strike. Leaders of 

almost all the unions do not differ at least in one point that the whole postal 

department is the most neglected organization under the central Govt. and the 

concerned ministry of the central Govt., in whichever political combination it 

belongs to, does have an agendum if not opened, to downsize it (the postal 

department) to the lowest extreme. 

As per the norms of the department the employees' union must be 

recognized by the department through valid membership of the union. The 

prevalent rule is that at least 30% of the membership of the total strength must 

be there in favour of a particular union for due recognition by the department. At 
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present 2 (two) National level unions are recognized in the postal department; 

National Federation of Postal Employees (NFPE) and National Union of Postal 

Federation (NUPF). The former one i.e., NFPE is more strong in terms of the 

number of membership. As per the information available 65% of the total 

membership of the postal employees belong to this particular union. Though 

NFPE maintains direct political contacts with the left parties still it is not an 

affiliated organ to the largest left trade union unit i.e., CITU. On the other hand 

NUPF is a union having direct political affiliation with Indian National Congress 

and its close allies and it is also a constituent organ of INTUC. 

The subsidiary postal unions under NFPE are; All India Postal Employees' 

Union Group-C, All India Postal Employees' Union Post Man and Group-O, All 

India Postal Extra Departmental Employees' Union, All India Postal 

Administrative Office Employees' Union, All India Postal RMS and MMS 

Employees' Union ( Group C and D ), and All India Postal Accounts Employees' 

Union. Similar numbers of subsidiary unions are also attached with NUPF almost 

in the same fashion. Bharatiya Majdur Sangha a Trade Union outfit of Bharatiya 

Janata Party also has a postal employees' union at their credit but due to 

insufficient number of members this very union is not recognized as yet by the 

department. Each and every circle ha_s a separate branch of these subsidiary 

unions and these branching spreads from circle to divisions and from division to 

office units. 

In recent years where trade union movements in third world countries are 

facing various new challenges to combat with, the postal unions in India seems 

to be perhaps in the in right track. Though in the process of collective bargaining 

apparently they were not so successful but their mass support base remains 

almost intact. The common members of the unions do have great faith in their 

leadership and a unique sense of unitedness is observed among the postal 

employees. 
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3.7 Physical Infrastructure 

We, the urban based people are generally accustomed to interact with 

district post offices or offices situated in the cities and urban areas. The 

departmental staff runs most of these offices and the postmasters of these 

offices are also from the departmental employees. The district offices may have 

building of their own but sub post offices in urban areas are run in most of the 

cases on rented house. General understanding of the common Indian people is 

that most of the post offices in the country seem to be sick and equipments in 

use are backdated and slow in nature. The branch offices situated in villages 

depict more and more poor picture. It is difficult to assume these offices as 

central Govt.'s establishment. Village post offices cover major portion of the rural 

India. Among these village post offices 13% of Branch offices cover a population 

less than 2000; 47% of Branch offices cover a population of more than 2000 but 

less than 5000; 15% of Branch offices cover a population of more than 5000 but 

less than 7000 and 18% of Branch offices cover a population of more than 

7000.15 It would be noteworthy in this context that most of these offices are run 

and managed by single man called extra departmental Branch postmaster. 

Leaving the question of office infrastructure of urban based post offices 

aside, if we look into the issue of basic and minimum infrastructure of village 

based Branch post offices an interesting picture comes out in the surface. 

According to the data collected by the Talwar committee 56% of the Branch 

Offices do not have a single chair to work with and 50% do not have a single 

tables and 14% of such post offices are not provided with scales-balances, 

weights etc. The reasons given by the field officers to the committee during its 

visits was that the available funds are not even sufficient to provide furniture in 

the departmental sub offices in the urban areas. Branch offices in the rural areas, 

therefore, get the last priority. In practice ED Branch postmaster/EO sub 

postmaster purchase tables and chairs from their own meager resources. 16 
· 
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3.8. Summing Up. 

1) The Indian Postal department possesses a massive and loose structure 

with almost 1,56,000 office ends spread all over the country. There is a 

sharp discrimination visible in the status qf the offices situated in the rural 

and urban areas of the country. 

2) 52% of almost 5,80,000 employees are of Extra-Departmental status. This 

huge work force is not getting equitable treatment at par with their 

departmental counterpart. This sort of discrimination can be sorted ~s the 

root cause of all anomalies existed presently in the department. 

3) The influence of the employees' union on the work force is predominant 

and the political division of these unions is also sharply prevailed in the . 

post offices. 

4) The Government though constituted 4(four) high level committees to solve 

the employees' related problems, nothing constructive could be done to 

dissolve the burning issue like recognition of ED staff in terms of their 

salary and other job facilities. 

5) In most of the cases both types of the employees seem to be overloaded 

with heavy and monotonous jobs. There exists nothing which can reduce 

the same in the near future due to the fact that new appointment and 

creation of any new posts are not being ventured by the department since 

the year 1984. 

6) Whole department has been suffering from a sense of scarcity of 

resources in terms of providing basic infrastructure necessary for the 

department. The physical working environment remains age old and in 

exception of few selective cases, the department for a prolonged period of 

time has taken up no long-term effort of modernization. 

7) In the age of huge subsidy by the government (i.e., before 1991) the 

accumulated financial loss of the department took a heavy toll. The post 

1991 scenario changed a little. The postal tariffs were enhanced by few 

times of the old rate but due to opening up of the postal sector to private 
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courier operators, the benefit of the enhanced postal charges could not 

suffice to compensate the financial loss of the department. Hence, as per 

the latest report the market share of carrying the postal items for this 

Government owned department has been reduced down to 1 0% only. 

8) The whole situation all of sudden caught this massive number of 

employees somehow in to a big surprise. They started feeling unsecured 

and in few cases find themselves in the room of huge uncertainty. These 

sudden changes along with 'not so flexible' attitude of the Government, 

compelled the employees to observe several nationwide strikes without 

putting much thought on the consequences of such strikes. 

9) Meantime, the employees seem to have lost the social dignity to some 

extent what they used to enjoy just few years back. The employees, in the 

course of all these developed certain symptoms of psycho-somatic 

consequences due to various adverse elements job or organization. 
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Chapter- IV 
Causes of Job Stress and Organizational Role Stress (ORS) 

--------------------------------------------------------------------

Contents: 

4.1 Introduction. 
4.2 Analysis of Response 
4.3 Organizational Role Stress 
4. 4. Different ORS Variables 
4. 5 Measures of ORS 
4. 6. Summing Up 

Key Terms: 

I) I/0 Psychology: The study of a branch of psychology where issues related to 
industries and organization are dealt with including human resources of the 
concerned organization 

2) GAS: 'General Adoption Syndrome' - a physical mechanism to develop self
control over stress. Hans Selyes first introduced the term in 1956. 

3) ORS: 'Organizational Role Stress' - it includes ten different variables and 
measures the extent of stressfulness through role elements of the job. 



4.1. Introduction 

Job stress is a psychophysical condition of the employees under work in a 

certain working environment usually arises from constituent factors of the related 

job. All these factors are not necessarily the inherent stressors. In fact, personal 

characteristics of the employee, his cognitive appraisal of the job elements within 

his capacity and resources and his personal copping strategy determine the 

extent of stress he/she would experience from a job factor or from a particular 

combination of job factors. It is perhaps a difficult task to categorize a particular 

job, job condition or a work setting as universal stressors instead we can only 

predict some of the potential factors or conditions, which may cause job stress. 

However, all the employees do not response equally under same stressful 

condition. The pressure caused by a particular job factor, in fact, is negotiated by 

the very personal characteristics of the employee concerned. On the other side 

of the coin, it would not be a true assessment if only job condition is made 

responsible for job stress keeping aside the psychological and behavioral 

specialties of the employees, which are also considered to be consistent sources 

of job stress. It is therefore, essential to categorize the potential sources of job 

stress primarily in two different sections i.e., personality characteristics and 

job/work setting variables. 

Hans Selyes (1956) 1 in his General Adoption Syndrome (GAS) has 

described a comprehensive model through which it can be understood that how a 

stress free personality ultimately becomes a stressful one. The model suggests a 

three (3)-stages continuous development process that can also be called as 

physiological response mechanism. The first stage is called 'alarm action' which 

is an initial shock phase and reduces the resistance mechanism of the job 

occupant. The second phase is named as 'stage of resistance' that helps the 

incumbent to maximize the level of adoption and in consequence the alarm 

reaction disappears. Finally, the 'stage of exhaustion' comes into force in which 

the adoption energy gets exhausted, the alarm reaction reappear. The organism 
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then collapses and thus the incumbent start developing very first sense of stress 

and strain. 

Various scholars in the field of Industrial and Organizational (1/0) 

psychology have identified several causes of job stress among the working 

employees. It has been the general observations of the researchers in this field 

that there are two main reasons of job stress viz. Personal characteristics and 

organization related causes. The first reason is self-dispositional in nature and 

could not be controlled by easy method of organizational intervention, wl:lereas, 

the later one is controllable and immense scope of organizational intervention is 

possible in this area. Hence, in this research work almost all efforts are 

concentrated in finding out organizational reasons of job stress among the Indian 

Postal employees through the measures of Organizational Role Stress (ORS) 

variables. Before going for in depth analysis of ORS variables few other · 

responses from the sample employees are taken for analysis as premise of ORS 

analysis. 

4.2. Analysis of Respon~es: 

Few questions are set in the questionnaire in such a fashion so that some 

potential causes other than role variables can be identified for the perceived 

stress of the Indian postal employees. In this section eight such questions and 

reported reply of the sample respondents are analysed with utmost care. The 

survey of literature done so far has not shown any sign of dealing such sort of 

questions in investigating employees' stress problem. But here the endeavor is 

taken to create a comprehensive premise for role variables analysis. Employees' 

Marital status, Age, Transfer, perception about the management they working 

under, are some of the areas analysed in this section. The analysis of this 

section will be followed by the discussion of organizational and its segmental 

analysis. 
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Marital 
Status M 

Married 192 
Unmarried 44 
Total 236 

Table 4.1 
Employees' Martial Status 

Departmental Ex-Departmental 
F M F T 

43 211 45 256 
15 59 63 1 
58 294 274 46 

Total 
T M F T 

235 403 88 491 
64 107 16 123 

330 510 104 614 

Married/ Unmarried. The marital status of the respondents was enquired about 

in this question. The table depicts that out of total 614 employees of -both 

categories 491 were married and 123 were unmarried. Though no empirical link 

was established between marital status and stress perspective of the employees 

in the study still there remains a possibility of a strong link between perceived 

stress and marital status. It may both ways influence the perceived stress of the 

human being depending on the very personal characteristics of the focused 

person. 

Table 4.2 
Average Age of the Employees 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 41.75 38.34 41.08 40.84 39.35 40.62 41.26 38.79 40.84 
SD 9.50 10.23 9.73 9.16 7.20 8.91 9.32 8.99 9.30 

Present Age. This table depicts the average age of the employees. This is 

perhaps one of the most important indicators of the health of the organization. It 

is true that more the average age of the working people in the organization less 

the productivity of the same. The study show that average age of both categories 

of employees is 40.84 with SD 9.30. The same of the departmental male 

employees is 41.75 with SD 10.23 and that of the ED employees is 40.84 with 

SD 8.91. The result of average age is not at all encouraging. The affect of closing 
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of new appointment in the department is clearly seen from the average age of the 

departmental and ED staff. It may be stated that employees of higher age with 

excessive workload cannot be free from stress situation. 

Table 4.3 · 
No of transfer (branch to branch) 

No of Departmental Ex-De~artmental 
transfer M F T M F T 

0 12 8 20 83 3 9 
1 8 7 15 9 0 30 
2 8 1 9 21 9 22 
3 31 22 53 17 5 64 
4 33 8 41 40 24 45 
5 36 3 39 44 1 

Often 108 9 117 . 60 4 64 
Total 236 58 294 274 46 320 

Total No. of transfer from (Branch to Branch); This table shows the total 

number of the employees transferred from one branch to another. While 

collecting this particular information it came to the knowledge that most of the 

departmental employees do face multiple transfer from branch to branch. 

Sometimes it was even difficult for the employee concern to recall the exact 

number. Hence, while coding this particular figure transfer from branch to branch 

for 5(five) times or more were considered as transfer took place often or 

frequently. In case for ED employees the problem was not acute except for urban 

ED Staff. The rural based ED staff are mostly working as ED Branch Post Master 

or ED Sub Post Master hardly have any transfer in their whole life time. Out of 

294 total departmental employees 117 received transfer frequently from one 

office to another. 64 out of 320 ED employees have got same treatment. This 

frequent transfer must have a bearing on the employees stress level. On the 

other hand 86 ED employees, of which most of them are EDBPMs have not 

faced a single transfer in their lifetime. This may again be not a very hygienic 

situation for the psychological health of the concerned staff. 
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Table 4.4 
No of transfer Uob to job) 

No of Departmental Ex-Departmental 

transfer M F T M F T 

0 60 0 60 67 1 68 
1 7 4 11 3 1 4 

2 11 4 15 17 0 17 
3 15 5 20 17 10 27 
4 5 2 7 21 3 24 
5 21 11 32 26 13 39 

Frequently 117 32 149 123 18 143 
Total 236 58 294 274 46 320 

Total no. of transfer from Uob to job). This table shows the number of transfer 

of the postal employees from one job to another. Once again the departmental 

staff are the most affected group. Out of total 294 staff 149 got transfers often or 

frequently. From personal interview it is known that most of the head offices, 

departmental employees do not know today that where they will sit tomorrow or 

what sort of work they will be assigned with. The level of uncertainty in the office 

environment may certainly have a bearing on perceived stress of the employees. 

The score for the ED employees is not far behind. It is a fact that the urban

based ED employees, who are working in same offices with their departmental 

staff, do also face frequent transfer from one job to another. 

Table 4.5 
No of Job of related training 

No of Departmental Ex-Departmental 
training M F T M F T 

0 9 0 9 207 35 242 
1 27 10 37 67 11 78 
2 39 23 62 0 0 0 
3 65 3 68 0 0 0 
4 61 9 70 0 0 0 
5 34 13 47 0 0 0 
6 3 0 3 0 0 0 

Total 236 58 294 274 46 320 
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No. of Job Related Training. This table shows the number of job related 

training, the employees received during their job life. The result shows a very 

amazing picture. The departmental staff shows that the training they receive from 

the authority is not insufficient. Out of total 294 departmental employees except 

only 9 (nine) others somehow have access to the training process. On the other 

hand the result of ED staff shows just an opposite picture. Out of 320 total 

employees 242 reported that they never have a formal training from the 

department. Remaining 78 have one formal training in their lifetime. The result is 

not at all encouraging for the department. And this must cost the productivity of 

the department in a large extent. Overall psychological effect may also not be 

negligible. 

Table 4.6 
Treatment of management with the employee. 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Very good 16 7 23 7.82 0 0 0 0.00 16 7.00 23 3.75 
Good 157 48 205 69.73 92 7 99 30.94 249 55.00 304 49.51 

Not good 63 3 66 22.45 182 39 221 69.06 245 42.00 287 46.74 
Total 236 58 294 100. 274 46 320 100. 510 104 614 100 

Treatment of management with the employee. 

This table shows the self-assessment of the sample employees on the 

treatment of management with them. The answer was asked in three scales; very 

good, good and not good. The result, if analyzed show mixed result for both 

categories of staff. For departmental staff only 7.82% report 'very good', 69.73% 

'good' and 22.45% 'not good'. In contrast the report of the ED staff is as follows; 

3.75% report 'very good' 49.51% 'good' and 46.74% 'not good'. 

A major share of the employee opined that they are not treated well by the 

management and thus it must affect them badly in developing job stress among 

them. 
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.Table: 4.7 
Employees' Opinion in Improving the Position of the Department 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Employing more men 146 20 166 56.46 25 6 31 9.69 171 26 197 32.08 

Rational work load 49 38 87 29.59 0 0 0 0 49 38 87 14.17 
Increasing salary 41 0 41 13.95 249 40 289 90.31 290 40 330 53.75 

Total 236 58 294 100 274 46 320 100 510 104 614 100 

How present position can be improved? For this particular question_ three 

different options of the answer were provided with, these are; 'Employing more 

men', Making workload rational' and 'Increasing salary'. The optional answers 

were designed after making long discussions with concerned employees and few 

leaders of the recognized postal Union. If the result is analyzed following 

information is available. Responses of departmental employee; 'Employing more 

men' 56.46%, 'Making workload rational'-29. 59% and 'Increasing salary'-

13.95%. On the other hand the same of the ED staff are 'E:mploying more men'-

23.08%, 'Making workload rational'-14.17% and 'Increasing salary'-53.75%. It is 

a fact that when employees are left with the question of the improvement of the 

organization they are attached with, their answer was not only to highlight their 

salary but other two answers also got due importance. This makes a sense that 

despite of a lot of problems in and out side the department, the employees 

maintain a positive attitude for the development of their organization same and 

they obviously deserve a note of respect for this overall attitude. 

Table: 4.8 
Method of performance appraisal 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Observation 77 13 90 32.61 69 11 80 25.08 146 24 170 27.69 
Providing targets 141 38 179 64.86 141 24 164 51.41 282 62 344 56.03 
No judgment 18 7 7 2.54 64 11 75 __ f-- 23.51 82 18 100 16.29 
Total ~36 . __ §..~c..ll§__ 10Q_'-~74 __ 4§ __ ~319 __ ·too_~_§.3..Q___~.1..l 614 _ 100 
'----· 
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Method of performance appraisal. 

This particular question was set to learn the employees' perception about 

the method of their evaluation by the management. Three options of answers 

were provided with the question. These options were; 'By observation', 'By 

providing targets' and 'No judgment'. The analysis of the result of the sample 

employees reveals following results; for departmental staff 'By observation' 

23.61%, 'By providing targets'64.86% and 'No judgment'2.54%; and for the ED 

staff 'By observation' 27.69%, 'By providing targets' 56.03% and 'No judg_ment' 

16.29%. It seems that as per the perception of the departmental staff, they are 

engaged with more target-oriented task hence they are more stress prone. On 

the other hand 16.29% of the ED employees are kept free without any 

assessment obligation from the part of their superior. 

4.3 Organizational Role Stress (ORS) 

In case of jobs are poorly defined, people have different expectations of 

an employee's activities. In consequence, an employee may not have the idea of 

what to do, eventually fail to meet these expectations. Role conflict, Role 

ambiguity and other role-related variables do affect the employee's performance 

to a great extent. Work and job environment also have bearing on the 

performance of the concerned employee too. Individualities matching with job 

related factors produce stressors for an employee. It is not necessary that same 

job environment will create same type of stressors on different employees. On 

the other hand same stressors will not have equal impact on every stressful 

employee. This research will however, stress its endeavor to identify various type 

of stressors whether job related or individuality related and will seriously attempt 

to recognize the effect of the same on the employees as well as on the 

organization. 

Some jobs provide more stress than others. Those, who are involved· in 

rotating, shift work, machine paced tasks, and routine and repetitive work, or 
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hazardous environments, associated with greater risk of stress. Evidence also 

indicates that the sources of stress differ by hierarchical level of organization. 

Executive stress may arise from the pressure for short- term financial results or 

the fear of hostile take over attempt, corporate cutbacks etc. Supervisory 

stressors include the pressure for quality, customer service, numerous meetings, 

and responsibility for the work for others. Workers at bottom, on the other hand 

are more likely to experience the stressors due to of low social status, lack of 

. perceived control, resource shortages, and the demand for a large volume of 

error free time bound work. 

Stress at work resulting from increasing complexities of work and its 

divergent demand, has become a prominent and pervading factor of modern 

organizations. The researchers in the area of 1/0 psychology and management 

have used the term to denote employees' mental state aroused by a job situation 

or a combination of job situations perceived as presenting excessive and 

divergent demands. Some researchers have emphasized the role of job situation 

in the definition of job or occupational stress. Caplan, Cobb and Fr~nch (1975) 2 

have accordingly defined occupational stress as "any characteristics of job 

environment which poses a threat to the individual". Cooper & Marshal (1979) 3 

have expressed that "by occupational stress is meant negative environmental 

factors or stressors associated with a particular job". 

Recent years have seen an increased interest in the use of role theory to 

describe and explain the stresses associated with the membership of the 

organization. The concept of 'role' is the key concept in understanding the . 

integration of the individual in a system. The first requirement in linking individual 

and organization is to locate the individual in the total set of ongoing relationship 

and behaviors comprised by the organization. Researchers have applied role

theory to understand stress problems at work and to examine how and to what 

extent role pressures contribute to occupational stress. Kahn and his associated 

(1964) 4 have extensively investigated the stresses arising from two major 
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characteristics of organizational roles, i.e., role ambiguity and role conflict. 

/vancevich and Matteson (1980) 5 have noted that the role pressure occurs when 

an employee's expectations or demands conflict with expectation and demands 

of the organization. 

Srivastav. (1999) 6 has stated that "role over-load as well as role-under

load have also been noted as competent stressors". In defining the concept of 

role in an organization and on its employees Pestonjee. (1999) 7 stated, "The 

extent of stress is however, a matter of degree. Some organizations manage to 

generate a more harmonious work atmosphere whereas others have greater 

friction and tension. Human behavior in an organization is influenced or directed 

by several physical, social and psychological factors. One key concept to 

understand the integration of the individual with an organization is the role 

assigned to him within the overall structure of the organization. It is through this 

role that the individual interacts and get integrated with the system. An 

organization can be defined as a system of roles. However, role itself is a 

system". 

Therefore, any organization can be perceived as a system of role or 

combination of roles. These measures of roles are different from position or 

rather various portfolios of the offices. As per Katz and Kahn (1996) 8
, office is a 

relational or power related concept, while role is a concept of obligation. Office is 

associated with the hierarchical position and privileges, but role refers to the 

obligations and responsibilities attached to that office. Human being as such 

associated with various roles concurrently. He/she plays relation roles like son, 

daughter, father, mother, husband, wife, employer, employee etc., sex role i.e., 

role of men or women; age roles like role of infant, role of adults, etc. It is a 

matter of fact that an individual simultaneously performs several roles and this 

performance is done not in a single period of time but at the same span of time. 

According to Agarwal, (2001) 9
, under this perceived situation with the 

engagement of several roles, an incumbent often face the question about his 
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command over his roles, the question of his intrudes over another, the question 

of expectation from him, the question of his understanding of the concerned job 

etc., these and many other questions may be constantly plaguing you. And if 

these were there, one would certainly experience role stress. 

Two major factors as identified by many researchers for role stress are 

role ambiguity and role conflict. Role overload and role under-load have also 

been noted as competent factors of occupational stressors. The features of job 

role set which cause occupational stress have been given due importance in 

evaluating stress at work for the individual. Except role ambiguity, role conflict 

and role over-load other potential variables of job roles were not in use before a 

theoretical speculation of Organizational Role Stress was first made popular by 

Pareek (1983c) 10
• Once again Pareek (1993) 11 has defined role as a set of 

functions, which an individual performs in response to the expectation about the 

role. For a role occupant there are two role systems in a specified role: role 

space and role set. 

The definition of role indicates that there are inherent problems in the 

performance of a role and, therefore, stress is inevitable for the role occupant. 

The concept of role and related concept of 'role space' and 'role set' have a built 

in potential for conflict and stress. 

Role space includes all the roles occupied simultaneously by the person in 

focus. The person finds his/her place in the center of this space. Thus it can be 

defined as the dynamic interrelationship both between the self and various roles 

that an individual occupies. It has three main variables: self, the role under 

question and .other roles an individual occupies. Conflicts amongst these are 

referred to as role space conflicts or stress. These stress factors and their names 

as suggested by Pareek (1983c,) 12
, and Pestonjee (1999) 13

, can be explained 

as follows: 
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1. Inter- Role Distance (IRD): Every working individual plays more than one 

roles at a time. His role in work place may come into a conflict with family 

or social roles he/she is otherwise preoccupied with. The conflict arises 

due to organizational and non-organizational role generates such element 

of stress. 

2. Role stagnation( RS): This sort of conflict is the generated due to the 

difference between the extreme involvement with an existing role and the 

new role that one incumbent has to accept for the change in the 

organization. This peculiar phenomenon occurs especially when an 

individual enters new role/job after occupying a fixed role for a long period 

of time. It may also occur when the incumbent feels that there is no 

opportunity for the progress of his/her career. 

3. Self-Role Distance (SRD): This type of stress may occur when an 

incumbent perpetually feels that his likings do not match with the 

requirement of the role he occupied with. Prolonged engagement with any 

stereotype work may be the source of such stress. 

Role set conflicts arise due to the incompatibility between the 

expectations of the 'important' others. Pareek (1983c) 14 has identified seven 

(7) such type of stresses usually generated amongst the employees. Theses 

stresses/conflicts are; 

1. Role Expectation Conflict (REC): This is a kind of stress when a role 

occupant remains in dilemma about whom to· please. There may be two or 

more than two persons interested in the outcomes of one's performance in 

the role and surprisingly, their expectation may differ from each other. 

2. Role Erosion (RE): This is a feeling of stress when a role occupant feels 

that his/her job is being performed by others due to indulgence of the 
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authority. It may also surface. when credit of performance is otherwise 

shifted from the actual doer to other one. 

3. Role Overload (RO): When an occupant feels that he/she is loaded with 

work, which is beyond his capacity to accomplish, this particular stress 

may occur. This overloading may be of three types; too much physical 

load, time constraints, and intellectual incapability to combat the very 

element of work. 

4. Role Isolation (RI): This is a situational distress of role occupant where 

he/she feels that due to very nature of the job he/she remains isolated 

from other role occupant as well as from other's role. If the place of job is 

not conducive for interaction this sort of stress may occur among the 

employees where they may even feel that they and their performances are 

purposefully ignored in the organization. 

5. Personal Inadequacy (PI): this type of stress is very common among the 

newly appointed employees where due to lack of training and knowledge 

they feel that they are not capable of performing the task meant for 

him/her. It may even occur due to the change in the technology of function 

when existing working force may feel such stress, as they are not 

acquainted with the changed technology. Occupant of such stress may 

feel alienated. 

6. Role Ambiguity (RA): This is a type of stress where the role occupant 

remains confused about the priority of his functioning. If authority fails to 

categorize the function of a role occupant with specific priority, this type of 

stress becomes obvious. 

7. Resource Inadequacy (RIN): This is the type of stress when the role 

occupant feels that he/she is not provided with appropriate resources to 

combat the challenges of the requirements of the role he/she occupied at 

present. It may even occur due to late as well as casual direction from the 

end of supervisor. 
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4.4 Different ORS Variables 

According to Pareek, (1983c,) 15 the ORS scale, which constitutes ten 

variables all together, can be used to investigate the nature and dynamics of role 

stress in various organizations. This can also be used to develop interventions 

for the use of individuals, groups and organization. "ORS is certainly one of the 

best instruments available today for measuring a wide variety of role stress"- 0 M 

Pestonjee, (1999) 16
. It is a five-point Likert 17 scale ranging from the views of 

"strongly disapprove" to "strongly approve". The ORS scale has been widely 

used by scholars in measuring the quantity of stress. All ten variables of ORS 

include all possible role related factors responsible for developing stress among 

the employees. 

In this study a questionnaire [Appendix-A] has been developed in the line 

suggested by Pareek (1993). It consists of 50 (fifty) questions for all 10 (ten) 

ORS variables. Each ORS variable has 5 (five) questions each in the 

questionnaire ranging in a gap of 10 (ten) questions, e.g., the questions of Role 

Over-load are set in question number (5), (15), (25), (35), and in (45). All other 

questions are set in similar pattern. All together 614 respondents replied the 

questionnaire of which 294 are departmental employees and 320 are of extra

departmental in their nature of job. All ten variables are discussed below with the 

responses received from the respondents. In each case the responses are 

presented separately for Departmental and Extra-departmental staff with further 

classification of responses from male and female staff. The results on overall 

basis are also recorded to depict the total effect of the data received. 
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Mean 

SD 
cv 

Table: 4.9 
Inter-Role-Distance (IRD) 

Departmental Ex-Departmental 
M F T M F T 

12.37 13.48 12.59 12.53 14.93 12.87 
3.51 2.99 3.44 4.18 3.73 4.20 

28.38 22.18 27.32 33.36 24.98 32.63 

4.4.1 Inter-Role-Distance (IRD) 

Total 
M F T 

12.45 14.12 12.74 
3.89 3.40 3.86 

31.24 24.08 30.30 

As can be seen in Table 4.9 the Mean score of Inter-Role -Distance of the 

departmental staff as a whole is 12.59 with Standard Deviation 3.44 and 

coefficient of Variation 27.32 and that of extra-departmental staff are 12.87, 4.20 

and 32.63. Score level of IRD produces almost same result for both categories of 

staff but with comparatively lower value of SO and CV, the results of 

departmental staff seem to be more consistent and homogeneous. 

However, the Mean value of IRD of all the staff together gives the result 

12.74 is significant enough as it represents more than 60% of the highest 

possible score i.e., 20. (5 questions with serial numbers 1,11,21,31 and 41, each 

having highest possible score 4) The overall score of female respondents as well 

as the score of the female employees of extra-departmental category are 

significantly more than that of the male score. It is therefore, predicted from this 

difference that this may occur due to more family involvement of the female staff 

than their male counterpart. Therefore, it can be stated that IRD is found to be 

one of the major contributing factors of the stress outcome of the postal 

employees. 
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Table: 4.10 
Role Stagnation (RS) 

Departmental Ex-Departmental Total 

M F T M F T M F T 

Mean 11.08 11.50 11.16 13.32 11.65 13.08 12.28 11.57 12.16 

SD 3.56 4.09 3.66 3.45 2.88 3.42 3.67 3.59 3.67 

cv 32.13 35.57 32.80 25.90 24.72 26.15 29.89 31.03 30.18 

4.4.2 Role Stagnation (RS) 

Table 4.10 depicts total result of Role Stagnation variable in connection 

with the stress experienced by the employees. The result shows that the overall 

mean (12.6) is more than 60% of the total possible highest score, therefore, 

contributing sufficiently to the total stress of the employees concerned. It 

emerges from the table that the score of departmental staff (11.66) is 

comparatively lower than that of extra-departmental staff (13.08). The SO (3.42) 

and CV (26.15) of the score of ED staff are lower than that of departmental staff 

i.e., SO (3.66) and CV (32.80). From the above comparison it seems that stress 

feelings due to stagnation are more for the ED staff. It happens so due to the fact 

that most of the ED staff are working in the same office for a prolonged period of 

time and their work schedule is monotonous in actual sense. The response of the 

female ED staff and female employees in overall scenario are surprisingly low 

may be due to their less representation of them in the ED branch post master 

and ED sub-post master categories. 

Table: 4.11 
Role Expectation Conflict (REC) 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 13.60 11.41 13.17 13.07 12.37 12.97 13.32 11.84 13.07 
SD 3.04 2.89 3.13 3.58 2.81 3.48 3.35 2.88 3.32 
cv 22.35 25.33 23.77 27.39 22.72 26.83 25.15 24.32 25.40 
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4.4.3 Role Expectation Conflict (REC) 

Table 4.11 shows the whole distribution of the variable Role Expectation 

Conflict where the Mean score of departmental staff (13.17) is slightly more than 

that of ED staff (12.97). Moreover, SO and CV of departmental staff which score 

3.13 and 23.77 are seem to more consistent than that of the ED staff which score 

3.48 and 26.83. Therefore, it is evident from the emerged result that the 

departmental staff are facing more pressure for role expectation conflict due to 

massive cross expectation from different corners of the administration. ED staff 

however, face little less of this particular stress variable because of 

administrative isolation they inherited due to the system itself. The total Mean 

score however, in this case is more than 65% of the highest possible score, 

therefore, contributing significantly towards developing total stress among the 

employees under consideration. Female employees once again scoring 

significantly lower than their male counterpart may be due to the fact that they 

hardly care expectation of others. 

Table:4.12 
Role Erosion (RE) 

Departmental Ex-Departmental 
M F T M F T 

Mean 11.38 10.86 11.28 11.57 11.67 11.58 
SD 3.90 2.34 3.65 3.31 3.32 3.31 
cv 34.27 21.55 32.36 28.61 28.45 28.58 

4.4.4 Role Erosion (RE) 

Total 
M F T 

11.48 11.22 11.44 
3.59 2.83 3.48 

31.27 25.22 30.42 

Table 4.12 shows the score distribution of Role erosion, which measures 

the stress generating out of the feeling of the role occupant that some of the 

functions are taken away from him/her and the same are given to others· and 

consequently he/she become less important in the office. The ED staff score 
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higher in the Mean score than that of the departmental staff. And the SO and CV 

of ED staff are also lower than that of the departmental staff. Hence, the score of 

ED staff seems to be more homogeneous and consistent. However, the total 

Mean score (11.44) seems to be moderate (below 60%) with SO 3.48 and CV 

30.42 depicts moderate level of fluctuation of the Mean value. Female 

employee's score in all the categories except ED staff are less than that of their 

male counterpart but the differences are not significant to draw any conclusion in 

· this regard. 

Table: 4.13. 
Role Over-load (RO) 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 14.08 13.90 14.04 14.16 13.30 14.04 14.12 13.63 14.04 
so 3.42 2.71 3.29 2.89 3.05 2.92 3.14 2.86 3.10 
cv 24.29 19.50 23.43 20.41 22.93 20.80 22.24 20.98 22.08 

4.4.5 Role Over-load (RO) 

The table 4.13 shows the Mean average score of role over-load along with 

SO and CV for both the categories and the result as a whole. The Mean score of 

dep~rtmental and ED staff are same i.e., 14.04 but the SO and CV for 

departmental and that of ED staff are 3.29, 23.43 and 2.92, 20.80 respectively. 

Hence, due to lower SO and CV the score of ED staff seems to be more 

consistent and therefore, they are to be more stress full for workload variable. 

The total score for both the categories as well as the overall score is above 14 

i.e., more than 70% of the highest possible score (i.e., 20) Jmplies that role over

load variables contribute huge in workers' stress feeling. :The score of female 

categories are also not fairly lower than that of the. score of their male 

counterpart. 
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so 
cv 

Table: 4.14 
Role Isolation (RI) 

~~--~~- ~~ ~ ·---------· 

Departmental Ex-Departmental 

M F T M F T M 

10.44 9.71 10.30 11.92 11.78 11.90 11.24 

4.71 3.10 4.44 3.81 2.62 3.66 4.31 

45.11 31.93 43.11 31.96 22.24 30.76 38.35 

Total 
F T 

10.62 11.14 

3.06 4.13 

28.81 37.07 
------- -----~ --------------------------

4.4.6 Role Isolation (RI) 

This is a type of stress arises from the psychological distance of the role 

occupant between the roles of other in the same role set. The possibility of the 

ED staff of developing such stress is too much who are working along with the 

departmental staff in the same office under the same role set. The table 4.14 

shows the findings of the study where the Mean value of the variable is 10.30 for 

departmental staff and 11.90 for the ED staff. This helps to make a clear idea 

that the ED staff gets more stress due to role isolation. The higher Mean value of 

ED staff becomes more consistent and homogeneous due to comparatively lower 

SO (2.92) as well as lower CV (20.80). The total Mean value however is 11.4 

which is 55% of the highest possible score indicates that in this study this 

particular variable is moderately contributing towards the total stress experienced 

by the employees. 

Mean 
so 
cv 

Table 4.15 
Personal Inadequacy (PI ) 

Departmental Ex-Departmental 

M F T M F T 
10.69 10.74 10.70 11.06 11.52 11.13 
3.90 3.09 3.75 4.15 3.69 4.08 

36.48 28.77 35.05 37.52 32.03 36.66 
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10.89 11.09 10.92 
4.04 3.37 3.93 
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4.4.7 Personal Inadequacy (PI) 

It is a kind of stress where the role occupant feels that he/she is not 

enough skillful to face the challenges of the job. This may happen due to poor or 

no training of the staff and eventually the employees lost their confidence in 

coping the challenges required by the job. Table 4.15 depicts that once again the 

ED staff are scoring more than that of the departmental staff. The Mean scores of 

ED and departmental staff are 10.70 and 11.13 respectively. Whereas, the SO 

and CV of departmental staff and ED staff are 3.75, 35.05. and 4.08, 36.66 

respectively. It seems that due to higher SO and CV of the ED staff the difference 

of the Mean value is not going to be so significant. On the other hand the scores 

of the female employees in both the categories are more than that of their male 

colleagues. The overall score of this particular stress variable comes to 10.92 a 

little over than 50% of the highest possible value and thus perhaps contribute 

moderately in the total stress feelings. 

Mean 
so 
cv 

Table: 4.16 
Self-Role Distance (SRD) 

Departmental Ex-Departmental 
M F T M F T 

10.52 10.00 10.42 12.59 13.02 12.66 
2.97 3.00 2.98 2.95 2.74 2.92 

28.23 30 28.60 23.43 21.04 23.06 

4.4.8. Self Role Distance (SRD) 

Total 
M F T 

11.64 11.34 11.58 
3.13 3.25 3.15 

26.89 28.66 27.20 

This is the type of stress occurs when the focal person feels that his 

present role goes against his self-concept about the same role. It is a conflict of 

mismatch between the person and the role he is assigned to play. The table 4.16 

shows the result of this particular ORS variable where the difference of Mean 

score between departmental and extra-departmental staff is significant enough. 

The Mean score of departmental staff is 10.42 whereas that of the ED staff came 

out as 12.66. The SO (2.92) and CV (23.06) scored by ED staff also proved that 
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the Mean score has very little dispersion and the result is steady enough to be 

significant. This again proves that most of the ED staff have been suffering from 

the concept of mismatch of job and their self-concept. The Mean score of female 

ED staff is even more than that of their male counterpart. The overall score of the 

Mean comes to 11.58, which is almost equal to 60% of the highest possible 

score, is obviously contributing towards the total stress feelings of the employee. 

Table:4.17 
Role Ambiguity (RA) 

Departmental Ex-Departmental 
M F T M F T 

Mean 10.18 11.95 10.53 10.58 12.72 10.89 

SD 5.58 4.37 5.40 4.16 3.58 4.14 

cv 54.81 36.57 51.28 39.32 28.14 38.02 

4.4.9. Role Ambiguity (RA) 

Total 
M F T 

10.40 12.29 10.72 

4.87 4.04 4.79 
46.83 32.87 44.68 

This is a type of stress generating due to lack of clarity about the 

expectation of the role he/she occupies. From the table 4.17 it can be seen that 

the overall Mean score of this variable is 1 0.72, which is just above 50% of the 

highest possible score and therefore predicted that it is moderately contributing 

towards the total stress experience. The mean scores for departmental and . 
extra-departmental staff are almost same but comparatively higher score of SO 

(5.40) and CV (39.32) of the departmental staff suggests that the Mean score is 

less homogeneous than that of the score of ED staff. The female employees in 

both the categories are scoring higher than their male counterpart. This happen 

may be due to the fact that the job performed by the female employees are not 

well clarified_ or may be the female workers are not so concerned about the 

clarification of the job they are engaged with. 
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so 
cv 

Table:4.18 
Resourcelnadequacy(RIN) 

Departmental Ex-Departmental _ 

M F T M F T 

14.54 12.26 14.09 16.68 15.41 16.49 

3.56 4.13 3.82 1.79 2.03 1.88 

24.48 35.15 27.11 10.73 13.17 11.40 ------ -------·- --------

4.4.10. Resource Inadequacy (RIN) 

Total ------ -------------

M F T 

15.69 13.65 15.34 

2.95 3.82 3.20 

18.80 27.99 20.86 ------- ------

In this section respondents are asked five questions (vide: question no. 

10,20,30,40 and 50 of questionnaire attached in appendix-A) in relation to the 

resource inadequacy experienced by the postal employees. The result can be 

seen in the table no. 4.18. The Mean score of the ED staff figures 16.49 with 

lowest ever SO 1.88 and CV 11.40. It seems that so far this is the strongest 

reaction of the ED staff. Physical resources, human resources, financial 

resources available in the hands of ED employees are really insufficient. On the 

other hand the Mean score of that of the departmental staff figures 14.09 with a 

SO of 3.82 and CV of 27.11. The result comes out from the departmental 

category is also high enough to be stressful because the Mean score is above 

70% of the highest possible score. But in case of ED staff the Mean value (16.49) 

is extremely high and the steadiness of the distribution is again supported by the 

lowest ever SO. Thus, it is predicted that the ED employees are not at all 

provided with even minimum resources to combat with the challenges they face 

in their day-to-day job life. Female employees of both the categories score high 

but much less than their male counterpart. From our general understanding we 

realized that the resource requirement of any employee depends on the 

responsibility he/she possesses. Male employees hold most of the ED Branch 

Post Master and ED Sub Post Master posts and thus they feel more in resource 

inadequacy than the other female employees. 
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4.5. Measures of ORS 

In this section the overall score of ORS will be discussed to measure the 

stressfulness of the employees of the Indian postal department. For this purpose 

the following scales have been followed as suggested by Srivastav (1999) 18
; 

i) Respondents scoring less than 50% of the total Score (4 x 50=200) i.e., 99 

or below are assumed to have low stress or no stress. 

ii) Respondents scoring more than 50% of the total Score (4x 50=200) i.e., 

100 or more but below 140 (70%) are assumed to be moderately stress 

full. 

iii) Respondents scoring 70% or more of the total Score (4x 50=200) i.e., 140 

(70%) and above are considered to be highly stressful. 

614 employees of postal department respond to the questionnaire 

(Appendix-A). The numbers of ORS questions are 50 in total. In addition to that 

there are 55 other questions in relation to respondents' profile, their physical 

problems, psychological problems etc. 

The ORS measurements of all these staff are found out with various 

variables attached to the same. A general picture can be drawn from these 

measures that how extensively the employees are stressful and what other 

factors are responsible for such stressfulness. Other factors here considered are 

pay scale, qualification, age, and sex etc. For each and every other factor 

separate table has been prepared so that an unambiguous picture of the ORS 

measures can be had and these factors responsible for stressfulness can be 

identified for a better management of all these factors. Management part of 

course will be discussed in the chapter mentioned for the same. 
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Table: 4.19 
Distribution of ORS score of the total sample population 

ORS Score Departmental Staff Extra-Departmental Total 
No. % Staff No. % 

No. % 
0-99 42 14.28 24 7.50 66 10.75 
100-139 194 65.99 241 75.31 435 70.85 
140 and above 58 19.73 55 17.18 113 18.40 
Total 294 100.00 320 100.00 614 100.00 

4.5.1 ORS Measure of Total Sample 

Table 4.19 shows that out of total population 1 0. 75% are not stressful and 

remaining 89.25% are either moderately or highly stressful. Whereas among the 

ED staff out of 320 respondents 296 persons are stressful i.e., 92.49% of them 

are reported moderately or highly stressful. On the other hand 85.72% of the 

departmental staff are reported stressful. Over all percentage of stressful people 

among the postal employees is therefore high enough. 

Table: 4.20 
Sex and Departmental Status-Wise distribution ORS score. 

ORS Score Departmental Ex-Departmental Total 
Male Female Male Female Male Female 

No % No % No % No % No % No % 
0-99 27 15 21 3 48 18 

(5.29) (14.42) (4.11) (2.88) (9.41) (17.30) 
100-139 159 35 205 36 364 71 

(31.17) (33.65) (40.19) (34.611 (71.37) (68.28) 
140 and above 50 8 48 7 98 15 

(9.80) (7.69) (9.41) (6. 73) ( 1 9.22) (14.42) 
Total 236 58 274 46 510 104 

(46.27) (55.77) (53.73) (44.23) (1 00) (1 00) 

4.5.2. ORS Measures: Sex and Departmental Status-Wise 

Table 4.20 shows that out of total 614 respondents 510 are male and 104 

are female have responded through the questionnaire. Irrespective of 
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departmental and ED staff 92.49% of the male and 82.70% of female employees 

reported either moderately of highly stressful. In case of departmental staff the 

percentage of male (40.97 %) and female (41.34 %) being stressful are almost 

same. But in case of ED staff 49.60 % male and 41.34 % female are found 

stressful. 

Table:4.21 
Basic Pay-wise distribution of ORS Score of Departmental staff. 

ORS Rs.7500 Rs.6500- Rs.4000 Rs.3200- Rs.2550 Total 
Score 4500 3050 

No. (%) No. (%) No. (%) No. (%) No. (%) No. (%) 

0-99 2 13 23 4 0 42 
{0.68) {4.42) {7.82) (1.36) {0.0) (14.28) 

100-139 31 38 44 41 40 194 
(10.54) (12.92) (14.96) (13.94) (13.60) (65.98) 

140- 1 15 10 16 16 58 
above (0.34) (5.10) (3.40) (5.44) (5.44) (19.73) 
Total 34 66 77· 61 56 294 

(11.56) (22.45) (26.19) (20.74) (19.04) (1 00) 

4.5.3. ORS Measures: Basic Pay-Wise for Departmental Staff 

Table 4.21 shows that out of 34 employees belonging to the basic pay of 

Rs.7500/, 32 are in the group of moderately or highly stressful area. Out of 66 

employees in the basic pay of Rs.6500/, 53 are falling in this high stressful zone. 

54 employees out of 77 in the basic pay of Rs.4000/ are in the high stressful 

zone, 57 out of 61 employees in the basic pay of Rs.3200-3050 are in high 

stressful area and 56 out of 56 employees in the basic pay of Rs.2550/ are in the 

high stress full zone. From the figures of the table it seems that the employees 

falling in the highest category as well as in the lowest category of pay scale are 

more stressful than the employees falling in between categories. 
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Table: 4.22 
Basic Pay-wise distribution of ORS Score of Extra- Departmental staff. 

ORS Rs2125 Rs.1740 Rs.1600 Rs.1545 Rs.1260 Total 
Score No. (%) No. (%) No. (%) No. (%) No. (%) No. (%) 

0-99 6 6 6 4 2 24 (7.5) 
(1.87) ( 1.87) (1.87) (1.25) (0.63) 

100-139 55 56 44 34 52 241 
(17.91) (17.5) (13.75) (10.62) (16.25) (75.31) 

140- 8 8 9 24 6 55 
above (2.5) (2.5) (2.81) (7.50) (1.87) (17.19) 
Total 69 70 59 62 60 320 

(21.56) (21.87) (18.44) (19.37) (18.75) (1 00) 

4.5.4. ORS Measures: Basic Pay-Wise for Extra-Departmental Staff 

Table 4.22 shows that employees belonging in almost all the categories of 

the basic pay and the people under stressfu!ness are almost equal. Only 

employees in the category of Rs.1260/-, the proportion is extreme. Once again 

the employees belonging to the lowest basic pay category shows that these 

people of this category are worst hit by stress and strain. People of this category 

mostly belong to the ED Branch postmaster working in the rural post offices with 

working hours less than 3 hours and 45 minutes. 

Table: 4.23 

Experience-wise distribution of ORS score of Departmental Staff. 

Yr. of ORS ORS ORS Total 
experience 0-99 % 100-139 % 140 above% No. % 

0-4 14 (4.76) 20 (6.80) 00 (00) 34 (11.56) 
5-9 02 (0.68) 24 (8.16) 06 (2.04) 32 (10.88) 

10-14 00 (00) 24 (8.16) 23 (7.80) 47 (15.99) 
15-19 19 (6.46) 41 (13.94) 1T (5.78) 77 (26.19) 
20-24 00 (00) 39 (13.26) 09 (3.06) 48 (16.33) 
25-29 05 ( 1. 70) 20 (6.80) 03 (1.02) 28 (9.52) 
30-34 02 (0.68) 25 (8.50) 00 (00) 27 (9.18) 

35 and above 00 (00) 01 (0.34) 00 (00) 01 (0.34) 
Total 42 (14.28) 194 (65.98) 58 (19. 73) 294 (100) 
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4.5.5. ORS Measures: Experience-wise for Departmental Staff 

Table 4.23 depicts that the employees working for only 4 years or less 

seem to be not much stressful. Out of total 34 employees 14 belong to no stress 

group and remaining 20 belong to the zone of moderate stress. Not a single 

employee in this experience group comes under the heavy stress zone. For the 

employees coming under the experience group of 5 to 9 years, 24 come under 

moderate zone, 2 come under the no stress zone and only 6 belong to heavy 

stress zone. Employees in the group 10 to 14 years take the highest toile, 23 out 

of 47 come under the high stress zone. Next is the group of 15 to 19 years 17 out 

of 77 come under the heavy stress zone. The table clearly shows that 

. employees at initial stage do not develop stress in them but with the time 

progress especially between 1 0 to 24 years working experience they develop 

huge stress with little organizational intervention. Surprisingly employees in the 

end of the career did not report much stress may be due to the indifference 

nature they develop with the process of time. 

Table: 4.24 
Experience-wise distribution of ORS score of Extra Departmental Staff. 

Yrs. of ORS ORS ORS Total 
experience 0-99 % 100-139 % 140 and % No % 

above 
0-4 3 (0.94) 11 (3.43) 4 (1.25) 18 . (5.62) 
5-9 8 (2.50) 67 (20.93) 9 (2.81) 84 (26.25) 
10-14 6 (1.87) 52 (16.25) 24 (7.5) 82 .(25.63T 
15-19 1 (0.31) 58 (18.12) 12 (3.75) 71 (22.19) 
20-24 6 (1.87) 35 (1 0.94) 3 (0.94) 44 (13.75) 
24-29 00 (00) 10 (3.12) 00 (00) 10 (3.12 
30-34 00 (OOJ 07 (2.19) 00 (00) 07 (2.19 
35 and above 00 (00) 01 (0.31) 00 (00) 01 (0.31 
Total 24 (7.5) 241 (75.31) 55 (17.19) 320 (100 

4.5.6. ORS Measures: Experience-wise for Extra-Departmental Staff 

Table 4.24 shows the experience wise ORS score distribution of the ED 

staff. Once again it can be seen that the employees with less experience do not 
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suffer from acute stress nor even the employees in higher experience category 

but the people belonging to the middle experience group suffer a lot. People with 

experience within the range 10 to 24 years reported highest level of 

stressfulness. It is evident from table 5.15 and from table 5.16 that people of 

middle age group are showing higher stress. It is seen from the visit to different 

post offices in the rural as well as in urban areas that employees belonging to 

this particular category share maximum work load in the offices as well as in their 

family. When they grow with more experience they become passive in their work 

place and thus avoid excess stress on them. 

Table: 4.25 
Educational qualification-wise distribution of ORS score of Departmental 

Staff. 

Qualification ORS ORS ORS- Total 
0-99 % 100- % 140and % No % 

139 above 
Below-1011

' 0 (00) 15 (5.10) 7 (2.38) 22 (7.48) 
10m Std 0 (00) 34 (11.56) 14 (4.76) 48 (16.32) 
12m Std. 7 _(2.38)_ 50 (17.00) 18 (6.12) 75 (25.51) 

Graduate 19 (6.46) 66 (22.45) 18 (6.12) 103 (35.03) 
Post Graduate 16 (5.44) 29 (9.86) 01 (0.34) 46 (15.64) 

Total 42 (14.28) 194 (65.98) 58 (19.73) 294 (100) 

4.5.7.0RS Measures: Educational Qualification-wise For Departmental Staff 

The table 4.25 shows that departmental employees having qualification of 

below 1oth standard are numbering 22 in all and out of them all 22 are in the 

stressful zone. Employees in the category of having qualification up to 1oth 

standard all 48 are in the stressful zone. Next category having qualifications up to 

12th standard are little less affected. Out of total 75 employees 68 are in the high 

and moderate stress zone and 7 in no stress zone. Graduate employees 

numbering 103 constitutes highest proportion of the sample seem to in a safe 

position. Out of 103 of them 19 reported no stress. 66 feel stress at moderate 

level and 18 of them in high stress full zone. There are 46 employees having post 
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graduate qualification, 16 of them feel no stress, 29 feel moderate stress and 

only one feels high stress. The result clearly shows that the level of stress some 

how effected by the qualification of the incumbent. More the academic 

qualification less the level of stress what can be seen at least from the following 

table for the departmental employees. 

Table: 4.26 
Educational qualification-wise distribution of ORS score of Extra 

Departmental Staff 

Qualification ORS ORS ORS- Total 
140 and above 

0-99 % 100-139 % % No % 

Below- 10m 1 J0.31}_ 46 J14.381 18 J5.621 65 J20.31_l 
10m Std 9 (2.81) 73 (22.81) 24 (7.50) 106 -(33.12)_ 
12m Std. 5 J1.561 51 J15.931 7 J2.1~ 63 J19.69l 
Graduate 2 (0.62) 55 (17.18) 6 (1.87) 62 (19.37) 

Post Graduate 7 _{2.181 16 J5.001 0 lOQl 23 J7.1~ 
Total 24 (7.50) 241 (75.31) 55 J17.18) 320 J100j 

4.5.8 ORS Measures: Educational Qualification-wise for Ex- Departmental 

Staff 

The table 4.26 shows distribution of ORS score of ED staff on the basis of 

their qualification. The table shows almost the same trend as it is in the case of 

departmental staff. Employees having lower academic qualification experiencing 

more stress and even a substantial portion of them fall in the excessive stress 

zone. 18 out of 65 of below 1oth standard, 24 out of 106 of 1oth standard fall in 

the excessive stress zone, whereas, 6 out of 62 of graduates and none out of 23 

of the postgraduates fall in this zone. It makes a clear impression that academic 

qualification has a clear impact on whether some one feels stressful or not. 

4.6. Summing Up 

1) In this chapter causes of job stress have been dealt with immense 

care. The major 'Role Variables' are used to detect the role related 

causes of the sample employees. 
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2) Ten established ORS variables used by different scholars to 

measure different components of job. stress have been used here 

as major tools. 

3) All ten ORS factors have been analyzed from the responses of the 

sample employees and framed into ten different tables to exhibit 

the Arithmetic Mean, Standard Deviation and Coefficient of 

Variation of the same. The extent of importance of the 'Role 

Variables' in developing job stress among the sample employees 

have been analyzed through these results. 

4) Table 4 .. 11 shows that as many as 70.85% of the total sample 

employees reported that they are moderately stressful. 18.40% of 

the total employees are reported to have extremely stressful 

scoring more than 70% of the total score of ORS Variables. The 

reported overall stressful ness of the ED staff is however, more than 

that of the departmental staff. 

5) Sex wise dichotomized data analysis (Table 4.12) show that the 

sample male workers are comparatively more stressful than their 

female colleagues. 

6) When the ORS variables are compared with the basic pays of the 

sample employees it was found that the employees belonging to 

lower and higher categories of the basic pay are comparatively 

more stressful. 

7) Experience wise table shows that the employees belonging to the 

middle age of services are more stressful than the employee in the 

initial stage or at the end of their service lives. 

8) Educational qualifications of the sample employees and the level of 

stressfulness have been also compared and it was found that 

employees having more academic qualification suffer less stressor 

in their work life. 
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Key Terms: 

1) 1/0 Psychology: The study of a branch of psychology where issues related to 
organization and industries are dealt with including human resources of the 
concerned organization 

2) Type- A: It is a particular personality pattern identified by the psychologists 
who are over-responsive and react even earlier than the stimulus function. 

3) Physiological Consequences: Self-report Physical problems faced by the job 
occupant due to stress. 

4) Psychological Consequences: Se(f-reporr P.1ycho/ogica/ problems faced by 
the job occupant due to srress. 

5) Behavioral Consequences: Se(f-report Behavioral problems faced by the job 
occupant due to stress. 

6) Burnout: This is a state of extreme stressfulness of a job occupant under 
massive pressure of stress for prolonged period of time. Any incumbent under 
this situation may give up his/her self-control mechanism. 



5.1 Introduction 

The human consequences consist of health-related conditions that are 

primarily important to the individual and perhaps less important to the 

organization. Stress shows its affect in various ways. For instance, an 

individual experiencing high level of stress may develop high blood pressure, 

irritability, difficulty in making regular decisions etc. Most of the researchers 

thus categorized consequences of job stress in three different sections like 

Physical consequences, Psychological consequences, and Behavioral 

consequences. 

In this chapter an attempt has been made to measure the 

consequences of job stress on individuals. The measures of individual 

consequences are shown and analyzed with different statistical tools and 

techniques. The questionnaire (Appendix-A) consists of altogether 26 

questions in connection to individual consequences. Section 'C' consists of 

10 specific questions of Psychological consequences. Section 0' having 7 

specific questions and section 'E' with 9 different questions, which together 

have sought physical and behavioral ·consequences of the respondents 

respectively. 614 respondents all together have responded through the 

questionnaire. 

Beehr and Newman (1978) 1 stated in this context " It must be 

emphasized that it is the relative importance that is assessed here; employee 

deaths due to heart attacks, for example, are of concern and importance to 

employees, but not nearly so important as they are to the victims 

themselves." 
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Figure-5.1 
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It can be seen from the figure 5.1 that an employee under stress is 

affected both by organizational stressors and Non-work stressors (personal 

factors). However, the effect of the stressors is again influenced by the 

individual characteristics. Same stress factors thus do not have same impact 

on different individuals. Stress may have two-fold effect such· as positive 

stress and negative stress. Positive stress however has been explained as 

an impact where the employee's productivity is not badly hit but he/she works 

under mild level of stress. A consequence in this model is also linked with 

positive as well as negative consequences. So far this model includes all 

possible factors in a lucid and comprehensive manner. It encompasses 

consequences of individual and the organization too. It is however, worth in 

mentioning that the organizational consequence of stress is talked very little 

in the field of 110 Psychology. It is even surprising that the organizers in 

general do not even bother about the same. However, individual 

consequences specially the negative consequences got wide propaganda 

due to obvious reasons that the employees are the most affected concern 

amongst all. 
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All these responses on different Physiological, Psychological and 

Behavioral responses collected from the sample postal employees are 

shown below along with various other interrelated statistical measures of 

these consequences. 

5.2 Physiological Consequences 

Most of the early researches on stress put immense importance on 

physiological consequences. This was primarily because the topic was taken 

over by the researchers who are specialists in the health and medical 

sciences. According to Srivastav, (1999)2 "The relationship of mind and body 

has fascinated philosophers and scientists throughout the history. It was 

believed that a person's mantel state and physical activities were parts of the 

individual as a whole". Researchers in health and medical sciences have 

concluded that stress could create changes in metabolism, increased heart 

and breathing rates, increased blood pressure, and bring on headaches, and 

induce heart attacks. In the following section each of the reported symptoms 

of the respondents on seven different Physiological problems (vide section D 

of Appendix-A) are hereby analyzed. 

Table: 5.1 
Tension and headache 

Departmental Extra-Departmental Total 

M F T % M F T % M F T % 

Never 29 0 29 9.86 34 0 34 10.63 63 0 63 10.26 

Sometimes 105 40 145 49.32 167 28 195 60.94 272 68 340 55.37 

Often 102 18 120 40.82 73 18 91 28.44 175 36 211 34.36 

Total 236 58 294 100 274 46 320 100 510 104 614 100 
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5.2.1 Tension and Headache 

Table 5.1 shows that both categories of employees suffer from acute 

feelings of tension and headache. For departmental staff the percentage of 

employees having this particular symptom either sometimes or often is 

90.14% and that of the ED staff is 89.38. However, in case of departmental 

staff 40.82% do feel this symptom often in their job life. It is significant to note 

that female employees though less in number but none of them reported that 

she never feels that very symptom. Hence it can be said that female 

. employees irrespective of categories are more vulnerable in comparison to 

their male counterpart. 

Departmental 

M F T % M 

Never 79 7 86 29.25 87 
Sometimes 95 12 107 36.39 131 

Often 62 39 101 34.35 56 

Total 236 58 294 100 274 

5.2.2. Weakness 

Table: 5.2 
Weakness 

Ex-Departmental 

F T % 

3 90 28.12 
18 149 46.56 

25 81 25.31 

46 320 100 

Total 

M F T % 

166 10 176 28.66 
226 30 256 41.70 

118 64 182 29.64 

510 104 614 100 

As it can be seen from table 5.2 that weakness reported by the 

employees from both the categories are all most same. Departmental 

employees however, score little lower than that of the ED employees. It is 

evident from the table that in total 71.34 % of the employees do feel 

weakness either sometimes or often. Once again the percentage of female 

employees suffering from the very symptoms in both the categories is higher 

than that of their male counterpart. Female staff of both departmental and ED 

report that 51 out of 58 and 43 out of 46 respectively do feel weakness either 

sometimes or frequently. 
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Table: 5.3 
High Blood Pressure 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 130 24 154 52.38 208 29 237 74.06 338 53 391 63.68 

Sometimes 97 29 126 42.86 50 17 67 20.94 147 46 193 31.43 

Often 9 5 14 4.76 16 0 16 5.00 25 0 25 4.07 

Total 236 58 294 100.00 274 46 320 100.00 510 99 614 100.00 

5.2.3. High Blood Pressure 

Most job stress-heart attack research has focused on job stress 

element as one of the major 'risk factors'. They never have made this factor 

directly responsible for any sort of heart diseases. Kasl and Cobb, (1972)3
, 

Shirom et.al (1973)4 have identified job stressors as a contributor of high 

blood pressure. But it is difficult to predict that in what extent job stress is 

responsible for high blood pressure due to the fact all these are self-report 

data for diagnosis. And these reports are also taken on a single point of time 

through questionnaire. 

Table 5.3 however shows that overall 63.68% employees do not have 

any complain of the symptom. Among departmental staff the percentage of 

employees reported high blood pressure symptom is more than that of the 

ED staff. It makes a little sense that as departmental staff are heavily loaded 

with responsible jobs hence they are experiencing higher rates. 

Departmental 

M F T % 

Never 90 20 110 37.41 

Sometimes 134 30 164 55.78 

Often 12 . B 20 6.80 

Total 236 58 294 10000 

M 

82 

Table: 5.4 
Heart Pounding 

Ex-Departmental 

F T % 

12 94 29.38 

187 34 221 69.06 

5 0 5 1.56 

274 46 320 100.00 
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Total 

M F T % 

172 32 204 33.22 

321 64 385 62.70 

17 8 25 4.07 

510 104 614 100.00 



5.2.4. Heart Pounding 

This symptom is considered to be an out come of trauma in work place. 

Employees working in a not so conducive work environment always feel under 

tremendous pressure. Stress and strain for a prolonged period of time may also 

result heart pounding for the employee while in work. The sample population 

under consideration shows a major portion of the employees have been suffering 

from this symptom. As per Table no. 5.4 the ED staff seems to be more 

vulnerable as 70.62 % of them have reported heart pounding either sometimes or 

often. The portion of departmental staff reported the same is 62.58 and the 

overall report of heart pounding shows as high as 68.77 % of the total 

employees. 

Departmental 

M F T % M 

Never 48 7 55 18.71 82 

Sometimes 110 33 143 48.64 151 

Often 78 18 96 32.65 41 

Total 236 58 294 100.00 274 

5.2.5 Indigestion 

Table: 5.5 
Indigestion 

Ex-Departmental 

F T % 

19 101 31.56 

17 168 52.50 

10 51 15.94 

46 320 100.00 

Total 

M F T % 

130 26 156 25.41 

261 48 309 50.33 

119 28 147 23.94 

510 104 614 100.00 

This is also a sort of physiological outcome of a stressful incumbent. It 

comes under the purview of Gastric or peptic ulcer phenomena. Various studies 

have been made in this area. Gupta et al. (1977) 5 reported that colitis patients 

negatively response to any kind of mental stress. In this study it is difficult to point 

out the actual reason for indigestion symptoms of the respondents and to make a 

conclusive comment on the degree of responsibility of job stress elements for the 

same. Various research works on the ground water quality in major part of south 

Bengal in respect of Arsenic show that the quality of water is not suitable for 
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digestion purpose. Hence the findings of the result must be discussed with 

consideration of above written facts. 

Table 5.5 shows that over 74 % of the total employees report in favour of 

indigestion problem. The departmental staff report over 81 %and ED staff report 

68% are having the symptom either sometimes or often. 

Departmental 

M F T % M 

Never 118 10 128 43.54 131 

Sometimes 93 32 125 42.52 IJ."l 

Often 25 16 41 I 3.95 10 

Total 236 58 294 I 00.00 274 

5.2.6 Constipation 

Table: 5.6 
Constipation 

Ex-Departmental 

F T % 

23 154 48.13 
I<J 152 47.50 

·I 14 4.38 

46 320 I 00.00 

Total 

M F T % 

249 33 282 45.93 
226 51 273 44.46 

35 20 55 8.96 

510 104 614 100.00 

This is another Physiological problem believed by researchers in 1/0 

psychology to be developed due to acute job stress for prolonged period of time. 

However, question may be raised about the general physical condition of the 

employees belonging to the particular geographical area. Considering all these, 

the table 5.6 shows the reported symptoms of the sample postal employees. In 

each case the derived result shows that the affected people are more than 50 % 

of the total sample. However, departmental employees score more than that of 

the overall score or the score of ED staff. 

Departmental 

M F T % M 

Never 41 2 43 14.63 119 

Sometimes 138 31 169 57.48 108 

Often 57 25 82 27.89 47 

Total 236 58 294 100.00 274 

Table: 5.7 
Muscle aches 

Extra- Departmental 

F T % 

0 119 37.19 

28 136 42.50 

18 65 20.31 

46 320 100.00 
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Total 

M F T % 

160 2 162 26.38 

246 59 305 49.67 

104 43 147 23.94 

510 104 614 100.00 
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5.2.7. Muscle Aches 

This is the last physiological problem considered in this segment of the 

research work. Many researchers have shown that the job stress has a direct 

bearing on muscle aches of the focal person. Due to excessive engagement of 

the departmental employees in the urban post offices, in all most all cases of 

physical problems they score extraordinarily higher than the ED staff. This 

symptom is also not an exception. The Table 5.7 shows that the ED Staff score 

62.81 % who report muscle aches either sometimes or often. Whereas the 

departmental employee report that 75.37 % of them feel muscle aches either 

sometimes or frequently. 

5.3. Psychological Consequences 

On the basis of self-report the identified Psychological problems of the 

respondents have been analyzed in this section. Of course the self-report system 

has some inbuilt shortcomings but researchers in this field of 1/0 psychology are 

not left with any other option. Only measure that can be taken is to take utmost 

care in interviewing the respondents so that they keep their answer close to the 

actual mental state they belong to. 

The role elements of a job, an employee associated with is the main 

source of his/her mental state. Researchers like French and Caplan et al., 

(1975}6
, Christopher (1982)7

, and many other have identified role variables to 

affect various Psychological states of the role occupants. Srivastav (1985)8 has 

established the relationship between role stress and mental ill health in his 

extensive study on different group of working people. Constituent factors of ORS 

scale however tested several times as major factors generating massive 

psychological strain on focal employee. Srivastav and Jagdish (1983)9 identified 

role conflict as a major factor negatively correlated with psychological well being 

of the supervisory personnel. Banerjee (1996) 10 in his work with employees of 

service department has established relationship between role stress and mental 
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health of the concerned job occupants. The investigation also documented that 

stress originated from IRD or Inter-role-distance caused maximum variance in 

psychological health of employees belonging to service sectors. On the other 

hand employees belonging to manufacturing sector had a great bearing of their 

psychological well being on SRD or Self-role distance. 

Samuel Melamed. et.al., (1995) 11 while working with 1278 workers on job 

satisfaction, psychological distress and sickness absence, has observed that 

subjective monotony is directly related with work under load and job satisfaction. 

Psychological well-being is mainly related to subjective monotony. Kenny et.al., 

(2003) 12 has argued that the concept of occupational stress gets its prominence 

in the modern society and has also commented that job stressor has a direct 

bearing on workers' fatigue what they develop during the course of his job in the · 

organization. 

In this section of the study the responses of the postal employees in terms 

of their psychological well-being have been analyzed. Section 'C' of the 

questionnaire (vide appendix: A) consists of such psychological questions. All the 

respondents are approached to reply these questions on self-report basis and 

the results are shown separately in this section. 

Table: 5.8 
Not satisfied with the job 

Departmental Extra- Departmental Total 

M F T % M F T % M F T % 

Never 0 2 2 31.29 6 3 39 12.19 106 5 131 21.34 

Sometimes 41 6 77 60.20 11 29 140 43.75 252 5 317 51.63 

Often 5 0 5 8.50 27 14 141 44.06 152 4 166 27.04 

Total 36 8 94 100.00 74 46 320 100.00 510 04 614 100.00 
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5.3.1 Not satisfied with the job 

It can be seen from the table no. 5.8 that overall 78.67 % of the total 

employees have been reported that they are not satisfied with their job and they 

do feel so either sometimes or very frequently. The ED staff even report more 

dissatisfaction. At least 87.81 % of the ED respondents report that they either 

feel sometimes or often that they are not satisfied with the job they are engaged 

with. Surprisingly 44.06% of them feel so very frequently. 60.20% of the 

departmental staff have the feelings though not so frequently but 8.50% of them 

do feel the same very frequently. Hence, it can be said depending on the 

reported result that a major portion of the postal employees is not happy with the 

job they are engaged with. And it is a matter of fact that this sort of dissatisfaction 

cannot any way help the organization to grow with prosperity. It is the main 

source of all sorts of mental ill-health symptoms persists among the postal 

employees. 

Table: 5.9 · 
Getting bored 

Departmental I Ex-Departmental I 
M F T % M F T ·% 

Never 44 7 51 17.35 59 6 65 20.31 

Sometimes 144 37 181 61.56 115 11 126 39.38 

Often 48 14 62 21.09 100 29 129 40.31 

Total 236 58 294 100.00 274 46 320 100.00 

5.3.2. Getting bored 

Total 

M F T % 

103 13 116 18.89 

259 48 307 50.00 

148 43 191 31.11 

510 104 614 100.00 

Getting boredom for people associated with routine and variation less 

job is very common in the modern society. If the work environment persisting 

makes a total miss match with such a kind of job, the whole work 

environment generates boredom for the employee concerned. It goes 

beyond the tolerance of the focused employee and he/she ultimately looses 
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the basic self-preventive mechanism to counter with any stressful situation. 

The perceived control mechanism also shattered for the incumbent. The 

table 5.9 shows that overall 81.11% of the total employees reported that they 

feel bored either sometimes or even frequently. The departmental staff in this 

section report more than that of the ED staff. 82.65% of them and 79.69% of 

the ED staff reported that they are getting bored either sometimes or often. 

The female employees, on the other hand reported even higher percentage 

boredom than their male counterpart. 

M 
Never 28 

Sometimes 104 
Often 104 
Total 236 

5.3.3. Anxiety 

Table: 5.10 
Anxiety 

Departmental Extra-Departmental 
F T % M F T % 

18 46 15.65 15 3 18 5.63 
8 112 38.10 131 33 164 51.25 

32 136 46.26 128 10 138 43.13 
58 294 100.00 274 46 320 100.00 

Total 
M F T % 

43 21 21 20.19 
235 41 41 39.42 
232 42 42 40.38 
510 104 104 100.00 

This is a symptoms identified as a manifestation of an incumbent 

under stress for prolonged period of time. Many researchers in the field of 1/0 

psychology recognized this as one of the most important psychological 

symptoms of the employee under stress. However, personality 

characteristics like 'Type-A' behavior pattern have a strong bearing on 

anxiety scale. But unfriendly working environment, higher level of job 

uncertainty, less or chaotic supervisors' intervention, massive work pressure 

and frequent deadline for accomplishment etc. and many other job related 

factors are responsible to generate level of anxiety among the working 

people. In the table 5.1 0 the reported figures of anxiety level has been 

shown. It depicts that, as much as 79.80% of the employees reported that 

they either sometimes or often feel anxious. Perhaps huge level of 
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uncertainty in the job condition and extra amount of risk associated with rural 

ED post offices has made ED staff more anxious than their departmental 

colleagues. They report that 94.38% of them are anxious either sometimes or 

even frequently. In case of the departmental staff 84.35% of them fall in this 

category. 

Departmental 

M F T % 
Never 92 29 121 41.16 

Sometimes 118 21 139 47.28 
Often 26 8 34 11.56 
Total 236 58 294 100.00 

5.3.4 Depression 

Table: 5.11 
Depression 

Ex-Departmental 

M F T % 
47 3 50 15.63 
165 32 197 61.56 
62 11 73 22.81 
274 46 320 100.00 

Total 

M F T % 

139 32 171 27.85 
283 53 336 54.72 
88 19 107 17.43 
510 104 614 100.00 

This is a Psychological symptom where the incumbent feels that he/she is 

unable to help himself/herself to bail out from the burden of psychological 

·problems. Depression is a mental state of condition where negative feelings have 

been developed by the incumbent about himself/herself. The movements of the 

physical organs get highly affected in this state of condition. People under lot of 

pressure and absence of any supportive measures from the higher level makes 

the situation grim in real sense. In table 5.11 the overall report of depression by 

the employees is not at all a hygienic sign for the department. 72.15% of the total 

sample employees have reported that they feel depression either sometimes or 

often. The employees belonging to departmental section however reported less 

proportion of people in this section than that of the ED staff. Almost 84% of ED 

employees are suffering from this depression symptom. The percentage of 

departmental staff suffering from the same symptom is 58.84%, which is again 

not so encouraging. 

142 

r :> . .-:. 

'·: 



M 

Never 92 
Sometimes 118 

Often 26 
Total 236 

5.3.5. Irritation 

Table: 5.12 
Irritation 

Departmental Ex-Departmental 

F T % M F T % 

29 121 41.16 47 3 50 15.63 

21 139 47.28 165 32 197 61.56 
8 34 11.56 62 11 73 22.81 

58 294 100.00 274 46 320 100.00 

Total 

M F T % 

139 32 171 27.85 
283 53 336 54.72 
88 19 107 17.43 
510 104 614 100.00 

This particular symptom is experienced by the employees under 

stress for a prolonged period of time. Under this symptom the incumbent 

behave with the customer/colleagues in a very unpredictable manner. The 

overall implication of such symptom on the organization is very negative in 

nature. The respondents in this research work have shown mixed reaction in 

this particular question. Table 5.12 shows that ED employees are having 

higher degree of irritation amongst themselves. 79.07% of them reported that 

they are either sometimes or often feel irritation in work related issues. On · 

the other hand 69.07% of the departmental staff reported feelings of irritation. 

It is worth to mention that as much as 33.44% of the ED employees feel the 

same symptoms frequently whereas their departmental counterpart reports 

only 13.95% in the same category. Women in large number in both 

departmental and extra-departmental category are also suffering from the 

same symptoms. The situation is alarming enough for the department. 

Departmental 
M F T % 

Never 121 43 164 55.78 
Sometimes 82 15 97 32.99 

Often 33 0 33 11.22 
Total 236 58 294 100.00 

Table: 5.13 
Low self respect 

Ex-Departmental 
M F T % 

60 5 65 20.31 
122 25 147 45.94 
92 16 108 33.75 

274 46 320 100.00 
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Total 
M F T % 

181 48 229 37.30 
204 40 244 39.74 
125 16 141 22.96 
510 104 614 100.00 



5.3.6. Low Self- Respect 

This is another psychological consequence recognized by the 110 

psychologists for the employees under stress. A feeling of low self-respect 

remains inevitable for the incumbents who are neglected by the \3Uthority for a 

prolonged period of time. The table 5.13 shows that though 55.78% of 

departmental employees report that they never feel such low self-respect, 

whereas, only 20.31% of ED employees report in the same tune. Feeling low 

self-respect either sometimes and often by the ED employees altogether comes 

79.69%. 33.75% of total ED staff often feels such low respect. On the other hand 

41 out of 46 ED women employees reported that they suffer from these feelings. 

For departmental women employees only 15 out of 58 do have such feelings. It is 

evident from the result that the ED employees irrespective of male and female do 

suffer heavily from this psychological symptom and thus may develop a feeling of 

less mental attachment with the organization. 

Table: 5.14 
No attachment with the organization 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Never 118 32 150 51.02 108 22 130 40.63 226 54 280 45.60 
Sometimes 106 26 132 44.90 136 24 160 50.00 242 50 292 47.56 

Often 12 0 12 4.08 30 0 30 9.38 42 0 42 6.84 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 

5.3.7. No Attachment with the Organization 

As it is said in 5.3.6. that low self-respect for a long period of time is 

manifested in the form of less attachment of the employees with the organization. 

This symptom is also measured in this psychological behavior of the 

respondents. Table 5.14 shows that overall 54.40% of the total employees have 

reported that they either sometimes or often feel no mental attachment with the 
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organization. The same percentage of departmental employees is 44.98% and 

that of the ED staff is 59.38 %. Among the ED staff 9.38% do have a strong 

feeling of no attachment. This finding stated in this table is not at all a favourable 

situation for the organization. Especially the ED staffs are showing very less 

confidence in their own organization. 

Departmental 

M F T % M 

Never 9 0 9 3.06 52 
Sometimes 131 34 165 56.12 129 

Often 96 24 120 40.82 93 
Total 236 58 294 100.00 274 

5.3.8. Fatigue 

Table: 5.15 
Fatigue 

Ex-Departmental 
F T % 
3 55 17.19 

18 147 45.94 
25 118 36.88 
46 320 100.00 

Total 

M F T % 
61 3 64 10.42 

260 52 312 50.81 
189 49 238 38.76 
510 510 614 100.00 

This psychological symptom is the resultant outcome of almost all the 

psychological disorder experienced by the incumbent. This is such type of 

psychological problem, which has direct impact on physiological discipline. Table 

5.15 shows that departmental staff score more than that of the ED staff. 96.92% 

of the departmental staff and 72.82% of the ED staff have reported that they 

either sometimes or often feel fatigue in their work environment. It is true that the 

departmental staff are comparatively more preoccupied with their work. The 

content of workload for them is also heavy and responsibility is also huge. These 

sorts of work environment along with other psychological problems must produce 

massive fatigue among the employees. It makes the employee tired of doing the 

assigned work. 
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Table: 5.16 
Low satisfaction with life 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 75 16 91 30.95 21 2 23 7.19 96 18 114 18.56 

Sometimes 140 38 178 60.54 161 34 195 60.94 301 72 373 60.74 

Often 21 4 25 8.50 92 10 102 31.88 113 14 127 20.68 

Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 

5.3.9. Low Satisfaction with Life 

Table 5.16 shows that 81.42% of all the respondents either sometimes or 

often feel low satisfaction with their life. The departmental employees' score in 

this section is 69.04% and that of ED staff is 92.82%. It is very alarming that that 

31.88% of the ED staff often feel that they are not at all satisfied with their lives. 

Main reason for such a negative feeling may be due to the low paid salary 

structure of the ED staff and a massive uncertainty in the whole work 

environment. 

Departmental 

M F T % 
Never 79 27 106 36.05 

Sometimes 123 6 129 43.88 
Often 21 0 21 7.14 

No response 13 25 38 12.93 
Total 236 58 294 100.00 

5.3.1 0. Sexual Frustration 

Table: 5.17 
Sexual Frustration 

Ex-Departmental 

M F T % 

116 15 131 40.94 
109 7 116 36.25 
6 0 6 1.88 

43 24 67 20.94 
274 46 320 100.00 

Total 

M F T % 
145 42 237 38.60 
232 13 245 39.90 
27 0 27 4.40 
56 49 105 .17.10 

460 104 614 100.00 

_ This is the question which was not fully liked by the respondents. The 

researcher on personal contact with the respondent did face huge problems from 

them. Most of them were not in a mood of replying this particular question and 
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felt that this is an attempt of interfering into the private life of the respondents. 

Table 5.17 shows that all together 17.1 0% of th~m declined to reply the q!JBStion. 

49 out of 104 total female employees do fall in this category. So far the answer 

received is analyzed and it is found that 44.30% of the sample employees are 

somehow sexually frustrated either sometimes or often. 38.60% of them reported 

that they never feel such frustration. It is the a further feeling of the researcher 

that the result shown may not be near to the truth because respondents might 

have suppressed their real feelings particularly in this question. 

5.4. Behavioral Consequences 

People under stress and strain at work place for a prolonged period of 

time may develop few adverse behavioral problems. Researchers in the field 

of 110 psychology have identified number of such behavioral consequences, 

which ultimately affect the perceived performance of the incumbent and thus 

having a negative bearing on the productivity of the concerned organization. 

Robbins (1998) 13 describes behavioral consequences as follows: 

"Behavioral related stress symptoms include changes in productivity, 

absence, and turnover, as well as changes in eating habits, increased 

smoking or consumption of alcohol, rapid speech, fidgeting and sleep 

disorder". Too much stress places unattainable demands or constraints on a 

person, which in turn lower the performance. Even moderate level of stress 

experienced for a long period of -as typified by the counter clerks of an 

urban post office- can result in lower performance. Individuals who have 

spent bulk of their career in such stressful work environment may have the 

risk of career burnout. 

In this study respondents are asked all together 9(nine) questions 

related to the behavioral consequences of them in section 'E' of the 

Questionnaire (Appendix-A). Results found in this section are discussed 

below. 
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Table: 5.18 
Feel like doing strike 

Departmental Ex-Departmental Total 

M F ·T % M F T % M F T % 

Never 63 36 99 33.67 34 11 45 14.06 97 47 144 23.45 

Sometimes 137 22 159 54.08 74 2 . 76 23.75 211 24 235 . 38.27 

Often 36 0 36 12.24 166 33 199 62.19 202 33 235 38.27 

Total 236 58 294 100.00 274· 46 320 100.00 510 104 614 100.00 

5.4.1. Feel like doing strikes 

Calling nation wide strike is a common phenomenon for the Indian 

postal employees. This is the only Government owned establishment where 

frequent strikes have taken place for what they call mere recognition of their 

legitimate demands. Employees in this department seem to be the victim of 

this behavioral symptom. Table 5.18 shows that overall as many as 76.54% 

employees are in the opinion that they either sometimes or often feel like 

doing strikes. The proportion of ED employees in this section is high enough 

i.e., 85.94%. Of this 62.19% frequently and regularly feel like doing strike. 

This is quiet an unfortunate situation where almost 86% of a special class of 

employees are in favour of doing strike in the organization where they are 

working with. On the other hand the 66.32% of the departmental employees 

are also in favour of doing strike. Several strikes have been observed by both 

classes of employees. And it is sure that many such strikes will also be 

observed in this particular department. The sign is not at all encouraging for 

the concerned authority. 

Table: 5.19 
Feel like early retirement 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Never 127 33 160 54.42 129 18 147 45.94 256 51 307 50.00 
Sometimes 84 21 105 35.71 77 7 84 26.25 161 28 189 30.78 

Often 25 4 29 9.86 68 21 89 27.81 93 25 118 19.22 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 
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5.4.2. Feel like early retirement. 

Table 5.19 shows that exactly 50% of the total employees do feel 

either sometime or often about the early retirement. Departmental employees 

however, showing that 54.42% of them do feel so and that of the ED staff is 

45.94%. For ED staff it is perhaps due to the inhuman nature of working 

condition prevails in the organization. From personal interview it is known 

from the departmental staff that their feelings for early retirement occurs due 

to excessive pressure of work along with a sense of non-recognition of their 

services by the administration. 

Departmental 

M F T % 

Never 103 44 147 50.00 
Sometimes 111 14 125 42.52 

Often 22 0 22 7.48 
Total 236 58 294 100.00 

5.4.3. Feel Burnout 

Table: 5.20 
Feel Burnout 

Ex-Departmental 

M F T % 

89 3 92 28.75 
164 40 204 63.75 - --
21 3 24 7.50 

274 46 320 100.00 

Total ----
M F T % 

192 47 249 40.55 
275 54 329 53.58 ,_ 
43 3 46 7.49 

510 104 614 100.00 

Burnout symptom for the employee under stress is a complete 

different proposition. In this chapter a separate section is allotted to analyze 

burnout symptoms of the employees. However, this is a single question 

asked to the respondents to assess their perception about burnout. Table 

5.20 shows the response of employees about their own feelings of burnout. 

The ED employees report that as many as 71.25% of them do feel burnout 

either sometimes or often. The departmental employees report exactly 50% 

of them feel burnout either sometimes or often. The results show that the 

psychological health of the employees is not in better shape. The whole 

issue of this symptom will again be discussed in the coming section of this 

chapter. 
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Departmental 

M F T % 

Never 25 56 81 27.55 
Sometimes 52 0 52 17.69 

Often 159 2 161 54.76 
Total 236 58 294 100.00 

5.4.4. Smoking habit 

M 

78 
85 
111 

Table: 5.21 
Smoking habit 

Ex-Departmental 

F T % 
41 119 37.19 
0 85 26.56 
5 116 36.25 

274 46 320 100.00 

Total 

M F T % 
103 97 200 32.57 
137 0 137 22.31 
270 7 277 45.11 
510 104 614 100.00 

Smoking as well as excessive smoking of any job occupant does have a 

direct link with the job stress. The Table 5.21 shows the data collected from the 

respondents about their smoking pattern. It is however, true that this is the result 

of a particular point of time and from this table it is difficult to make any comment 

on the fact that why these smokers do smoke and when they started this 

smoking habit. From the table it is found that 72.45% of the departmental 

employees and 62.81% of the ED staff are in the habit of smoking either 

sometimes or on regular basis. The trend of smoking among the departmental 

staff is more than that of the ED staff. The numbers of frequent and excessive 

smokers are also more in case of departmental staff (54.76%). Both this 

comparatively higher figure may support the fact that the departmental 

employees are smoking prone and it is may be due to the fact that they ore 

excessively overloaded with jobs in their work place. 

Departmental 

M F T % M 
Never 105 58 163 55.44 184 

Sometimes 111 0 111 37.76 64 
Often 20 0 20 6.80 26 
Total 236 58 294 100.00 274 

Table: 5.22 
Alcoholism 

Ex-Departmental 

F T % 
41 225 70.31 
5 69 21.56 
0 26 8.13 

46 320 100.00 
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Total 

M F T % 
289 99 388 63.19 
175 5 180 29.32 
46 0 46 7.49 
510 104 614 100.00 



5.4.5. Alcoholism 

Consumption of alcohol on regular basis or frequently under the Indian 

sub-continent environment is also identified as a behavioral symptom of the 

people under stress. Table 5.22 shows the distribution of the employees under 

consideration. It is noteworthy to say at this juncture that under Indian value 

system, taking alcohol is not considered as a common social phenomenon. Still 

overall 36.81% of the total population consumes alcohol either occasionally or 

frequently. Like smoking, the trend of consuming alcohol among · the 

departmental employees (44.56) is more than that of the ED employees (29.69). 

While collecting data in this regard the experience of the researcher is not 

encouraging at all. Respondents were never sufficiently cooperative in replying 

this particular question. Thus this table may not speak the actual fact. Women 

respondents of the departmental section is showing that there is none consuming 

alcohol. In the ED section 5 women out of 46 report that they consume alcohol 

on regular basis. However, on enquiry the researcher came to know that all these 

women are belonging to a particular East-Indian Tribal group where taking 

alcohol is not considered as a social evil. 

M 
Never 148 

Sometimes 87 
Often 1 
Total 236 

Departmental 
F T % 

24 172 58.50 
34 121 41.16 

0 1 0.34 

Table: 5.23 
Adjustment With Colleagues 

Ex-Departmental 

M F T % M 
111 9 120 37.50 159 
162 36 198 61.88 249 

1 1 2 0.63 2 
58 294 100.00 274 46 320 100.00 410 

5.4.6 Adjustment With. Colleagues 

Total 

F T % 
33 192 31.27 
70 319 51.95 
1 3 0.49 

104 614 100.00 

Employees working under acute job stress and unfriendly working 

environment may develop this particular behavioral symptom. Interpersonal 

relationship between colleagues is a determining factor in the office environment. 
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Cold and unfriendly relations and less and miss adjustment among the 

colleagues certainly reduce the internal understanding between them and thus 

total productivity may be badly affected. Table 5.23 shows overall 52.44% of the 

employees have reported that they either sometimes or often face problem of 

adjustment with their colleagues. For departmental staff the figure is 41.50% and 

that of the ED staff is 62.51%. it is significant that 37(almost 80%) women ED 

employees out of 46 have reported that either sometimes or very often they face 

the problem of less adjustment with their colleagues. 

Departmental 

M F T % M 
Never 97 22 119 40.47 141 

Sometimes 122 36 158 53.74 102 
Often 17 0 17 5.78 31 
Total 236 58 294 100.00 274 

5.4. 7. Absenteeism 

Table: 5.24 
Absenteeism 

Ex-Departmental 

F T % 
13 154 48.13 
30 132 41.25 
3 34 10.63 

46 320 100.00 

M 
238 
224 
48 
510 

Total 

F T % 
35 273 44.46 
66 290 47.23 
3 51 8.31 

104 514 83.71 

Remaining absent from the office usually means not coming to the office. 

Whil.e taking interview of the respondents they are not only asked to report the 

their physical absence from the office but also they are asked to report their 

absence from their respective table. It has become a usual practice in the Govt. 

offices that at the time of attending legitimate customer the concerned staff 

remains missing from his/her own table. At the time of interview the respondents 

are so requested to maintain this 'table absence' phenomenon too. Table 5.24 

shows that 59.52% of the departmental, 51.88% of the ED and overall 55.53% of 

the total employees either remain absent sometimes or often. The situation is not 

in favour of better turnover of the postal departmental. There has to be an 

immediate measure of confidence building among the employees of all the 

categories so as to reduce this tendency of absenteeism among the employees. 
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Table: 5.25 
Less Adjustment with Customer 

· Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 72 1 73 24.83 30 0 :,30 9.38 102 1 103 16.78 

Sometimes 107 46 153 52.04 128 20 148 47.43 235 66 301 49.02 
Often 57 11 68 23.13 116 26 142 44.38 173 37 210 34.20 
Total 236 58 294 100.00 274 46 312 100.00 510 104 614 100.00 

5.4.8. Less Adjustment with customers 

Like banking industry the postal department is also a customer oriented 

organization. Its main purpose is to satisfy the customer and through this the 

organization grows. Our common experience about the treatment of postal 

employees with their customers is not satisfactory. The employees may have 

various reasons in their favour but it is a matter of fact that general treatment with 

the customer is not up to the mark. It can be seen from the table 5.24 that 

83.22% of overall employee, 91.81% of ED employee and 75.17% of 

departmental employees are involved in less adjustment with the customer either 

sometimes or often. Female employees of both the categories are showing even 

high proportion than their respective category averages. 57 departmental female 

workers out of total 58 and 46 ED female workers out of total 46 have reported 

that they are some how involved with less adjustment with the customer. It is 

important to mention here that this report is made on the information collected 

from the employees only; there is no scope of getting information in this regard 

from the customers. 

Table: 5.26 
Accidents or Error from employees' side 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 121 6 127 43.20 104 21 125 39.06 225 27 252 41.04 

Sometimes 111 49 160 54.42 167 23 190 59.38 278 72 350 57.00 

Often 4 3 7 2.38 3 2 5 1.56 7 5 12 1.95 

Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 
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5.4.9. Accidents or Error from employees' side 

It is quiet common among the employees to commit error in official work 

due to mistake from their side. Employees under massive job stress are prone to 

commit such mistakes. Depending on the self-report of the employees, it is also 

very difficult to make any conclusion in this regard because every one does not 

fully admit his/her own mistake. Still from table 5.26 it can be seen that overall 

58.95% of the total employees, 60.94% of the ED staff and 56.80% Qf the 

departmental staff do report that they either sometimes or often commit error 

from their part. It is worth in mention here that 52 female departmental 

employees out of total 58 have reported error from their part. The fact remains 

inconclusive that why such a big proportion of departmental female employees 

commit so much mistake. 

5.5. ORS and Stress Consequences 

Consequences of stress have been categorized in three different sections 

viz. Physiological, Psychological and Behavioral. ORS the responsible factors for 

generating stress were so far not related to the stress consequences any where 

in this study, hence, in the following section the stress consequences are 

discussed in relation to the cause variables i.e., ORS variables. The scores of 

consequences like Physiological, Psychological and Behavioral are taken 

together and linked with ten different variables of ORS to get coefficient of 

correlation of each ORS variables with composite result of consequences. The 

purpose of such analysis is to find out the extent of interdependence of stress 

consequences with the role variable. This measure will help the management to 

recognize the possible cause factor responsible for the stress consequences and 

as a follow up action, intervention measures can be taken up so as to control the· 

severe consequences faced by the victim employee. 
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Table: 5.27 \. 
Correlation coefficient between Physical problem and ORS Variables. 

ORS Variables Departmental Extra- Departmental Total 

M F T M F T M F T 

Inter Role Distance 0.403** 0.673** 0.462** 0.276** 0.234 0.303** 0.320** 0.382** 0.355** 

Role Stagnation 0.053 0.308* 0.114* -.252** 0.445** -.194** -0.150** 0.337** -0.085* 

Role Expectation Conflict 0.294** 0.628** 0.257** 0.31 0** 0.450** 0.301** 0.308** 0.490** 0.278** 
I 

Role Erosion -.249** 0.032 -.220** 0.091 0.266 0.117* -0.095* 0.112 -0.071 I 

I 
! 

Role Overload 0.438** 0.097 0.365** 0.179** 0.279 0.166** 0.310** 0.199* 0.268** 
I 

Role Isolation 0.087 0.245 0.086 -0.006 0.414** 0.035 0.011 0.204* 0.020 ! 

Personal Inadequacy -.330** 0.115 -.250** -0.028 0.401 ** 0.037 -0.178** 0.214 -0.111** 

Self Role Distance 0.118 -0.091 0.058 0.001 -0.158 -0.009 -0.008 0.212* -0.052 
; 

Role Ambiguity 0.033 0.368** 0.114 0.160** 0.626** 0.252** 0.078 0.428** 0.160** I 
; 
I 

Resource Inadequacy 0.21 0** 0.500 0.194** -0.121 * -0.075 -0.160** 0.018 0.195* -0.008 
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5.5.1. ORS and Physiological Consequences 

Table 5.27 shows ten correlation coefficients between ten ORS factors 

with the combined result of the physiological problems. Inter Role Distance 

(0.355), Role Expectation Conflict (0.278) and Role overload (0.268) are the 

highest scorer positively related with the Physiological consequences of the job 

stress affected population under consideration. All these highest scoring 

measures are significant at 0.01 level, make another sense that these positive 

relations are strong enough and immediate managerial intervention is required to 

minimize stress generated ORS variables. Role Stagnation, Role Erosion, 

Personal Inadequacy, Self Role Distance, and Resource Inadequacy are the 

variables weak inverse correlation with the physiological consequences. 
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Table: 5.28 
Correlation Coefficient between Psychological Problems and ORS Variables. 

ORS Variables Departmental Extra- Departmental Total 

M F T M F T M F T 

Inter Role Distance -0.071 -0.067 -0.071 0.044 0.430** 0.116* 0.003 0.293** 0.049 

Role Stagnation 0.304** 0.125 ~ 0.273** 0.154* 0.338* 0.135* 0.310** 0.161 0.283** 

Role Expectation Conflict 0.154* 0.423** 0.180** 0.166** 0.527** 0.181** 0.121** 0.448** o.153** 1 

Role Erosion 0.223** 0.372** 0.175** -0.086 0.063 -0.066 0.074 0.015 0.065 

Role Overload 0.432** 0.187 0.405** 0.202** 0.345* 0.194** 0.301 ** 0.121 0.272 

Role Isolation 0.262** 0.254 0.261** 0.179** 0.166 0.173** 0.264** 0.378** 0.273** 

Personal Inadequacy 0.061 0.000 0.055 0.079 0.005 0.078 0.083 0.082 o.o84* 1 

Self Role Distance 0.249** -0.110 0.200** -0.071 -0.090 -0.062 0.187** 0.260** 0.196** 

Role Ambiguity 0.313** 0.010 0.307** 0.313 0.010 0.307** 0.240** -0.012 0.213** 

Resource Inadequacy 0.259** 0.406** 0.267** -0.093 0.482** 0.167** 0.235** 0.377** 0.239** 

~- ~- - - - ~- ~-- - - -
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5.5.2 ORS and Psychological Consequences 

Table 5.28 shows the relationship between ten ORS variables and the 

combined result of psychological problems of the incumbents under 

consideration. The basic purpose of such analysis is to identify such ORS 

variables, which are responsible for creating excessive psychological problems of 

the incumbent. From analysis of the results of table 5.28 it can be seen that all 

the ORS variables are positively correlated with psychological problems of the 

job occupants. The most effective ORS variables responsible for psychological 

problems are; Role Stagnation (0.283), Role Isolation (0.273), Role Overload 

(0.272), Resource Inadequacy (0.239) and last but not the least Role Ambiguity 

(0.213). It is worth mentioning here that all these positively related coefficient of 

correlations are significant at 0.01 level. Female workers of both the categories 

have reported high positive correlation (departmental 0.423 and for ED 0.527) 

with the Role Expectation Conflict whereas; the overall score of REC though 

positive but shows moderate effect (0.153). 
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Table: 5.29 
Correlation Coefficient between Behavioral Problems and ORS Variables 

ORS Variables 
Departmental Extra- Departmental Total 

M F T M F T M F T 

Inter Role Distance -0.058 0.342** -0.055 -0.271** 0.413** -0.216** -0.174** 0.409** -0.130** 

Role Stagnation 0.259** 0.519** 0.257** 0.542** -0.096 0.489** 0.430** 0.238* 0.408** 

Role Expectation Conflict 0.199** 0.502** 0.299** 0.222** 0.152 0.216** 0.196** 0.369** 0.240** ' i 

Role Erosion -0.001 0.089 0.024 0.208** 0.537** 0.232** 0.104* 0.318** 0.130** 

Role Overload 0.534** 0.377** 0.496** -0.055 -0.104 -0.057 0.246** 0.044 0.228** 

Role Isolation 0.123 0.043 0.131* 0.123** 0.046 0.118* 0.145** 0.265** 0.165** 

Personal Inadequacy -0.318** -0.411 ** -0.311** 0.036 -0.182 0.020 -0.177** -0.136 -0.120** 

Self Role Distance 0.286** 0.235 0.282** -0.022 0.013 -0.019 0.167** 0.416** 0.203** 

Role Ambiguity 0.056 -0.011 0.005 0.355** 0.290 0.340** 0.194** 0.138 0.154** 

Resource Inadequacy 0.280** 0.107 0.302** -0.243** -0.179 -0.223** 0.136** 0.308** 0.198** 
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5.5.3. ORS and Behavioral Consequences 

Table 5.29 shows the relationship· of ORS variables with behavioral 

problems through correlation coefficient. Except IRD and PI other ORS variables 

are showing strong positive coefficient of correlation. Role Stagnation (0.408), 

Role Expectation Conflict (0.240) Role Overload,(0.228) Self Role Distance 

(0.203) are some of the strong positive correlation with 0.01 level of significance. 

5.6. Burnout Symptoms 

Burnout is a relatively newly defined concept in the realm of psychological 

stress that has recently gained extensive attention as a separate strain (Farber, 

198314
). Chronic daily stresses (Roskies & Lazarus, 198015

) rather than unique 

life events (Dohrenwend & Dohrenwend, 198016
; Singh 198717

; Pestonjee, D.M. 

1987b18
) are regarded as central factors in producing burnout. Burnout has some 

bearing on the field of job satisfaction in organizational theory (Locke, 197619
) 

and is linked to the extensive literature of occupational stress (MacNeill, 1981 20
); 

however, the concept of burnout goes beyond specific stresses in the work place 

to emphasize total life and environmental pressures that affect the individual's 

well being. At severe levels, burnout might also overlap with symptoms of 

reactive-depression (Seligman, 197821
). Since Freudenberger (197422

) and 

Maslach (197623
) defined the concept as a separate entity, the burnout syndrome 

has become the subject of rapidly growing interdisciplinary literature. At this point 

· burnout is well documented descriptively, but it is in the embryonic stage of 

empirical study and theoretical clarification Burnout has been defined as a state 

of physical, emotional and mental exhaustion which is often found in those who 

have involvement with people in ·emotionally demanding situations. Such 

situations are prevalent particularly in the human service professions and also in 

public s.ervice and managerial positions where clients and employees impose 

constant demands for attention. 

The construct validity of burnout was assessed by relating it to several 

other concepts. Several researches were conducted with burnout measure 
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documented correlation between burnout and diminishing satisfaction from work, 

life, and one self, poor physical health, sleep problems, hopelessness, and loss 

of idealism about the work. Various stress-producing variables have been found 

, to be significantly related to burnout. Work overload, social over extension; 

bureaucratic pressures; lack of feedback, autonomy and appreciation. Burnout 

was found to be significantly correlated with a wide range of outcome variables 

as well, including turnover rates, tardiness, and inclination to leave the job. A 

significant correlation was found between burnout as assessed by the subjects 

and the degree of burnout attributed to them by colleagues 24
. 

Burnout though identified as a psychological symptoms, it seems to 

pervade almost all aspect of life. Burnout may be exposed in the form of 

alienation, powerlessness and extreme low self-esteem, poor supervisor's 

relationship and absenteeism. 

According to Maslach ( 1983) following three variables have been selected 

to measure the burnout symptoms and in this study a comprehensive correlation 

analysis have been taken along with 10 different ORS variables: 

i. Depersonalization: This is a sense of detachment of the incumbent from 

other and his/her own self. 

ii. Lack of personal Accomplishment: This is the variable measure where low 

level of personal involvement and similarly lower achievements are taken 

care with, which are the indicative of emotional burnout 

iii. Emotional Exhaustion: It reflects the chronic physiological and 

psychological problems and powerlessness experienced by and 

incumbent due to crossing of his/her stress tolerance limits. 

In this study the responses of the questions numbering E2, E6, E7, and 

E8 of the questionnaire (Appendix-A) are taken as the measures of 

Depersonalization variables. Responses of the questions numbering C1, C2, C6, 

C7 and C9 are taken as the measures of Lack of Personal Accomplishment and 

responses of the questions numbering C3, C4, C5, C8, and C10 are t_aken· as 

measures of Emotional Exhaustion. 
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'table: 5.30 
Correlation coefficient between Depersonalization and ORS Variables 

ORS Variables Departmental Extra- Departmental Total 

M F T M F T M F T 

Inter Role Distance -0.015 0.369** 0.050 0.238** 0.626** -0.112* 0.139** 0.514** -0.034 

Role Stagnation 0.291** 0.691 ** 0.364** 0.365** -0.114 0.277** 0.374** 0.384** 0.362** 

Role Expectation Conflict 0.152* 0.677** 0.201** 0.171** 0.334* 0.165** 0.141** 0.546** 0.168** 

Role Erosion 0.067 -0.068 0.048 0.340** 0.443** 0.343** 0.205** 0.224* 0.202** 

Role Overload 0.394** 0.486** 0.403** -0.060 -0.109 -0.084 0.163** 0.146 0.152** 

Role Isolation 0.116 0.316* 0.132* 0.145* 0.069 0.134* 0.162** 0.347** 0.173** 

Personal Inadequacy -0.293** -0.187 -0.277** -0.009 0.048 0.004 -0.120** -0.015 -0.1 04** 

Self Role Distance 0.345** 0.291* 0.327** 0.054 0.390** 0.094 0.244** 0.478** 0.271 ** 

Role Ambiguity 0.079 0.056 0.086 0.318** 0.446** 0.353** 0.194** 0.217* 0.211** 

Resource Inadequacy 0.348** 0.251 0.294** -0.353** -0.573** -0.403** 0.150** 0.235* 0.129** 
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5.6.1. Depersonalization and ORS. 

Table 5.30 shows the coefficient of correlation of measures of 

depersonalization with different ORS variables. Out of ten variables 8 of them 

have positive correlation with burnout depersonalization measures in overall 

aspect. However, for both the cases i.e., departmental and extra departmental 

. employees separate sets of correlation coefficients have been found out. On 

overall basis all eight variables, which are positively related with burnout 

symptoms are all significant at 0.01 level of significance. On overall basis -Role 

Stagnation (RS) produce highest positive correlation (0.362), whereas, Self Role 

Distance (0.271 ), Role Ambiguity (0.211) Resource Inadequacy (0.173) etc. 

come one after another. Sharma. Radha .R (2002) in his study has got Role 

Expectation, Role Overload Personal Inadequacy and Self Role Distance having 

positive correlation of 0.01 level of significance in a study of the Executive 

burnout. 
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Table: 5.31 
Correlation coefficient between lack of Personal Accomplishment and ORS Variables 

ORS Variables Departmental Extra- Departmental Total 

M F T M F T M F T 

Inter Role Distance -0.162* -0.268* -0.188** 0.063 0.244 0.099 . -0.014 0.155 0.004 

I 

Role Stagnation 0.204** -0.007 0.159** 0.132* 0.483** 0.150** 0.233** 0.174 o.226** 1 

I 

Role Expectation Conflict 0.120 0.117 0.149* 0.139* 0.596** 0.177** 0.104* 0.387** 0.146** l 
I 

I 
Role Erosion 0.126 -.626** 0.063 -0.110 0.091 -0.084 0.004 -0.057 -o.oo3 1 

I 
Role Overload 0.436** 0.085 0.393** 0.259** 0.389** 0.263** 0.324** 0.143 o.299** 1 

I 

Role Isolation 0.222** -0.070 0.199** 0.284** 0.459** 0.296** 0.284** 0.342** 0.291** 

personal Inadequacy 0.071 -0.122 0.047 0.093 -0.057 0.079 0.093* 0.001 0.080* 

Self Role Distance 0.204** -0.407** 0.121* -0.144 -0.276 -0.127* 0.1 09* 0.040 0.099* 

Role Ambiguity 0.155* 0.478** 0.062 0.305** 0.110 0.295** 0.228** -0.089 0.179** 

Resource Inadequacy 0.124 -0.098 0.112 -0.105 -0.371* -0.158** 0.125** 0.121 0.127** 

- - c...__ -- --
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5.6.2. Personal Accomplishment and ORS 

To study the relationship between Personal accomplishment and role 

related variables Pearson's coefficients of correlation have been calculated with 

each variable. The result obtained is shown in the Table 5.31. Out of ten 

variables except Role Erosion all nine other variables maintain positive 

correlation. Role Overload (0.299), Resource Inadequacy (0.291) a·nd Role 

Stagnation(0.266) are some of the highest scoring variables identified in this 

section. It is worth mentioning that all these highest scoring variables. are 

significant at 0.01 levels. Maslach (1983) has reported almost same type of 

findings. Sharma. Radha.R although has not considered personal 

accomplishment a significant" contributor towards the burnout symptoms. 
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Table: 5.32 
Correlati_on Coefficient between Emotional Exhaustion and ORS Variables 

ORS Variables Departmental Extra-Departmental Total 

M F T M F T M F T 

Inter Role Distance 0.258** 0.338** 0.280** 0.236** 0.481** 0.304** 0.244** 0.444** 0.294** 

Role Stagnation 0.380** 0.337** 0.372** -0.030 -0.009 -0.072 0.195** 0.210* 0.182** 

Role Expectation Conflict 0.277** 0.483** 0.273** 0.207** 0.339* 0.193** 0.222** 0.449** 0.221** 

Role Erosion 0.242** 0.069 0.210** -0.242** -0.148 -0.218** 0.005 0.019 0.002 

Role Overload 0.310** 0.183 0.285** 0.217** 0.308* 0.192** 0.626** 0.178 0.235** 

Role Isolation 0.288** 0.478** 0.302** 0.078 -0.161 0.058 0.208** 0.335** 0.21 0** 

Personal Inadequacy -0.045 0.290* 0.009 -0.044 0.059 -0.020 -0.038 0.211* 0.002 

Self Role Distance 0.293** 0.222 0.270** 0.025 0.045 0.040 0.184** 0.303** 0.196** 

Role Ambiguity 0.223** 0.343** 0.251** 0.626** 0.061 0.275** 0.242** 0.255** 0.262** 

Resource Inadequacy 0.433** 0.517** 0.411** 0.066 -0.121 -0.027 0.310** 0.446** 0.282** 
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5.6.3. Emotional Exhaustion and ORS 

Relationship of Emotional Exhaustion and ORS are studied with the help . 
of coefficient of correlation between measures of Emotional Exhaustion and ten 

ORS variables. The results obtained are shown in the Table 5.32. The overall 

result shows that Inter Role Distance (0.294), Resource Inadequacy (0.282), 

Role Ambiguity(0.262) Role Overload(0.235), Role Expectation Conflict(0.221) 

and Role lsolation.(0.21 0) are among the highest scorer of the ORS variables 

and related positively with the Emotional Exhaustion at 0.01 level of significance. 

For all tables 

··Significant at 0.01 level 

·significant at 0. 05 level 

All three dimensions of burnout symptoms found to be significant with 

different ORS variables with different combinations. This makes a clear sense 

that the employees under consideration are working under moderate level of 

burnout symptom. Although it is true that not a single coefficient of correlation 

crosses the margin of 0.5. But this is also true that all these results are 

significant even at 0.01 level of significance. These highly significant result is 

a clear indication that supportive measures from the management is 

inevitable to protect the postal employees in general from most of the adverse 

effects of burnout symptoms generated amongst the job occupants under 

prolonged job stress. 

5.7. Testing of Hypotheses: 

An empirical study like this needs a hypothesis test to reach to a 

conclusion where the population parameter can be comprehensively predicted 

with the checking of test of hypothesis. Any parametric tests usually assume 

certain properties of the parent population from which we draw the samples. 
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Assumption like observations come from a normal population, sample size is 

large, assumption about the population parameters like mean, variance etc., 

must hold good before parametric tests can be used. The important test 
2 

technique used for parametric tests are; i) z-test; ii) t-test; iii) X test; and iv) F-

test. 

t-test is based on t distribution and used for comparing two sample means 

when population sample mean is known. But it is suitable for those samples, 

which are very small. 

2 

X test is based on chi-square distribution and as a parametric test is 

used for comparing a sample variance to a theoretical population variance. 

F-test is bases on F-distribution and is used to compare the variance of 

the two-independent samples. This test is also used in the context of analysis of 

variance (ANOVA) for judging the significance of more than two sample means at 

one and the same time. 

z-test is based on the normal probability distribution and is used for 

judging the significance of several statistical measures, particularly the mean. 

The relevant test statistics, z, is worked out and compared with its probable value 

at a specified level of significance for judging the significance of the measure 

concerned. This is the mostly used as parametric test in empirical research 

studies. z-test is generally used for comparing the mean of a sample to some 

hypothesized mean for a population in case of large sample. z-test is used for 

comparing the sample proportion to a theoretical value of population or for 

judging the difference in proportions of two independent samples when 'n' 

happens to be large. It is used for judging the significance of median, mode, 

coefficient of correlation and several other measures. 
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Considering all this advantages of z-test over other parametric tests and 

the easy matching of the statistical results with this study, it is decided to use this 

particular test technique in the present study. 

All together 12(twelve) hypotheses have been built in this study related to 

the stressfulness of the postal employees, causes and severe consequences of 

the same. All these hypotheses are to be rested through statistical measures as 

described above. For testing purpose the technique of z-test has been used. The 

main purpose of such parametric test is to establish a comprehensive stati~tical 

logic to predict the overall population situation. The statistical tables are kept in 

the Appendix: B for all the hypotheses. Hence, result of each and every 

hypothesis is analyzed in the following section. 

Hypothesis-!: All the Postal employees are excessively stressful. (Table 

Hp-1, Appendix: B). 

The table shows that 70.85% of the total staff are moderately stressful 

falling in the category of the ORS score of 1 00-139. All together 18.40% of the . 

total staff are falling in the category of the highest category of ORS score i.e., 

140 and above. If the ORS score of both the categories are analyzed almost 

similar findings will come out. Analyzing the result itself could be said that both 

the categories of employees are excessively stressful. However, z-test as per 

normal distribution shows following resuits; 

Z =12.41 (for departmental staff), z = 15.18 (for ED staff), z =19.60 (for 

total result); as per the z- value table, all these values are significant 0.01 

level. 

Hence, the hypothesis is accepted. 

Hypothesis-11: Employees in postal department are categorized in 

departmental and extra-departmental staff In few cases they are involved in 
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same sort of work and responsibility but receive discriminated treatment from the 

authority especially in terms of the salary. (Table Hp-11, Appendix: B). 

As per the report of Justice Tallwar (1997)26 few categories of employees 

of both the types of staff are involved in same type of works. He site the example 

of Postal Assistant of departmental staff and EDSMPS; or Postman in 

departmental category and ED Stamp vendor or ED Mail carrier; or Class IV staff 

of departmental category and EDBPM or similar ED category. With these frame 

in mind three different tables have been formed under the table named as -Hp-11 

in the Appendix-'S'. For the testing of the hypothesis following tables are 

analyzed below; 

Though, departmental employees in category -2 and ED staff in category 

-'0' are involved in same sorts of work the Arithmetic Mean of their Remuneration 

are Rs.9149.25 for departmental staff and Rs.2963.96 for the ED staff. The 

difference is massive for a descriptive conclusion that the hypothesis is true 

enough. But for statistical accuracy the z-test is taken with the corresponding 

mean and standard deviation and following result has been obtained. Z = 47.67 

at p < 0.01 level of significance. 

Similar examination carried for second table of Hp-11 and following results 

have been found out. Mean of salary of departmental staff is Rs. 7128.69 and 

that of the ED staff is Rs. 2775.00. The variation is enough for descriptive 

conclusion in favour of the hypothesis. The z-test shows that z = 20.81 at p < 

0.01 level of significance. 

Similar examination carried for third table of Hp-11 and following results 

have been found out. Mean of remuneration of departmental staff is Rs. 6506.93 

and that of the ED staff is Rs. 2280.83. The variation is enough for descriptive 

conclusion in favour of the hypothesis. The z-test shows that z = 18.18 at p < 

0.01 level of significance. 
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All these three tests show the level of significance at p <0.01, hence, the 

Hypothesis -II has been accepted. 

Hypothesis-Ill: Extra-departmental staff are more stressful than their 

departmental counterpart. (Table Hp-1, Appendix: B) 

In both the cases either departmental or extra departmental the number of 

people under stress reported either sometimes or often are more than 85 % of 

the sample employee. However, in case of Extra-departmental staff the 

proportion is a little high than that of the departmental staff. Comparing the 

sample population of both the results under normal distribution test of 

significance the following results are available; 

Z= 2.708 at p< 0.01 level of significance. 

From the above result, it is evident that the Hypothesis-Ill is true and it is 

accepted. 

Hypothesis-IV: Female employees irrespective of categories are more 

stressful than their male counterpart. (T<;tble Hp-IV, Appendix: B) 

In many early research works it was reported that female workers are 

more stress prone than the male. The table under reference shows the 

stressfulness of both male and female employees separately in departmental and 

extra-departmental categories. Comparing the overall results of both male and 

female workers following results have been obtained; 

Z= -2.369 at p< 0.01 level of significance 

The z value is not favoring the acceptance of the hypothesis, hence the 

Hypothesis-IV has been rejected. 
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Hypothesis-V: Educational qualification maintains an inverse relation with 

ORS score. (Table Hp-V, Appendix: B) 

In this table the ORS score of the sample employees are related with their 

academic qualification through linear correlation technique to understand the 

extent of relationship between these two variables. The results available are as 

follows; 

Overall result r = -0.383 

Overall result of male employees: r = -0.325 

Overall result of female employees: r = -0.387 

In all three cases the result shows that the ORS score is inversely related 

with the academic qualifications of the sample employees. This means that more 

the academic degree less the ORS scores or stressfulness. The table also shows 

·that all these results are significant at p < 0.01 level of significance, hence the 

Hypothesis-V has been accepted. 

Hypothesis-VI: Scarcity of infrastructure resources is more acute for the 

ED staff than the departmental staff. (Table Hp-VI, Appendix: B) 

This table shows the result of the specific question ' Are you satisfied with 

physical facility of the office'. The reported response of the sample workers are 

analyzed in the table Hp-VI and comparing the same with respect to the 

departmental and extra-departmental staff the following results have been 

available 

Z = 3.62 at p < 0.01 level of significance 

The result directs in favour of the hypothesis and hence, the Hypothesis

VI has been accepted. 
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Hypothesis-VII: There is a severe trend of going for strike among both 

classes of employees. (Table Hp: VII, Appendix: B) 

This hypothesis is dealing with the question ' Do you feel like doing strike'. 

The reported result of the sample employees are recorded and analyzed in the 

table Hp: VII. The responses were categorized in three simple answers like 

'never', 'sometimes' and 'often'. Taking the response in favour of both 'often' and 

'sometimes' in the line of the hypothesis and analyzing the overall results, the 

following results are available: 

Z = 13.168 at p < 0.01 level of significance. 

Hence the Hypothesis is accepted. 

Hypothesis-VIII: There is a trend amongst both classes of employees to 

opt for early retirement (table Hp: VIII, Appendix: B) 

This table is based on the question ' do you feel like early retirement'. The 

responses from the sample workers are taken in the form of 'never', sometimes' 

and 'often'. Like all other results, in this case too the combined response of 

'sometimes' and 'often' are taken into consideration. Taking the overall analysis, 

the following result is available: Z = 0 

Hence, the Hypothesis- VIII cannot be accepted. 

Hypothesis-IX: The treatment of the postal employees with their 

customer is not satisfactory. (Table Hp: IX, Appendix: B) 

This table is based on the question ' Do you have less adjustment with the 

customer'? The responses from the sample worker are shown in the table 

mentioned with the hypothesis. In this case too the responses falling in the 

category of 'sometimes' and 'often' are taken in favour of the hypothesis . .The 
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overall result has been considered and as per the test under normal distribution 

. the following result gets available; 

Z = 16.60 at p < 0.01 level of significance . 

From the result it is concluded that Hypothesis : IX is accepted. 

Hypothesis-X: The ED staff feel less attached with the organization in 

comparison to other categories of staff . . (Table Hp: X, Appendix: B) 

The question asked to the sample worker for this hypothesis was ' Do you 

feel no attachment with your organization'? The responses are kept recorded in 

the table number Hp: X. From the table itself it is evident that though 51.02 % of 

the departmental staff feel· that they never feel less attached with their 

organization but only 40.63 % of the ED employees favour the major opinion of 

the departmental staff. By using test of normal distribution and comparing the 

results of departmental and ED staff of the concerned table the following result 

has been obtained. 

Z = 2.20 at p < 0.01 level of significance. 

From the above results it is concluded that Hypothesis: X is to be 

accepted. 

Hypothesis-Xi: The ED employees suffer from acute sense of low self

respect. (Table Hp: XI, Appendix: B) 

This table shows the responses from the sample worker on the question ' 

Do you feel low self respect'? The question was as usual asked to both 

categories of employees and responses are analyzed in the table Hp: XI. Taking 

the test of normal distribution by comparing the results of both departmental and 

ED staff, following result is available: 
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Z = 9.18 at p < 0.01 

The above result concludes that the Hypothesis: XI is accepted. 

Hypothesis-XU: Postal employees are left with too much of achieving 

targets by the authority. (Table Hp: XII, Appendix: B). 

This ·table is related with the responses to the question 'How your 

performance is judged'? The result shows that out of three separate options most 

of the staff report that they are judged by providing targets. By making significant 

test under normal distribution with the responses of different categories of staff 

and the overall figure, following results are obtained: 

Taking overall results in favour of the reply 'providing targets' 

Z =3.0 at p < 0.01 level of significance. 

Taking results of departmental staff in favour of the reply 'providing 

targets' 

Z =5.45 at p < 0.01 level of significance. 

Taking results of the ED staff in favour of the reply 'providing targets' 

Z = 0.75 not significant at p<0.01 level of significance. 

The results of departmental and ED staff in favour. of the reply 'providing 

targets' is compared and following result is available. 

Z = 2.35 at p < 0.01 level of significance. 

Considering all the above results it is concluded that the Hypothesis: XII is 

accepted. 
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5.8. Summing Up 

1) The toll of job stress has been excessive for the sample employees. 

2) The effect of job stress on physical consequences of sample employees 

fond to be beyond the average limit. Out of seven (7) symptoms measured 

in this section three symptoms namely High Blood Pressure (35.50%), 

Heart pounding (66.77%) and Constipation (54.07) shows somehow 

moderate results. 

3) Tension and Headache (89.74%), reported Weakness (71.34%), 

Indigestion (74.27%) and Muscle Aches (73.61%) are the symptoms, the 

sample employees are reported to have been suffering heavily. In each 

case the reported percentage of sample employees suffering from these 

above-mentioned physical symptoms are above 70%. The average age of 

the sample employee is 40.84 years (Table 2. Appendix-C) is also an 

alarming factor. The overall situation is grim and immediate intervention is 

required for them. 

4) The effect of job stress on Psychological consequences of the sample 

employees is equally or even more serious than that of the physical 

consequences. 

5) Low self respect (62.70%), No attachment with the organization (54.40%), 

and Sexual frustration (44.30%) are the psychological consequences 

where the reported result of the sample employees is recorded below 

70%. Hence, the effects are considered to be moderate. But for ED 

employees the reported results of first two symptoms is not at all 

encouraging. For Low self respect and No attachment with the 

organization the reported result for ED staff are 79.69% and 59.38% 

respectively, much above the overall average and alarming too. 

6) Other seven symptoms taken for consideration showing more than 70% of 

the sample employees are extremely suffering from these psychological 

consequences. The overall psychological health of the sample employees 
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is therefore, not in an encouraging shape. Immediate corrective measures 

must be taken before it becomes too late. 

7) Except Less adjustment with customers (83.22%) and Intention of doing 

strike (76.54%) other symptoms reported are not as bad as these were in 

case of physiological and psychological consequences of the sample 

employees. As the Post offices are mainly a customer oriented 

organization of the Indian central Government, problem of less adjustment 

with the customer from the employees' part may be dangerous when 

many other alternatives are easily available in the market. On the other 

hand the reported result of the symptom 'Accidents or error from your side' 

is really encouraging. Only 1.95% of them reported that they commit 

mistake frequently. This very result must a proof of the superb technical 

ability of the sample employees to match with all sorts of crisis. 

8) Inter-role distance, Role expectation conflict and Role overload are few 

ORS factors highly responsible for physiological consequences (Table. 

5.27). The most effective ORS variables responsible for psychological 

problems are; Role Stagnation (0.283), Role Isolation (0.273), Role 

Overload (0.272), Resource Inadequacy (0.239) and last but not the least 

Role Ambiguity (0.213)(Table. 5.28). Role Stagnation (0.408), Role 

Expectation Conflict (0.240) Role Overload,(0.228) and Self Role Distance 

(0.203) are some of the strong positive correlation influencing Behavioral 

consequences of the sample employees (Table. 5.29) 

9) Burnout symptoms have been shown in three different stages; 

Depersonalization, Personal accomplishment and Emotional exhaustion. 

On overall basis Role Stagnation (RS) produce highest positive correlation 

(0.362), whereas, Self Role Distance (0.271), Role Ambiguity (0.211) 

Resource Inadequacy (0.173) etc. come one after another with 

Depersonalization factors (Table 5.30). Out of ten variables except Role 

Erosion all nine other variables maintain positive correlation. Role 

Overload (0.299), Resource Inadequacy (0.291) and Role Stagnation 
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(0.266) are some of the highest scoring variables identified in this section 

of Personal accomplishment (Table 5.31). And the overall result shows 

that (Table 5.32) Inter Role Distance (0.294), Resource Inadequacy 

(0.282), Role Ambiguity (0.262) Role Overload (0.235), Role Expectation 

Conflict (0.221) and Role Isolation (0.21 0) are among the highest scorer of 

the ORS variables and related positively with the Emotional Exhaustion. 

10)1n the section 5.7 all 12 Hypotheses are tested with appropriate statistical 

measures. Out of 12 only 2 hypotheses have been rejected for non

compliance of statistical measures and remaining 10 hypotheses have 

been accepted. 
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6.1. Introduction. 

Stress at work has been identified as the most effective negative 

psychological consequences. All-out dynamic technological changes generated 

mega-bureaucracies, micro task specialization and extensive urbanizations. 

These changes are intrinsically tied with work settings which have numerous 

systems such as finance, production, marketing, administration as well as macro

organizational sub system like inter-organizational systems and organizational 

goals, strategies, climates, cultures, structures, management styles and 

performance. 1 Very often the human elements of the working force are reduced 

to a mere insignificant cog in the wheel of this technological system. This tends 

to generate a feeling of powerlessness, less attachment, lawlessness and 

consequently responsible to generate stress amongst the working people. 

If an organization is to survive, it must respond to changes in its 

environment. When competitors introduce a new product or service, government 

agencies enact new laws, important sources of supply go out of business, or 

similar organizational changE?s take place, the organization needs to adopt. Since 

an organization's success or failure is essentially due to the things that its 

employees do or fail to do, planned changes also is concerned with changing the 

behavior of individuals and groups within organization. If however, the changes 

belong to the second-order category, 2 the employees' occupational stress is 

inevitable. Who is responsible for changes in the organization? The answer is 

change agents. Change agents can be managers or non-managers, employees 

of the organization, Government in case of public enterprise or outside 

. consultants. Individual's element of resistance like personal habit, sense of 

security, various economic factors, fear for unknown etc are responsible for 

severe sense of stress. And thus management of stress means to develop an 

atmosphere where a balance could be maintained between organizational 

changes and effect of such changes on employees' perceived occupational 

stress. As such individual resistance are to be made balanced with the 
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organizational resistance like limited focus of change, group inertia, threat to 

expertise, threat to establish power relationships, threat to established resource 

allocation etc. 

From organization's standpoint, management may not be concerned when 

employees experience low to moderate level of stress. Reason may be the 

common believe that moderate level of stress is sometimes very effective to keep 

the concerned employees productive. While a limited exposure of stress may 

benefit an employee's performance, it should not be expected that an employee 

too think in same way. From individual's standpoint, even low level of stress 

generated out of work or work environment to be perceived undesirable. It's not 

unlikely, therefore, for employees and management to have different notions of 

what constitutes an acceptable level of stress on the job. What management may 

consider as a positive stimulus that keeps the adrenalin running is very likely to 

be seen as excessive pressure by the employee. To keep this in mind both the 

individual and organizational approaches towards managing stress are to be 

taken. 

6.2. Job Stress and employee's performance: 

Job stress and employee health is a matter of concern for the employee 

as well as for the organization too. The effect could be severe for all concerned. 

From organizational standpoint performance is another concern. Early studies 

reported deleterious effects of a wide variety of stressors on speed and accuracy 

in tracking signal detection, verbal reasoning, sentence formation and other kinds 

of human performance. Lazarus et al., (1952) 3
; Wilkinson, (1969). 4 The sample 

postal employees when interviewed personally had shown almost all the 

symptoms in their behavior. Loss of basic performance may lead to disaster in 

coming future. Cohen (1980) 5 in his model had shown that job overload as a 

stressor resulted in cognitive fatigue and reduce the energy needed for task 

completion. Cohen show that after experiencing stressors such as noise, 

bureaucratic frustration and task load, people perform less effectively on which 
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call for tolerance for frustration, clerical accuracy, as the ability to avoid 

perceptual destructions. The workers under this situation become less sensitive 

to others and show a decrease in helping, increase in the recognition of 

individual differences, and an increase in aggression. 

These effects on interpersonal sensitivity are consistent with results of 

studies on aggression 6
, which indicate that negative conditions associated with 

stress inclined people toward more aggressive and less altruistic behavior. They 

are also consistent in next research works where measures of job satisfa~tion 

have been used as surrogates for positive affective experience. Bateman and 

Organ (1983) 7
, and Motowidlo (1984) 8 reported positive correlations between 

job satisfaction and progressive organizational behaviors such as helping, 

volunteering, cooperating, listening and consideration for the needs and feelings 

for others. 

Fig: 6.1 

Stress consequence model 

Frequency 
Job of stressful 
conditions events ~ 

Subjective _. Intensity 
~ Perfonnance stress of stressful 

• events decrements: 
• Tolerance for 
frustration 
• Clerical 

Individual accuracy 
characteristics • Interpersonal 
• Job experience Intensity of sensitivity 
• Type A pattern stressful • Altruism 
• Fear of negative events 

evaluation 

(Source: Motowidlo, 1986) 
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The above model developed by Motowidlo (1986) 9 presumes that 

subjective stress generates anxiety, hostility, and depression such; in turn affect 

components of job performance such as tolerance for frustration, clerical 

~- accuracy, interpersonal sensitivity and altruism. 

6.3. Findings of role related stress by various other researchers: 

It is true that not all the researchers in this particular field worked with the 

help of role related variables. Many other techniques either self-imposed or 

tested with applied tools are used to measure the level of stress or to grasp the 

perceived stress consequences. Kahn et al., (1964) 10 were first to introduce the 

idea of role factors as the major element of human stress. Thereafter, 

innumerous studies took place to examine the effect of role stress and various 

organizational and occupational variables on mental health of the employees 

(Srivastav, A.K., 1999) 11 

Kahn et al., (1964) 12 reported that role conflict, and role ambiguity is 

highly responsible for job related tension, which virtually leads to low self

confidence. Again it was identified role ambiguity as a major responsible factor 

for job related threat as well as physical and psychological consequences of the 

focal employees. 

Christopher (1982) 13 reported that role stresses are highly associated with 

physical and psychological problems of the focal employees. Among Indian 

scholars in the field of 1/0 psychologists many notable works have been found 

using role factors for measuring perceived stress of the working people. 

Srivastava (1983) 14 reported that role conflict and role ambiguity are the 

main sources of stress among the white-collar employees. He also examined 

various symptoms neuroticism with role factors and found positive relation. 

Banerjea (1989) 15 in her study noted that inter-role distance caused highest 

variance in psychological health for the employees associated with non-
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manufacturing organization, whereas it is self-role distance in case of employees 

belonging to manufacturing organizations. Agarwal (1986) 16 in her study 

examined the level of authoritarianism among few selected children. It is found 

that authoritarianism increases with the increase of age and eventually lead to 

stress. She also reported that crystallized aspects of intelligence could well 

control the enhancement of authoritarianism. Srivastav and Jagdish (1989) 17 

once again observed in their study with technical supervisor that there is strong 

inverse relation between role overload and psychological well being of the focal 

employees. Luhadia (1991) 18 examined the relationship between role stress and 

job satisfaction in his study with 100 officers of Geological survey of India with 

the help of ORS scale, Pareek (1983c) 19
. The findings of the study had a mixed 

response. Role inadequacy caused maximum stress for higher-level 

management people, whereas, role erosion caused the same for middle and 

junior level managers. The findings also concluded that job satisfaction was 

negatively related with role stress. 

Raju and Madhu (1994) 20 worked with almost 350 managers of Indian 

public sector organization. They took the Rizzo's (1970) 21 scale and examined 

the effect of role expectation conflict and role ambiguity on organizational stress 

level. Results show that employees belonging to higher level experienced less 

stressors than their lower level employees. Chand and Sethi (1997) 22 worked 

with Occupational Stress Index (Srivastava and Singh, 1981) 23 along with 150 

junior level managers of banking sectors reported that significant positive 

correlation of job related stress with role overload and role conflict. In case of 

regression analysis other role related factors reported sleeping factors except 

role overload and role conflict. The researchers eventually suggested following 

organizational intervention for improving the overall situation: 

i) Officers should be engaged in perpetual training and education 

ii) Remedial action must be taken to rationalize the work overload. 
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iii) Allowing workers to have better participation in the process of 

decision-making. 

Pandey (1997) 24 worked with a sample of 61 Indian Railway personnel 

with the psychosomatic scale of ORS scale and reported that the role efficacy at 

first dimension was negatively related with all ten variables of the role variables. 

The second dimension of role efficacy i.e., integration was negatively related with 

all role variables except role erosion. Creativity was found positively correlated 

with all dimensions of role variables except role overload and self-role distance. 

Inter employee relationship was also found to be positively correlated with role 

stress variables. Sharma (2002) 25 worked with 72 executives of middle level 

management belonging to public, private and Government enterprise to measure 

burnout symptoms through ten independent ORS variables. The findings 

depicted that role overload and self-role distance are the critical determinants of 

burnout symptoms among the Indian executives. Misra, P. K., et al., (2003) 26 

: while working with Air Traffic Controller once again administered psychosomatic 

scale as ORS and reported that inter-role distance and resource inadequacy are 

two specific role variables extremely responsible for creating stress among the 

job occupants. Kang, L.S. (2004) 27 examined the stress coping strategy of 214 

employees of electronic industry. Recreation, seeking instrumental and emotional 

support, living with job stress and use of sedatives were identified as major 

stress symptom management strategies used by the role occupants. 

The findings of the present study do keep almost similar pattern with the 

findings of the above stated research works. Three aspects of ORS variables are 

to be mentioned in this connection i.e., ORS and physiological symptoms, ORS 

and psychological symptoms and ORS and behavioral symptoms. The ORS 

variables are also attempted to be associated with the burnout symptoms. The 

results are discussed in a very short form as because all these results are 

elaborately analyzed in stress and consequences chapter. 
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6.3.1 ORS and physiological symptoms: 

Inter role distance (0.355), role expectation conflict (0.278) and role 

overload (0.268) are the highest scorers (Table-2 Appendix: 1), positively related 

with the Physiological consequences of the job stress affected population under 

consideration. All these highest scoring measures are significant at 0.01 level of 

significance, make sense that these positive relations are strong enough and 

immediate managerial intervention is required to minimize the stress generated 

from such ORS variables. Role stagnation, role erosion, personal inadeqf!acy, 

self-role distance, and resource inadequacy are the variables inversely correlated 

with the physiological consequences. 

7 .3.2 ORS and psychological symptoms 

The most effective ORS variables responsible for psychological problems 

are; role stagnation (0.283), role isolation (0.273), role overload (0.272), resource 

inadequacy (0.239) and last but not the least role ambiguity (0.213) (Table-1 

Appendix: 1). It is worth mentioning here that all these positively related 

coefficient of correlations are significant at ~01 level of significance. Female 
0 

workers of both the categories have reported high positive correlation 

(departmental 0.423 and for ED 0.527) with the Role Expectation Conflict (REC) 

whereas; the overall score of REC though positive but shows moderate effect 

(0.153). 

6.3.3.0RS and behavioral symptoms, 

Except IRD and PI other ORS variables are showing strong positive 

coefficient of correlation. Role Stagnation (0.408), Role Expectation Conflict 

(0.240) Role Overload, (0.228) Self Role Distance (0.203) are some of the strong 

positively correlated variables with 0.01 level of significance (Table-3Appendix: 1). 

The very purpose of such comparative analysis is to establish some sort 

of trend among the findings of various research works. Though the sample 
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employees of all the research work are not from same type of job nor they are 

working in the same socio-political environment. But to develop a basic style of 

management of stress through different intervention technique the extent of the 

problem must be known at first. Not a single problem is isolated for the 

employees whether they are company executives or employees of electronic 

industry or for them who are working in the Indian postal department. It is a fact 

that stress is inevitable and its management is also to be done with great care so 

as to reduce the manifestation of stress in all-out negative consequences. The 

apparent human and organizational consequences of job stress are certainly 

serious, enough to warrant immediate, intense scientific investigations of 

personal and organizational strategies for handling job stress. 

6.4. Adoptive Response of Management of Stress. 

The model for handling job stress in a comprehensive manner is 

developed by Beehr and Newman (1979) 28
, remains still relevant and most of 

the research works addressing the issue of management of job stress are some 

how using this model with a little required improvisation favoring specific problem 

scenario. 

Figure 6.2 
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Figure 6.2 shows those strategies for managing stress can be placed into one or 

more of the 12 cells. These 12 cells are framed with the following assumptions; 

i) The responses can be made by affected person, organization or 

any one interested outsider. 

ii) The target area for adoption may be the adjustment of the 

individual (physiological, psychological or behavioral) or at 

organizational level (structure, job designing, supervisory style etc,) 

iii) There may be two types of measures i.e., preventive or curative. 

The adoptive response for a specific problem may not have single and 

unique solution; it may take multiple cells for a best possible solution. In fact 

almost all the stress related problems might have multiple cells for solution. 

Srivastav (1999) 29 developed an alternate model to cope with the choice 

of techniques related to management of stress. According to him Stress 

management strategies are as follows: 

1. Prevention of occupational stress 

a) At individual level 

i) Cognitive intervention strategies 

ii) Behavioral intervention strategies 

iii) Physiological intervention strategies 

b) At Organizational level 

2. Eliminating organizational stressors 

3. Coping with occupational stress 

4. Moderating occupational stress and consequent strains 

5. Therapeutic treatment of stress-disorders 

Pestonjee (1999) 30 described management of stress in the version 

'Counteracting Stress' According to him stress has become an inevitable part of 
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our social functioning and it cannot be left to operate unmanageable. He also 

uttered that it can be either prevented or managed by to basic ways i.e., by 

exploring the ways what can be done by the organization and what can be done 

by the focal employee. 

Murphy (1988) 31 on the other hand prescribed following three (3) ways of 

· managing or counteracting stress; 

i) Stress management training progarmme: this includes involving 

focal employees into various training programmes like meditation, 

biofeedback, relaxation and stress inoculation 

ii) Employee Assistance Programme: this includes the organizational 

efforts for counseling its employees. 

iii) Stress Intervention . Programme: this is an effort from the 

organization to impose necessary reform in the structure through 

job redesigning or work reform 

6.5. Generic Managerial Strategy 

In a thorough investigation it reveals that the model prescribed by Muphy 

(1988),Srivastav (1999), and Pestonjee(1999) do have a very little difference 

from the model Adoptive response. The presentation pattern of this above stated 

model of course is quite different than that of the Adoptive response model. In 

this study however, it is planned to develop a Generic strategy for encountering 

the adverse effect of stress, which is best for the focal employees of the Indian 

. postal department. To develop this strategy the socio-economic condition of the 

employees is taken as base. The organizational effectiveness and capacity 

orientation of the Indian postal department is also taken as one of the key 

factors. 
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6.5.1. Job Demand, Job Control and Employees' Performance 

In this area an attempt has been made for combining objective and 

subjective assessment of independent and dependent variables of different 

parameters of job demand and job control and thereby improving the 

performance of the focal employee. Job demands are defined as psychological 

stressors, such as requirements for working fast and hard, having a great deal to 

do, not having enough time, and having conflicting demands. Thus, a fast and 

hectic work pace may impose physical requirements that lead to fatigue, but the 

stress related outcomes assumes that it is a psychological effects of the 

workload. 

Control as such has been assumed to be a supportive mechanism 

provided by any means whether the individual or by the organization protect the 

job occupant from the affect of the job related strain. The model of this demand -

control mechanism as developed by Karasek (1979) 32 is shown in Figure 6.3. 

Figure: 6.3 

Low job Demands High job Demands 

Low 

Control Passive Job High -Strain Job 

High Low-Strain Job Active Job 

Control 

(Source: Karasek, 1979) 
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The first major prediction of the model is that job strain as stress outcome 

reflected in the mental and physical health problems, occurs when jobs are 

simultaneously high in demands and low in controllability. This prediction rests on 

the reasoning that high demands produce a state of arousal in a worker that 

would normally be reflected in such responses as elevated heart rate or 

adrenaline excretion. When there is a constraint on the responses of the worker, 

as would occur when control is low, the arousal cannot be appropriately 

channeled into a coping response and thus produces an even larger 

physiological reaction that persists for a longer time. The models second 

prediction is that positive outcomes, such as motivation, learning and healthful 

regeneration, occur when an individual occupies an 'active' job, one that has high 

levels of both psychological demands and controllability. Finally, it can be 

considered as the effects of an individual's having low control while occupying a 

low demand job. The job situation of most of the ED employees of the Indian 

postal employees has a great similarity with this situation. They are working 

under a very poor control I supervision environment along with a moderately low 

demand of job. Karasek (1979)33 labeled this condition "passive" and argued that 

. it will generally be dissatisfying. As people adapt to low-control and low-demand 

situations over time, they may become unable to make judgments, solve 

problems, and face challenges. Increasing worker control, even in low-demand 

situations can counter tendencies toward learned helplessness and transform a 

job into what Karasek termed a "low-strain" job. 

As a specific theory of job stress, the demands-control model has filled a 

middle ground between two broader theoretical perspectives. One is the 

paradigm of Kasl (1986) 34
, which is epidemiological in nature. Researchers 

taking this perspective have attempted to empirically link exposures to 

occupational conditions, such as high workload demands, and actual disease 

endpoints, such as coronary heart disease. Direct assessment of intervening 

cognitive processes does not provide the main empirical thrust, although their 

importance is not denied. Here the emphasis is less on understanding the 
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phenomenology of the stress experience than on identifying epidemiologically 

significant occupational risk factors. The end purpose of the researcher in this 

paradigm is to identify those risk factors so that recommendations can be made 

regarding broad policies of surveillance and control of exposure. 

The other paradigm, named as cognitive appraisal, was made popular by 

Lazarus (1991) 35
. The central proposition is that how people cognitively 

interpret, or appraise situational demands that determine their psychological and 

physical impact. The former paradigm defines stress as exposure to occupat_ional 

demands themselves, at least to those that can be shown to produce changes in 

health, and the later would define stress as the subjective cognitive appraisal of 

potential threat that stem from those exposures. 

6.5.2. Individual's Cognitive Approach 

Lazarus (1991) 36 commented in his 'Transactional model' that stress take 

its toll not from a passive personalities but from an active individual who survives 

for a meaning in life and does not easily give-up to master the situation. Under 

cognitive response an incumbent always react to a stressful situation on the 

basis of his perception about the situation. They respond to their own cognitive 

assessment of the environment. The focal person's cognitions, his mental state 

and his consequent reactions are somehow interlinked. 

The primary preventive technique of employees' cognitive approach was 

tolerance of stressors. 37 Cognitive appraisal technique includes a perpetual 

teaching of the focal employee about the extent of toll of the stress. It may 

include cognitive restructuring and/or cognitive rehearsing. It is important for 

keeping in belief that cognitive restructuring and/or cognitive rehearsing may not 

always provide tailor made result in favour of stress affected person. The basic 

goal is to replace more negative situation by a less negative occurrence. 
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In a documented collection of Epictetus, in 1st Century A. 0 "Philosophy of 

Life/Self- and Life-Reassessmenf' it was stated that "People are disturbed not by 

things, but by the views which they take from them". It is suggested that strict 

adherence to particular system of principles for the conduct of one's life provides 

a stabilizing, calming composure that helps the individual handle the stresses of 

life. A number of prominent physicians, clinicians and researchers who have 

been studying 'stress' for a considerable period of time, suggest complete 

lifestyle readjustment as the best way of cognitive approach at individual level to 

handle/manage the stress. 

6.5.3. Individual's Physiological Approach 

Physique wise proper diet and regular well-balanced exercise have always 

been understood primary determinants of one's health and productivity. Kory 

(1976) 38 suggested that both employer and the employee share the 

responsibility for physical fitness. Gavin (1977) 39 predicted to develop strategies 

of controlling mental health for potential occupational stresses. According to him 

strategy must be made to monitor and moderate physiological reactions to 

stressful situation. Meditation, biofeedback devices and aggression-release are 

some of the techniques available in the hands of both the parties. It is a clinically 

proved fact that human body is capable to prepare itself to adjust to any stress by 

changing certain bodily functions such as heart pounding rate, blood pressure 

muscle movement pattern and so on. Meditation as it is mentioned above is one 

of such techniques through which human being can develop the physical ability 

to cope with certain adverse physiological situations. Some of the important 

meditation techniques popularly recommended by the 1/0 psychologists are; 

Deep Breathing (Mason, 198040 and lvancevich, 1985 advocated this particular 

technique), Muscle Relaxation (Srivastav, 1999 41 advocated this particular 

technique). 

Mclean (1974) 42 reported a list of physical activities relating to one's 

natural biological rhythms to the environmental circumstances of a job (different 
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people have different rhythms/cycles that should be evaluated and taken into 

consideration in the job context). 

To keep this as a premise, the comprehensive programme should be 

made for the postal department staff in India so as to keep their employees as 

free as possible from stress experience. Though Meditation is a known technique 

for the people world wide to counter the human stress problem, Yoga is a pre

historic technique practiced by the people of Indian sub-continent from time 

immemorial. It is nothing but few tested physical postures along with mat~hed 

breathing which ultimately keeps the human body strong and stout from inside. It 

has been used as preventive as well as therapeutic technique for encountering 

human stress. Yoga in a complete sense of coordination between mind and body 

and it cannot be a mere physical technique rather it has been a culture of the 

practicing people. It is all together a life style including few selected physical 

posture or controlled movements of limbs regulated by breathing technique, 

. selective food habits etc. Western world, in recent time has become curious 

'about this Indian mythological invention. Almost every city in western country 

these days have been equipped by at least one 'Yoga Centre' and obviously 

these are run by Indians or by some body with Indian origin having mastery in 

Yoga. There is various form of Yoga to keep the human body and mind in a state 

of balance. 'Karma Yoga' 'Bhakti Yoga' 'Deha Yoga' 'Raj Yoga'etc. are few forms 

of Yoga practiced by the common people. There have been various forms of 

school of thoughts of 'Yoga' in and around the Indian subcontinent. 

Some successful experiment of Yoga and achieving of mental peace took 

place in Indian soil. Podder et al., (1984) 43 worked with few Hypertension 

patients, administered some Yoga techniques on them and kept them under 

constant vigil. The result reported that there drug dosages have been reduced 

slowly but still their blood pressure due to Hypertension was reduced 

considerably. Rao (1995) 44 in his empirical study with Yoga and human 

psychological orientation reported that perpetual practice of Yoga produce a sort 
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of self-ability of the focal person to develop a self-control mechanism to combat 

with stressful situation. 

6.5.4. Neutralizing Job Stressors Through Political Skill. 

Political skill implies a facility in dealing with and through others, and those 

with political skill gain feelings of enhanced control, as they are successful at 

influencing others at work. More specifically, Ferris and his coauthors (2000) 45 

argued that political skill should generate a sense of self-confidence and 

personal security because people will experience a strong sense of being abie to 

understand and control both other people at work and the tactics needed to get 

what they themselves want. It this sense of increased confidence and sense of 

control that explains why high-political-skill individuals should experience less 

anxiety and stress at work (Perrewe, P.L.et.al., 2000)46
. 

Individuals high in political skill posses an understanding of people, along 

with a basic believe that they can control the processes and outcomes of 

interaction with others. A key component of political skill is the development and 

leveraging of social capital needed to achieve one's goals. Individuals who have 

built social connections characterized by confidence, trust and sincerity should 

sense greater control over their work environment. 

According to Lazarus's (1991) 47 transactional theory, stress is a 

relationship between a person and an environment that a person cognitively 

appraises as relevant to his or her well being, and in which the person's 

resources are appraised as being taxed or exceeded. The essence of the 

transactional theory of stress is to consider how an individual appraises what is 

happening in order to understand his or her emotional and physiological reaction. 

Using Lazarus's transactional model assertions, Perrewe, P.L. et al., (2004) 48 

examined how one's personal characteristic, political skill, might moderate the 

relationship between a work environmental factor, role conflict, and psychological 

anxiety, somatic complaints, and physiological strain. Another study by Perrewe, 
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P.L. et al., (2000) 49 reported that the negative affects arising from a stressor 

(such as role conflict) should be reduced for individuals, high in political skill 

. because of their increased confidence and sense of control. 

Perrewe, P.M.et.al., (2004) 50 collected data from 230 full-time employees 

from three large oil companies in Brazil over a 15-momths period. The 

Participation was predominantly male (72.6) and married (69%) and the average 

experience with the companies was above 19 years. Their findings have 

established a new horizon in coping with the stressful situation. Followings are 

their findings and it is true that these particular findings will attract many 

researchers to develop a further comprehensive model for combating job stress 

by the employees; 

a) The political skill is a resource that appears more amenable to 

change and development by an individual than some of the 

previously examined individual differences known to influence 

experienced stress. This is a coping resource, an individual can 

separately and uniquely control. 

b) As perceptions of role expectation conflict increased, individuals 

with low political skill reported increase in psychological anxiety and 

somatic complaints at a higher rate than individuals with high 

political skill. Thus, it appears that high political skill can help to 

ameliorate the negative effects of role conftict. 

c) With regard to blood pressure, individuals lo'w in political skill had 

higher development in both systolic and diastolic blood pressure 

than individuals high in political skill as perceived role conflicts 

increased. 

•d) The findings in all respect support the view that the political skill 

serves as an antidote to the dysfunctional consequences of job 

stress. 
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6.6 Organizational Managerial Approach 

Kahn and Quinin (1970) 51
, Caplan (1976) 52

, all of them are a group of 

researchers at the University of Michigan's Institute of Social Research have 

been studied job stress for more than 20 years. Though their systematic 

empirical studies mainly focused on the causes of job stress and consequences 

thereon, the issues of management of such stress was also not ignored and their 

basic proposition in this regard· was to develop a 'person-environment fit' as a 

, 'mega strategy' to combat the stress situation. They also favoured the option that 

the stress cannot be fully eliminated from organizational life but it can 

successfully reduce to a tolerated limit. They are the group of researchers 

mooted the idea of 'Role Theory' for understanding the organizational stress and 

suggested way out to combat the same job stress through 'Role Theory' only.53 

Management through Role theory is discussed later in this chapter itself. 

As per the assessment of the Michigan scholars, organization has to 

handle the stress generated from the activities of the organization itself. It has to 

design or redesign the jobs for its employees in the light of their abilities and 

preferences. Organizational research concerning work design and redesign has 

been of considerable interest to the scholars over past three decades. The focus 

of this research has been on how various kinds of task configurations affect key 

employee attitudes and behaviors in terms of their physiological and 

psychological reaction. 

6.6.1. Managerial Intervention 

Very often. the management mistakes to recognize the stress related 

problem as their own rather they shift the problem upon the concerned 

employees. Despite widespread acknowledgement of the detrimental impact of 

stress on individuals and as a consequences on organizations, the amount of 

attention given by the organizations towards understanding the causes of 

organizational stress and taking measures to ameliorate stress from work 
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settings has been limited. Talib, P et.al., (2006)54 suggested introducing a system 

of Stress Management Intervention (SMI) which according to the author can be 

initiated at different level of the organization and can be differentiated by the 

. scope of intervention. 

This sort of intervention may be implemented at three different stages i.e., 

Primary intervention which means controlling stress causes at organizational 

level; Secondary intervention which includes 'Moderating the causes' by 

introducing training to cope with the stress, passing advance information of 

stress situation etc; and Tertiary intervention which can be broadly explained as 

damage control measures including employee assistance programme, 

counseling etc. 

In fact SMI shows the basic way out of the organization to cope with the 

stress situations. It does not spell out long term technique to fight with the 

employee stress of course the overall managerial intervention c cannot be any 

way treated insufficient. 

6.6.2. Job Re-designing and Enrichment 

Hackman and his associates stimulated the interest in 'work redesign' in 

the field of 1/0 psychologists. Two most important works by them are Hackman 

and Lawer (1971 )55
, Hackman and Oldham (1980)56

. With reference to earlier 

works, Hackman argued that motivating potentials of jobs could be best 

represented by a number of task dimensions. The dimensions most commonly 

described are task variety, autonomy, feedback, identity, and significance. The 

presumption is that if a job has relatively high levels of these attributes, its 

motivating potential is greater than that of a job that has relatively low levels of 

attributes. 

Griffin (1991) 57 took the endeavor of working with 526 bank workers 

engaged in the windows or in counters on a number of perceptual, attitudinal, 
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and behavioral outcomes like task perceptions, job satisfaction, organizational 

commitment, performance, absenteeism and propensity to quit the job. He 

continued the observations continuously for 48 months and reported following 

results: 

i) The task redesign intervention significantly altered employee 

perceptions in the predicted and desired directions. Moreover, the 

altered perceptions remained at the new level for the duration of 

the period of study. 

ii) The employee performance did not increase initially, but did 

increase significantly by the end of continuous and sustained 

change after two years. 

One explanation for the above result could be that the enhanced employee 

motivation resulting from the work redesign changes increased performance. 

Another explanation could be simply that the changes eliminated various 

inefficiencies in the old work system. Now, it is important to identify the items of 

changes made in this particular case. The present study also deals with the 

employees who are alsb engaged in window or counter related work. Most of the. 

employ'ees in the Indian postal department are engaged in such a combination of 

work, which has great similarities with bank employees. (Earlier mentioned in 

chapter-11). To understand the issue comprehensively the work design before 

change (section-!) and the. redesigned work settings (section-11) are shown 

below: 

Section-!: 

A)Restricted and routine activities. 

b)Manual work design 

c)Too much of intervention from superior 

e) Taking subsequent written permission from superior for every single 

transaction. 
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f) Long and delayed process of counter checking by Accounts 

department 

Section-11: 

a) More autonomy and independent environment 

b) Computerized work design with effective LAN. 

c) Less intervention from superior 

d) Permission from superior taken through LAN 

e) Auto cross checking from by Accounts department. 

f) Minimum use of papers. 

Several other similar routine decisions were also formally delegated from 

the teller workers. The result of the change is very encouraging in favour of 

reducing the stress and strain of the employees of the concerned department. 

From the organizational point of view it is encouraging too, due to the fact that 

the performance level of the concerned employee has also been enhanced in 

long run. Griffin (1991) 57 did this work for a space of time of two long years and 

perpetual readings from both the employees and the administration were 

collected through out the period. In this study he commented II Participants had 

indicated that they felt, they were not part of team and were nothing more than 

glorified clerks and they had to check with their supervisors too often on minor 

decisions. They also felt the job was boring." The comment was made in the pre

change perspective. In the end of the paper he again commented, II For 

managers, perhaps the key message relates to the role of work redesign as 

change intervention. The findings reported here underscore the need to retain 

work redesign as a viable tool for enhancing employees' work experience. 

Numerous benefits can accrue to both employees and organizations" 

6.6.3. Compressed Work Week System 

In this section it is proposed to explore the possibilities of reducing the 

workweek of the employees in the organization and effect of the same on their 

performance as well as on the organizational effectiveness. Many research 
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works has been done in this context to examine the effectiveness of introducing 4 

(four) day workweek instead of 5(five) or 6(six) day. However, the postal 

employees concerned with present study are presently engaged in 6(six) day 

workweek. 

Calvasina, J.E. et al., (1975) 59 had contributed in this regard to a great 

extent. They worked with female workers engaged in production activity in two 

different factories. For factory one the number of workers was 64 and for the 

factory two the same was 103. The data consisted of the individuals' weekly 

output measured in earned hours as well as the time required to produce these 

earned hours. Data were collected during a one-year period before the change to 

a four-day workweek as well as during a one-year period after change. From 

various empirical analysis the authors reported following findings; 

a) Change from five- to four-day workweek did not materially affect 

employees' productivity. 

b) Old workers were less productive on both four-and five-day 

workweeks. 

c) Other worker characteristics appeared to be meaningless 

d) In instances where labourers are not engaged in heavy physical 

work, the four-day workweek does not reduce labour productivity 

and may in fact increase it. 

The findings of Calvasina, J.E. et al., (1975) 60 obviously favour four-day 

workweek for the employees especially those are not engaged in heavy physical 

work. 

Latack and Foster (1985) 61 had a remarkable work on compressed 

workweek system. Going ahead on few step forward than Calvasina, J.E. et al., 

(1975), they administered a system of 3/38 week i.e., 3 days in a week and all 

together 38 hours in 3 days. They worked on personnel engaged in computer 
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operation in a large industrial corporation. The sample of employees was drawn 

from six different units of the organization. 

One potential problem that of employee fatigue due to longer work day, did 

not appear in this study. In contrary, Breaugh (1983) 62 reported that a 12 and 

half hour schedule for an employee is not a major problem and would not 

generate much fatigue. All together the study suggests following advantages of 

3/38 compressed workweek system; 

a) This is one of the effective tailor-made interventions from the 

organizational point of view available in our contemporary economy. 

b) This technique may create an opportunity for the administrator a 

massive scope for 'job enrichment'. 

c) This method would substantially reduce the scope of labour turnover 

among the middle-aged employee. 

d) The extra enthusiastic employees would get an opportunity of 

earning overtime wages and thus the organization can have 

reduced total costs of labour due to the fact that the overtime rate 

for any case is lower than that of the original labour rate. 

6.7. Subjective Monotony. 

A conceptual framework specifying the conditions under which jobs will 

facilitate the development of internal motivation for effective performance 

remains a pertinent question for the researchers in the field of 110 psychology. 

Various techniques of job redesigning, compressed workweek systems have 

been tried to improve the level of satisfaction among the employees. No doubt 

remains with the fact that a better satisfaction with the job would certainly 

enhance the performance of the employee and thus would increase the 

productivity as well as the profitability of the concerned organization. 

Researchers engaged themselves to find a way out from serious stressors like 

job overload, role conflict etc. but this is also true that simple routine and non-
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challenging jobs often lead to a high employee dissatisfaction, which in turn 

enhance absenteeism and turnover (Hackman, J.R. et al., 1971) 63
. They worked 

with 208 employees of telephone companies and emphasized that while fobs 

appear to be highly potent in determining employee motivation and satisfaction, 

there is no single best way to design the job. Instead, the results of their study 

suggests that the substantial motivational potential of jobs can be realized only 

when the psychological demands and opportunities of jobs mesh well with the 

personal needs and goals of employees who work on them. This kind of 

matching can be developed through job redesign, selection or higher placement 

of the employees or by attempting to fit people to jobs and jobs to the employee 

simultaneously and continuously as both by the organization and the 

characteristics of its employees change over time. 

Repetitive and work under load has been clearly conceptualized as the 

condition in which workers are employed in jobs beneath their capacities 

(Coburn, 1979)64.Gardel (1982) 65
. They defined it as tasks with too narrow and 

one-sided job content, lacking stimulus variation, and with no demands on 

creativity, problem solving, or social interaction. Jobs with such characteristics 

cannot set the space for the workers to work with. Studies on the impact of work 

under-load on well-being are scarce. Most of these studies were conducted in the 

laboratory and were designed mainly to disclose the work conditions on the 

secretion of stress hormones. A notable exception is Caplan et al., (1970) 66 

where 2010 workers of 23 different occupations were investigated for stress, 

strain and health. Their findings depicted that workers with role under-load had 

higher than average perceived-boredom scores and expressed higher job 

dissatisfaction and greater underutilization of skills. 

In 1995 a massive research work in the related topic of subjective 

monotony was taken over by Melamed 67
, S. and his colleagues to examine the 

relation of objective work conditions (work under-load, repetitive work etc.) and 

subjective monotony to job satisfaction, psychological distress and sickness 
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absence. All together 1278 workers were examined. In the end of this massive 

empirical study the researchers commented that work under-load was 

independently and negatively related to job satisfaction and was positively 

related to sickness absence. Furthermore, work over-load was rated as 

monotonous to the same extent as hectic and repetitive work. 

6.8 Summing Up 

i) In this chapter attempt has been taken to d~velop various management options 

both at individual and at organizational level. The role related consequences are 

given special emphasis opinion of various scholars in this field have also been 

observed. 

ii) Adoptive Response Model has been used to encompass all possible 

managerial issues of job stress in a certain organization. As per this model 

Person, Organization and outsiders are detected to minimize the role stress both 

at preventive and at curative stage. Other models are also discussed but all 

these models may not be sufficiently different from the Adoptive model. 

iii) A generic strategy has been developed for the employees to 

combat with the job stress from their side. It s true that though 

stress is generated primarily- from the work places still the 

workers must pay attention to combat the same at their own level. 

iv) Various strategic options like Job demand Job control model, 

Individual's cognitive approach, Individual's physiological 

approach, Individual's political skill etc. are discussed for 

managerial measures to combat job stress at individual level. 

v) Most of the scholars in this field have admitted that organization 

should play a major role in combating employees stress situation 

either in the form of preventive measures or in the form of 

curative measures. Many options have been developed ·at 

organizational level to act with: The Indian postal department may 
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take any of these options or any suitable combination of all the 

options to protect its employees from the toll of excessive job 

stress of its employee. 

vi) Organizational strategies like 'Strategic Managerial Intervention', 

'Compressed Work-Week System' 'Job Redesigning' etc are 

mentioned in this section for careful perusal by the Indian postal 

department. 
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who are over-responsive and react even earlier than the stimulus function. 

3) ED: The Extra Departmental Staff of the Indian Postal Department. 

4) Counseling: Counseling is discussion of a problem that usually has emotional 
content with an employee in order to help the employee to cope with it better. 

5) ORS: 'Organizational Role Stress ' - it includes ten different variables and 
measures the extent of stressfulness through role elements oft he job. 



7.1. Introduction. 

Job stress has been a costly and disruptive problem for organizations for 

decades, and it shows no signs of diminishing any time soon. Indeed large scale 

changes involving the downsizing and the restructuring of organizations have 

resulted in numerous role changes for employees at work, thus further increasing 

stress levels. Therefore, it is incumbent upon organizational scientists to develop 

a more informal understanding of the factors that can protect people from the 

negative consequences ofjob stress. 

Is job stress an accurate perception? Or is stress actually trivial concern 

for organizations? Should companies ignore complaints of stress and tell their 

workers as in the title of a 'Fortune' article from a number of years ago said "Stop 

whining and get back to work" 1 

The present study shows that out of total 614 sample employees of the 

Indian Postal Department, 89.25% i.e., 548 are stressful. Of this 18.40% i.e., 113 

are extremely stressful which means these employees are showing almost all the 

psychosomatic consequences of stressfulness (Table 1 Appendix: L). In contrast 

it is worth mentioning that in the year 1995 a survey was conducted by the Dale 

Carnegie Training on 700 American workers and observed that 79% of 

respondents were of the opinion that 1995 was one of the most stressful years 

ever and that work was the primary source of the that stress 2
. It is true that in the 

socio-economic condition prevailing in the country like us, proper care through 

organizational intervention for employee stress is always not possible. Though 

dispositional causes are one of the important factors but it is organization due to 

which the people associated with it generate stress. The primary sources of 

stress in case of present study have also been identified as various factors of 

role stress. An employee primarily works for the benefit of the organization and in 

return they survive through the wages they receive from the organization for the 

service they render. Many sources of stress today have been around us for 

years, such as work overload; role expectation conflict; hostile and incompetent 
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superiors; lack of personal fit with the job; lack of recognition; lack of clear job 

description or chain of command etc. The last decade has ushered in some 

additional stressful situations that are of particular concern today. These include: 

Competition of change, Technological changes, increasingly diverse work force, 

Downsizing, Work/Home conflict, Elder or Child care, Violence in the workplace 

etc. The above causes responsible for perceived stress are also attached with 

the Indian organizations as well as in the Indian postal department and no way 

the employees can be made responsible for these causes. It would not be wise 

to make the organization wholly responsible too for such unwanted development 

of these new reasons. But organization must protect its own employees from the 

clutch of this danger because it is primarily the organization, which is responsible 

for the welfare of its employees. 

Stress will remain a major issue in the field of 1/0 psychology. Simply 

ignoring stress management or keeping it a low priority could result in 

undesirable outcomes as reduced productivity and poor worker morale. Paying 

attention to employees and the jobs, the management can have a control over 

the situation if not put an end to the process of generation of stress. 

7.2. Problems of the Indian Postal Employees. 

The year 2005 has been celebrated as 1501
h year of Indian Postal 

Department. The department as part of the celebration has taken various 

programmes. The Government owned electronic media took this opportunity to 

make a comprehensive propaganda of this department. These media made use 

of the long heritage of the department but could hardly make any announcement 

of any programme addressing to the present crisis of the organization. The 

basics crisis of the department has been the reduction in the business of the post 

office in the field of distribution of letters, parcels etc. For years selling of postal 

articles, receiving letters parcels etc, and distributing the same are the main 

business of the postal department. Before 1991 almost all these postal activities 

were highly subsidized and the central Government suffered a massive loss in 
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this sector. In the post 1991 scenario things started changing slowly and a major 

portion of the subsidy have been slowly lifted. Mean time, the private courier 

services were also allowed to operate in the Indian soil. Initially, though, these 

courier services could not make the market in their favour but at present with the 

facilities of premium price the have captured a major portion of the market. 

According to World Bank survey two years ago, the domestic courier industry 

was worth 554 million dollars and India post's was just 10%. In a period of 10-12 

·years the interests of common people have been shifted from the Government 

owned postal system to private owned courier services. The morale of the 

employees irrespective of the departmental and extra-departmental has come 

down to the lowest possible extent. 3 

On the other hand, since the year 1984 post creation for departmental 

staff has been stopped. Number of departmental staff has been on reduction 

since the same year and this reduced number of staff on the other hand has 

· shared enhanced workload. In consequences all most all the departmental staff 

are being constantly overloaded with variety of work. Computerization of the 

urban post offices, though was in the priority agendum, so far only 1500 offices 

were made so. 4 

The present study is not started with the objectives of investigating the 

financial implication of courier services on Indian postal department nor does it 

aim to assess the employees' financial conditions. The aim of the study was to 

· measure the occupational stress of the postal employees while they are in the 

job. It was aimed to identify the organizational contribution for the generation of 

occupational stress. To assess the consequences of such stress on physical, 

psychological and behavioral health of the focal employees and fruitful 

management of the same problem were also designed to be addressed. But 

almost in end of the study it has been realized that the broad socio-economic 

issues like; prevalence of private courier services, reduction in the workers 

strength, economic deprivation of the ED staff for a prolonged period of time etc. 
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also have some predominant. bearings on stress feelings of the focal employees 

either in a direct way or in an indirect manner. The findings of the stress 

problems of the Indian postal employees cannot be made separated from such 

socio-economic issues prevailing in the department. The scope of further 

research work perhaps remains in this zone. 

7.3. Major Findings 

The study has been taken up to find out the job stress implications on 

Indian Postal employees. Endeavor has been given on the sample employees to 

measure the extent of level of stress through empirical analysis. The study as 

such begins with the extensive survey of job stress related literature both by 

foreign and Indian 1/0 psychologists. There have been references of many 

studies in relation to the people associated in different types of works. The 

survey so far mentioned in this study suggests that work place stress is 

somehow unavoidable and it is not showing any sign of reduction in the coming 

future. The very wave of serious consequences of job stress is no more a 

theoretical assumption in the land of India. Investigations in different sectors of 

work life have shown that the level of stress of the Indian workers is not at its 

least. Postal employees however, were never taken as sample employees for 

conducting stress measurement anywhere either in India or in other countries. 

The tar.get sample of the study was 1000 employees in the state of West Bengal 

circle for such investigation but the endeavor was restricted to only 614 

respondents. Repeated pilot survey has been made for finalization of the sample 

Questionnaire and ultimately the final questionnaire (Appendix-A) has been 

administered among the sample employees and results were discussed· and 

analyzed in two consecutive chapters i.e., Chapter-IV, and in Chapter-V . 
.. , 

Following are some of the major findings of the study that needs special mention 

for the sake of attracting the concerned management for immediate intervention 

for necessary corrective measures before it all become too late. 
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7.3.1. Most of the sample postal employees are stressful (Table 1, Appendix: L) 

The finding suggests that as much as 89.25% of the total sample 

employees are stressful including moderately or high stress score. The ORS 

measures are also very significant in all respect. From the result it can be 

assumed that with few exceptions, the postal employees all over India may also 

show almost the same trend of result due to the fact that working condition 

prevailing in other pert of India may have almost similar pattern as it is in West 

Bengal. 

Investigation also shows that ED staff are comparatively more stressful 

than that of the departmental staff. From enquiry it is evident that the workload 

managed by the departmental staff is more in terms of both quantitative and 

qualitative aspect than that of the ED staff. It is therefore, predicted that massive 

level of uncertainty in the workplace for the ED staff might have made them more 

stressful than their departmental counterpart. 

7.3.2. Income, Experience and Academic qualifications have direct impact 

on stressfulness. (Table 7 & 8, Appendix: L) 

To understand the job stress in a better and comprehensive way the effect 

of Income, Experience and Academic qualification of the sample employees are 

compared with the stress score of them and serious interrelationships were 

detected. In case of income the departmental staff are showing a peculiar trend, 

which show that the employees belonging to comparatively higher and lower 

scale do experience higher stress than that of the employees belonging to middle 

income group. In case of ED staff, income difference does not contribute much in 

· the score of stress. In case of experience, both categories of sample employees 

show the common trend that people of middle age group are more stressful. The 

employees obviously become indifferent and passive when they grow old and 

thus reduce the level of stress. Academic qualifications in overall sense show 

that people belonging to a comparatively higher academic group do develop a 
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mechanism to counter the work place stress and thus feel less stressful. The 

trend is equally true for both categories of employees. 

7.3.3. Role variables are strong enough to create stress (Table 1, 2 & 3, 

Appendix: I) 

Ten different role variables have been worked with in the study. Separate 

tables have been framed for each variable with their reported Arithmetic Means, 

Standard Deviation and Coefficient of Variance. These tables with high value of 

reported A.M and comparatively lower SO indicate that the 'Role Variables' are 

almost at their peak. Hence, might comprehensively affect the human stress 

consequences of the sample employees. Later on the ORS variables are 

statistically linked with total stress score and the fact got established. The 

correlation between ORS variables with the human consequences depicted the 

unambiguous result. The conventional ORS variables like Role Overload, Role 

Expectation Conflict, Inter Role Distance, Self Role Distance, Resource 

Inadequacy etc. are affecting all three human consequences with a great margin. 

Almost all these established coefficient of correlation are significant at 0.01 level 

of significance. Hence, the urgency must be felt at the management level to 

develop a control mechanism to keep the Role Variables under the limit. 

7.3.4. Burnout symptoms. (Table 4, 5 & 6, Appendix: I) 

All three parameters of the burnout symptoms of the sample employees 

were also tested. Depersonalisation, Personal Accomplishment and Emotional 

Exhaustion of the sample employees are also found to be offended by the ORS 

variables. 

7.3.5. Employees Morale seems to be at its lowest. (Table 1, Appendix: L) 

Various tests of the sample questions of the questionnaire 

comprehensively depict that the morale of the employee is not at the peak offull 

confidence. Do you favour performance appraisal? Do you think any reward 
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would improve your performance? Are you satisfied with your immediate 

superior/family/ salary structure/ promotion structure/with office facilities/family 

members/ friends and neighbors? What about the treatment with you by the 

management? How present position can be improved? And, how your 

performance is judged in your work place? Are few pertinent questions asked to 

the sample employees in addition to the ORS related questions. The results at 

post analyzed stage were not very encouraging for the co-existence of the Postal 

department and its employees. The overall assessment of the employees of their 

organization tends to a negative speculation and mutual trust seems to remain 

almost absent. 

7.3.6. General Health condition of the employee. (Tables of Appendix- F, G & H) 

The analyzed results show that the general health of the sample 

employees does not any way show a better sign. They are overloaded with work; 

their physical working condition is not satisfactory; psychological strain is at its 

peak; most of them do not maintain a good physique; medical and other facilities 

are scared; injection of new and fresh blood into the working force remains 

absent for a substantial period of time; and discrimination of the employees on 

the basis of the departmental and extra-departmental category made the Indian 

postal employees to develop lot of negative feelings among themselves and thus 

constantly having health problems. 

7 .4. Limitations of the study 

Methodologically, the present study has been designed to create some 

snapshots or some useful still pictures for the phenomenon under the study. The 

huge .employee structure as well as a massive departmental infrastructure 

remains crux of the problem. However, almost similar sort of socio cultural 

background of the Indian work force could not predict much of the difference. 

More than one state wise sample could have been both resources and time 

consuming. Studies in social science always demand huge resources to cover 
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with. This inbuilt incapability is one of the basic limitations of the present study. 

However, the methodological hazards of the present study have been attempted 

to solve empirically by taking usual statistical safeguard. 

Stress, as such is not a mere reflection of organizational drawbacks rather 

the individual dispositional factors is also responsible if not equally. The present 

study could not attempt to explore much of these dispositional causes of stress 

generation. The reason once again remains same i.e., the resource limitation in 

the hand of the researcher. Dispositional elements like 'Type-A' behavior, was 

mentioned in the study with due relevance, but data, in this regard could not be 

colleted comprehensively due to the fact that the size of questionnaire could 

have been huge and would have gone beyond the control of the researcher. The 

present· questionnaire dealt with 107 different questions all together for 614 

sample employees. The standard form of questionnaire to investigate all these 

dispositional factors could have included another 100 questions in the 

questionnaire, which ultimately jeopardize the whole effort. 

Lastly, as mentioned by Beehr and Newmwn (1978) 5 that every study 

related to stress and its causes and consequences do suffer a major inherent 

problem of time facet, could also not been avoided in this study. The self

reported study depends on the disclosures made by the respondents on a 

particular point of time. The very next moment he/she may change his/her 

evaluation about the very feeling. The study helplessly did not have any scope to 

incorporate the latest views of the respondents. Moreover, the self-report 

evaluation of the physical and mental health of the respondents may also not be 

free from error. The self-diagnosed physical and mental health symptoms may 

reflect under or over assumption of the actual situation in few recorded cases. 

7.5. Conclusions 

The postal department is a service department, wholly belonging to Govt. 

of India and it still plays an effective role in providing basic infrastructure to all 
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other economic units of the country irrespective of private and public, which in 

turn contribute to the whole economy of the country. 

It is believed in terms of modern management that an organization is 

known by its employees. Postal employees in India however, look to be the most 

distressed section. They are over loaded with work and are engaged with the 

responsibilities of money related transaction without having minimum security 

arrangement. They deal with customers in massive number every day with very 

restricted physical resources at their disposal. Moreover, they are poorly. paid 

and provided with very limited other facilities. Even the present Indian society is 

not ready to accept the fact that an employee ser-ving at a counter in a 

nationalized bank and another one serving in a Post office, both discharge same 

sort of responsibility. It is unfortunate that employees of postal department are 

perhaps not duly honored in our society and poorly paid and recognized by the 

state. 

This is the only organization under union Govt., which called Nation-wide, 

strikes very frequently. In last few years 4 days in 1993, 7 days in 1996, 1 day 

and 8 days in 1998 and most rigorous 14 days in the year 2000 strikes have 

been observed by the employees' unions irrespective of political affiliations. Even 

several times they called off their pre-announced nation-wide strike in pursuance 

to the assurance by the concerned ministry. There is no denying of the fact that 

grants of pension/contributory provident fund for the Extra-Departmental 

employees are the bone of contention. Four different high level committees (viz. 

Rajan Committee 1957, Madan Kisore Commitee1970, Savoor Committee,1984 

and Talwar Committee,1995) have been formed by the Government of India to 

look into the matter related to pay and allowances of the Extra-Departmental 

staff. Report of almost all these committees favoured the enhancement of pay 

and allowances of the Extra-Departmental Staff. But the ministry of finance of 

Govt. of India regularly denied repeated promises from the concerned ministry. in 

this regard. To comment on this unprecedented happening Justice Talwar in his 
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report (1997) 6 observed " ... the Govt. first made a commitment and later on 

backed away from fulfilling it because of the reservations shown by ministry of 

finance. The Govt. is collectively responsible and it is not a healthy sign that one 

ministry proposes and another disposes. Commitments made by one ministry 

have to be honored by the ministry of finance and the Govt. also should not go 

back on the assurance given to the house" It would be worth speaking that such 

a group of people numbering almost 5,80,000 are working under massive 

uncertainty and thus do not ever feel safe. They are stressful in real sense and 

thus cannot be effectively productive nor will they remain anymore capable of 

discharging their duties in the way it is expected from them. 

The study was taken up with the view that these large group of postal 

workers are working under tremendous amount of job stress and with the pace of 

time the condition of the workers has been deteriorating. The result shows that at 

least 89.25% of the sample population confirm that they feel job stress either 

sometimes or often in their life. This result should be a serious concern for the 

department as well as for the whole society. A department with 150 years of 

glorious history seems to in a very poor condition at least in terms of its human 

resources. Due to the nature of service, the department was never looked sound 

in terms of financial condition. Since the very inception, the postal department 

never recognized as a surplus generating unit in the national economy. The 

mode of welfare was the hidden character of the department through out the 

time. But for last two decades it seems that the attitude of the concerned 

Government department has been changed and consequently, the department 

has been reduced to its minimum level ever in last 25 years. It would be worth 

mentioning here that in last 10 years (i.e., from 1995-2005) the number of postal 

employee in respect of whole India has been reduced by 15,785 and in contrast 

the number of post offices has been enhanced by 4000. (Chapter: 3). 

The employee welfare activities have come down at its lowest. The long 

pending demand of the Extra-Departmental staff in terms of their salary and other 
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benefit remain unresolved. Physical office environment remains age old and back 

dated. Number of offices are increasing where as number of employees are 

reducing day by day. The adverse effect of the Role variables are at their peak 

(Chapter: 4), All three levels of stress consequences (viz. physiological, 

psychological and behavioral) are prominent among both classes of employees 

(Chapter: 5). The objectives of the study (Chapter: 1) were actually to measure 

. the job stress of the employee and to search the causes and consequences of 

such stressfulness of the employee on their physical, psychological and 

behavioral outcomes. In most of the findings of the causes and consequences it 

has been observed that the sample employees are in a most vulnerable position. 

Out of 12 research hypotheses, most of the hypotheses were related to the 

stressfulness of the postal employees. Hypothesis I, Ill, .IV, V, are designed to 

investigate the stressful ness of the sample employee (Chapter: 1 &5). After 

thorough statistical analysis all the hypotheses have been accepted except 

hypothesis number IV where it was predicted that Female employees are more 

stressful than their male counterpart. Other hypotheses in relation to working 

environment, treatment of employees with the customers, relation of academic 

qualification and ORS, trend of early retirement, sense of low self respect of the 

ED staff and management's desire of its employees for achieving targets were all 

tested statistically and the results have shown that except the employees' desire 

of early retirement all other hypotheses have been accepted. 

The Indian postal employees are in a grim situation and immediate 

measures have to taken so that they can be made out of the clutch of the 

relentlessness of job stress. Various managerial options both at personal and at 

organizational level have been discussed (Chapter: 6 & 7) to cope with the 

employee job stress problem. It is true that stress is unavoidable in the modern 

society but it is also true that employee health as well as the well being of the 

organization must be looked into. Work redesign, Compressed work week 

system, stress intervention of management, Control of role elements are some of 

the strategies discussed to be initiated at organizational level in the study. Job 
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demand. job control mechanism, Individual's cognitive approach, Individual's. 
'':.'·, . . . . ~· . 

ph~siologic(;ll approach, Indiv-idual's political skill etc. are some of the managerial 
~- '• '· . 

options discu~se.o in the study at personal level as· remedial measures for 

combating stress. 

7. 6.Suggestions or recommendations. 

Reaching almost a't the flag end of the study it has been realized that 

employees' perceived stress is a serious matter of concern for the department. 

Although too much of variables were dealt with in this study, but the main thrust 

remains in how to manage the level of stress of the affected employees. If not 

eliminated but it can be reduced to a great extent for the betterment of both the 

employees and the concerned organization. 

The problems so far identified in the study in relation to the postal 

employees do have a great concern if not complicated. It is not expected that 

there would be a tailor made solution available in a package. The department is 

recently celebrating 150 years of its existence. History speaks that it is even 

older than 150 years.· The problems of various kinds get accumulated for years 

and therefore, to be handled with great care. 

Different managerial options have been discussed in this chapter with their 

relevant importance and relevance. Issues like recognition of ED staff, reduction 

of workload by employing more departmental staff, shorter and compact 

workweek, work redesign, all-out computerization, establishing social recognition 

of the postal staff etc. need higher level political decisions. The abrupt change of 

socio-political environment in near future in India is a dream for the time being. 

The findings of the study does not simply qualify to offer some definite guidelines 

for the management strategy, nevertheless few suggestive guidelines have been 

suggested for practice by the department for the overall improvement of the 

present situation. 
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7.6.1. Counseling. 

Counseling is discussion of a problem that usually has emotional content 

with an employee in order to help the employee to cope with it better. Counseling 

seeks to improve employees' mental health. A good mental health means that 

workers feel comfortable about themselves, right about other people and able to 

meat the demands of life. Both professionals and non-professionals may perform 

counseling. Both, a human resource specialist in Counseling and/or a supervisor 

who is not trained in Counseling may Counsel employees. Even an employee's 

friend may provide Counseling to him/her. 

Functions of Counseling may be of following types: Advice: informing 

some body what he/she should be done; Reassurance: providing courage and 

·confidence to deal a problem situation; Communication: supplying of information 

and understanding of the problem; Release of tension or emotion: helping a 

person feel more free from tension; Clarified thinking: helping some one for 

rational thinking; Reorientation: pushing some one in a higher level thought for 

. gradual development. 

The various problems that require Counseling have some emotional 

elements. Emotions are normal part of life. Nature gave people their emotions, 

and these feelings make people human. On the other hand emotions can get out 

of control and cause workers to do things that are harmful to their own best 

interests and those of the organization. 

In a country like us, hiring the counselor for the workers sake will be ;3 rare 

instance; in such a situation managers or supervisors can be vested with the 

responsibility of doing so. Except reorientation, other five functions of Counseling 

can be well performed by the managers. In some special case department can 

employ few trained counselors who would be in touch with the common 

employees and help tem to solve their problem. At least there must be an 

immediate sign of 'doing something' on the part of the management of the Indian 
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Postal department. 'Department don't care your problem, you are here to work 

and that you are paid for" is a general attitude of all most all the department at 

the Government level. If at al this sort of idea persists for a prolonged period, 

things would be disasters. Since almost all problems brought to a manager have 

a combination of factual and emotional content, a manager should not spend all 

day looking for emotional content when a rational answer will solve the problem. 

There can be three different types of counseling techniques for different 

problem sets. Nondirective Counseling is a client oriented Counseling. Managers 

can use this technique but they have to make sure that their directive command 

may not lose the functional validity in this process. Directive Counseling is a 

process of listening to an employee's problem, deciding with the employee in 

what should be done, and informing and motivating the employee to do it. 

Nondirective Counseling is costly it needs professional counselors; directive 

Counseling in modern society is difficult to pursue, in such a case participative 

Counseling can be typically used in the postal department. It is also called 

cooperative Counseling and establishes a counselor and counselee relationship. 

In this case both counselor and counselee mutually apply their different 

knowledge, perspectives and values to problems. It integrates the ideas of both 

participants in a counseling relationship .. 

The goals of Counseling are better mental health and it can successfully 

be experimented in the rural as well as urban post offices both by professionals 

and non-trained managers. 

7.6.2. Combating elements of role stress. 

Ten different role stress components can be separately attended and 

challenged by developing a cognitive or generic strategy. For example self-role 

distance can be managed by functional strategy of dealing with such stress by 

attempting role integration. The individual may analyze various aspects of the 

roles, which are causing self-role distance and may begin to acquire skills if this 
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may help him/her to bridge this gap, or carry his/her own self into the role by 

defining some aspects of the role according to his/her own strengths and 

weaknesses. Such an effort is not so easy to achieve but not impossible as such. 

For inter-role distance, the stress problems can be solved by role negotiation with 

the concerned parties like office and family. For role erosion problems the 

incumbent can opt for role enrichment and tlius his old role may look new and 

may attract others to the role and thus he can gain importance. The generic 

Strategy both functional and dysfunctional, so developed by Pareek (1993) 4 can 

be tested with the postal department for betterment of the employees and the 

department both. Efforts form both the end (i.e., employees and department) are 

essential in .this regard. 

Figure: 7.1 

Role Stresses Dysfunctional Strategies Functional Strategies 

Self-role distance Role rejection, self rejection Role integration 

Inter role distance Role partition, role elimination Role negotiation 

Role stagnation Role fixation Role transition 

Role isolation Role bound ness Role linkage 

Role ambiguity Role prescription Role clarification 

Role expectation conflict Role taking Role making 

Role overload Role reduction Role sliming 

Role erosion Role visibility Role enrichment 

Resource inadequacy Role atrophy Resource generation 

Personal inadequacy Role shrinkage Role linkage 

Source: Pareek (1993) 

Pestonjee (1999) 7
, in this context, says that effective management of stress 

involve directing stress for productive purposes, preparing role occupants to 

understand the nature of stress, helping them to understand their strengths and 

usual styles, and equipping them to develop approach strategies for coping with 

stress. 

Lastly, it can be mentioned that . every department has its own 

characteristics and accordingly it is the management itself which only can asses 
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its own problem in a better way. No outside agency or no academic study with all 

viable suggestive solutions can resolve the present day stress problem of the 

postal employees. It is the management rather the Post and Telegraph 

department of the union Government, which has to take sensible decision on 

their part to save its own employee and improve the overall efficiency of the 

department. 

230 

,, 
f' 



Notes, References and Reports: 

1) DeFrank, S.R. and lvancevich, M.J. Stress on the job: An executive 
update. Academy of Management Executive. 1998, 12, no 3 pp. 55-66. 

2) Focus, H.R., Speaking of Stress. Academy of Management Executive. 
1996, May, 12. pp 

3) Global consultants spruce image of India Post, world's biggest mail 
Network (AFP) Khaleej Times Online, 21-08-2005] 

4) Ibid. 
5) Beehr, T.A. and Newman, J.E., Job stress, Employee health and 

organizational effectiveness: A facet analysis, model and literature 
review, Personal Psychology, 31, 1978 pp. 665-699. 

6) Talwar, Justice , Charanjit., Report on postal Extra Departmental 
Employees, 1997, Postal Crusader, NFPE, New Delhi, pp.44 

7) Pestonjee, D.M., Stress and Coping: the Indian experience, Sage 
Publication, N. Delhi; 1999, pp. 270. 

231 

',\ ' 



Bibliography of Books 

• Agarwal, R. Stress in life and at work. Response Books. New Delhi, 2001. 
• Ahmad, S. and Mehta, P. Role Stress, Quality of Work Life and Alienation. 

In D.M. Pestonjee and U. Pareek (Eds.) Studies in Organizational Role 
Stress and Coping. Jaipur/New Delhi: Rawar Publications. 1997. 

• Anastasi, A., Urbina, S., Psychological Testing. Pearson, New Delahi, 
2004. 

• Anderson Troy., The Way of Go. Free Press, New York, 2004. 
• Baron, Robert, A., Psychology. Pearson, New Delhi, 2002 
• G.M. Shatto (Ed): Employment of the Middle Aged Employees: lllions: 

Thomas, 1972 
• Das, J, P., The Working Mind. Sage Publication, 1998. 
• Dohrenwend, B.S., & Dohrenwend,B.P. What is a stressful life event? In 

H.Selye(Ed.), Selyes Guide to Stress Research, New York: Van Nostrand 
Reinhold. 1980. 

• Emory, C. William, Business Research Methods, lllions: Richard D. 
lrwin,lnc. Homewood, 1976,. 

• F. Kluckhohn and F.L. Stroltbeck., Variations in Value Orientations, 
Evanston, IL: Row Peterson, 1961. 

• Farber, B.A. (Ed) Stress and Burnout in the Fhuman service profession. 
New York: Pergamon press, 1983. 

• French, J.R.P., and Caplan, R.D. Organisational stress and individual 
strain. In A.J. Marrow (Ed.), The Failure of Success. New York: AMACOM, 
1973. 

• Gmelch, W.H. Beyond Stress to Effective Management. New York, Wiley. 
1983. 

• Greenberg, J., Baron, R, A. Behavior in Organisation, Pearson New Delhi, 
2003. 

• Hackman, J.R., & Oldham G.R., Work redesign. Reading, MA: Addision
Wasley. 1980 

• Harris, Clare. Minimise Stress, Maximise Success. London, Durcan Bird, 
2003. 

• Holand, J.L., Making Vocational Choices: A Theory of Vocational 
Personalities and Work Environments, 2nd ed. Engle-wood cliffs, NJ: 
Printice Hall, 1985. 

• lvancevich, J.M. and Matteson, M.T. Stress and Work: A Managerial 
Perspective. Gleinview, J.L. Foreman Company, 1980. 

• . Jagdish & Singh, R.P., Hierarchical Level As A Moderator of the 
Relationship Between Occupational Stress and Strain. In A.K. Srivastava 
(Ed.) Developing Human Relations and Ethnic Understanding. Hardwar: 
Department of Psychology, Gurukul Kangri University.1997. 

232 



• Kahn, R.L., Wolfe, D.M., Qunin, R.P., Snock, Jr. D., and Rosenthal, R.A. 
Organisational Stress: Studies in Role Conflict and Ambiguity. New York: 
Wiley 1964. 

• Kahn, R.L., & Quinin, R.P., Strategies for Management of Role Stress. In 
A.Mclean (Ed.), Occupational mental health, New York: Rand McNally, 
1970. 

• Kasl, S. Stress and Diseases in the Work Place: A Methodological 
Commentary on the Accumulated Evidence. In M.F. Cataldo and T.J. 
Coates (Eds.), Health and Industry: A behavioral Medicine Perspective: 
New York, Wiley. 1986. . 

• Kothari. C.R. Research Methodology: Methods and Techniques, 2nd Ed, 
Wishwa Publi~ation. New Delhi, 1990. 

• Lazarus, R.S. Stress Appraisal, and Coping, New York: Springer. 1984. 
• Levin, I.R, and Rubin, S.D., Statistics for. Management, Prentice-Hall of 

India., New Delhi, 1997. 
• Likert, Rensis. New Patterns of Management, McGraw-Hill Book Company 

Inc., London. 1991. 
• Litwin, G.H. & Stringer, R.A. Modivation and Organizational Climate. 

Boston: Harvard University Press, 1968. 
• Locke, E. A., The Nature of Job Satisfaction. In M. D. Dunnette (Ec;l.), 

Handbook of Industrial and Organisational Psychology. Chicago: Rand 
McNally. 1976 

• MaCNeill, D., The Relationship of Occupational Stress to Burnout. In J. W. 
Jones (Eds.), The Burnout Syndrome. Park Ridge, IL: London House 
Management Press, 1981. 

• Mason, J.L., Guide to Stress Reduction. Culver City, CA: Peace Press. 
1980, 

• Me. Garth, J.E. Stress and Behavior in Organisations. In M. Dunnette 
(Ed.), Hand Book of Industrial and Organisational Psychology. Chicago: 
Rand Me. Nally, 1979. 

• McKenna, E., Business Psychology and Organisational Behavior. 
Psychology Press, Sussex, 2000. 

• Mclean, A. (Ed.), Occupational Stress. Springfield, Illinois: Thomas, 1974. 
• Misra, P.K., Meheta, S., & Bhardwaj, G., Motivation and Role Stress in 

Entrepreneurs, In D.M. Pestonjee & U Pareek (Eds), Studies in 
Organisational Role Stress and Coping, 1997, Rawat Publication, Jaipur, 

• Mullins, L., Management and Organisational Behaviour. Wheeler 
Publishing, 1998 

• M. Friedman and R.H. Rosenman, Type 'A' Behavior and Your Heart. New 
York: Alfred and Knoph, 1974. 

• Murphy,L.R., Workplace Interventions for Stress Reduction and 
Prevention. In C.L. Cooper R.Pyne (Eds), Causes, Coping and 
Consequences of Stress at Work, Chichester: John Wiley & Sons. 1988.' 

233 

I··' 



• Noe, Raymond A. et.al., Fundamentals of Human Resource Management. 
McGraw Hill/Irwin: Boston, 2004. 

• Paine, W.S., Job Stress and Burnout: Research, Theory and ltervention. 
London, Sage Publication. 1982. 

• Pareek, U. Understanding Organisational Behaviour. Oxford University 
Press, New Delhi, 2004. 

• Pareek. U., Making Organizational Roles Effective. New Delhi: Tata 
Mc.Graw- Hill. 1993. 

• Pareek, U. Role Stress Scale: ORS Scale Booklet, Answer Sheet, and 
Manual, Ahmedabad: Navin Publication 1983c. 

• Pattanyak, B. & Misra, P.K., Life in Organization, A.K. Wheeler & Co. 
Allahabad. 1997. 

• Pestonjee, D.M. Motivating Organisational Role Stress: Role Efficacy 
Approach, Rawat Publication, Jaipur. 1987b. 

• Pestonjee, D.M., Stress and Coping: the Indian Experience, Sage 
Publication, N. De_lhi; 1999. 

• Robbins, P.S. Organisational Behavior. Prentice Hall of India, New Delhi. 
1998. 

• P.O. Davidson and F.M. Davidson (Eds), Behavioral Medicine Changing 
Health and Life Style, New York, Bruner Marzel, 1980. 

• Saiyadain, Mirza, S (Ed): Organisational Behaviour. Tata McGraw-Hill, 
New Delhi, 2003 

• Schein, H, E. Organisational Psychology. Prentice Hall of India, New 
Delhi, 1983. 

• Selyes, H. The Stress of Life. New York, 1956, McGraw Hill. 
• Sternberg, E.M., Wilder, R.L., Chrousos, G.P. and Gold, P.W. Stress 

Responses and the Pathogenesis of Arthritis. In J.A. Me Cubbin, P.G. 
Kaufman and C.B. Numeroff (Eds.), Stress, Neuropathies, and Systemic 
Disease. New York Academic, 1991. 

• Srivastava, A. K. Management of Occupational Stress, 1999, Gyan 
Publishing House, New Delhi. 

• Tache, J., Selye, H. and Day, S.B., Cancer, Stress and Death, New York, 
Plenum Medical Book Company. 1979. 

• Zetterberg, Hans L. On Theory and Verification in Sociology, 3rd ed., NJ: 
Bedminister, 1965. 

234 



Bibliography of Journals 

• Agarwal, R., Authoritarianism and Stress: Some Findings on Indian 
Adolescents. Psychological Studies, 1986, 31 (2). 

• Ahmed,' S., James, J and Ahmed, S., Organisational Role Stress: A 
Psychological Study of Middle Mangers. Journal of Personality and Clinical 
Studies, 1991, 8(1-2) 

• Andrews, F.M. and Farris, G. H. Time Pressure and Performance of Scientists 
and Engineers: A five-Year Panel Study. Organizational Behaviour and 
Haman Performance, 1972, 8. 

• Arun, P., Kanwal, K., Vyas, J.N and Sushi!, C.S., Life Events and Irritable 
Bowel Syndrome. Indian Journal of Clinical psychology, 20 (2), 1993. 

• Banerjee, U. Gupta, H.N., Moderating Effect of Social Support in 
Occupational Stress-Strain Relationship. Journal of the Indian Academy of 
Applied Psychology, 1996, 22 (1-2) 

• Bateman, T.S., & Organ, D.W. Job Satisfaction and the Good Soldier: The 
Relationship Between Effect and Employee "Citizenship" Academy of 
Management Journal, 1983,26. 

• Beehr, T.A. and Newman, J.E., Job Stress, Personal and Organisational 
Strategies: A Review of Research and Opinion. Personal Psychology, 1979, 
42. 

• Breaugh, J.A., The 12-hour a day: Differing employee reactions. Personal 
psychology. 1983, 36. 

• Calvasina, J.E., and Boxx, R.W., Efficiency of workers on the. four-day 
workweek. Academy of management journal, 1975, September, pp 604-610. 

• Caplan, R.D. and Jones, K.W. Effects of work load, role ambiguity and Type
A Personality on anxiety, depression and heart rate. Journal of Applied 
Psychology, 1975, 60. 

• Christopher, 0., Type A personality as a moderator for the effect of role 
conflict, role ambiguity and role overload on individual strain. Journal of 
human stress.1982.8pp8-14. 

• Coburn, D. Job alienation and well-being. International journal of health 
services, 1979, 9. 

• Coburn, D., Job worker incongruence: Consequences of health. Journal of 
Health and Social Behavior, 1975, 16. 

• Cohen, A, and Marge lis, B, Initial psychological research related to the 
occupational safety anCI health act of 1970, American Psychologist, 1973, 28. 

• Cohen, S. Aftereffects of stress on human performance and social behavior. 
A review of research and theory. Psychological Bulletin, 1980,88 .. 

• DeFrank, S.R. and lvancevich, M.J. Stress on the job: An executive update. 
Academy of Management Executive. 1998, 12, no 3. 

235 



• Drabek, T.K. and Haas, J.E. Laboratory simedation of organizational stress. 
American Sociological Review 1969, 34. 

• Ferris, G.R., Perrewe, P.L., Anthony, W.P .. & Gilmore, D.C. Political skill at 
work. Organisational Dynamics, 2000, 28(4). 

• Focus, H.R., Speaking of stress. Academy of Management Executive. 1996, 
May: 12. 

• French, J.R.P., Person role fit. Occupational Mental Health, 1973, 3. 
• Freudenberger, H. J. Staff burnout. Journal of social Issues, 1974, 30. 
• Ganster, D.C., and Schaubroek. Work stress and employee health. Journal of 

Management, 1991, 17. 
• Gardell, B. Scandinavian research on stress in working life. International 

journal of health services, 1982, 12, 
• Gavin.J.F. Occupational mental health-forces and· trends. Personal 

Journal,1977. 
• Griffin, R.W. Effects of work redesign on employee perceptions, attitudes and 

behaviors: Along term investigation. Academy of management journal, 1991, 
June. 

• Hackman, J.R., and Lawler, E.E Ill. Employees reaction to job 
characteristics. Journal of applied psychology, 1971, 55. 

• Hennigan, J.K.. and Wortham, A.W. Analysis of workday stress on industrial 
managers using heart rate as a criterion. Ergonomics, 1975,15. 

• House, J.S. Occupational Stress and coronary Heart attack: A review and 
theoretical integration. Journal of Health and Social Behavior, 1974, 15. 

• lvancevich, J.M. Effects of shorter workweek on selected Satisfaction and 
Performance measures. Journal of Applied Psychology, 1974, 59. 

• lvancevich, J.M., Matteson, M.T. and Rechards, E.P. Who's liable for stress 
on the job? Harvard Business Review, 1985, 63. 

• Jain, M. Misra, P. and Kothari, S. Type AlB behavior pattern and occupation 
as predictors of Occupational role stress. 2002, Indian Journal of Industrial 
Relation 34, 4. 

• Kang, S.L., & Singh, R., Managing organisational stress: A case study In 
electronic industry, Indian Journal of Industrial Relation, 38, No. 3, April,2004. 

• Karasek, R. Job demands,job decision latitude, and mental strain: 
Implications for job redesign. Administrative science quarterly, 1979, 24. 

• Kiecolt-Giaser, Marucha, P.T., Malarkey, W.B., Marcado, A.M. and Glasser, 
R. Slowing of wound healing by psychological stress. Lancet, 1995, 346, 

• Latack, C.J., and Foster, L.W., Implementation of compressed work 
schedules: participation and job redesign as critical factors for employee 
acceptance, Personal Psychology, 1985, 38. 

• Lazarus, R.S., Deese, J., Osier, J.F. The effects of psychological stress upon 
performance. Psychological Bulletin, (1952),49pp.293-316. 

• Lazarus, R.S., Psychological stress in the workplace. Journal of social 
behavior and personality, 1991, 6(7). 

236 

! ' ·,, 



• Lazarus, R.S., Progress on a cognitive-motivational-relation theory of 
emotions. American psychology, 1991,24. 

• Luhadia, V., A study of the relationship between role stress and job 
satisfaction of geological officers at three different levels. Unpublished M.A. 
dissertation, University of Rajathan, 1991 ,Jaipur. 

• Lyons, T.F. Role clarity, need for clarity, satisfaction, tension, and withdrawal. 
Organizational Behavior and Human Performance, 1971, 6. 

• Magnusson, D. Back to phenomena: Theory, methods, and statistics in 
psychological research. European Journal of Personality, 1992, 6(1 ). 

• Marilyn. L.F., Dwyer, D.J. and Ganster, D.C. Effects of stressful job demands 
and control on physiological and attitudinal outcomes in a hospital setting. 
Academy of Management Journal, 1993, 36, No. 2. 

• Margolis, B.L., Kroes, W.H. and Quinn, R.P Job Shess: An united 
occupational hazard. Journal of Occupational Medicine, October, 197 4, 16. 

• Maslach, C. Burned-out. Human Behavior, 1976,5. 
• Maslach, C. and Jackson, S.E. The measurement of Experienced Burnont, 

Journal of Occupational Behaviour, 1981, Vol-2, No.4. 
• Mason, J.W. A historical view of stress field. Journal of Human stress, 1975, 

March. 
• Misra, P.K., Bhardwaj, G., Evaluation of role stress in Indian air traffic 

controllers. Indian Journal of Industrial Relation, 38, No. 3, January 2003. 
• Mehera, G. and Misra, P.C. Mental health as a moderator variable of intrinsic 

job satisfaction and occupational stress. Psychological studies, 1991, 36(3) .. 
• Melamed, S., Ben-Avi, 1., Luz, J., and Green, S.M., Objective and subjective 

work monotony: Effects on job satisfaction, Psychological distress, and 
Absenteeism in blue-collar worker. Journal of applied psychology, 1995, 
80(1 ). 

• Motowidlo, S.J. Does job satisfaction lead to consideration and personal 
sensitivity? Academy of management Journal, 1984,27. 

• Motowidlo, S.J., Packard,S.J., and Manning,R.M. Occupational stress: Its 
causes and consequences for job performance. Journal of Applied 
Psychology, 1986. 71. 

• Marshal, J. & Cooper, C.L. Executive under pressure: Paper presented at the 
International Seminar on Stress in Health and Diseases, 1979. Benaras 
Hindu University, Varanasi. 

• Melamed, S., Ben-Avi, 1., Luz, J., and Green, S.M., Objective and subjective 
work monotony: Effects on job satisfaction, Psychological distress, and 
Absenteeism in blue-collar worker. Journal of applied psychology, 1995, 
80(1 ). 

• Numerof, R.F. and Seltzer, J. Supervisory relationship and subordinate 
burnout. Academy of Management Journal, 1988, Vol- 31 No. 2. 

• Perrewe, P.L., Ferris, G.R., Frink,D.D., & Anthony, W.P., Political skill: An 
antidote for workplace stressors. Academy of management Executive, 2000, 
14(3). 

237 



• Perrewe, P.L., Zellars,L.K., Ferris, G.R., Rossi, A.M., Kacmar, C.J., & 
Ralston, D.A., Neutralizing job stressors: Political skill as an antidote to the 
dysfunctional consequences of role conflict. Academy of management 
journal, 2004, 47(1): 

• Pestonjee, D.M., Misra, P.K., Role stress and job satisfaction amongst 
Doctors, Journal of Health Management, 1999, 1 (1 ). 

• Rahe, R.H., Gunderson, E.K., Pugh, W.M., Rubbin, R.T., and Arthur, R.J. 
Illness prediction studies. Use of psychological and occupational 
characteristies as predictors. Archives of Environmental Health, September, 
1972, 25. 

• Rao,P.V.K., Yoga: Its scientific and applied aspects. Journal of Indian 
psychology, 1995,13(2): pp1-12. 

• Reader, L.G., Schrama, P.G. and Dirken, J.M. Stress and cardiovascular 
health: An international cooperative study: I. Social Science and Medecine, 
1972, 25, 

• Rotter, J.B., Generalized Expectancies for Internal versus External Control of 
Reinforcement, Psychological Monographs, 1966, 80, no. 609. 

• Saigeetha, P. and Kalanidhi, M.S. A Study of stress and Coping responses 
among diabetics and non-diabetics. Indian Journal of Applied Psychology, 
1995, 32(1-2). 

• Seligman, M. E. P. Comment and integration Journal of Abnormal 
Psychology,1978,87. 

• Selye, H. Confusion and Controversy in stress field. Journal of Human Stress, 
1975, 1. 

• Selzer, M.L. and Vinokur, A. Life events, subjective stress, and traffic 
accidents. American Journal of Psyclutry, 1974, 131. 

• Sharma, Radha, R. Excutive Barnout: Contribution of role related factors, 
Indian Journal of Industrial Relation, 2002, Vol 38 No. 1. 

• Srivastav, A.K. and Krishna, A., Moderating effect of locus of control on 
relationship of occupational stress and job tension. Journal of Psychological 
Research 1992, 36. 

• Srivastav, A.K. Moderating effect of job attitudes on occupational stress 
mental health relationship. 1990. Indian journal of applied psychology.27. pp 
98-102. 

• Srivastav, A.K. and Krishna, A. Development of a functional role stress scale. 
Advances in psychology, 1991,6 pp 11-17. 

• Srivastava, A.K., & Singh, M.M., Perceived role stress as a function of ego
strength and job involvement of managerial personnel. Psychological Studies. 
1 983.28.pp8-12. 

• Theorell. T. Selected illness and somatic factors in relation to two 
psychological stress indices- A pospective study on middle-aged construction 
building workers. Journal of Psychosomatic Research, 1976, 20. 

238 



Bibliography of Reports. 

• Caplan, R.D., Cobb, S., French,J.R.P., Jr., Van Harrison, R., and Pinneau, 
S.R. Job Demands and Worker Health: Main Effects and Occupational 
Differences. Washington, D.C. : U.S. Government printing office, 1975. 

• Caplan, R.D., Cobb, S., French, J.R., van Harrison, R., & Pinneau,S.R., Jr. 
Job demands and worker health: Main effects and occupational differences 
(Niosh publication No. 75-160). 1975, Washington, DC: U.S. Department of 
health, Education and welfare. 

• Dasgupta, P., Bhattacharyya, M., and Sur, B. G., (Eds) "Sangrami Oak". 
Mothly Journal (in Bengali language) Vol. Aug. 2005. pp.1. 

• Justice, C.Talwar., Report on Postal Extra-Departmental staff, Postal 
Crusader, NFPE, New Delhi, 1997. 

• Savoor Committee Report on Postal Employees, NFPE, New Delhi, 1985. 
• Various Annual Reports and Government Orders in Respect to Indian Postal 

Department. 

239 

!. 



Appendices 

All statistical tables made for the purpose of this particular .study are 

arranged in this section in a convenient way. For this, the whole Appendix is 

divided into 12 sections starting from Appendix-A to Appendix-L. Each and every 

Appendix is first described content-wise and then statistical tables are arranged 

separately· 

Appendix: A 

It contents the whole Questionnaire. The First part of the Questionnaire is 

named as Respondents' Profile. The Second part is named as Section 'A' where 

general information of the environmental interaction of the respondents are 

attempted to collect. Next comes the section 'B' where the respondents' view of 

· the management is attempted to be collected. Section 'C' which comes next is 

formed to collect psychological problems developed by the employees in the 

course of their service. Section 'D' is designed in such a fashion so that the 

physiological problems developed by the incumbents in their respective services 

could be recorded. Section 'E' was the area where the behavioral problems of 

the respondents were attempted to collect. The last section was the section for 

ORS measures. Ten different variables of ORS were taken to measure the extent 

of job stress of the concerned Employees. These questions related to ORS was 

prescribed by Pareek (1983c)1 and was originally made in English language. 

With the target of making it more comprehensive all these questions were 

translated in to 'Bengali' language (a vernacular language mostly used in the 

area where the survey was conducted). Respondents were always offered the 

choice of selecting the language version of the Questionnaire. However, except 

these questions on ORS other questions were made only in English language. 

Each and every respondent were personally interviewed with utmost care with 

necessary explanation of the importance of each question. 
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Appendix: B 

It contains the tables and calculation in relation to testing the hypothesis. 

All together 12(twelve) hypotheses were taken before·the theoretical framework 

of the study was developed. However, as the study progresses the theoretical 

framework of the study gets new shapes day by day and consequently prefixed 

hypotheses started getting a little molded shape. Finally, with few new 

hypotheses and incorporating few attributes to the old ones, the total number of 

hypotheses becomes 12(twelve) in number. For each and every hypothesis 

separate tables are made followed by necessary statistical analysis which is 

recorded in 'Appendix-B'. 

Appendix: C 

Respondents' profile all together contains 13(thirteen) questions. In this 

section not all the results are kept for analysis. Only five tables are kept here for 

analysis. with separate reference. Other results in this section like year of joining 

is linked with some other relevant results; no of transfer (branch to branch and 

· job to job) again linked with some relevant measures and kept in record in other 

part of Appendix. Present. basic pay, total pay at presents· etc. are some other 

result for which no separate tables have been formed. In fact, these attributes 

were included in this section to explain other relevant variables to make the 

whole study a meaning full one. The responses, which are not considered to 

develop other tables with other variables elsewhere, are analyzed in this chapter 

itself to develop a comprehensive model to understand their stress situation. 

Appendix: D 

All 13 questions in relation to respondents' general idea about all possible 

elements of their social and work environment they belong to were collected in 

the form qf yes/no style. These questions of section 'A' of the questionnaire may 

not have direct link with the measure of ORS nor even these questions have any 
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thing to do with various consequences they experience while at stress but 

through these questions the reaction of the respondents towards their work 

environment as well as to the broader society can be assessed. An endeavor is 

taken to analyze all these responses in this chapter itself in the next section. This 

will perhaps help to understand the stress situation of the respondents in better 

way. 

Appendix: E 

There are three specific questions in this section placed in the 

questionnaire in sectfon 'B'. The results obtained from these questions are kept 

in this particular Appendix. These are the questions similar to that of Appendix 'E' 

and 'D' developed by the researcher on his own (there was no reference as such 

for these questions). The questions in this section are related with the views of 

the employees about the functioning of the management they are working under. 

One of these results is used in the Appendix 'B' for hypothesis testing. All these 

results obtained are analyzed in this chapter in due course. 

Appendix: F 

This part includes statistical results of all 10 (ten) questions kept in the 

section 'C' of the Questionnaire. These are the common questions used in 

various 'Stress Literature' to measure the psychological consequences of the 

stress-affected people. The results thus obtained are fully used in the 5th Chapter 

where consequences of stress are dealt with. 

Appendix: G 

This part contains statistically devised results of all 7 (seven) questions 

kept in section 'D' of the questionnaire. The sources of all these questions are 

again the common 'Stress Literature' available in this field of study. These 
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measures of Physiological consequences are used in the 51
h Chapter where 

consequences of stress are dealt with. 

Appendix: H 

This part contains statistically devised results of all 9 (nine) questions kept 

in section 'E' of the questionnaire. The sources of all these questions are again 

the common 'Stress Literature' available in this field of study. These measures of 

Behavioral consequences are used in the 51
h Chapter where consequences of 

stress are dealt with. 

Appendix: I 

This part contains statistically devised results taking information not from a 

single section rather multiple information from different sections have been used 

here for developing empirical statistical tables so as to develop inter-relations 

between different variables. Primarily 2(two) types of statistical findings are 

arranged in this appendix, table for coefficient of correlation between ORS and 

various stress related consequences and tables showing coefficient of correlation 

between ORS and burnout symptoms. All together the number of tables are 

6(six) except the table meant for job involvement all are analyzed in the 51h 

Chapter where consequences of stress are dealt with. The table of job 

involvement will be dealt in the chapter ?(seven) where issues related to 

management of stressful people will be dealt with. 

Appendix: J 

This part contains all 50 (fifty) results of ORS factors. Each ORS factor 

consists of five questions al together. For the variable 'Inter Role Distance' (IRD) 

there are five questions in the Questionnaire i.e., Q 1, Q 11, Q 21, 0 31 and 0 

41. For the second ORS factor 'Role Stagnation' (RS), the question numbers are 

02, 012, Q 22, 032, and 042. Other ORS factors are leveled with same pattern 
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of question numbers in the Questionnaire. The statistical findings of all these 

findings are not analyzed in any of the chapter. Hence this chapter in the coming 

section will analyze these results in a brief note. However, the combined results 

of all these factors in the form of 10 (ten) Role factors are found out for 

appropriate use. 

Appendix: K 

This part contains all 10 (ten) different results of ORS factors. These 

results are the product of the results of earlier section. In Appendix: J, there was 

all together 50 results for 1 O(ten) different factors. These results are made 

combined to get the total effect of these factors. For example it can be mentioned 

that IRD factor had 5 (five) results in question numbers Q 1, Q 11, Q 21, Q 31 

and Q 41.The total value of the IRD factor is the total score of all these five 

questions and thus the score of IRD is ·obtained. Like wise, score of all 9 (nine) 

other factors have been found out. The statistical tables as well as statistical 

analysis of these 1 O(ten) factors responsible for ultimate job stress for the 

workers are discussed in the Chapter IV where all role related causes of job 

stress are dealt with. 

Appendix: L 

This part contains tables of statistical findings of ORS along with other 

results. Primarily, all these tables are the inter-related results to ORS and few 

selected results of Appendix 'C'. All together B(eight) tables are recorded in this 

section, these are; total ORS score distribution, ORS and sex for both 

departmental and extra departmental, ORS and basic-pay of Departmental and 

Extra-departmental, ORS and Experience for both Departmental and Extra

departmental, and ORS and Educational qualification for both Departmental and 

Extra-departmental st~ff. All these tables "depict the total stress experienced by 

the job incumbents in various angles like age, experience, qualification etc. 

Chapter IV contents these tables and analyses of the same. 
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Appendix A 

Department/ Extra Department * Male/Female 

1. Name of the post. ............................................................. . 
2. Department. ................................................................... . 
3. Year of Joining ................................................................ . 
4. Your Present Age .............................................. : ............. .. 

5. Present Basic Pay ........................................................... .. 

6. Total No. of Transfer (branch to branch) ............................... .. 

7. Total No. of Transfer (Job fo Job) ........................................ . 

8. Total Pay at Present. ........................................................ . 

9. Married/ Unmarried .......................................................... .. 

10. No. of Children ................................................................ . 

11. No. of Dependents ........................................................... . 

12. Your Highest Academic Qualification ................................... . 

13.Any other Qualification ...................................................... . 

14. No. of Job related Training ................................................. . 

(A) 

Particulars Yes No 
1) Do you think you need more training? 
2) Do you favour Performance Appraisal? 
3) Do you think any reward would improve your performance? 
4) Are you a member of any Union? 
S)Are you satisfied with your Union? 
6) Are you satisfied with your salary structure? 
7) Are you satisfied with your promotion structure? 
8) Are you satisfied with your immediate superior? 
9) Are you satisfied with the treatment with Extra- departmental staff? 
1 0) Are you satisfied with physical facilities of your office? 
11) Are you satisfied with }'OUr family_ members? 
12) Are you satisfied with your present economic status? 
13) Are you satisfied with your friends and neighbour? 
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(B) 

1) What about Treatment of management" with you? Very Good Good Not so 
QOOd 

1) How present position can be improved in your Employing Rational lncrea 
department? more men work load sing 

Salary 
1) How your performance is judged in your office? By By No 

observation providing judgm 
s targets ents 

(C) 

Psychological problem Often Sometimes Never 
1) Not satisfied with your job? 
2) Are you Getting Bored with your job? 
3) Do you remain anxious? 
4) Do you feel Depressed? 
5) Do you feel Irritated? 
6) Do you feel a sense of low self respect? 
7) Do you feel a sense of no attachment with your 
organization? 
8) Do you feel fatigue? 
9) Do you feel low Satisfaction with your life? 
1 0) Do you feel any sexual frustration? 

Physical problem Often Sometimes Never 
1) Do you feel Tension and Headache? 
2) Do you feel Weakness? 
3) Do you feel High Blood Pressure Problem? 
4) Do you have Heart Pounding Problem? 
5) Do you have any Indigestion Problem? 
6) Do you have Problem of Constipation? 
7) Do you have Problem of Muscle aches? 

246 



(E) 

Behavioral problem Often Sometimes 
1) Do you feel like doing Strikes? 
2) Do you feel like early retirement? 
:3) Do you feel Burnout? 
4) Do you smoke? 
5) Do you take Alcohol? 
6) Do you remain absent? 
7) Less adjustment with colleagues? 

· 8) Do you feel less adjustment with customer? 
9) Frequency of Accidents or Errors from your side? 

Organizational Role Stress Scale (ORS) 

0. If you never or rarely feel this way 
1. If you occasionally feel this way 
2. If you sometimes feel this way 
3. If you frequently feel this way 
4. If you very frequently feel this way 

Organizational Role Stress Scale (ORS) 

. bl) My role tends to interfere with my family life 

~GJQGG 
b2) I am afraid I am not learning enough in my present role for taking up 

higher responsibility 

~GJQGG 
b3) I am not able to satisfy the conflicting demands of various people over 

me. 

b4) My role has recently been reduced in importance. 

b5) My work load is too heavy. 

GGJQ.~ G 
b6) Other role occupants do not give enough attention and time to my role. 

GGJQG~ 
b7) I do not have adequate knowledge to handle the responsibilities in my 

role. 
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b8) I have to do the things in my role that are against my better judgment? 

C?JGJGJ~G 
b9) I am not clear on the scope and responsibilities of my role Gob). 

~~[2J~GJ 
b 1 0) I do not get the information needed to carry out the responsibilities 

assigned to me. 

~GJ[2J~GJ 
b11) I have various other interests (social, religious, etc.) which remain 

neglected because I do not get the time to attend to these. 

C?JC!JGJ~G 
b12) I am too preoccupied with my present role responsibility to be able to 

prepare for taking higher responsibility. 

C?JGJGJ~G 
b 13) I am not able to satisfy the conflicting demands of the various peer 

level people and my juniors. 

~C!JQ~G 
b14) Many functions of what should be a part of my role have been 

assigned to some other role. 

b 15) The amount of work I have to do interferes with the quality I want to 

maintain. ~ [!] Q 0 G 

b 16) There is not enough interaction between my role and other role. 

C?JGJQ~G 
b 17) I wish I had more skills to handle the responsibilities of my role. 

~GJGJ~G 
b 18) I am not able "to use my training and expertise in my role. 

~C!JG~G 
b 19) I do not know what the people I work with expect of me. 

[?][!][2][2]0 
b20) I do not know what the people I work with expect of me. 
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b21) My role does not allow me to have enough time with my family. 

~~GGJG 
b22) I do not have time and opportunities to prepare myself for the future 

challenges of my role. 

~~G~G 
b23) I am not able to satisfy the demands of clients and others, since these 

are conflicting with one another. 

~~G~G 
b24) I would like to take more responsibility than I am handling at present. 

~GJ~~GJ 
b25) I have been given too much responsibility. 

~GJ~[2JG 
b26) I wish there was more consultation between my role and other roles. 

~GJ~~G 
b27) I have not had pertinent training for my role. 

~GJ~[2JG 
b28) The work I do in the organization is not related to my interests. 

~GJC2J~G 
b29) Several aspects of my role are vague and unclear. 

b30) I do not have enough people to work with me in my role. 

~GJ~GG 
b31) My organizational responsibilities interfere with my extra-or

ganizational roles. 

~GJQGG 
b32) There is very little scope for personal growth in my role. 

~GJQ0G 
b33) The expectations of my seniors conflict with those of my juniors. 

~GJQ00 
b34) I can do much more than what I have been assigned. 
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b35) There is a need to reduce some parts of my role. 

~GJGJG~ 
b36) There is no evidence of involvement or several roles (including my 

role) in joint problem solving or collaboration in planning action. 

~GJQGG 
b37) I wish I had prepared myself well for my role. 

~C!JG~G 
b38) Ifl had the full freedom to define my role I would be doing some 

things different from what I do now. 

~GG~G 
b39) My role had not been defined clearly and in detail. 

~C!JG~G 
b40) I am rather worried that I lack the necessary facilities needed in my 

role. 

b41) My family and friends complain that I do not spend time with them 
due to heavy demands of my work role. 

~C!JQGG 
b42) I feel stagnant in my role. 

~C!JG~G 
b43) I am bothered with the contradictory expectations different people 

have from my role. 

~C!JG~G 
b44) I wish I had been given more challenging tasks to do. 

GJGJGJGG 
b45) I feel overburdened in my role. 

~C!JGGG 
b46) Even when I take initiative for discussions or help, there is not much 

response from the other roles. 

~C!JGGG 
b47) I need more training and preparation to be effective in my work role. 
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b48) I experience conflict between my values and what I have to do in my 
role. 

b49) I am not clear as to what are the priorities in my role. 

[]]QG0G 
b50) I wish I had more financial resources for the work assigned to me. 
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Appendix B 

Test result of Hypotheses: 
Table 
Hp: I 

Distribution of ORS score of the total sample population 

ORS Score Departmental Staff Extra-Departmental Total 
No. % Staff No. 

No. % 
% 

0-99 42 14.28 24 7.50 66 10.75 
100-139 194 65.99 241 75.31 435 
140 and above 58 19.73 55 17.18 113 
Total 294 100.00 320 100.00 614 

Z =12.41 (Departmental); Z =15.18(Extra-Departmental); Z=19.60(Total) 
P< 0.01 

Table 
Hp: II 

70.85 
18.40 

100.00 

Income Measures of department Category -2 and ED Category -0 

Departmentai-Cate_gory-2 ED-Category-0 
No. Of employees 77 69 
AM of Remuneration 9149.25 2963.96 
Standard Deviation 1129.35 162.17 

Z = 47.67 at P<0.01 

Income Measures of department Category -3 and ED Category -1 

Departmentai-Category-3 ED-Category-1 
No. Of employees 61 70 
A.M of Remuneration 7128.69 2775.00 
Standard Deviation 1349.61 198.68 

Z = 20.81 at P<0.01 

Income Measures of department Category -4 and ED Category -4 

Departmentai-Category-4 ED-Category-4 

No. Of employees 56 60 
AM of Remuneration 6506.93 2280.83 
Standard Deviation 1209.21 179.00 

Z =16.18 at P<0.01 

252 

I I , 
' ,• 



Table 
Hp: Ill 

SAME TABLE OF Hp: I 
Comparing the result of Departmental staff and ED staff from the table for Hp: I, 
following result is available: 

Z = 2.708 at P<0.01 

Table 
Hp: IV. 

Sex and Departmental Status-Wise distribution ORS score. 

ORS Score De_E_artmental Ex-De~a rtmental Total 
Male Female Male Female Male Female 

No % No % No % No % No % No % 
0-99 27 15 21 3 48 18 

(5.29) (14.42) (4.11) (2.88) (9.41) (17.30) 
100-139 159 35 205 36 364 71 

(31.17) (33.65) (40.19) (34.61) (71.37) (68.28) 
140 and 50 8 48 7 98 15 
above (9.80) (7.69) (9.41) (6.73) (19.22) (14.42) 
Total 236 58 274 46 510 104 

(46.27) (55.77) (53.73) (44.23) (1 00) (1 00) 

Comparing the results of stressful ness of total male and female employees from 
the table Hp: IV, following result is available: 

Z = -2.369 at P<0.01 

Table 
Hp: V. 

Educational qualification-wise distribution of ORS score of Departmental 
Staff. 

Qualification ORS 0- ORS ORS- Total 
99 % 100-139 % 140 and above no % 

% 
Below-10m 0 (00) 15 (5.1 0) 7 (2.38) 22 (7.48) 

10m Std 0 (00) 34 (11.56) 14 (4.76) 48 (16.32) 
12m Std. 7 (2.38) 50 (17.00) 18 (6.12) 75 (25.51) 

Graduate 19 (6.46) 66 (22.45) 18 (6.12) 103 (35.03)_ 
Post Graduate 16 (5.44) 29 (9.86) 01 (0.34) 46 (15.64) 

Total 42 (14.28) 194 (65. 98) 58 (19.73) 294 (1 00) 
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Educational qualification-wise distribution of ORS score of Extra 

Departmental Staff 

Qualification ORS ORS ORS- Total 
0-99 % 100-139 % 140 and above No % 

% 
Below-10m 1 (0.31) 46 (14.38) 18 (5.62) 65 (20.31) 

10m Std 9 (2.81) 73 (22.81) 24 (7.50) 106 (33.12) 
12m Std. 5 (1.56) 51 (15.93) 7 (2.18) 63 (19.69) 

Graduate 2 (0.621 55 _(_17.18) 6 _{_1.87J 62 (19.37) 
Post Graduate 7 (2.18) 16 (5.00) 0 (00) 23 (7.18) 

Total 24 (7.50) 241 (75.31) 55 (17.18) 320 (100) 

Correlation coefficient between Educational Qualification and ORS score has 
been established and following results are available: 

No 

Yes 

Total 

Overall result: r = -0.383 
Overall result of Male employees: r = -0.325 

Overall result of Female employees: r = -0.387 
(in every case the P<0.01 level of significance) 

Table 
Hp:VI. 

Satisfied with physical facility of office 

Departmental Ex-Departmental 
M F T % M F T 

159 17 176 59.86 203 33 236 

77 41 118 40.14 71 13 84 

236 58 294 100.00 274 46 320 

% 
73.75 

26.25 

100.00 

Comparing the results of the response of both categories of employees on the 
question 'are you satisfied with the physical facility of the office', following result 
is available: 

D o_you 
Departmental 

M F T % 

Never 63 36 99 33.67 

Sometimes 137 22 159 54.08 

Often 36 0 36 12.24 

Total 236 58 294 100.00 

Z = 3.62 at P<0.01 

Hp: VII. 
f I l"k d . t "k ? ee 1 e omg_ s n e. 

Ex-Departmental 

M F T % 

34 11 45 14.06 

74 2 76 23.75 

166 33 199 62.19 

274 46 320 100.00 
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Total 
M F T % 
97 47 144 23.45 

211 24 235 38.27 

202 33 235 38.27 

510 104 614 100.00 



Taking the over all result the following figure is available: 
Z = 13.168 at P<0.01 

Hp: VIII. 
Do you Feel like early retirement? 

Departmental Ex-De__Qartmental 

M F T % M F T % 

Never 127 33 160 54.42 129 18 147 45.94 

Sometimes 84 21 105 35.71 77 7 84 26.25 
Often 25 4 29 9.86 68 21 89 27.81 
Total 236 58 294 100.00 274 46 320 100.00 

Taking the over all result the following figure is available: 
z = 0. 

Hp: IX. 

M 

256 

161 
93 

510 

F 

51 

28 
25 
104 

Do you less adjustment with customer? 

Departmental Ex-Departmental 

M F T % M F T % M F 
Never 72 1 73 24.83 30 0 30 9.38 102 1 

Sometimes 107 46 153 52.04 128 20 148 47.43 235 66 
Often 57 11 68 23.13 116 26 142 44.38 173 37 
Total 236 58 294 100.00 274 46 312 100.00 510 104 

Taking the over all result the following figure is available: 
Z = 16.60 at P<0.01 

Hp: X. 
Do you feel No attachment with organization? 

Departmental Ex-Departmental 

M F T % M F T % M F 

Never 118 32 150 51.02 108 22 130 40.63 226 54 

Sometimes 106 26 132 44.90 136 24 160 50.00 242 50 
Often 12 0 12 4.08 30 0 30 9.38 42 0 

Total 
T 

307 

189 
118 
614 

Total 
T 

103 

301 
210 
614 

Total 

T 

280 

292 
42 

Total 236 58 294 100.00 274 46 320 100.00 510 104 614 

Taking the over all result the following figure is available: 
Z = 2.20 at P<0.05 
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% 

50.00 

30.78 
19.22 

100.00 

% 
16.78 

49.02 
34.20 
100.00 

% 
45.60 

47.56 
6.84 

100.00 



Hp:. XI. 
Do you feel Low self respect? 

Depa rtmenta I Ex-Departmental Total 

M F T % M F T % M F T % 
Never 121 43 164 55.78 60 5 65 20.31 181 48 229 37.30 

Sometimes 82 15 97 32.99 122 25 147 45.94 204 40 244 39.74 
Often 33 0 33 11.22 92 16 108 33.75 125 16 141 22.96 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 

Taking the result of Departmental staff and comparing the same with the ED staff 
the following figure is available: 

Z = 9.18 at P<0.01 

Hp: XII. 
How your performance is judged? 

Departmental Ex-De Jartmental Total 

M F T % M F T % M F T % 

Observation 77 13 90 32.61 69 11 80 25.08 146 24 170 27.69 
Providing 
targets 141 38 179 64.86 141 24 164 51.41 282 62 344 56.03 
No judgment 18 7 7 2.54 64 11 75 23.51 82 18 100 16.29 
Total 236 58 276 100.00 274 46 319 100.00 510 104 614 100.00 

Taking the over all result the following figure is available: 
Z = 2.20 at P<0.01 

Taking the result of Departmental staff only following figure is available: 
Z = 5.45 at P<0.01 

Taking the result of Departmental staff only following figure is available: 
Z = 0.75 not significant. 
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Appendix. 
Appendix: C 

Marital 
Status M 

Married 19 
2 

Unmarried 44 
Total 23 

6 

Mean 

so 

No of 
transfer 

0 
1 
2 
3 
4 
s-

Often 
Total 

Departmental 
F M 

43 211 

15 59 
58 294 

Table: 1 
Are you married? 

(Q. No. Rp-9) 

_______ Ex~gepartment~~ ____ 
F T T 

45 256 23 
5 

63 1 64 
274 46 33 

0 

Table: 2 

-·-·----
M F 

403 88 

107 16 
510 10 

4 

Average Age Of The Employees (Q. No. Rp-4) 

D ED Total 

M F T M F T M F 
41.75 38.34 41.08 40.84 39.35 40.62 41.26 38.79 
9.50 10.23 9.73 9.16 7.20 8.91 9.32 8.99 

Table: 3 
No of transfer (branch to branch)(Q.No. RP-7) 

Total 
T 

491 

123 
614 

T 
40.84 
9.30 

Departmental Ex-Departmental 
M F T M F T 
12 8 20 83 3 9 
8 7 15 9 0 30 
8 1 9 21 9 . 22 

31 22 53 17 5 64 
33 8 41 40 24 45 
36 3 39 44 1 
108 9 117 60 4 64 
236 58 294 274 46 320 
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Table: 4 
No of transfer Uob to job) (Q.No. RP-8) 

No of Departmental Ex-Departmental 
transfer M F T M F T 

0 60 0 60 67 1 68 
1 7 4 11 3 1 4 
2 11 4 15 17 0 17 
3 ·15 5 20 17 10 27 
4 5 2 7 21 3 24 
5 21 11 32. 26 13 39 
Frequently_ 117 32 149 123 18 143 
Total 236 58 294 274 46 320 

Table: 5 
No of Job of related training (Q.No. RP-14) 

No of Departmental Ex-Departmental 
training M F T M F T 

0 9 0 9 207 35 242 
1 27 10 37 67 11 78 
2 39 23 62 0 0 0 
3 65 3 68 0 0 0 
4 61 9 70 0 0 0 
5 34 13 47 0 0 0 
6 3 0 3 0 0 0 
Total 236 58 294 274 46 320 
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Appendix: D 

No 
Yes 
Total 

No 
Yes 
Total 

No 
Yes 
Total 

M 

Table: 1 
Do you think you More Training ? 

(Q.No. 'A'-1) 

Departmental Ex-Departmental 
F T M F T 

---------- ----------·---- ------. . ---- -··-·-· . .. -·---------------

No 
Yes 

80 
156 
236 

M 
80 
156 
236 

26 106 21 9 
32 188 253 37 
58 294 274 46 

Table: 2 
Do you favour Performance appraisal? 

(Q.No. 'A'-2) 

30 
290 
320 

Departmental Ex-Departmental 
F T M F. 

-- ---------- ·------
33 113 143 16 159 
25 181 131 30 161 
58 294 274 46 320 

Table: 3 
Do you think any Reward would improve your performance? 

(Q.No. 'A'-3) 

M 
142 
94 
236 

M 
0 
236 

Departmental Ex-Departmental 
F T M 

47 189 87 
11 105 187 
58 294 294 

Table: 4 
Are you a Member of any Union? 

(Q.No. 'A'-4) 

F 
10 
36 
46 

Departmental Ex-De_Rartmental 
F T M F 

7 7 0 2 2 
51 287 274 44 318 

97 
223 
320 

T 

Total 236 58 294 274 46 320 
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No 
Yes 
Total 

Not 
Yes 
Total 

Not 
Yes 
Total 

Not 
Yes 
Total 

Table: 5 
Are you Satisfied with Union? 

(Q.No. 'A'-5) 

Departmental Ex-Departmental 

100 
136 
236 

M 
162 
74 
236 

M F T M F 
16 116 110 26 
35 171 164 18 
51 287 274 44 

Table: 6 
Are you Satisfied with your salary structure? 

(Q.No. 'A'-6) 

Departmental Ex-Departmental 

F T % M F T 
18 180 61.22 265 46 311 
40 114 38.78 9 0 9 
58 294 100.00 274 46 320 

Table: 7 
Are you Satisfied with your promotion structure? 

(Q.No. 'A'-7) 

M 
154 
82 
236 

M 
98 
138 
236 

Departmental Ex-Departmental 
F T % M F T 

39 193 65.65 246 42 288 
19 101 34.35 28 4 32 
58 294 100.00 274 46 320 

Table: 8 
Are you Satisfied with immediate superior? 

(Q.No. 'A'-8) 

Departmental Ex-Departmental 
F T % M F T 

25 123 41.84 141 28 169 
33 171 58.16 133 18 151 
58 294 100.00 274 46 320 
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T 
136 
182 
318 

% 
97.19 
2.81 
100.00 

% 

90.00 
10.00 
100.00 

% 

52.81 
47.19 
100.00 



Table: 9 
Are you Satisfied with the treatment with the extra-dept staff? 

(Q.No. 'A'-9) 

No 

Yes 

Total 

No 
Yes 
Total 

Not 

Yes 

Total 

Not 

Yes 

Total 

Dega_!l_'!!en~'!_~ __________ -- -·-- . ________ !=_~:q~~f!men!~---
M F T % M F T 

159 17 190 64.62 203 33 250 
77 41 104 35.38 71 13 70 

236 58 294 100.00 274 46 320 

Table: 10 
Are you Satisfied with physical facilities of office? 

(Q.No. 'A'-1 0) 

M 

159 
77 
236 

M 

47 

189 

236 

····------

Departmental Ex-Departmental 
F T % M F T 
17 176 59.86 203 33 236 
41 118 40.14 71 13 84 
58 294 100.00 274 46 320 

Table: 11 
Are you Satisfied with family members? 

(Q.No. 'A'-11) 

Departmental Ex-Departmental 

F T % M F T 

0 47 15.99 59 1 60 

58 247 84.01 215 45 260 

58 294 100.00 274 46 320 

Table: 12 
Are you Satisfied with your economic status? 

(Q.No. 'A'-12) 

Departmental Ex-Departmental 

M F T % M F T 
170 38 208 70.75 232 29 261 

66 20 86 29.25 42 17 59 

236 58 294 100.00 274 46 320 

:261 

% 

78.12 
21.88 
100.00 

% 

73.75 
26.25 
100.00 

% 

18.75 

81.25 

100 

% 
81.56 

18.44 

100.00 



Not 

Yes 

Total 

Table: 13 
Are you Satisfied with your friends and neighbors? 

(Q.No. 'A'-13) 

Departmental Ex-Departmental 

M F T % M F T 

42 1 42 14.29 82 12 94 

194 58 252 85.71 192 34 226 

236 59 294 100.00 274 46 320 
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% 

29.38 

70.63 

100.00 
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Appendix: E 

Table: 1 
What about Treatment of management with you? 

(Q.No. '8'-1) 

Departmental Ex-Departmental Total 
M F T % M F T % M F T 

Very good 16 7 23 7.82 0 0 0 0.00 16 7.00 23 
Good 157 48 205 69.73 92 7 99 30.94 249 55.00 304 

Not good 63 3 66 22.45 182 39 221 69.06 245 42.00 287 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 

Table: 2 
How present position can be improved in your department? 

(Q.No. '8'-2) 

Employing more 
men 

Rational work load 
Increasing salary 

Total 

M 
Observation 77 
Providing targets 141 
No judgment 18 
Total 236 

Departmental Ex-Departmental 

M F T % M F T % M 
14 
6 20 166 56.46 25 6 31 9.69 171 

49 38 87 29.59 0 0 0 0.00 49 
41 0 41 13.95 249 40 289 90.31 290 
23 .100.0 
6 58 294 100.00 274 46 320 0 510 

Table: 3 
How performance is judged in your office? 

(Q.No. '8'-3) 

Departmental Ex-De :Jartmental 
F T % M F T % M 
13 90 32.61 69 11 80 25.08 146 
38 179 64.86 141 24 164 51.41 282 
7 7 2.54 64 11 75 23.51 82 

58 276 100.00 274 46 319 100.00 510 
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Total 

F T 

26 197 

38 87 
40 330 

104 . 614 

Total 
F T 

24 170 
62 344 
18 100 
104 614 

% 

3.75 
49.51 
46.74 
100.00 

% 

32.08 

14.17 
53.75 
100.0 

0 

% 
27.69 
56.03 
16.29 
100.00 



Appendix: F 
Psychological Problems 

Table: 1 
Are you not satisfied with your job? 

(Q.No. 'C'-1) 

Departmental Ex-Departmental · 
M F T % M F T % M 

Never 70 22 92 31.29 36 3 39 12.19 106 

Sometimes 141 36 177 60.20 111 29 140 43.75 252 
Often 25 0 25 8.50 127 14 141 44.06 152 
Total 236 58 294 100.00 274 46 320 100.00 510 

Table: 2 

Total 
F T % 

25 131 21.34 

65 317 51.63 
14 166 27.04 
104 614 100.00 

Are you getting bored with your job? (Q.No. 'C'-2) 

Departmental I Ex-Departmental J Total 
M F T % M F T % M F T % 

Never 44 7 51 17.35 59 6 65 20.31 103 13 116 18.89 

Sometimes 144 37 181 61.56 115 11 126 39.38 259 48 307 50.00 
Often 48 14 62 21.09 100 29 129 40.31 148 43 191 31.11 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 

Table: 3 
Do you remain Anxious? (Q.No. 'C'-3) 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Never 28 18 46 15.65 15 3 18 5.63 43 21 21 20.19 
Sometimes 104 8 112 38.10 131 33 164 51.25 235 41 41 39.42 

Often 104 32 136 46.26 128 10 138 43.13 232 42 42 40.38 
Total 236 58 294 100.00 274 46 320 100.00 510 104 104 100.00 
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Never 
Sometimes 

Often 

Total 

M 
Never 76 

Sometimes 124 
Often 36 
Total 236 

Table: 4 
Do you feel Depressed? (Q.No. 'C'-4) 

Ex-Departmental 
De~artmental 

M F T % M F T % M 
92 29 121 41.16 47 3 50 15.63 139 
118 21 139 47.28 165 32 197 61.56 283 
26 8 34 11.56 62 11 73 22.81 88 

236 58 294 100.00 274 46 320 100.00 510 

Table:5 
Do you feel Irritated? (Q.No. 'C'-5) 

Departmental Ex-Departmental 

F T % M F T % M 

12 88 29.93 60 7 67 20.94 136 
41 165 56.12 136 10 146 45.63 260 
5 41 13.95 78 29 107 33.44 114 

58 294 100.00 274 46 320 100.00 510 

Table:G 
Do you feel a sense of Low Self-respect? 

(Q.No. 'C'-6) 

Total 

F T 

32 171 
53 336 
19 107 

104 614 

Total 

F T 
19 155 
51 311 
34 148 
104 614 

Departmental Ex-Departmental Total 

M F T % M F T % M F T 

Never 121 43 164 55.78 60 5 65 20.31 181 48 229 

Sometimes 82 15 97 32.99 122 25 147 45.94 204 40 244 
Often 33 0 33 11.22 92 16 108 33.75 125 16 141 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 

Table: 7 

I 
% 

27.85 
54.72 
17.43 

100.00 

% 
25.24 
50.65 
24.10 
100.00 

% 
37.30 

39.74 
22.96 
100.00 

· Do you feel a sense of no Attachment with your Organization? 
(Q.No. 'C'-7) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 
Never 118 32 150 51.02 108 22 130 40.63 226 54 280 45.60 

Sometimes 106 26 132 44.90 136 24 160 50.00 242 50 292 47.56 
Often 12 0 12 4.08 30 0 30 9.38 42 0 42 6.84 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 
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Table: 8 
Do you feel Fatigue? (Q.No. 'C'-8) 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Never 9 0 9 3.06 52 3 55 17.19 61 3 64 10.42 --

Sometimes 131 34 165 56.12 129 18 147 45.94 260 52 312 50.81 
Often 96 24 120 40.82 93 25 118 36.88 189 49 238 38.76 
Total 236 58 294 100.00 274 46 320 100.00 510 510 614 100.00 

Table: 9 
Do you feel low satisfaction with life? (Q.No. 'C'-9) 

Departmental Ex-Departmental Total 
M F T % M F T % M F T % 

Never 75 16 91 30.95 21 2 23 7.19 96 18 114 18.56 

Sometimes 140 38 178 60.54 161 34 195 60.94 301 72 373 60.74 
Often 21 4 25 8.50 92 10 102 31.88 113 14 127 20.68 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 

Table: 10 
Do you feel any Sexual Frustration? (Q.No. 'C'-10) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 79 27 106 36.05 116 15 131 40.94 145 42 237 38.60 

Sometimes 123 6 129 43.88 109 7 116 36.25 232 13 245 39.90 
Often 21 0 21 7.14 6 0 6 1.88 27 0 27 4.40 

No 
response 13 25 38 12.93 43 24 67 20.94 56 49 105 17.10 

Total 236 58 294 100.00 274 46 320 100.00 460 104 614 100.00 
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Appendix: G 
Physiological Problems 

Table:1 
Do you feel Tension and headache? (Q.No. 'D'-1) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T 

Never 29 0 29 9.86 34 0 34 10.63 63 0 63 

Sometimes 105 40 145 49.32 167 28 195 60.94 272 68 340 
Often 102 18 120 40.82 73 18 91 28.44 175 36 211 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 

Table:2 
Do you feel any Weakness? (Q.No. 'D'-2) 

Departmental Ex-Departmental Total 
M F T % M F T % M F T 

Never 79 7 86 29.25 87 3 90 28.12 166 10 176 
Sometimes 95 12 107 36.39 131 18 149 46.56 226 30 256 

Often 62 39 101 34.35 56 25 81 25.31 118 64 182 
Total 236 58 294 100 274 46 320 100 510 104 614 

Table:3 

% 

10.26 

55.37 
34.36 
100.00 

% 
28.66 
41.70 
29.64 
100 

Do you have any High blood pressure problem? (Q.No. 'D'-3) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 130 24 154 52.38 208 29 237 74.06 338 53 391 63.68 

Sometimes 97 29 126 42.86 50 17 67 20.94 147 46 193 31.43 
Often 9 5 14 4.76 16 0 16 5.00 25 0 25 4.07 
Total 236 58 294 100.00 274 46 320 100.00 510 99 614 100.00 
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Never 

Sometimes 
Often 
Total 

Never 
Sometimes 

Often 
Total 

Never 

Sometimes 

Often 

Total 

Never 
Sometimes 

Often 
Total 

Table:4 
Do you have Heart Pounding problem? (Q.No. 'D'-4) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T 

90 20 110 37.41 82 12 94 29.38 172 32 204 

134 30 164 55.78 187 34 221 69.06 321 64 385 
12 8 20 6.80 5 0 5 1.56 17 8 25 

236 58 294 100.00 274 46 320 100.00 510 104 614 

Table:5 
Do you have any Indigestion problem? (Q.No. 'D'-5) 

Departmental Ex-Departmental Total 
M F T % M F T % M F T 
48 7 55 18.71 82 19 101 31.56 130 26 156 
110 33 143 48.64 151 17 168 52.50 261 48 309 
78 18 96 32.65 41 10 51 15.94 119 28 147 
236 58 294 100.00 274 46 320 100.00 510 104 614 

Table:6 
Do you have problem of Constipation? (Q.No. 'D'-6} 

M 

118 

93 
25 

236 

M 

41 
138 
57 
236 

Departmental Ex-Departmental 

F T % M F T % M F 

10 128 43.54 131 23 154 48.13 249 33 

32 125 42.52 133 19 152 47.50 226 51 
16 41 13.95 10 4 14 4.38 35 20 
58 294 100.00 274 46 320 100.00 510 104 

Table:7 
Do you have Problem of Muscle aches? 

(Q.No. 'D'-7} 

Departmental Ex-Departmental 

F T % M F T % M F 

2 43 14.63 119 0 119 37.19 160 2 
31 169 57.48 108 28 136 42.50 246 59 
25 82 27.89 47 18 65 20.31 104 43 
58 294 100.00 274 46 320 100.00 510 104 
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Total 

T 

282 

273 
55 

614 

Total 

T 

162 
305 
147 
614 

% 

33.22 

62.70 
4.07 

100.00 

% 

25.41 
50.33 
23.94 
100.00 

% 

45.93 

44.46 
8.96 

100.00 

% 

26.38 
49.67 
23.94 
100.00 



Appendix~H 

Behavioral problems 

Table:1 
Do you feel like doing strike? (Q.No. 'E'-1) 

---
Departmental Ex-Dep_artmental 

M F T % M F T % M F 

Never 63 36 99 33.67 34 11 45 14.06 97 47 
Sometimes 137 22 159 54.08 74 2 76 23.75 211 24 

Often 36 0 36 12.24 166 33 199 62.19 202 33 
Total 236 58 294 100.00 274 46 320 100.00 510 104 

Table:2 
Do you feel like early retirement? (Q.No. 'E'-2) 

Departmental Ex -Depa rtmenta I 

M F T % M F T % M F 

Never 127 33 160 54.42 129 18 147 45.94 256 51 

Sometimes 84 21 105 35.71 77 7 84 26.25 161 28 
Often 25 4 29 9.86 68 21 89 27.81 93 25 
Total 236 58 294 100.00 274 46 320 100.00 510 104 

Table:3 
Do you feel Burnout? (Q.No. 'E'-3) 

Departmental Departmental 

M F T % M F T % M F 

Never 103 44 147 50.00 89 3 92 28.75 192 47 

Sometimes 111 14 125 42.52 164 40 204 63.75 275 54 
Often 22 0 22 7.48 21 3 24 7.50 43 3 
Total 236 58 294 100.00 274 46 320 100.00 510 104 

Table:4 
Do You Smoke? (Q.No. 'E'-4) 

Departmental Ex-Departmental 

M F T % M F T % M F 

Never 25 56 81 27.55 78 41 119 37.19 103 97 
Sometimes 52 0 52 17.69 85 0 85 26.56 137 0 

Often 159 2 161 54.76 111 5 116 36.25 270 7 
Total 236 58 294 100.00 274 46 320 100.00 510 104 
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Total 
T % 

144 23.45 
235 38.27 
235 38.27 
614 100.00 

Total 

T % 
307 50.00 

189 30.78 
118 19.22 
614 100.00 

Total 

T % 
249 40.55 

329 53.58 
46 7.49 
614 100.00 

Total 

T % 
200 32.57 
137 22.31 . 
277 45.11 
614 100.00 



Never 
Sometimes 

Often 

Total 

Never 

Sometimes 

Often 

Total 

Never 

Sometimes 

Often 
Total 

Never 
Sometimes 

Often 

Total 

Table:5 
Do you take Alcohol? (Q.No. 'E'-5) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T 
- 1----·-··-----·-- ------ ------- -----~---

105 58 163 55.44 184 41 225 70.31 289 99 388 
111 0 111 37.76 64 5 69 21.56 175 5 180 --
20 0 20 6.80 26 0 26 8.13 46 0 46 

236 58 294 100.00 274 46 320 100.00 510 104 614 

Table:6 
Do You Remain Absent? (Q.No. 'E'-6) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T 
97 22 119 40.47 141 13 154 48.13 238 35 273 

122 36 158 53.74 102 30 132 41.25 224 66 290 
17 0 17 5.78 31 3 34 10.63 48 3 51 

236 58 294 100.00 274 46 320 100.00 510 104 514 

Table:7 
Do you feel less adjustment with Colleagues? 

(Q.No. 'E'-7) 

M 
148 

87 
1 

236 

M 
72 
107 
57 

236 

Departmental Ex-De_E_artmental 

F T % M F T % M F 
24 172 58.50 111 9 120 37.50 159 33 

34 121 41.16 162 36 198 61.88 249 70 
0 1 0.34 1 1 2 0.63 2 1 
58 294 100.00 274 46 320 100.00 410 104 

Table:B 
Do you feel less adjustment with Customer? 

(Q.No. 'E'-8) 

Departmental Ex-De2_artmental 

F T % M F T % M F 
1 73 24.83 30 0 30 9.38 102 1 

46 153 52.04 128 20 148 47.43 235 66 
11 68 23.13 116 26 142 44.38 173 37 
58 294 100.00 274 46 312 100.00 510 104 
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Total 

T 

192 

319 
3 

614 

Total 

T 

103 
301 
210 
614 

% 
·-·-- ---·--· ·----' 

63.19 
29.32 
7.49 

100.00 

% 

44.46 

47.23 
8.31 
83.71 

% 

31.27 

51.95 
0.49 

100.00 

% 

16.78 
49.02 
34.20 
100.00 



Table:9 
Frequency of Accidents or Error from your sido? (Q.No. 'E'-9) 

Departmental Ex-Departmental Total 

M F T % M F T % M F T % 

Never 121 6 127 43.20 104 21 125 39.06 225 27 252 41.04 ------
Sometimes 111 49 160 54.42 167 23 190 59.38 278 72 350 57.00 

Often 4 3 7 2.38 3 2 5 1.56 7 5 12 1.95 
Total 236 58 294 100.00 274 46 320 100.00 510 104 614 100.00 

• 
";. 
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IRD 
RS 
REC 
RE 
RO 
Rl 
PI 
SRD 
RA 
RIN 

ORS 

fRO 
RS 
REC 
RE 
RO 
Rl 
PI 
SRD 
RA 
RIN 

Appendix-/: 
Coefficient of correlation of ORS with Human Consequences. 

Table:1 
Correlation Coefficient between Psychological Problems and ORS 

Variables 

Departmental Extra-Departmental Total 
M F T M F T M F 

-0.071 -0.067 -0.071 0.044 0.430** 0.116* 0.003 0.293** 
0.304** 0.125 0.273** 0.154* 0.338* 0.135* 0.310** 0.161 
0.154* 0.423** 0.180** 0.166** 0.527** 0.181 ** 0.121 ** 0.448** 
0.223** 0.372** 0.175** -0.086 0.063 -0.066 0.074 0.015 
0.432** 0.187 0.405** 0.202** 0.345* 0.194** 0.301** 0.121 
0.262** 0.254 0.261** 0.179** 0.166 0.173** 0.264** 0.378** 
0.061 0.000 0.055 0.079 0.005 0.078 0.083 0.082 
0.249** -0.110 0.200** -0.071 -0.090 -0.062 0.187** 0.260** 
0.313** 0.010 0.307** 0.313 0.010 0.307** 0.240** -0.012 
0.259** 0.406** 0.267** -0.093 0.482** 0 .. 167** 0.235** 0.377** 

Table:2 

T 
0.049 
0.283** 
0.153** 
0.065 
0.272 
0.273** 
0.084* 
0.196** 
0.213** 
0.239** 

Correlation of coefficient between Physi.cal problems and ORS Variables 

Departmental Ex-Departmental Total 
M F T M F T M F T 

0.403** 0.673** 0.462** 0.276** 0.234 0.303** 0.320** 0.382** 0.355** 
0.053 0.308* 0.114* -0.252** . 0.445** -0.194** -0.150** 0.337** -0.085* 
0.294** 0.628** 0.257** 0.310** 0.450** 0.301** 0.308** 0.490** 0.278** 
-0.249** 0.032 -0.220** 0.091 0.266 0.117* -0.095* 0.112 -0.071 
0.438** 0.097 0.365** 0.179** 0.279 0.166** 0.310** 0.199* 0.268** 
0.087 0.245 0.086 -0.006 0.414** 0.035 0.011 0.204* 0.020 
-0.330** 0.115 -0.250** -0.028 0.401** 0.037 -0.178** 0.214 -0.111** 
0.118 -0.091 0.058 0.001 -0.158 -0.009 -0.008 0.212* -0.052 
0.033 0.368** 0.114 0.160** 0.626** 0.252** 0.078 0.428** 0.160** 
0.21 0** 0.500 0.194** -0.121 * -0.075 -0.160** 0.018 0.195 -0.008 
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Table:3 
Correlation Coefficient between Behavioral Problems and ORS Variables 

ORS '. Departmental Extra-Departmental Total 
M F T M F T M F T 

IRD -0.058 0.342** -0.055 -0.271 ** 0.413** -0.216** -0.174** 0.409** -0.130** 
RS 0.259** 0.519** 0.257** 0.542** -0.096 0.489** 0.430** ·0.238* 0.408** 
REC 0.199** 0.502** 0.299** 0.222** 0.152 0.216** 0.196** 0.369** 0.240** 
RE -0.001 0.089 0.024 0.208** 0.537** 0.232** 0.104* 0.318** 0.130** 
RO 0.534** 0.377** 0.496** -0.055 -0.104 -0.057 0.246** 0.044 0.228** 
Rl · 0.123 0.043 0.131* 0.123** 0.046 0.118* 0.145** 0.265** 0.165** 
PI -0.318** -0.411** -0.311** 0.036 -0.182 0.020 -0.177** -0.136 -0.120** 
SRD 0.286** 0.235 0.282** -0.022 0.013 -0.019 0.167** 0.416** 0.203** 
RA 0.056 -0.011 0.005 0.355** 0.290 0.340** 0.194** 0.138 0.154** 
RIN 0.280** 0.107 0.302** -0.243** -0.179 -0.223** 0.136** 0.308** 0.198** 

Table:4 
Correlation coefficient between Depersonalization and ORS Variables 

ORS Departmental Extra-Departmental Total 
M F T M F T M F T 

IRD -0.015 0.369** 0.050 -0.238** 0.626** -0.112* -0.139** 0.514** -0.034 
RS 0.291** 0.691** 0.364** 0.365** -0.114 0.277** 0.374** 0.384** 0.362** 
REC 0.152* 0.677** 0.201 ** 0.171** 0.334* 0.165** 0.141 ** 0.546** 0.168** 
RE 0.067 -0.068 0.048 0.340** 0.443** 0.343** 0.205** 0.224* 0.202** 
RO 0.394** 0.486** 0.403** -0.060 -0.109 -0.084 0.163** 0.146 0.152** 
Rl 0.116 0.316* 0.132* 0.145* 0.069 0.134* 0.162** 0.347** 0.173** 
PI -0.293** -0.187 -0.277** -0.009 0.048 0.004 -0.120** -0.015 -0.104** 
SRD 0.345** 0.291* 0.327** 0.054 0.390** 0.094 0.244** 0.478** 0.271** 
RA 0.079 0.056 0.086 0.318** 0.446** 0.353** 0.194** 0.217* 0.211** 
RIN 0.348** 0.251 0.294** -0.353** -0.573** -0.403** 0.150** 0.235* 0.129** 
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ORS 

IRD 
RS 
REC 
RE 
RO 
Rl 
PI 
SRD 
RA 
RIN 

Table:5 
Correlation coefficient between lack of Personal Accomplishment and ORS 

Variables 

Departmental Extra-Departmental Total 
M F T M : F T M F T 

-0.162* -0.268* -0.188** 0.063 0.244 0.099 -0.014 0.155 0.004 
0.204** -0.007 0.159** 0.132* 0.483** 0.150** 0.233** 0.174 0.226** 
0.120 0.117 0.149* 0.139* 0.596·** 0.177** 0.104* 0.387** 0.146** 
0.126 -0.626** 0.063 -0.110 0.091 -0.084 0.004 -0.057 -0.003 
0.436** 0.085 0.393** 0.259** 0.389** . 0.263** 0.324** 0.143 0.299** 
0.222** -0.070 0.199** 0.284** 0.459** 0.296** 0.284** 0.342** 0.291** 
0.071 -0.122 0.047 0.093 -0.057 0.079 0.093* 0.001 . 0.080* 
0.204** -0.407** 0.121* -0.144 -0.276 -0.127* 0.1 09* 0.040· 0.099* 
0. 155* -0.478** 0.062 0.305** 0.110 0.295** 0.228** -0.089 0.179** 
0.124 -0.098 0.112 -0.105 -0.371 * -0.158** 0.125** 0.'121 . 0.127** 

Table:6 
Correlation coefficient between Emotional Exhaustion and ORS Variables 

ORS Departmental Extra-Departmental Total 

IRD 
RS 
REC 
RE 
RO 
Rl 
PI 
SRD 
RA 
RIN 

M F T M 
0.258** 0.338** 0.280** 0.236** 
0.380** 0.337** 0.372** -0.030 
0.277** 0.483** 0.273** 0.207** 
0.242** 0.069 0.210** -0.242** 
0.310** 0.183 0.285** 0.217** 
0.288** 0.478** 0.302** 0.078 
-0.045 0.290* 0.009 -0.044 
0.293** 0.222 0.270** 0.025 
0.223** 0.343** 0.251** 0.626** 
0.433** 0.517** 0.411** 0.066 

*Correlation is significant at 0.05 level. 
**Correlation is significant at 0.01 level. 

F 
0.481** 
-0.009 
0.339* 
-0.148 
0.308* 
-0.161 
0.059 
0.045 
0.061 
-0.121 
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T M F T 
0.304** 0.244** 0.444** 0.294** 
-0.072 0.195** 0.210* 0.182** 
0.193** 0.222** 0.449** 0.221** 
-0.218** 0.005 0.019 0.002 
0.192** 0.626** 0.178 0.235** 
0.058 0.208** 0.335** 0.210** 
-0.020 . -0.038 0.211* 0.002 
0.040 0.184** 0.303** 0.196** 
0.275** 0.242** 0.255** 0.262** 
-0.027 0.310** 0.446** 0.282** 



. Appendix-.J: 
ORS Single variable tables. 

81 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.67 3.48 2.83 2.66 2.13 2.59 2.66 2.88 2.7 
SD 1.35 0.5 1.27 1.46 1.57 1.48 1.41 1.29 1.39 
cv 50.56 14.37 44.88 54.89 73.71 57.14 53.01 44.79 51.48 

82 

Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 2.14 2.57 2.23 2.71 2.39 2.66 2.45 2.49 2.45 
SD 1.45 1.13 1.4 1.39 1.48 1.41 1.44 1.29 1.42 
cv 67.76 43.97 62.78 51.29 61.92 53.01 58.78 51.81 57.96 

83 

Departmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2.65 2.16 2.55 2.67 2.39 2.63 2.66 2.26 2.59 
SD 1.2 1.32 1.24 1.22 1.18 1.21 1.21 1.26 1.23 
cv 45.28 61.11 48.63 45.69 49.37 46.01 45.49 55.75 47.49 

84 

De Jaitmental Ex-Departmental Total 

M F T M F T M F T 
Mean 2.23 1.28 2.04 1.91 1.93 1.91 2.06 1.57 1.97 

SD 1.62 . 1.15 1.58 1.69 1.65 1.68 1.67 1.43 1.64 
cv 72.64 9.84 77.45 88.48 85.49 87.96 81.07 91.08 83.25 

85 

Departmental Ex-Departmental Total 

M F T .M F T M F T 

Mean 3.53 3.47 3.52 3.42 3.39 3.42 3.49 3.43 3.47 
SD 0.91 0.88 0.91 1.06 1.14 1.07 1 1 1 

cv 25.78 25.36 25.85 30.99 33.63 31.29 28.82 29.15 28.82 

275 



86 

-----~--· -- - ------

Departmental Ex-DeR_artmental Total 
M F T M F T M F T 

Mean 2.09 2.03 2.08 2.34 2.48 2.36 2.22 2.23 2.22 
SD 1.58 1.31 1.52 1.44 1.28 1.41 1.51 1.31 1.47 
cv 75.6 64.53 73.08 61.54 51.61 59.75 68.02 58.74 66.22 --- -----------

87 

------- --------- ------- -- ------- ----~-----

Departmental Ex-Departmental Total 
M F T M F T M F T ----- ~----~-----

Mean 1.29 1.66 1.36 1.29 1.61 1.34 1.29 1.63 1.35 
SD 1.34 1.02 1.29 1.3 0.91 1.25 1.31 0.97 1.27 
cv 103.88 61.45 94.85 100.77 56.52 93.28 101.6 59.51 94.07 

88 

D ED Total 
M F T M F T M F T 

Mean 1.92 2.29 1.99 1.74 2.5 1.86 1.83 2.38 1.92 
SD 1.55 1.2 1.49 1.28 1.05 1.27 1.41 1.13 1.38 
cv 80.73 52.4 74.87 73.56 42 68.28 77.05 47.48 71.88 

89 

De~artmental Ex-Departmental Total 
M F T M F T M F T 

Mean 1.8 2.67 1.97 2.34 2.52 2.37 2.09 2.61 2.18 
so 1.62 0.96 1.55 1.38 1.49 1.4 1.52 1.48 
cv 90 35.96 78.68 58.97 59.13 59.07 72.73 46.73 67.89 

810 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.59 2.48 2.57 3.17 2.67 3.1 2.9 2.57 2.85 
so 1.62 1.54 1.6 1.19 1.58 1.26 1.44 1.55 1.46 

cv 62.55 62.1 62.26 37.54 59.18 40.65 49.66 60.31 51.23 
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811 

-------- ---- -------
Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 2.22 2.88 2.35 0.84 3.02 2.01 2_02 2.94 2.17 

SD 1.31 1.16 1.3 1.46 1.04 1.46 1.4 1.1 1.4 
cv 59.01 40.28 55.32 79.35 34.44 72.64 69.31 37.41 64.52 ----- -----

812 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 1.32 1.55 1.36 1.96 1.07 1.83 1.66 1.34 1.61 
SD 1.3 1.3 1.3 1.42 1.14 1.42 1.4 1.25 1.38 
cv 98.48 83.87 95.59 72.45 106.5 77.6 84.34 93.28 85.71 

813 

De :1artmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.98 2.53 2.89 2.55 2.52 2.55 2.75 2.53 2.71 
SD 0.91 1.06 0.96 1.16 1.13 1.16 1.08 1.09 1.08 
cv 30.54 41.9 33.22 45.49 44.84 45.49 39.27 43.08 39.85 

814 

De__e_artmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2 2.71 2.14 1.85 2.33 1.92 1.92 2.54 2.02 
SD 1.54 1.17 1.5 1.58 1.45 1.56 1.56 1.31 1.54 
cv 77 43.17 70.09 85.41 62.23 62.23 81.25 51.57 76.24 

815 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.02 2.43 2.1 1.69 1.39 1.65 1.84 1.97 1.86 

SD 1.56 1.19 1.5 1.5 1.58 1.45 1.56 1.31 1.54 

cv 77.23 48.97 71.43 93.49 59.71 90.91 85.87 58.88 81.72 
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816 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 1.61 2.28 1.74 2.29 2.17 2.28 1.98 2.23 2.02 
so 1.43 1.07 1.39 1.33 1.25 1.32 1.42 1.25 1.38 -----
cv 88.82 46.93 79.89 58.08 57.6 57.89 71.72 51.57 68.32 

817 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 1.86 1.74 1.84 1.51 1.63 1.53 1.68 1.69 1.68 
so 1.4 0.97 1.32 1.38 1.14 1.34 1.4 1.04 1.34 

cv 75.27 55.75 71.74 91.39 69.94 87.58 83.33 61.54 79.76 

818 

Departmental Ex-DeR_artmental Total 
M F T M F T M F T 

Mean 2.11 2.43 2.17 2.7 2.8 2.71 2.43 2.6 2.45 
so 1.27 0.82 1.2 0.99 0.78 0.96 1.16 0.82 1.11 
cv 60.19 33.74 55.3 36.67 27.86 35.42 47.74 31.54 45.31 

819 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.08 1.86 2.04 1.92 2.83 2.05 2 2.29 2.05 
so 1.42 1.03 1.35 1.22 1.29 1.27 1.32 1.24 1.31 

cv 68.27 55.38 66.18 63.54 45.58 61.95 66 54.15 63.9 

820 

Departmental Ex-Departmental Total 

M F T M F T M F T 

Mean 3.19 2.22 3.00 3.77 3.74 3.77 3.50 2.89 3.40 

so 1.24 1.34 1.32 0.46 0.44 0.46 0.95 1.28 1.04 

cv 38.87 60.36 44 12.20 11.76 12.22 27.14 44.29 30.59 
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821 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.55 2.71 2.58 2.83 3.17 2.88 2.7 2.91 2.74 

SD 1.36 1.09 1.31 0.99 0.85 0.98 1.18 1.02 1.16 
cv 53.33 40.22 50.78 34.98 26.81 34.03 43.7 35.05 42.34 

822 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 1.98 1.84 1.95 2.29 1.74 2.21 2.15 1.8 2.09 
SD ·1.31 1.45 1.34 1.23 1.39 1.27 1.28 1.42 1.31 
cv 66.16 78.8 68.72 53.71 79.89 57.47 59.53 78.89 62.68 

823 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.96 2.53 2.87 2.8 2.57 2.77 2.87 2.55 2.82 
so 1.11 1.13 1.12 1.08 0.65 1.03 1.09 0.94 1.08 
cv 37.5 44.66 39.02 38.57 25.29 37.18 37.98 36.86 38.3 

824 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 1.88 2.19 1.94 2.33 2.8 2.4 2.12 2.46 2.18 
SD 1.56 1.12 1.49 1.64 1.09 1.58 1.62 1.14 1.55 
cv 82.98 51.14 76.82 70.39 38.93 65.83 76.41 46.36 71.1 

825 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 3.25 2.81 3.17 3.36 2.89 3.30 3.31 2.85 3.23 
SD 0.95 1.12 1.00 0.92 0~90 0.93 0.94 1.02 0.97 
CV. 29.23 36.86 31.54 27.38 31.14 28.18 28.40 35.79 30.03 
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826 

Departmental Ex-Departmental Total 
M F T M F T M F T ,, 

Mean 2.64 2.34 2.58 2.72 2.83 2.73 2.68 2.56 2.66 
SD 1.17 0.69 1.10 1.08 0.85 1.05 1.12 0.80 1.07 
cv 44.32 24.44 42.64 39.71 30.04 38.46 41.79 31.25 40.23 

827 

Departmental Ex-Departmental Total . ----,-'---,------ ------- ~-- ~---- -----

M F T M F T M F T 
Mean 2.67 2.38 2.61 3.28 3.46 3.31 3:00 2.86 2.98 
so 1.35 1.15 1.32 1.25 1.03 1.22 1.33 1.22 1.32. 
cv 50.56 48.32 50.57 38.11 29.77 36.86 44.33 42.66 43.62 

828 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.33 2.28 2.32 2.84 3.04 2.87 2.60 2.62 2.61 
so 1.01 1.24 1.05 0.98 0.74 0.95 1.02 1.10 1.04 
cv 43.34 54.39 45.26 34.51 23.03 33.10 39.23 41.98 39.85 

829 

Departmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2.18 2.57 2.26 1.91 1.78 1.89 2.03 2.22 2.07 

SD 1.46 0.92 1.38 1.26 1.43 1.28 1.36 1.23 1.34 

cv 66.94 35.80 61.06 65.97 80.34 67.72 67.00 55.40 64.73 

830 

De_2_artmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2.76 1.64 2.54 3.38 2.09 3.19 3.09 1.84 2.88 

SD 1.44 1.56 1.53 0.83 1.24 1.01 1.19 1.44 1.32 

cv 52.17 95.12 60.23 24.56 59.363 31.66 38.51 78.26 45.83 
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831 

~ 
Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 1.75 1.83 1.76 2.10 2.70 2.19 1.94 2.21 1.98 
so 1.17 0.80 1.11 1.19 1.13 20 1.20 1.05 1.18 
cv 66.86 43.72 63.07 56.67 41.85 54.79 61.86 47.51 59.60 

832 

Departmental Ex-Departmental Total 
M F T M - F T M F T 

Mean 2.88 2.48 2.80 3.07 3.26 3.09 2.98 283 2.95 
SD 1.26 1.61 1.34- 0.94 0.44 0.88 1.10 1.30 1.13 
cv 43.75 64.92 47.86 30.62 13.50 28.48 36.91 45.94 38.31 

833 

Departmental Ex-Departmental Total 
M F T M F T .M F T 

Mean 2.62 1.79 2.46 2.24 1.80 2.18 2.42 1.80 2.31 
so 1.16 0.85 1.15 1.07 0.54 1.02 1.13 0.73 1.09 
cv 44.27 47.49 46.75 47.77 30 46.79 46.69 40.56 47.19 

834 

Departmental Ex-Departmental Total 
M F T M F T· M F T 

Mean 3.35 2.66 3.21 3.18 2.61 3.10 3.26 2.63 3.15 
SD 0.94 1.49 1.11 1.00 0.83 1.00 0.98 1.24 1.05 
cv 28.06 56.02 34.58 31.45 31.80 32.26 30.06 47.15 33.33 

835 

Departmental Ex-Departmental· Total 
M F T M F T M F T 

Mean 3.12 3.09 3.11 2.95 2.93 2.Q5 3.03 3.02 3.03 

SD 1.02 0.57 0.95 1.00 1.14 1.02 1.01 0.87 0.99 

cv 32.69 18.45 30.55 33.90 38.91 34.58 33.33 28.81 32.67 
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836 
Departmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2.04 1.57 1.95 2.13 1.72 2.07 2.09 1.63 2.01 
so 1.35 1.26 1.35 1.17 1.34 1.20 1.26 1.29 1.27 
cv 66.18 80.25 69.23 54.93 77.91 57.97 60.29 79.14 63.18 

837 

Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 2.51 2.45 2.50 2.51 2.72 2.23 2.32 2.57 2.36 
so 1.29 0.94 1.23 1.31 0.86 1.27 1.32 0.91 1.26 
cv 51.39 38.37 49.20 52.19 31.62 56.90 56.90 35.41 53.39 

838 
Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 2.64 2.29 2.57 3.11 2.61. 3.03 2.89 2.43 2.81 
so 1.03 0.79 0.99 1.13 0.83 1.10 1.11 0.82 1.08 
cv 39.02 34.50 38.52 36.33 31.80 36.30 38.41 33.74 38.43 

839 
De(lartmental Ex-Deg_artmental Total 

M F T M F T M F T 
Mean 1.53 2.14 1.65 1.59 2.13 1.67 1.57 2.13 1.66 
so 1.45 1.26 1.43 1.15 0.91 1.13 1.30 1.12 1.28 
cv 94.77 58.88 86.67 72.33 42.72 67.66 8280 52.58 77.11 

840 
Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 2.32 2.41 2.34 2.46 2.9e 2.53 2.40 2.66 2.44 
so 1.33 0.70 1.23 1.14 0.95 1.12 1.23 0.87 1.18 
cv 57.33 29.05 52.56 46.34 31.88 44.27 51.25 32.71 48.36 

841 

Departmental Ex-De_Q_artmental Total 
M F T M F T M F T 

Mean 3.20 2.59 3.08 3.08 3.91 3.20 3.14 3.174 3.14 
so 1.20 1.57 1.30 1.35 0.59 1.30 1.28 1.40 1.30 
cv 37.50 60.62 42.21 43.83 15.09 40.63 40.76 44.16 41.40 

282 



842 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 2.75 3.05 2.81 3.30 3.20 3.28 3.05 3.12 3.06 
so 1.36 1.15 1.33 0.78 1.05 0.82 1.12 1.10 1.12 
cv 49.45 37.70 47.33 23.64 32.81 25 36.72 35.26 36.60 

843 
Depa rtmenta I Ex-Departmental Total 

M F T M F T M F T 
Mean 2.39 2.40 2.39 2.81 3.09 2.85 2.61 2.70 2.63 
SD 1.28 1.21 1.27 1.15 0.94 1.13 1.23 1.15 1.22 

cv 53.56 50.42 53.14 40.93 32.36 39.65 47.13 42.59 46.39 

844 
Departmental Ex-Departmental Total 

M F T M F T M F T 
Mean 1.92 2.03 1.95 2.30 2.00 2.26 2.13 2.02 2.11 

SD 1.28 0.88 1.21 1.27 1.10 1.25 1.28 0.98 1.24 

cv 66.67 43.35 62.05 55.22 55 55.31 60.09 48.51 58.77 

845 
De_e_artmenta I Ex-Departmental Total 

M F T M F T M F T 

Mean 2.15 2.10 2.14 2.73 2.70 2.73 2.46 2.37 2.45 
SD 1.41 0.72 1.30 1.02 1.41 1.08 1.25 1.12 1.2'2 

cv 65.58 34.29 60.75 37.36 52.22 39.56 50.81 47.26 49.80 

846 
Departmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2.06 1.48 1.95 2.45 2.59 2.47 2.27 1.97 2.22 

SD 1.12 1.01 1.12 1.17 0.78 1.12 1.16 1.07 1.15 

cv 54.37 68.24 57.44 47.76 30.12 45.34 51.10 54.31 51.80 

847 
Depa rtmenta I Ex-Departmental Total 

M F T M F T M F T 

Mean 2.36 2.52 2.39 2.82 2.11 2.72 2.61 2.34 2.56 

SD 1.00 0.86 0.98 1.41 1.37 1.42 1.26 1.13 1.24 

cv 442.37 34.13 41.00 50 64.93 52.21 48.28 48.29 48.44 
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848 

De~artmental Ex-Departmental Total 
rvi F T M F T M F T 

Mean 1.53 0.71 1.36 2.20 2.07 2.18 1.89 1.31 1.79 
SD 1.21 1.08 1.23 1.13 1.08 1.12 1.22 1.27 1.24 
cv 79.08 140.84 90.44 51.63 52.19 51.38 64.55 96.95 69.27 

849 

Dej:!artmental Ex-Departmental Total 

M F T M F T M F T 

Mean 2.58 2.71 2.61 2.82 3.46 2.91 2.71 3.04 2.77 

SD 1.34 1.17 1.30 1.06 0.55 1.03 1.20 1.01 1.18 
cv 51.93 43.17 49.81 37.59 15.90 35.40 44.28 33.22 42.60 

850 

Departmental Ex-Departmental Total 
M F T M F T M F T 

Mean 3.68 3.50 3.65 3.89 3.93 3.90 3.80 3.69 3.78 
SD 0.64 0.66 0.65 0.32 0.25 0.31 0.51 0.56 0.52 
cv 17.39 18.86 17.81 8.23 6.36 7.95 13.42 15.18 13.76 

284 



Appendix-K: 
ORS Total variable tables. 

Inter-Role-Distance (IRD) 

Departmental Extra-Departmental Total 
M F T M F T M F T 

Mean 12.37 13.48 12.59 12.53 14.93 12.87 12.45 14.12 12.74 
SD 3.51 2.99 3.44 4.18 3.73 4.20 3.89 3.40 3.86 
cv 28.38 22.18 27.32 33.36 24.98 32.63 31.24 24.08 30.30 

Role Stagnation (RS) 

De12_artmental Extra-Departmental Total 

M F T M F T M F T 
Mean 11.08 11.50 11.16 13.32 11.65 13.08 12.28 11.57 12.16 

SD 3.56 4.09 3.66 3.45 2.88 3.42 3.67 3.59 3.67 
cv 32.13 35.57 32.80 25.90 24.72 26.15 29.89 31.03 30.18 

Role Expectation Conflict (REC) 

Departmental Extra-Departmental Total 
M F T M F T M F T 

Mean 13.60 11.41 13.17 13.07 12.37 12.97 13.32 11.84 13.07 
SD 3.04 2.89 3.13 3.58 2.81 3.48 3.35 2.88 3.32 
cv 22.35 25.33 23.77 27.39 22.72 26.83 25.15 24.32 25.40 

Role Erosion (RE) 

Departmental Extra-Departmental Total 

M F T M F T M F T 

Mean 11.38 10.86 11.28 11.57 11.67 11.58 11.48 11.22 11.44 

SD 3.90 2.34 3.65 3.31 3.32 3.31 3.59 2.83 3.48 

cv 34.27 21.55 32.36 28.61 28.45 28.58 31.27 25.22 30.42 

Role Over-load (RO) 

Departmental Extra-Departmental Total 

M F T M F T M F T 

Mean 14.08 13.90 14.04 14.16 13.30 14.04 14.12 13.63 14.04 
SD 3.42 2.71 3.29 2.89 3.05 2.92 3.14 2.86 3.10 

cv 24.29 19.50 23.43 20.41 22.93 20.80 22.24 20.98 22.08 
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Role Isolation (RI) 

DeJJartmental Extra-Departmental Total 
M F T M F T M F T 

Mean 10.44 9.71 10.30 11.92 11.78 11.90 11.24 10.62 11.14 
so 4.71 3.10 4.44 3.81 2.62 3.66 4.31 3.06 4.13 
cv 45.11 31.93 43.11 31.96 22.24 30.76 38.35 28.81 37.07 

Personal Inadequacy (PI ) 

Departmental Extra-Departmental Total 
M F T M F T M F T 

Mean 10.69 10.74 10.70 11.06 11.52 11.13 10.89 11.09 10.92 
so 3.90 3.09 3.75 4.15 3.69 4.08 4.04 3.37 3.93 
cv 36.48 28.77 35.05 37.52 32.03 36.66 37.10 30.39 35.99 

Self-Role Distance (SRD) 

Departmental Extra-Departmental Total 

M F T M F T M F T 

Mean 10.52 10.00 10.42 12.59 13.02 12.66 11.64 11.34 11.58 
so 2.97 3.00 2.98 2.95 2.74 2.92 3.13 3.25 3.15 
cv 28.23 30 28.60 23.43 21.04 23.06 26.89 28.66 27.20 

Role Ambiguity (RA) 

Departmental Extra-Departmental Total 

M F T M F T M F T 

Mean 10.18 11.95 10.53 10.58 12.72 10.89 10.40 12.29 10.72 
so 5.58 4.37 5.40 4.16 3.58 4.14 4.87 4.04 4.79 
cv 54.81 36.57 51.28 39.32 28.14 38.02 46.83 32.87 44.68 

Resourcelnadequacy(RIN) 

Departmental Extra-Departmental Total 

M F T M F T M F T 

Mean 14.54 12.26 14.09 16.68 15.41 16.49 15.69 13.65 15.34 
so 3.56 4.13 3.82 1.79 2.03 1.88 2.95 3.82 3.20 

cv 24.48 35.15 27.11 10.73 13.17 11.40 18.80 27.99 20.86 
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Appendix-L 
ORS with other measures 

Table:1 
Distribution of ORS score of the total sample population 

ORS Score Departmental Staff Extra-Departmental Total 
Staff 

No. % No. % 
No. % 

0-99 42 14.28 24 7.50 66 10.75 
100-139 194 65.99 241 75.31 435 70.85 
140 and above 58 19.73 55 17.18 113 18.40 
Total 294 100.00 320 100.00 614 100.00 

Table-2 
Sex and Departmental Status-Wise distribution ORS score. 

ORS Score DeQC~rtmental Ex-De_Q_artmental Total 
Male Female Male Female Male Female 

No % No % No % No % No % No % 
0-99 27 15 21 3 48 18 

. (5.29) (14.42) (4.11) (2.88) _(_9.41) (17.30) 
100-139 159 35 205 36 364 71 

_(_31.17} (33.65J (40.19) (34.61) (71.37) (68.28) 
140 and above 50 8 48 7 98 15 

(9.80) (7.69) (9.41) (6.73) (19.22) (14.42) 
Total 236 58 274 46 510 104 

(46.27) (55.77) (53.73) (44.23) (1 00) (1 00) 

Table-3 
Basic Pay-wise distribution of ORS Score of Departmental staff. 

ORS Rs.7500 Rs.6500- Rs.4000 Rs.3200- Rs.2550 Total 
Score 4500 . 3050 

No. (%) No. No. (%) No. No. (%) No. (%) 
(%) (%) 

0-99 2 13 23 4 0 42 
(0.68) (4.42) (7.82) (1.36) (0.0) (14.28) 

100-139 31 38 44 41 40 194 
(10.54) (12.92) (14.96) (13.94) (13.60) (65.98) 

140- 1 15 10 16 16 58 
above (0.34) (5.1 0) (3.40J (5.44) (5.44) (19.73) 
Total 34 66 77 61 56 294 

(11.56) (22.45) (26.19) . (20.74) (19.04) (100) 
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Table-4 
Basic Pay-wise distribution of ORS Score of Extra- Departmental staff. 

ORS Rs2125 Rs.1740 Rs.1600 Rs.1545 Rs.1260 Total 
Score 

No. (%) No. (%) No. _(_%2_ No. _(_%) No. (%) No. _i0/~ 
0-99 6 6 6 4 2 24 

(1.87) (1.87) J.1.87) ( 1.25) (0.63) J.7.51 
100-139 55 56 44 . 34 52 241 

(17.91) (17.-5) 113.751 _(_10.62) ( 16.25) (75.31) 
140- 8 8 9 24 6 55 

above (2.5) (2.5) 12.812_ 17.501 (1.87j_ {17.19) 
Total 69 70 59 62 60 320 

(21.56) (21.87) 118.442_ 119.37) _(18.75J (1 00) 

Table-5 
Experience-wise distribution of ORS score of Departmental Staff. 

Yr. of ORS ORS ORS Total % 
experience 0-99 % 100-139 % 140 above % No. 

0-4 14 (4.76) 20 (6.80) 00 34 (11.56) 
(OOJ 

5-9 02 (0.68) 24 _(8.161 06 _(_2.042_ 32 _(_10.881 
10-14 00 (00) 24 (8.16) 23 _(7.80) 47 (15.99) 
15-19 19 (6.46) 41 (13.94) 17 _(_5.781 77 _(_26.191 
20-24 00 (00) 39 (13.26) 09 (3.061 48 _(_16.331 
25-29 05 (1. 70) 20 (6.80) 03 _(1.02) 28 (9.52) 
30-34 02 (0.68) 25 _(_8.501 00 _(_001 27 J.9.181 

35 and above 00 (00) 01 (0.342_ 00 _(001 01 10.34}_ 
Total 42 (14.28) 194 (65.98) 58 (19.73) 294 (1 00) 
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Table-6 
Experience-wise distribution of ORS score of Extra Departmental Staff. 

Yrs-. of ORS ORS ORS- 140 Total 
experience 0-99 100-139 and above no 

% % % % 
0-4 3 11 4 18 

(0.94) _(3.43) ( 1.25) (5.62) 
5-9 8 67 9 84 

(2.50) (20.93) (2.81) (26.25) 
10-14 6 52 24 82 

_{_1.87) (16.25) (7.5) . (25.63) 
15-19 1 58 12 71 

(0.31J 118.121 (3. 75) (22.19) 
20-24 6 35 3 44 

(1.87) (10.94) C0.94l (13.75) 
24-29 00 10 00 10 

JOO) _(3.12) (00) (3.12) 
30-34 00 07 00 07 

(00) (2.19) (00) . (2.19) 
35 and above 00 01 00 01 

(00) (0.31) _(001 (0.31) 
Total 24 241 55 320 

(7.5) (75.31) (17.19) (100) 

Table-7 
Educational qualification-wise distribution of ORS score of Departmental 

Staff. 
Qualification ORS ORS ORS- Total 

0-99 % 100-139 140 and no 
% above % % 

Below-10m 0 15 7 22 
JOO) (5.10) (2.38) (7.48) 

10m Std 0 34 14 48 
(00) (11.56) (4.76) (16.32) 

12"' Std. 7 50 18 75 
_{_2.381 (17.00) (6.12) (25.51) 

Graduate 19 66 18 103 
(6.46) (22.45) (6.12) (35.03) 

Post Graduate 16 29 01 46 
(5.44) (9.86) (0.34) (15.64) 

Total 42 194 58 294 
(14.28) (65.98) (19.73) (1 00) 
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Table-S 
Educational qualification-wise distribution of ORS score of Extra 

Departmental Staff 

Qualification ORS ORS ORS- Total 
0-99 % 100-139 140 and no 

% above % % 
Below- 10m 1 (0.31) 46 (14.38) 18 (5.62) 65 (20.3fl 

10" Std 9 (2.81) 73 .(22.8f) 24 (7.50) 106 (33.12) 
12m Std. 5 (1.56) 51 (15.93) 7 (2.18) 63 (19.69) 
Graduate 2 (0.62) 55 (17.18) 6 (1.87) 62 (19.37) 

Post Graduate 7 (2.18) 16 (5.00) 0 (00) 23 (7 .18) 
Total 24 (7.50) 241 (75.31) 55 (17.18) 320 (106) 
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