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ABSTRACT 

 Stress is a general term applied to the pressures felt in life. Stress at work is 

almost inevitable in many jobs. It has become a major buzzword and a legitimate 

concern of the time. An attempt has been made in this paper to highlight the 

likely sources and consequences of the stress, as well as to suggest measures to 

cope with it. 

INTRODUCTION 

 The word ‘stress’ was derived from the latin word, stringere, meaning to 

draw tight. In the 15th Century, the term was used to describe troubles or pain. A 

century  later, the term was used to describe burden, force or pressure, especially 

on a person’s body or soul. In the 17th Century, stress denoted hardship, straits, 

adversity or affliction. During the 18th and 19th Centuries it meant,” force , 

pressure, strain or strong effort.” It came in social sciences from engineering and 

physics . In physics, it denoted the internal force generated with in a solid body 

in response to the action of an external force distorting the body. While the 

external force was called ‘lead’ the resulting distortion was termed  as ‘strain’. 

In 1936, Prof. Hans Selye, ‘the father of modern stress.” Brought before the 

public the concept of stress in a medical sense to indicate overloading of the 

human body. The empirical research begins only after Hans Selye’s first article 

on stress in 1956. 
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SIGNIFICANCE OF THE STUDY 

 During the past 15 years, the banking sector had undergone rapid and 

striking policy changes due to globalization and liberalization, increased 

competition from the entrance of more private (corporate) sector banks, 

downsizing, introduction of new technologies and so forth. Due to these 

changes, the employees in the banking sector are experiencing a high level of 

stress. 

 Stresses may vary; they may be in the form of day-to-day worries major 

events or prolonged problematic work situations or they may arise from certain 

ideas, thoughts and perceptions that evoke negative emotions. The factors 

causing stress in a person are called ‘Stressors’. As the social an organizational 

demands or us tend to increase with complexities, so do the intensity of stress for 

an employee. Workplace stresses are listed in 14 board categories as shown 

below 

1. Role conflict, Role overload 

2. Role Ambiguity 

3. Lack  of Group Cohesiveness 

4. Lack of supervisory Support 

5. Inadequacy of Role Authority. 

6. Job Requirements 

7. Relationships with Co-Workers 

8. Staff Shortages 

9. Organizational Structure and Climate 

10. Home work interface 

11. Lack of Consultation and Communication 

12. Lack of control over the way the work is done 

13. Poor work conditions 

14. Insecurity and the Threat of  Unemployment. 
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 Job stress leads to unclear goals and/or objectives – role ambiguity, job 

dissatisfaction, lack of confidence, feeling of futility, a lowered sense of self-

esteem, depression, low motivation to work, increased blood pressure and pulse 

rate, and intentions to leave the job. The delirious effect of job stress impairs the 

physical and mental health of the employees. And, for better performance of the 

employees, the bank management has an onerous task to provide a congenial 

atmosphere to the employees to cope with job stress in the realm of HRM ( 

personnel Administration). Amid this background, the present study on 

employees of HARYANA GRAMIN BANK, Haryana has assumed greater 

significance than ever before. 

STATEMENT OF THE PROBLEM 

 The banking sector is not an exception to the job stress phase. Inherently, 

certain research questions arise. For instance, “ what causes job stress among 

bank employees?”,  How is high stress impacting the performance of the 

employees?” etc. Number of the years spent with an organization, emotional 

reactions and coping skills of employees, homework interface, relationships at 

work with superiors, colleagues, and subordinates, group cohesion and 

interpersonal trust, insecurity and the threat of unemployment, poor working 

conditions, etc. are the key variables for the s research problem. As such,’ the 

present study will help develop more appropriate strategies to cope with 

workplace stress and that these could be incorporated into a more fully 

integrated set of human resource policies for better performance of bank 

employees in the study district. 

OBJECTIVES OF THE STUDY 

 The objectives of the study are: 

• To measure the level of stress of the employees; 

• To Identify causes and consequences of stress; and 

• To suggest suitable measures for the management of work stress. 
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HYPOTHESES 

H01:  Stress level between employees of lower educational qualification and 

the  employees of higher educational level will be different. 

H02:  Stress level between the employees of few years of service and the 

employees of several years of service will be different. 

METHODOLOGY 

Sources of Data 

 The study depended on both primary and Secondary sources of data. 

Primary data were collected by conducting a sample survey of employees 

working in  Haryana Gramin Bank . A well-conceived questionnaire was used 

for the collection of primary data. The secondary data were collected from the 

standard textbooks, leading journals, magazines, and reports and records keep at 

the study bank branches: 

Sampling Design 

 The bank has been operating through 35 branches in Bhiwani  (Haryana) 

with  250 employees. The research is confined to seven branches of  Haryana 

Gramin Bank. Data were collected from all cadres of the employees including 

technicians from the Haryana Gramin Bank. Among 83 employees working in 

Haryana Gramin Bank at Bhiwani  only 74 were contacted and the remaining 

were  left uncovered because of their absence on the day of survey. 

Framework of Analysis 

 Mean, standard deviation, and chi-square test were used for the analysis of 

survey data. 
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Measuring the Level of work stress 

 Stress can be manifested in both positive and negative ways. It is positive 

when the situation offers and an opportunity for one to gain something 

profitably. Stress is negative when constraints  or demands are placed on the 

employees. When an event or situation is very serious or dangerous, the 

emotions become negative. These negative emotions have a crippling effect on 

work and lifestyles. Some people thrive on normal stressful situations. If there is 

no stress, or a zero stress state, there is no growth, so, normal level of stress is 

wanted. 

 To ascertain the level of work stress, likert type scale was used. For this, the 

researchers used (Likert summated) 4- point scale as 1-seldom true,  

2-Sometimes true, 3- Mostly and 0-false. To analyze the relationship between 

background characteristics and work stress, descriptive methods like mean, 

standard deviation have been used. The level of work stress of the employees 

may be normal or beginning to be a problem or dangerous. Personal factors and 

organizational factors have been taken into consideration. With a view to finding 

out the level of work stress of the sample employees, 20 statements relating to 

job factors have been adopted. The scale consists of 20 statements, the highest 

possible score by an individual is 60 and the lowest is 20. On the basis of the 

work stress score, the  sample respondents were divided into three groups: 

normal, becoming a problem and dangerous (Table 1). Those who scored 

between 20-29 were identified as having normal amount of stress, between 30-

49 were identified as having stress, which is becoming a problem, and between 

50-60 were having stress at dangerous level. 
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Table  1: Level of Work Stress 

Level of Work Stress No. of Respondents (%) 

Normal ( 20-29) 41 55.4 

Becoming a problem (30-49) 33 44.6 

Dangerous ( 50-60) -- -- 

TOTAL 74 100 

 

Causes of Work Stress 

 To ascertain the causes of work stress, survey data were analyzed by 

descriptive statistics, i.e., Mean and Standard deviation. Conditions that tend to 

cause stress are called stressors. Although a single stressor may cause major 

stress, usually stressors combine to pressurize an employee in a variety of ways 

until stress develops.  Job conditions can also cause stress, depending upon 

employees’ reaction to it. Different things cause work stressors, which are 

categorized into two: individual and organizational stressors ( figure 1). 

Oganizational stressors are factors that can cause stress at workplace: Task 

demands, Physical demands and Role demand. 
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Source: James C Quick and Jonathan D quick ( 1984), Organizational Stress and  

Prevention management, PP. 19-44 and 76, Mc Graw-Hill. 

 

Figure 1 : Categories of stressors and their consequences 

Life Change 

Life Trauma 

                                                                        
 Burnout  

Task Demands 

• Occupations 

• Security, overload 

Physical Demands 

• Temperature 

• Office Design 

Role  Demands 

• Conflict, ambiguity 

Interpersonal 
Demands 

• Group pressures 
• Leadership Style 

• Personalities 

 

Individual 
Consequences 

• Behaviroal ( Alcohol 
and Drug abuse; 
Violence) 

• Psychological ( sleep 
Disturbances; 
Depression) 

• Medical ( heart 
Disease; headaches) 

Organizational 
Consequences 

• Decline in 
performance 

• Turnover and 
Absenteeism 

• Decreased Motivation 
and satisfaction 

    Experienced 

         Stress 
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 To analyze the causes of stress, the researchers used scores on a 4-point  

scale ranging 4- strongly agree, 3-agree, 2-disagree and 1-strongly disagree. 

Yes/no type( dichotomous) questions and scoring techniques were used to assess 

the consequences of work stress of the employees. Task demands consist of 10 

statements ( Table 2); Physical Demands consist of 11 statements(Table 3) Role 

Demands have 8 statements ( Table 4 ) which were to be responded on a 4-point 

scale ranging, strongly agree-4, agree-3, disagree-2 and strongly disagree-1.  

 The following tables analysis show the results obtained. The score was 

analyzed by using mean, standard deviation and rank to determine the extent to 

which it is consistent. 

 Thus, it can be inferred that most of the respondents have the ability and 

skill to work, but their hard work and skill are not recognized. It is clear that the 

major physical demand stressors for the respondents were noise and polluted 

water, and this is because all the bank branches under study were located at 

Bhiwani. 

Table 2 : Analysis of Task Demands 

Task Demands Mean Rank SD 

Job is stressful than others 2.28 4 0.986 

Job security is threatened 2.01 6 0.836 

Burdened with work 1.96 8 0.913 

Inadequate time to finish work 2.32 2 0.862 

Inadequate time for tea and lunch breaks 2.00 7 0.828 

No ability and skill 1.61 10 0.593 

Work is not challenging 2.26 5 1.034 

Knowledge, skill and ability are not used 
properly 

2.30 3 1.003 

Hard work and skill are not approved 2.45 1 1.022 

Completion of work at last minute 1.96 8 0.801 
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Table 3 : Analysis of Physical Demands 
 

Physical  Demands Mean Rank SD 

Noise 2.36 1 0.973 

Polluted Air 2.32 3 0.908 

Poor Lighting 2.05 8 0.858 

Inadequate Air 2.15 6 0.855 

Polluted Water 2.36 1 0.973 

Improper Temperature 2.28 4 0.958 

Unhealthy environment 2.12 7 0.979 

Too much social interaction 2.27 5 0.955 

Loneliness 1.92 11 0.772 

Inadequate work surface 1.81 12 0.734 

Unsuitable furniture 1.97 9 0.850 

 

Table 4 : Analysis of Role Demands 

Role  Demands Mean Rank SD 

No clarity with job role 2.00 8 0.844 

Unbearable changes in policies, 
procedures and processes 

2.24 4 0.904 

Problem due to incongruent roles 2.62 1 0.989 

No encouragement 2.24 4 0.841 

Unable to finish the work because of two 
or more roles 

2.61 2 0.963 

Irritated for poor performance due to 
unclear instructions 

2.27 3 0.865 

Net enjoying work as much as play 2.03 7 0.810 

Not willing to take additional 
responsibility 

2.11 6 0.820 
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 Role Demands also cause stress to employees. In role demands, a person 

may experience stress from either role ambiguity or from role conflict. 

 Thus, it is evident that the major role demand stressor is ‘problem due to 

incongruent roles. 

Consequences of work Stress 

 A number of consequences can result from stress. If the stress is positive, 

the result may be with more energy, enthusiasm and motivation, otherwise, the 

experience of work can lead to a variety of symptoms of stress that harm 

employees health and job performance. In the present study, an attempt has been 

made to ascertain the consequences of  work stress on the  respondents, to know 

how stress can affect the employees. Here, yes/no questions were analyzed to 

know the symptoms of health, behavioral and psychological problems, and also 

the organizational consequences such as decline in performance, absenteeism, 

attitude change and burnout and these are presented in the tablets. 

Behavior of Respondents 

 A high level of stress may result in chain smoking, increased consumption 

of  alcohol, appetite disorders, rapid speech, frequent changes in eating habits, 

increased consumption of  pan and other drugs and increased consumption of tea 

or coffee ( Table 5)  

 The stress may be crucial. As a result of stress, employees may develop 

psychological problems like tension, anxiety, irritability, boredom and 

depression (Table 6). Stress may result in a variety of physical illness. Several 

respondents suffer from cold and backache because of inconvenient furniture/ 

seating (Table 7.) 
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Table 5 : Habits of Employees 

Habits 
No. of Respondents 

(n=74) 

Total 

(%) 

Increased Consumption of tea or coffee 56 75.67 

Rapid Speech 23 31.08 

Frequent changes in Eating Habits 20 27.03 

Chain Smoking 11 14.86 

Appetite Disorder 7 9.46 

Increased Consumption of  alcohol 6 8.10 

Taking leave frequently 4 5.40 

Increased usages of pan and other drugs 2 2.70 

 

Table 6: Analysis of Psychological Problems 

Psychological problems No. of Respondents ( n=74) Total (%) 

Anxiety 32 43.24 

Tension 23 31.08 

Sleeplessness 19 25.66 

Boredom 18 24.32 

Frustration 16 21.62 

Depression 13 17.57 

Fear 11 14.86 

Forgetfulness 11 14.86 

Irritability 10 13.51 

Illusion 5 6.76 

Absurd 3 4.05 
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Table 7 : Analysis of Health Problems 

Health problems No. of Respondents ( n=74) Total (%) 

Cold 28 37.84 

Bacckache 25 33.78 

Headache 20 27.03 

Fatique 19 25.68 

Digestive Problems 14 18.92 

Diabetes 13 17.57 

Ulcer 11 14.86 

Blood Pressure 9 12.16 

Intestinal Disorder 9 12.16 

Acne 8 10.81 

Constipation 6 8.10 

Heart disease 5 6.76 

Giddiness 3 4.05 

  

Testing of Hypotheses 

H01: Stress level will not be the same between the employees of lower 

educational and the employees of higher educational level ( Table8). 

Table 8: Educational  Qualification and the level of work stress 

Educational  qualification  
 

Total Level of Stress 
Only 

D.coop 
Graduates Postgraduates Others 

Normal 22 8 8 3 41 

Becoming a 
problem 

15 9 6 3 33 

Total Respondents 37 17 14 6 74 
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INTERPRETATION 

 For 3 d.f.X2 at 5% level of significance is 7.815. The calculated value of 

x2=0.443 is less than the table value of x2 0.05 for V=3 is 7.815; therefore, the 

hypothesis is accepted (Table 9). 

H02: stress level will not be the same between the employees of few years service 

and the employees of several years of service ( Table 10). 

INTERPRETATION 

 For 5 d.f.X2 at 5% level of significance is 11.070. The calculated value of 

x2=3.804 is less than the table value of x2 0.05 for V=5 is 11.070; therefore, the 

hypothesis is accepted (Table 11). 

Table 9: Chi-square Test of Educational qualification 

and the level of work Stress 

O E O-E (O-E)2 (O-E)2/E 

22 20.5 1.50 2.250 0.110 

15 16.5 -1.50 2.250 0.140 

8 9.42 -0.42 0.180 0.019 

9 7.58 0.42 0.180 0.023 

8 7.76 0.24 0.058 0.075 

6 6.24 -0.24 0.058 0.009 

3 3.32 -0.32 0.100 0.030 

3 2.68 -0.32 0.100 0.037 

              S(0-E) 2/E  0.443 

Note: df= (r-1) (c-1); (2-1) (4-1)=3 

 



Work Stress among Employees of  Haryana Gramin Bank, Haryana : A Study 103

Table 10: Length of Service and  work stress 

                                                        Length of Service Total 

Level of Stress Up to 5 6-10 11-15 16-20 25-30 Above 31 

Normal 16 11 11 2 - 1 41 

Becoming a 

problem 

12 10 10 - 1 - 33 

Total  28 21 21 2 1 1 74 

 

Table 11: Chi-square Test of  length of Service and the level of work Stress 

O E O-E (O-E)2 (O-E)2/E 

16 15.51 0.49 0.24 0.015 

12 12.49 0.49 0.24 0.019 

11 11.64 -0.64 0.41 0.035 

10 9.36 -0.64 0.41 0.044 

11 11.64 -0.64 0.41 0.035 

10 9.36 0.64 0.41 0.044 

2 1.11 0.89 0.79 0.712 

0 0.89 0.89 0.79 0.888 

0 0.55 -0.55 0.30 0.545 

1 0.45 0.55 0.30 0.667 

1 0.55 0.45 0.20 0.36 

0 0.45 0.45 0.20 0.44 

          S(0-E) 2/E  3.804 

Note: df= (r-1) (c-1); (2-1) (6-1)=5 
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RESULTS AND DISCUSSION 

 The findings pertaining to the study are grouped into three parts. The first 

part is related to the level of work stress, the second part covers the findings 

related to causes and consequence of work stress , and the final part covers 

suggestion and conclusions. 

 The findings relating to the level of work stress are discussed below: 

• A majority of 55.4% of the respondents have normal level of stress and 

for 44.6% stress has become a problem. 

• Respondents who were in the age group of 35-50 years experienced 

more stress than others. 

• Employees in clerical cadre ( 16.2%) were experiencing more stress. 

• Temporary employees (75%) and respondents with only Diploma in 

Cooperation as educational qualification ( 20.3%) were experiencing 

more stress. 

• Respondents who served the bank only up to five years were 

experiencing more stress than the experienced respondents. 

The following are the findings related to the causes and consequences of stress: 

• In the task demands, ’hard work and skill are not approved’ ranked first 

with the mean score of 2.45 and no ability and skill stood last with the 

least mean score of 1.61. 

• In physical Demands, ’noise’  and ’polished water’ ranked first with the 

mean score of 2.36. 

• In the role demands, ‘ incongruent role’ was the major stressor. 

SUGGESTIONS 

 It has been found from the study that the employees feel that their ‘hard 

work and skill is not recognized’ The management should recognize the hard 
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work of the employees and they should be give due recognition by allowing 

them to participate in the decision-making process, and should be rewarded in 

the form of promotion or increase in pay. 

 Majority of the employees have the problem emanating from incongruent 

roles. Clearly defining and fixing the role of each employee can solve this 

problem. The management should prepare work schedule according to the nature 

of work of the employee and it may reduce stress. 

 Respondents feel that their superior insults them unnecessarily. It may 

develop negative attitude not only towards the superiors, but alos towards their 

own work. So the superiors should treat the subordinates with utmost courtesy 

by giving importance to their ideas, feelings, emotions and suggestions. 

 Around 50% of the respondents were working more than eight hours 

because of heavy workload. The bank has to take adequate measures for 

installing computers or steps may be taken for recruiting more employees. 

 Some employees have minimal level of stress and this may lead to 

inefficiency and lethargic attitude towards work. The bank has to identify those 

employees who have less work and they should be given additional 

responsibilities. 

CONCLUSION 

 Normal work stress among the employees is necessary to carry out their 

routine work smoothly in the work place. While employees are experiencing 

minimal level of stress which may lead to inefficiency and lethargic attitude 

towards their work, Some other employees feel stress is becoming a problem 

which may lead to behavior changes among them and, which would finally 

affect their productivity. The management of the Cooperative bank, therefore, 

should devise suitable concrete measures to maintain the normal level of stress 

among the employees through counseling and reinforcement techniques. 
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