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Abstract

The fast food industry is one of the most important and rapidly growing segments of the overall restaurant industry. 
At the same time, it is a very dynamic and competitive business where too many food chains are chasing few 
consumers. This has become a million dollar questions-“what is youth’s choice of fast food restaurant?” .This 
present study is an attempt to understand the perception of Indian young consumers, majorly focused on the key 
players like Mc Donalds, KFC, Pizza Hut, Dominos, Taco Bell, Subway, and Papa John’s. This empirical study was 
conducted based on primary data collected from 275 respondents in Bangalore city through a structured 
questionnaire. Various attributes like taste, variety, price, location, service etc were examined. Several statistical 
tools were applied to screen the richness of attributes affecting the choice of fast food outlets by Indian young 
consumers and to analyse the best perceived attribute by them.  The study unveiled that McDonald and Dominos 
are the most preferred fast food outlets followed by Subway, Pizza Hut and KFC etc. Further, comparative study 
was also fared between McDonalds and Dominos to dissect the attributes influencing quality perception of these 
two outlets. 

Keywords : Service quality, perceived attributes, restaurant industry, fast food outlet.

Introduction:

Fast food is the term used for limited food menu added to the production-line techniques; specialised suppliers with 
products like chicken, burgers, pizzas or sandwiches were involved. The term fast-food was first popularized 
around 1950s in US. Fast-food in specific refers to food sold with preheated or precooked ingredients, served to 
consumers in package in the form of take away or take outs (Nondzor & Tawiah, 2015).

In recent times, immense change in dynamics of fast-foods was observed. Absolute explosion of diversity in the 
choice of menu and restaurant styles were encountered in last two decades. This developed the restaurant industry 
responsive to evolving consumer preference and tastes. Entrepreneurs of this industry find niche opportunities to 
profit in this way. These opportunities still exist in abundance in the fast food industry.

These fast-food restaurants are majorly known for its consistent, simple look, feel and even music in each store 
location. Customers order and pay at the counter or window and then enjoy the take-away or grab a tray to sit and 
eat at the store. Meals are generally short and there may or may not be table service. Condiments are often located 
centrally rather on each table.

Indian Fast  Food  Industry

The fast food market in India is witnessing rapid growth in alignment with massive investments and positive 
developments. At present, the hectic work schedules, working women, rising young population and increasing 
disposable income of the middle-class households are driving market growth in Indian fast-food industry. Quick 
service, cost advantages are unique highlights of the fast food industry which made it highly acceptable in the 
masses. Thus, tremendous opportunities for both domestic as well as international players are open in Indian fast-
food industry.

An implicit characteristic of India is food diversity, which is in account of diversified culture dwelling in various 
states and regions within the country. Traditionally, home-cooked meals were majorly preferred by Indians 
strengthening religious beliefs and values.

Indian economy stepped into liberalization in the 1991 and resulted in the entry of new international players. 
Subsequently, significant change in Indian consumer in their food preferences and lifestyles were witnessed. The 
adoption of Indian food requirements by the multinational fast food players gained the acceptance of Indian palate 
in the fast food industry. The introduction of a pure vegetarian restaurant by Mc Donald’s in the city of Ahmadabad 
can be considered as an illustration for the same. Avoidance of pork and beef from the menu by all multinational 
chains in the non-vegetarian segment is other such example (Goyal and Singh, 2007).
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Diversification in menus was commonly seen across fast food operators, particularly among the biggest areas such 
as burger, pizzas and chicken, with several companies increasing their food options. Consumers are increasingly 
looking for different alternatives when eating out, which has resulted in operators expanding from their core 
ingredients and adding numerous alternatives.

The burgeoning middle class, rise in demographic dividend, urbanization and increasing Indian young population 
spending contributed to the enormous growth rate of fast-food industry in India. This huge growth in the Indian 
fast-food industry contributes to world food trade year on year. Indian fast-food industry poised for high profit and 
high growth sector referable to its vast potential for value addition in the food processing industry.

Literature Review

 Worldwide, Fast food yields revenue of over $570 billion which is scales high than most country’s economic value. 
In US, the revenue was a whopping $200 billion in 2015. It is identified remarkable growth since 1970 when the 
revenue was of $6 billion (FH, 2017).

Consumer behaviour changes and buying patterns with favourable demographics made India experience 
magnificent growth in its own fast food industry (Shankar et al, 2010).

EMI (2016) report contends that 12 percent was the growth rate of Indian fast food industry in terms of current 
value as per 2016. This growth is fuelled by attributes like fast-paced lifestyles of consumers which forced them to 
fix requirements of meals. This is supported by the demographics of Indian consumers who are below 30 years. 
However, the increase in health awareness and its consequences is not impacting the fast-food industry growth.

Prabhavathi et al.(2014) exposed that India youth population attain satisfaction in sharing time with friends while 
eating fast food. Therefore, strategies like birthday parties, treat parties, fun, weekend, entertainment week will 
increase the total service perception of consumers in fast food chains.The author also revealed that youth 
consumers favour fast-food which resembles the home food. This is considered as an opportunity for organised fast 
food markets. To conduct it is also very essential to the fast food industry players to understand the young Indian 
consumer’s desired home foods to improve the service quality of fast-food outlets. Hence it is suggested that 
customised menu in fast food outlets will enhance the consumer satisfaction and also helpful to tap the market 
potential.

Tiwari and Verma(2008) identified attributes of consumers for choosing fast food restaurants as taste of the food, 
convenience, variety in menu, to save time. These results also match with other research work of how consumers 
patronise fast-food by uncovering the factors like variety and taste, quality, ambience, service speed, price, parking 
space.

Drewnowski and Spectre (2014) suggested that the other attribute influencing consumer service in fast-food 
industry is the socio-economic status. In India the parity between high income and low income is vast. People with 
less income tend to favour unorganised fast food and on the other hand consumers with high income levels tend to 
favour branded fast food chain for hygiene and nutritional factors fast-food restaurants. 

Thakkarand Thatte (2014) commented that ambiance is also an equally essential attribute for consumer service 
quality decisions in India along with the functionality and price. The study also concludes that the intrinsic factors 
are more significant to the consumer service quality decisions than the extrinsic factors.

The multinational fast-food players in Indian markets reframed the marketing strategies, visual aesthetics in 
specific to Indian market conditions and to sync with consumer tastes, preferences etc. McDonalds as a 
multinational chain, its strategy globally includes consistency, fun, quality, speed in service and convenience. But 
when entering Indian markets its success is paved by including local culture by changing the marketing strategies 
as family restaurants in their rating proposition. This can also be noticed in their promotional activities. Other fast-
food players in this industry like Subway, Pizza Hut and Dominos offer different menu lists based on the target 
consumers of that locality. Menu is changed from location to location. Localization is the key for success of 
dominos where it introduced topping like paneer, chettinad chicken, channa etc. as per the Indian consumer taste 
requirements (Tiwari and Verma, 2008).

IBEF (2017) report stated that Government of India was instrumental in the growth and development of Indian 
FPI(Food processing Industry) and it accounts to about 32 percent of India’s total food market. Through the 
Ministry of Food Processing Industries (MOFPI), Government of India is making all attempts to boost investments 
in Indian business. Sanctions for joint ventures, industrial licenses, foreign collaborations and hundred percent 
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export units are laid down to ordinate the same.

Problem statement

The Indian consumption of fast food is driven majorly by young consumers between the age group of 18 to 24. The 
appetite of the young Indian population and more women spending a substantial number of hours at work are the 
key drivers in fast food industry growth. This increased the ambiguity of consumer purchase decisions in fast food 
industry.

Objectives of the study

i) To identify the most impactful attribute affecting consumer service quality perception in fast food industry.

ii) To analyze the most preferred outlet by Indian young consumers of fast food industry.

iii) To compare the top two favored fast food outlets of Bangalore city.

Hypothesis of the study

H :  There is no significant association between the variables (variety, service speed, taste etc) and satisfaction level 0

of customers of Mc Donalds and Dominos.       

 H : There is a significant association between the variables (variety, service speed, taste etc) and satisfaction level 1

of customers of Mc Donalds and Dominos. 

Methodology

This study conducted was empirical in nature. The area chosen for this study was Bangalore city, South India. The 
sampling frame comprises the Young Indian consumers between the age group of 18-24. This primary data was 
collected from various college students of Bangalore city at different fast food outlets like Mc Donald’s, KFC, 
Dominos, Pizza hut, Taco Bell, Subway, Papa John’s. Sampling technique used was convenience sampling. The 
data was collected through close ended questionnaire to explore the perception of 272 young Indian respondents. 
The sample size was 250 after excluding the void data. The data was analyzed interpreted using SPSS 20 software. 

This study investigated the youth perception on service quality perception based on the attributes like Varity, taste 
and quality, ambience, service speed, price, location and ingredients, packing, accuracy of service, attitude of staff, 
opening hours, hygiene from a similar study conducted in 2008 by Tiwari and Verma and in 2014 by Thakkar and 
Thatte.

Analysis of data

As mentioned above, the data were collected with respect to two demographics of the youngsters, i.e., educational 
background (undergraduate to postgraduate), and age (18 to 24 and above). All visitors of fast food are from the 
students’ category (shown in Table-1).

Table-1

Consumer Perception with Respect to Timing of Visits, Preference of a Particular Fast Food Outlet, Purpose of 
Visit and Factors Influencing the Visits.

Variables 

Female

Total

Variables 

Male

Gender

Frequency 

142

108

250

Percent

56.8

43.2

100.0
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Variables 

Family

Relatives

None

Once in a week

Weekends

Once in a month

Once every three months

Sometimes

Mc Donald’s

KFC

Pizza Hut

Dominos

Taco Bell

Subway

Papa John's

Any Other

Yes

No

Variables 

Friends

Influence on Decision Regarding Selection of the Fast Food Outlet

Frequency of Visits to Fast Food Restaurant

Particular Fast Food Outlet

Prefer to buy fast food from the local shops

Frequency 

93

41

38

78

84

52

44

43

27

69

21

58

65

24

5

5

3

61

189

Percent

37.2

16.4

15.2

31.2

33.6

20.8

17.6

17.2

10.8

27.6

8.4

23.2

26.0

9.6

2.0

2.0

1.2

24.4

75.6

Variables Frequency Percent

Attributes

Variety

Taste & Quality

114

63

45.6

25.2

Ambience

Service Speed

Price

Location

Ingredients

Total

15

9

3

1

45

250

6.0

3.6

1.2

0.4

18.0

100.0
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Frequency distribution presented in Table-1 indicated that out of 250 consumers, 142 were male and 108 were 
females. From the following table, it can be inferred that consumers of fast food visit fast food outlets once in a 
week or in weekends for taking snacks or lunch. Based on the question regarding the frequency of visit to a 
particular fast food outlet it can also be inferred that McDonald is the most favoured fast food outlet followed by 
Pizza Hut and Dominos. Further, based on multiple answer questions, it is inferred that their preference to visit a 
particular fast food outlet is influenced by friends in 93% of the cases (Table-1), which is followed by family and 
relatives. From the analysis, it can also be infer that majority of the consumers don’t prefer to buy fast food from the 
local shops.

Rating of fast food outlets’ attributes

With a view to identify major attributes for choosing eating outlets, the data was collected on seven attributes. 
These attributes were taken from a similar study conducted in 2007 (Goyal and Singh, 2007). The attributes are as 
follow:

•  Variety of food;

•  Food taste and quality;

•  Ambience and hygiene;

•  Service speed;

•  Price;

•  Location and

•  Parking space.

Data was collected using five-point Likert type scale (1 stands for ‘Not at all important’ and 5 stands for ‘Extremely 
important’). For the purpose of ranking, the attributes mean score were calculated along with standard error and 
presented in Table-2.

It can be inferred that the mean score of food quality, variety and service speed is higher than the rest of the 
attributes followed by ambience, price, location and ingredients. Also, variation in perceptions is less in case of 
responses for factors like food quality, ambience, service and variety unlike rest of the factors, where ratings have 
more dispersion. This clearly indicates that young consumers are more attracted to quality, ambience and hygienic 
conditions. It is in the line of findings of other surveys (Nichani, 2005 and ANI, 2006).

5

Attributes Rating Score (Mean) Std. Deviation 
Variety 3.71 0.997 

Service speed 3.72 0.994 
Price 3.6 1.014 

Location 3.55 1.033 
Ingredients 3.6 1.014 

Taste & Food Quality 3.76 1.078 
Ambience 3.63 1.087 

 

Table-2

Comparative analysis of McDonalds and Dominos

With a view to compare and identify major attributes for choosing the two identified fast food outlets i.e. (Mc 
Donald’s and Dominos), the data were collected on twelve attributes (Goyal and Singh, 2007) of fast food outlets as 
under:

•  Service speed

•  Price

•  Hygiene
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Table-3
Paired Sample Statistics

6

•  Ambience

•  Food quality

•  Variety

•  Packaging

•  Accuracy in service

•  Attitude of staff

•  Opening hours

•  Location

•  Ingredients

The data was analysed using paired sample statistics at 5 percent level of significance. It was found that variety, 
Speed, ingredients, location, attitude of staff and hygiene are having equal satisfaction level when compared 
between McDonalds and Dominos. Whereas  for  accuracy in service, price, taste, ambience, packaging and 
opening hours don’t have equal level of satisfaction for the both. The average ranks of these 12 criteria showed that 
Dominos have better level of satisfaction for accuracy in service, price, taste, ingredients, service speed and variety 
shown in Table-6.
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Table 4
Paired Sample Correlation

  N Correlation Sig. 
Pair 1 Variety McDonalds & Variety Dominos 250 .235 .000 
Pair 2 Taste McDonalds & Taste dominos 250 .155 .014 
Pair 3 Service speed McDonalds & Service 

speed Dominos 
250 .343 .000 

Pair 4 Ingredients McDonalds & Ingredients 
Dominos 

250 .225 .000 

Pair 5 Ambience McDonalds & Ambience 
Dominos 

250 .210 .001 

Pair 6 Price McDonalds & Price Dominos 250 .275 .000 

Pair 7 Location McDonalds & Location 
Dominos 

250 .350 .000 

Pair 8 Packing McDonalds & Packing 
Dominos 

250 .340 .000 

Pair 9 Accuracy Services & Accuracy 
Dominos 

250 .323 .000 

Pair 10 Attitude of Staff & Attitude of  Staff 250 .328 .000 
Pair 11 Opening hrs McDonalds & Opening hrs 

Dominos 
250 .340 .000 

Pair 12 Hygiene McDonalds & Hygiene 
dominos 

250 .367 .000 
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Table 5
Paired Sample Test

Pair 1

Pair 2

Pair 3

Pair 4

Pair 5

Pair 6

Pair 7

Pair 8

Pair 9

Pair 10

Pair 11

Pair 12

 
 

  

Paired Differences 

t df 

Sig. 
(2-

tailed) 

 

Mean 
Std. 

Deviation 

Std. 
Error 
Mean 

95% 
Confidence 

Interval of the 
Difference 

Null 
Hypothesis 
Result 

Lower Upper  
Pair 
1 

Variety .048 1.241 .078 -.107 .203 .612 249 .541 Accept 

Pair 
2 

Taste -.232 1.415 .089 -.408 -.056 -2.592 249 .010 Reject 

Pair 
3 

Service speed .084 1.188 .075 -.064 .232 1.118 249 .265 Accept 

Pair 
4 

Ingredients -.104 1.260 .080 -.261 .053 -1.305 249 .193 Accept 

Pair 
5 

Ambience .264 1.369 .087 .093 .435 3.049 249 .003 Reject 

Pair 
6 

Price -.192 1.291 .082 -.353 -.031 -2.352 249 .019 Reject 

Pair 
7 

Location -.008 1.202 .076 -.158 .142 -.105 249 .916 Accept 

Pair 
8 

Packaging -.232 1.210 .077 -.383 -.081 -3.032 249 .003 Reject 

Pair 
9 

Accuracy -.504 1.223 .077 -.656 -.352 -6.515 249 .000 Reject 

Pair 
10 

Attitude of 
Staff  

.096 1.286 .081 -.064 .256 1.180 249 .239 Accept 

Pair 
11 

Opening hours .476 1.196 .076 .327 .625 6.291 249 .000 Reject 

Pair 
12 

Hygiene .092 1.204 .076 -.058 .242 1.208 249 .228 Accept 
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Table 6
Average ranks by customers for the satisfaction level for the 12 criterions
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Conclusion

•  The results revealed that the consumer more prefers on food and taste quality as the most impactful attribute when 
compared to Ambience, hygiene, Service speed, Price, Location andParking space available.

•  This study also disclosed that Indian youth consumers identified McDonalds and Dominos as the most visited and 
favoured fast food outlets when compared to KFC, Pizza Hut, Taco Bell, Subway and Papa John’s.

•  Further, a comparative analysis between top most preferred fast food outlets exposed that present young Indian 
consumers are more preferring Dominos over McDonalds.

•  When further analysed, discriminating pricing strategies like Discounts and coupons are pulling young consumer 
crowd to Dominos than McDonalds. 

•  Subsequently, variety of the products available in Dominos’ menu when compared to McDonalds-with both 
healthier and indulgent options and unique flavour profiles inclined youth population interest towards Dominos.

•  In India, to attract the young consumers, innovative-nutritional menu options and the price promotions like offers 
can be the idealistic ways of local and international players to compete with the top chains like Dominos and 
McDonalds.
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A Comparative Study of Quality of Work Life and Self-efficacy among Middle Level 
Managers of Public and Private Undertakings.

Sadia Khan, Research Scholar, Department of Psychology, Aligarh Muslim University, Aligarh-202002 
(India). Email : sadiak_me@yahoo.co.in

Among the mechanisms of human agency, none is more central or pervasive than beliefs of personal efficacy. This 
core belief is the foundation of human motivation, well-being, and accomplishments. Unless people believe they 
can produce desired effects by their actions, they have little incentive to act or to persevere in the face of difficulties. 
Whatever other factors serve as guides and motivators, they are rooted in the core belief that one has the power to 

Abstract

An attempt was made to study the Self-efficacy and Quality of work life on among middle level managers of public 
and private undertakings. The samples of the study comprised of 200 middle level managers. They were selected 
by means of random sampling technique from public and private sectors with n=100 from each undertakings. 
Random sampling technique was used to collect opinions from all managers of different sectors. The Quality of 
Work Life Scale developed by Shawkat and Ansari (2000) at AMU Aligarh and Self-efficacy Scale developed by 
Singh and Kumari (1990) was used for data collection. Analyses of the data were done by applying Mean, SD and t-
test. Results revealed that  middle level managers of public and private undertakings significantly differ with 
respect to Quality of Work Life and some of its dimensions; (i.e. Work Itself, Organizational Climate, Inter Group 
Relation and Trust) where as there is no significance of difference was found between Self-efficacy of middle level 
mangers of public and private undertakings. It was also found Quality of work life was found at the higher level in 
public undertakings as compared to the private undertakings.

Keywords : Quality of work life, self-efficacy, public and private middle level managers.

Introduction:

Quality of Work Life

Right from very beginning the term “Quality of Work Life” has been described differently by different 
psychologist, researchers and managers in their own respective ways to cover various aspects of Quality of Work 
Life at large in the following manner such as: 

Taylor (1973) and Spink (1975, pp. 220-226) described Quality of Work Life as “the degree of excellence in the 
work and working conditions which contribute to overall satisfaction of the individual and enhance individual as 
well as organizational effectiveness”. Bennium (1974) viewed Quality of Work Life as the quality of the 
relationship between man and his task. Bandura (1994, p. 71), Ketzell and Yankelovich (1975, pp.23-46) defined 
Quality of Work Life as “an individual's evaluation of the outcomes of the work relationship”. They observed and 
witnessed that a worker can enjoy a good quality of life when- firstly, job incumbents have positive feelings 
towards his/her jobs and its future prospects. Secondly, employees are motivated to stay on the job and perform 
well. Thirdly, when he/she experiences and feels working life quite benefitting with his/her private life. Walton 
(1975) on the other hand stated that Quality of Work Life is the degree to which members of work organization 
perceive that they are able to satisfy important personal needs through their experiences in organization. Lippit 
(1977, pp. 4-11) thought Quality of Work Life as, “the degree to which work provides an opportunity for an 
individual to satisfy a wide variety of personal need to survive with some security, to interact with others, to have a 
sense of personal usefulness, to be recognized for achievements and to have an opportunity to improve one's skills 
and knowledge”. Here, Lippit covered the whole gamut of work life which may increase organizational 
effectiveness. 

Menton (1979) described Quality of Work Life as relatively new term for a bundle of old issues that have been an 
interest to philosophers, theologists, social scientists, workers and employers since a long time.  The concept of 
quality of work life is very broad that can includes all aspects of work ethic and work condition, workers expression 
of satisfaction and dissatisfaction, managerial concern about efficiency of output and broaden consideration of 
social cohesion and stability. Recently, the term Quality of Work Life has been described as ‘better job and more 
balanced ways of combining work life with personal life’. Eurofound (2006) emphasized that ‘as a concept  
Quality of Work Life is multi-dimensional and universal. However, key concept tends to include job security, 
reward systems, pay and opportunity for growth among other factors’(Rossi, Perrewee, and Sauter, 2006).

Self-Efficacy
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effect changes by one's actions. General self-efficacy can be defined as “people's beliefs about their capabilities to 
produce designated levels of performance that exercise influence over events that affect their lives” (Bandura, 
1994,p. 71). Self-efficacy determines how people feel, think, motivate them, and behave (Bandura,1994).  “Belief 
in one's efficacy is a key personal resource in self-development, successful adaptation, and change”. Self-efficacy 
refers to an individual's belief in his/her capabilities to exert control over different aspects of their lives.  The 
concept of self-efficacy has been studied in two perspectives : (i) Specific self-efficacy & (ii) General self-efficacy 
(Bandura, 1971, Sherer et al., 1982). Bandura (1971) posits that self-efficacy refers to the confidence in one's 
abilities to behave in such a way as to produce a desirable outcome. He conceived self-efficacy as situation specific, 
not a global concept generalizing between domains (Bandura, 1977). It operates through its impact on “cognitive”, 
“motivational”, “affective”, and “decisional processes”. Efficacy beliefs affect whether individuals think 
optimistically or pessimistically, in self enhancing or self-debilitating ways. Such beliefs affect people's goals and 
aspirations, how well they motivate themselves, and their perseverance in the face of difficulties and adversity. 
Efficacy beliefs also shape people's outcome expectations—whether they expect their efforts to produce favorable 
outcomes or adverse ones. In addition, efficacy beliefs determine how environmental opportunities and 
impediments are viewed. People of low efficacy are easily convinced of the futility of effort in the face of 
difficulties. They quickly give up trying. Those of high efficacy view impediments as surmountable by self-
development and perseverant effort. They stay the course in the face of difficulties and remain resilient to adversity. 
Efficacy beliefs also affect the quality of emotional life. Information used to appraise self-efficacy is acquired from 
four primary sources: actual performances, vicarious experiences, forms of persuasion, and physiological 
reactions.

According to Baranowski, Perry and Parcel (2002, pp.165-184), self-efficacy is defined as “the confidence one 
feels about performing a particular activity, including confidence in overcoming the barriers to performing that 
behaviour”. Thus, high self-efficacy leads to people work hard and persist in the face of setbacks, obstacles and 
barriers in performing a particular activity. For instance, many of the great innovators, entrepreneurs and 
politicians have had sufficient self-efficacy to press on in spite of repeated obstacles, considerable ridicule and 
little encouragement. Thomas Edison tested at least three thousand different theories before eventually developing 
the first incandescent light bulb. A milkshake salesman named Ray Kroc persisted despite being ridiculed for 
believing that his McDonald's Corporation could become a successful franchise. Ormord (2006) defined self-
efficacy as “the belief that one is capable of performing in a certain manner to attain certain goals.”

Literature Review

Quality of Work Life

Payne and Pheysey (1971) in the light of an interesting study conducted on organizational climate came to 
conclusion that job satisfaction is an indicative of positive Quality of Work Life. This was to highlight qualities of 
employee's work life. Job satisfaction is an indicative of positive quality of working life. Hence, whatever studies 
will be put forth on job satisfaction would be determining relationship of some variable as its important 
determinants. 

Costello and Sang (1974) reported that majority of job incumbents of publicly owned utility firms were satisfied 
with security and social needs but, were different in the fulfillment of increase order needs self-esteem, autonomy 
and self-actualization. Study conducted by Rhinehard and Dewolf (1969) on managers, compared managers 
working in government agencies with those from business and industries. They found that perceived deficiency in 
need fulfillment likely to increase successively at lower level which was almost similar to the findings of Jhonson 
and Marcrum (1968). Their study also revealed that increased dissatisfaction was found among managers of 
government agencies as compared to managers of business and industries.

Hackman, Pearce and Wolf (1978) propounded that the job can be re-designed to have the attributes desired by the 
people and organization, and also to have the environment desired by the people. This approach seeks to improve 
the quality of working life. Rajappa (1978) found in his study that organizations with achievement oriented climate 
were highly productive. 

Robert (1997) presented a summary of determined tests of the assumption that success rates are so low in 
Organizational Commitment that doubt or cynicism constitutes the appropriate mind-sets. This opinion continues 
to appear in the literature, both scientific and popular, despite the existence of several large data sets that could 
either reinforce the doubt or cynicism, or require variously nuanced caveats about them. 16 major data sets are 
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reviewed in effect to sketch some confidence intervals concerning reasonable estimates of success rates in varieties 
of planned change commonly labeled as Quality of Work Life, organizational development and Organizational 
Commitment.

Donaldson et al. (1999) studied a major incentive for work-site. Health promotion activities promised increase of 
company's profitability. Although employee sleep patterns predicted health care utilization and psychological 
well-being, for most of the employee-health behaviours were not strong predictors of proximal organizational 
effectiveness factors. However, Quality of Work Life factors significantly predicted Organizational Commitment, 
absenteeism, and tardiness frequency. Findings suggested the value of improving the system of work in which 
employee are embedded as part of comprehensive work-site health promotion efforts.

Chan, Raymond and Joseph, Stephen (2000) compared the experiences of work stress, work satisfaction and 
mental health on 2,589 managers and workers from six different professions and para-professions, namely general 
practitioners, lawyers, engineers, teachers, nurses, and life insurance personals. Results showed that performance 
pressures and work family conflicts were perceived to be the most stressful aspects of work. Two of the stressors 
contributed to the overall work stress. Further, stress arising due to work, family conflicts, performance pressure 
and poor job prospect was negatively associated with level of work satisfaction. These findings were discussed in 
contexts of increasing professionalization, and de professionalization and growing emphasis on productivity and 
efficiency in a quickly developing economy. 

Dargahi and Seragi (2007) conducted a study to provide the processes used to investigate and implement a pathway 
for improving of Quality of Work Life as an approach model. The results from the survey showed that the perceived 
strongest areas among 12 categories developed by Quality of Work Life Strategic Planning Committee that 
employees agreed to improve on their Quality of Work Life were Organizational Commitment, trust, support, 
monetary compensation, non-monetary compensation, leadership, attendance management, communication 
between managers and employees, communication between managers and managers, overall communication, 
respect and recognition. This committee evaluated the outcomes of Quality of Work Life of managers and 
employee teams to improve the employees' Quality of Work Life. The Quality of Work Life Strategic Planning 
Committee also recommend a new approach to suggest the ways which may be impressive on the employees' 
improving Quality of Work Life. 

Gunaand Maimnah (2008) in a study entitled “Constructs of Quality of Work Life: A Perspective of Information 
and Technology Professionals”, concluded that IT industries in many developing countries are experiencing 
tremendous challenges in meeting the employment market demand. A good human resource practice would 
encourage IT professionals to be more productive while enjoying their work. Therefore, Quality of Work Life is 
becoming an important human resource issue in IT organizations. Effective strategic human resource policies and 
procedures are essential to govern and provide excellent Quality of Work Life among IT professionals. Conversely, 
poor human resource strategic measures that are unable to address these issues can effectively distort the Quality of 
Work Life, which will eventually fail the organizations' vision of becoming competitive globally. 

Pugalendhi, Umaselvi and Nakkeeran (2011) in a study of Quality of Work Life: Perception of college teachers, 
revealed a significant relationship between total Quality of Work Life and Quality of Life in teaching environment . 
They also found that quality of life of college teachers is low in its working level and stated that Quality of Work 
Life is an essential concept of favourable situation in a working environment.

Reena and Jayan (2012) investigated the influence of QWL in relation to the job attitude and personal effectiveness 
of engineering college teachers in Kerala state. The numerous results came out by applying appropriate statistics 
regarding the objectives of the research. The major findings of the study were: (i) the  higher  levels  of  perceived 
quality  of work  life  teachers obtained significantly more scores on the different dimensions of personal 
effectiveness such as personal focus, personal growth, team effectiveness, relationships, and personal adaptability 
than  those teachers who have moderate  and  lower  level of perceived QWL; (ii)   there was significant difference 
in the personal growth of teachers towards their perceived levels of  total  QWL; (iii) relations with colleagues and 
HODs directs to high  competent, motivated and dynamic  staff  in institutional effectiveness; (iv) the higher levels 
of perceived QWL college teachers indicated significantly more scores on the job attitude  dimensions  such as  job  
commitment  and  job  satisfaction  as compared to  the moderate and  lower  level of perceived QWL of teachers; 
and (v) significant difference was not reported on job involvement dimension of job attitude. It was concluded that 
high QWL in educational environment play very important role in accomplishment on teachers' needs for humor, 
and balance.
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Nia and Maleki (2013) conducted a study to explore the relationship between QWL and organizational 
commitment of faculty members. Results revealed the positive relationship between the QWL and organizational 
commitment of faculty members. It means organizational commitment of faculty members will be enhanced along 
the good QWL at work setting in the universities. 

Khan (2015) made an attempt to find out the relationship between QWL and organizational commitment among 
clerical-staff. The findings of the study revealed the positive and significant relationship between QWL and 
organizational commitment of clerical-staff. Further, QWL was emerged as significant predictor for organizational 
commitment of clerical-staff. This study may have its own practical significance at the organizational set up to 
optimizing QWL of clerical- staff at large to enhance their commitment and reduced their deviation from work.

Khan (2016) made an attempt to study the effect of multiple dimensions of perceived work environment on need 
satisfaction in Asia's largest transport public sector organization the Indian Railways. The results revealed the 
significant zero-order correlation of perceived work environment with need satisfaction. Further, Robustness 
check to use ordinary least square (OLS) Multiple Regression Analysis was carried out and satisfied.  Multiple 
regression analysis showed that six dimensions of perceived work environment such as; effectiveness of 
supervision/management, working conditions, confidence in management, monetary gain, opportunity for growth 
and development, and citizenship behaviour and recognition at work emerged as critical predictors of need 
satisfaction and explained significant amount of variance. Magnitude of effect size for each predictor was 
calculated and found to be real and very large.

Self-Efficacy

In a field study, O'Neill and Mone (1998) investigated the effect of equity-sensitivity and self-efficacy on job 
satisfaction, organizational commitment and intent to leave. The sample was comprised of 242 employees from a 
health care firm. The findings revealed that the employees working in a health care firm support the moderating 
role of equity sensitivity and relationship between self-efficacy and job satisfaction and between self-efficacy and 
intent to leave. But they did not find relationship between self-efficacy and organizational commitment.

In another study Jex and Bliese (1999) found a strong positive relationship between self-efficacy and job 
satisfaction. At the same time, they also found a strong positive relationship between self-efficacy and 
organizational commitment. Their results indicated that employees react negatively when they perceive that they 
are not capable of high levels of performance.

Luthans and Peterson (2002) examined the impact of manager's self-efficacy on the relationship between their 
employee's engagement and manager's effectiveness. They reported that the manager's self-efficacy was a partial 
mediator of the relationship between his or her employees’ engagement and the manager's rated effectiveness. 

Overall, on the basis of their study they suggested that both employees‟ engagement and manager self-efficacy are 

important antecedents that together may more positively influence manager's effectiveness than either predictor.

Sinha, Talwar and Rajpal (2002) conducted a study to investigate the relationship between self-efficacy and 
organizational commitment. The sample was comprised of 167 managers. The findings revealed that 
organizational commitment was positively related with self-efficacy. 

Droussiotis (2004) in a study attempts to derive and identify from primary data the characteristics of the most 
productive Cypriot employees, as seen by their managers. The findings showed that highly performing employees 
were satisfied with their jobs and were highly motivated to work. The findings obtained by Droussiotis clearly 
indicated that highly performing employees were found to be having high level of self-efficacy, good 
communication skills, group cohesiveness, internal locus of control and low organizational commitment.

Karatepe, Arasliand Khan (2007) in a study investigated the effect of self-efficacy on job performance, job 
satisfaction and affective organizational commitment on employees in three, four and five-star hotels in Northern 
Cyprus as its setting. The results demonstrated that self-efficacy is a significant determinant of job performance. 
This study, however, failed to find a significant positive association between self-efficacy and job satisfaction. The 
results of the present study revealed that job performance mediates the impact of self-efficacy on job satisfaction. 
In addition, the results of the path analysis showed that self-efficacy is among the significant predictors of affective 
organizational commitment. The model test results provided empirical support for the rest of the hypothesized 
relationships. Specifically, the path-analytic findings indicated that job satisfaction exerts a significant positive 
influence on affective organizational commitment. The model test results also demonstrated that job satisfaction 
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and affective organizational commitment are negatively associated with intention to leave.

In their study Vuuren, Jong and Seydel (2008) investigated the main and combined effects of self-efficacy and 
organisational efficacy on three dimensions of organizational commitment. The survey was conducted on 
employees of a chemical plant. The findings revealed that both organisational efficacy and to a lesser extent, self-
efficacy both contribute to affective, normative and continuance commitment.

Hurter (2008) conducted a study to investigate the relationship between self-efficacy and employee commitment. 
For this purpose the sample was comprised of 113 category four and higher employees from a South African sugar 
manufacturing company. The results of the study indicated the positive correlation between self-efficacy and 
employee commitment. Uncommitted employees showed a lower level of self-efficacy.

 Ballout (2009) investigated the moderating role of self-efficacy on the relationship between career commitment 
and career success. The survey was conducted on managers and non-manager employees in Lebanon regarding 
their career commitment, self-efficacy and career success. The results showed that career commitment predicted 
both objective (i.e. salary level) and subjective (i.e. career satisfaction) career success only for employees with 
average to high self-efficacy but not for those with low self-efficacy. 

Fang (2009) analyzed the relationship between self-efficacy, job satisfaction and organizational commitment of 
employees in manufacturing industry. The employees of manufacturing industry in Tainan county and Tainan city 
were chosen as the main study subjects. The sample was comprised of 405 employees. The results were as follow: 
(1) there was a significant correlation between self-efficacy and job satisfaction among the employees in 
manufacturing industry, (2) there was a significant correlation between self-efficacy and organizational 
commitment among the employees in manufacturing industry and (3) there was a significant correlation between 
job satisfaction and organizational commitment among the employees in manufacturing industry. 

Schmidt and DeShon (2010) investigated the moderating effects of performance ambiguity on the relationship 
between self-efficacy and performance. The results revealed that self-efficacy was negatively related to 
subsequent performance under conditions of high ambiguity but was positively related to performance when 
performance ambiguity was low.

Vaezi and Fallah (2011) made an attempt to explore the relationship between self-efficacy and stress of Iranian EFL 
(English as a Foreign Language) teachers. The respondents were selected from six different language institutes in 
Tehran. The findings revealed significant negative relationship between self-efficacy and stress. Furthermore, 
multiple regression analysis showed that the two dimensions of self-efficacy such as classroom efficacy and 
organizational efficacy explained 22 percent variance in stress. Self-efficacy was emerged as significant predictor 
of stress among EFL teachers. 

Syamakinia, Tabrizi and Zoghi (2013) conducted the correlation study to determine the relationship between 
emotional intelligence and self-efficacy of university instructors. The results revealed significant positive 
correlation between instructors' emotional intelligence and their self-efficacy beliefs.

Agarwal and Mishra (2016) considered the self-efficacy as significant predictor of organizational commitment 
among revenue personnel. They hypothesized that the relationship between self-efficacy and organizational 
commitment will be positive and it will be significantly predicting the organizational commitment. Results 
revealed significant positive relationship between self-efficacy and organizational commitment (r=0.36, p<0.01). 
Further, self-efficacy was found significantly and positively related with each dimensions of organizational 
commitment viz.; affective commitment (r=0.37, p<0.01), continuance commitment (r=0.34, p<0.01) and 
normative commitment (r=0.32, p<0.01). The regression analysis indicated that self-efficacy explained 12.7% 
variance in organizational commitment of revenue personnel.

Ansari (2017) conducted a study to investigate the self-efficacy and spiritual values as predictors of life satisfaction 
among school teachers. Pearson product moment correlation indicated that,self-efficacy; spiritual values and life 
satisfaction were positively and significantly correlated with each other. Further, stepwise multiple linear 
regression analysis showed that, self-efficacy and spiritual values emerged as significant predictors of life 
satisfaction of school teachers.
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Objective

To evaluate significance of the difference between the middle level managers of public and private undertakings 
with respect to Quality of Work Life (QWL) and Self-Efficacy.

Hypothesis

There will be a significant difference between the middle level managers of public and private undertakings with 
respect to Quality of Work Life and Self-Efficacy.

Sample

The sample of the present study was drawn from managers of public and private sectors. The sample comprising of 
200-middle level managers (100-working in public and 100-in private sectors) were selected by applying random 
sampling technique from Delhi NCR, New Delhi.

Tools used

In the present investigation quality of work life and organizational commitment scale was used for data collection. 
The brief description of the scale is as follows:

1) Quality of Working Life Scale

Quality of Working Life, as observed earlier is a multidimensional concept. Its measurement requires truly valid 
and reliable devices. The review of tests revealed that Shawkat and Ansari (2000) developed a scale to measure 
Quality of Working Life at AMU Aligarh. The scale was developed hardly half-a- decade back. Hence, it is the most 
accurate scale, touching all old as-well-as new aspects of Quality of Working Life.

Numerous dimensions which are studied are work itself; employee's participation; physical working conditions; 
union management relations; organizational climate; inter-group relations; employees relations; autonomy at 
work; organizational commitment; supervisory relations; trust; clarity in organization; recognition; economic 
benefits; self-respect; employee's health and promotion. In all, seventeen dimensions make up the scale.

There are forty-eight items in the scale. Two items have been negatively phrased; hence their scoring was done by 
reversing the scores. It is a five-point scale. The total scores of the scale ranges from 48 to 240.The higher the 
scores, the stronger the perception of quality of working life of employees working in the organization and vice-
versa.

2) Personal Efficacy Scale

The Personal Efficacy scale was developed by Singh and Kumari (1990). This scale is used to assess the personal 
efficacy of the individual. There are 28 items, each item has to be on 5 point scale on the continuum of strongly 
disagree to strongly agree. So, the total range of score is 28 to 140. Nine of the items are negatively phrased and 
their scoring was done by reversing the scores. The higher the scores obtained by the subjects, indicates high level 
of self-efficacy of the subjects and vice-versa. Split- half reliability was determined by Spearman-Brown formula 
and was found to be 0.72. The coefficient of correlation between scores of Social Reaction Inventory and personal 
efficacy was found to be 0.72. Rosenberg Self-Esteem Questionnaire and personal efficacy was to be 0.81.

Procedure of data collection

In order to collect the data, good rapport was established with each manager before requesting to fill up the 
questionnaire and then instructions were invariably explained to the managers. After that questionnaires were 
distributed individually. Subjects were assured of confidentiality of their responses and were requested to extend 
their co-operation. Finally questionnaires were collected from all the managers, scoring done and analysis was 
carried on.

Statistical analyses

The data obtained from the middle level managers of public and private sectors was analyzed by the means of 
Mean, SD, and t-test. The t-test was also administered to analyze the level of significance difference between two 
groups and comparisons of two groups of middle level managers on various factors of dimensions of all two 
variables.

14



NLDIMSR INNOVISION JOURNAL OF MANAGEMENT RESEARCH, JUL - DEC 2017, VOLUME 1, ISSUE 2

Results and interpretation

Table 1

Significance of difference between middle level managers of public & private undertakings with respect to 
Quality of Work Life and its dimensions.

Table 1 shows the Mean, SD and t-values of Quality of Work Life score of middle level managers of public and 
private undertakings. Dimension wise Mean, SD and t- values are also shown in the table.  The dimensions of 
Quality of Work Life are: Work Itself, Employee Participation, Physical Working Condition, Union Management 
Relations, Organizational Climate, Inter Group Relation, Employee Relation, Autonomy at Work, Organizational 
Commitment, Supervisory Relations, Trust, Clarity in Organization, Recognition, Economic Benefits, Self 
Respect, Employee Health and Promotion.  
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For the first dimension of Quality of Work Life that is Work Itself, the mean value (M = 14.90) for the managers of 
public undertakings was found to be more or less similar (M = 14.08) for the middle level managers of private 
undertakings. The t-value between these two means was found to be 1.728 which is not significant. For Employee 
Participation, the mean value (M = 6.81)for the managers of public undertakings was found to be more or less 
similar (M = 6.59) for the middle level managers of private undertakings. The t-value between these two means was 
found to be 1.240 which is not significant. 

For Physical Working Condition, the mean value (M = 6.94)for the managers of public undertakings was found to 
be more or less similar (M = 6.64) for the middle level managers of private undertakings. The t-value between these 
two means was found to be 1.572 which is not significant. For Union Management Relations, the mean value (M = 
6.60)for the managers of public undertakings was found to be more or less similar (M = 6.35)for the middle level 
managers of private undertakings. The t-value between these two means was found to be 1.190 which is not 
significant. 

For Organizational Climate, the mean value (M = 10.87)for the managers of public undertakings while the mean 
value (M = 10.33) for the middle level managers of private undertakings. The t-value between these two means was 
found to be 2.224 which is significant at .05 level of significance. For Inter Group Relation, the mean value (M = 
7.11)for the managers of public undertakings while the mean value (M = 6.69) for the middle level managers of 
private undertakings. The t-value between these two means was found to be 2.181 which is significant at .05 level 
of significance. 

For Employee Relation, the mean value (M = 14.16)for the managers of public undertakings was found to be more 
or less similar (M = 14.04) for the middle level managers of private undertakings. The t-value between these two 
means was found to be .415which is not significant. For Autonomy at Work, the mean value (M = 13.68) for the 
managers of public undertakings was found to be more or less similar (M = 13.52) for the middle level managers of 
private undertakings. The t-value between these two means was found to be .562which is not significant. 

For Organizational Commitment, the mean value (M = 10.90)for the managers of public undertakings was found to 
be more or less similar (M = 10.64) for the middle level managers of private undertakings. The t-value between 
these two means was found to be 1.027 which is not significant. For Supervisory Relations, the mean value (M = 
14.07)for the managers of public undertakings was found to be more or less similar (M = 14.11) for the middle level 
managers of private undertakings.The t-value between these two means was found to be -.125 which is not 
significant. 

For Trust, the mean value (M = 10.76)for the managers of public undertakings and (M = 9.89) for the middle level 
managers of private undertakings. The t-value between these two means was found to be 2.908 which is significant. 
For Clarity in Organization, the mean value (M = 10.46) for the managers of public undertakings was found to be 
more or less similar (M = 9.96) for the middle level managers of private undertakings. The t-value between these 
two means was found to be 1.573 which is not significant. For Recognition, the mean value (M = 7.13)for the 
managers of public undertakings was found to be more or less similar (M = 6.87) for the middle level managers of 
private undertakings. The t-value between these two means was found to be 1.170 which is not significant. For 
Economic Benefits, the mean value (M = 12.62)for the managers of public undertakings was found to be more or 
less similar (M =12.43) for the middle level managers of private undertakings. The t-value between these two 
means was found to be .705 which is not significant. 

For Self Respect, the mean value (M = 11.27)for the managers of public undertakings was found to be more or less 
similar (M = 11.10) for the middle level managers of private undertakings. The t-value between these two means 
was found to be .778 which is not significant. For employee Health, the mean value (M = 3.57) for the managers of 
public undertakings was found to be more or less similar (M = 3.51) for the middle level managers of private 
undertakings. The t-value between these two means was found to be .498 which is not significant. For Promotion, 
the mean value (M = 6.92)for the managers of public undertakings was found to be more or less similar (M = 6.73) 
for the middle level managers of private undertakings. The t-value between these two means was found to be .928 
which is not significant. For Quality of Work Life, the mean value (M = 168.77) for the managers of public 
undertakings and mean value (M = 163.48) for the middle level managers of private undertakings. The t-value 
between these two means was found to be 2.467 which is found to be significant at .01 level.  The above table 
revealed that managers of public and private undertakings was significantly differs with respect to Quality of Work 
Life and some of its dimensions i.e. (WI, OLCL, IGR, Trust).
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Table: 2

Significance of difference between middle level managers of public and private undertakings with respect to 
Self-Efficacy.

Table 2 shows the Mean, SD and t-values of third predictor variable Self-Efficacy, the mean value (M = 101.92)for 
the middle level managers of public undertakings is more or less similar (M = 101.35) for the middle level 
managers of private undertakings. The t-value between these two means was found to be .414 which is not 
significant. The above table revealed that there is no significant difference between middle level managers of 
public and private undertakings with respect to Self-Efficacy.

The objective of present research work was to determine the significance of difference between middle level 
managers of public and private undertakings with respect to Quality of Work Life and Self-Efficacy. The t-test 
revealed that middle level managers of public and private undertakings significantly differ with respect to Quality 
of Work Life and some of its dimensions; (i.e. Work Itself, Organizational Climate, Inter Group Relation and 
Trust).  The overall Quality of Work Life was found at the higher level in public undertakings as compared to the 
private undertakings. Dimension wise analyses revealed that the Organizational Climate, Inter Group Relation and 
Trust are at the higher side in the public undertakings as compared to the private undertakings. No other dimension 
of Quality of Work Life reached to the .05 level of significance with respect to the difference in the public and 
private undertakings. The findings suggest that the perception of Quality of Work Life is better in the public 
undertakings as compared to the private undertakings. This may be due to the fact that the public sector 
organizations are strictly controlled by well established rules and regulations which are by and large in the favor of 
employees. Promotion and career advancement of the employees does not depend upon the profitability of the 
organization rather these are govern by the rules and regulations laid down by the government from time to time. 
One the employee enters in the public undertakings his job is more secure and he feel more satisfied with their job 
as compared to the private undertakings. For these reasons the employees of public undertakings may perceive 
better Quality of Work Life as compared to the employees of private undertakings.

Significant of difference was not found with respect to Self-Efficacy.  Since our sample was comprised of middle 
level managers who are responsible to get things done through their subordinates and to control them at the same 
time they are responsible for their superiors. They have tomake a balance between their superiors and subordinates. 
This situation is more or less similar in public and private undertakings. That is why significant difference was not 
found with respect to Self-Efficacy.

Conclusion

Finally, it is concluded that the middle level managers of public undertakings experienced good quality of work life 
as compared to private undertakings. There may be several reasons behind this result. Managers of public 
undertakings have high job security as compared to private undertakings. So they may feel more comfortable in 
public sector as compared to private sector. Whereas with respect to Self-efficacy, there is no significance of 
difference is found. This might be due to following reasons : that the middle level of management is different from 
the higher and lower level of management, and it has more difficult duties and responsibilities as compared to the 
other two levels of management. At the higher level of management subordination is lesser and authorities are 
much more, while at the lower level of management authorities are much lesser and duties and responsibilities are 
more. The middle level management has to make a balance between these two. The findings of the present study are 
in the line of these assumptions.

N Mean SD t-value Sig.
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Abstract

Stress has become one of the global issues in the current working environment. Though the modern day 
organisations have succeeded in coping up with changing industry structures, their success in tackling their 
employees' stress level is still a question mark. Unless employers do not try to lower their employees stress level, it 
will affect their organisations indirectly by various means such as increase in absenteeism, high employee turnover 
etc. Especially, it is not good for organisations such as financial institutions where lump sum money is involved in 
day-to-day activities. Also the modernisation of the industry led to various changes in the working environment 
here by challenging the ability of employees to cope up with it. Due to these reasons, employees working in 
financial sector particularly bank employees are more prone to stress. Hence, it is mandatory to study their stress 
levels in order to avoid negative consequences. So this study attempts to compare the perception of public and 
private sector employees on reasons and outcomes of stress in Indian Banks. These comparative findings suggest 
separate policy implications for employees working in banks. This study also throws light on the scope of future 
research work in this area and adds definitely to the existing literature.

Keywords: Stress, job characteristics, organizational factors, personal factors, counseling, perceptions, coping 
strategies

Introduction 

Stress is defined as "the reactions of individuals to new or threatening factors in their work environments”

Types of Stress

l Stress can be either positive or negative.

 l Some new work situations can bring us positive challenges and excitement. For example, promotions to new jobs 
present employees with positive stress. Employees may feel anxious about their new work assignments; they also 
anticipate them eagerly and look forward to the additional challenges, rewards, and excitement. In these cases, the 
new and uncertain job situations create positive stress. The positive stress is also called the eustress. 

l However, there are certain other types of work that are very threatening and anxiety-arousing. For example, 
depression in the economy can create negative stress for sales personnel, because they will be much more anxious 
about making sales commissions and sales quotas.

Sources of Job Stress

l Job Characteristics 

a) Role ambiguity

b) Role conflict

c) Role overload 

d) Ethical dilemmas

l Interpersonal Relationships

a) Amount of contact with others

b) Dealing with people in other departments

c) Organizational climate

l Organizational Factors

l Personal Factors

a) Career concerns

b) Geographical mobility

c) Rate of life change
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Organizational strategies for managing stress are: - 

l  Encouraging effective organizational communication with the employees in order to avoid role 
ambiguity/conflict.

l Effective communication can also change employee views and perceptions.

l Encourage employee's participation in decision-making. This will reduce role stress; Grant the employees 
greater independence, meaningful and timely feedback, and greater responsibility

l Have a fair and just distribution of incentives and salary structure; 

l Promote job rotation and job enrichment.

l Create a just and safe working environment;  

l Have effective hiring and orientation procedure;  

l Appreciate the employees on accomplishing and over-exceeding their targets

Employee counseling is a very good strategy to overcome employee stress. Through counseling, employees can 
become aware of their strengths and how to develop those strengths; their weaknesses and how to eliminate them; 
and they can develop strategies for changing their behavior, etc.

It is a technique aimed at controlling a person's level of stress especially chronic stress, usually for the purpose of 
improving every day functioning. Stress produces numerous physical and mental symptoms. It includes physical 
health decline as well as depression absenteeism, escaping from work responsibilities, arriving late, leaving early   
etc., deterioration in work performance, more of error prone work, memory loss etc., cribbing, over-reacting, 
arguing, getting irritated, anxiety etc., deteriorating health, more of accidents, etc. improper eating habits (over-
eating or under-eating), excessive smoking and drinking, sleeplessness, etc.

This study previews such studies that have been carried out in the recent past in finding out bank employees stress 
level. The similar studies, such as study on stressors, study on how occupational stress vary with demographic 
factors, nature of banks, job cadres, job satisfaction and job performance etc. are grouped under same captions for 
our easier understanding.

Literature Review 

Dayo (2012) found that working environment is significantly related to workers morale and also working 
environment is significantly correlated with perceived workers productivity. Chandrasekar (2011) found that 
environmental factors are conducive to work and he also found that factors that affect attitude of employees to work 
are- interpersonal relationships control over environment, shift, emotional factors, job assignment, overtime duty 
extended work. Kang and Sandhu (2011) in their article said that Stress is an individual's state of mind in an 
encounter of a demanding situation or any constraint in the organization which s/he feels harmful or threatening for 
her/himself. Stress emerges from various energy seeping conditions in the working environment.

Ramzan & Ahmed (2013) conducted a study on effects of job stress on employees' job performance a study on 
banking sector of Pakistan wherein, Job tension linked negatively with quality of work life, job satisfaction, goal 
accomplishment, organizational commitment, self-esteem at work, quality of family life, and life satisfaction. It 
was found that the relationship between job stress and job performance is negatively correlated at significance 
level of .7 Impact of job stress on job performance is 27.8%. Job-related tension linked positively with troubles at 
work, work participation, work expectations, lack of mental support from a mentor, and family expectation. The 
study was conducted only in industry that was banking sector and the impact job stress on job performance was 
measured only in one sector, if we want to generalize the results of this study then this study should be replicated in 
other sectors of Pakistan as well. 

Shukla (2013) conducted a study on stress management among the employees of nationalized banks and following 
was observed as Main factors of stress

l  Work overloaded (50%)

l  Tension (44%)

l  Employees' conflict (24%)
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l  Only (48%) feel that strategies used by banks are effective

l (50%) employees use yoga or other ways  

Vivek (2013) conducted a survey on occupational stress of bank employees. It was found that Job satisfaction and 
job stress is negative. Role boundary, responsibility etc were not included, and Modernizations were not included. 
The growing importance of interventional strategies is felt more at organizational level. This particular research 
was intended to studythe impact of occupational stress on Nationalized Bank employees. Although certain 
limitations were met with the study, every effort has been made to make it much comprehensive.

Problem Statement 

To measure the employees perception on Antecedents and Consequences of stress in the banking sector.

Objectives

(i) To find out the perception of employees on various reasons of work stress in banks.

(ii) To identify the various effects/outcomes of facing work stress in banks.

(iii) To suggest stress coping strategies for employees working in banks.

Methodology

Research Design

Research design : Descriptive Research

Data collection method : Primary Data

Sources of Data Collection

Primary data sources : Structured Questionnaire

Secondary data sources : Information were collected through journals, magazines, articles, and various websites.

Sampling Framework

Sample size : 80 employees working in banks

Sampling area : Noida

Sampling technique : Convenient sampling

 Limitations of the Study

The respondents were over burdened with work load in their work place.

Accuracy of the analysis is dependent on the data provided.

Analysis and Interpretation
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Out of our 54 respondents 26% were having less than 3 month work experience, 15% were
 having 3months-1year of work experience, 20% were having 1year to 3 year of work 
experience 19% was having 3year -5year of work experience and 20% were having more 
than 5 year of work experience

Out of our 54 respondents 25% were having less than 3 month work experience, 23% were 
having 3months-1year of work experience, 25% were having 1year to 3 year of work 
experience 10% was having 3year -5year of work experience and 17% were having more 
than 5 year of work experience.
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Out of our 54 respondents 30% were having salary less than Rs.20000, 33% were having 
salary between Rs 20000-30000, 20% were having salary between Rs. 30000-40000, 8% 
were having salary between 40000-50000 and only 9% are having salary above Rs 50000.

Analysis of Employees Perception on Reasons and outcomes of Stress
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Job Autonomy

As per our study, the employees working in both public sector banks and private sector banks agree that job 
autonomy creates stress on them. As we can see, mean of public sector banks is 3.1 and mean of private sector banks 
is 3.2.This shows that job autonomy creates more stress in private sector banks when compared with public sector 
banks.

Work Family Conflict

As per the study, the employees working in both public sector banks and private sector banks agree that work 
family conflict exists.  It is seen that mean of public sector banks is 3.3 and mean of private sector banks is 3.9.This 
indicates that  there exists  more work family conflict in private banks when compared with public banks.

Work Load

The employees working in both public sector banks and private sector banks agree that they have work load. The 
mean of public sector banks is 4.0 and mean of private sector banks is 4.4.This shows that there is more work load in 
private banks when compared with public banks.

Fairness

The employees working in public sector banks are given equal opportunity of transfers and promotion but in 
private sector banks employees disagree on the point of fairness. It is seen that mean of public sector banks is 3.2 
and mean of private sector banks is 2.9.

Work Pressure

According to the study, the employees working in private sector banks face more work pressure when compared 
with public sector banks. The mean of public sector banks is 2.9 and mean of private sector banks is 3.1.

Working Environment

In public sector banks the employees perception towards working environment is negative, they feel that their 
colleagues are not friendly. But in the private sector banks, the employees face good working environment. Here,  
the mean of public sector banks is 2.9 and mean of private sector banks is 3.2.

Management Support

The employees working in both public sector banks and private sector banks agree that they have management 
support. It is observed that the mean of public sector banks is 3.2 and mean of private sector banks is 3.1.It shows 
that public sector bank employees have more management support than private sector bank employees.

Job Security

The employees of public sector banks have job security but the employees of private sector banks do not feel that 
their job is secured. The calculated mean value of public sector banks is 3.4 and private sector banks is 2.6. Job 
security is more in public sector banks when compared with private sector banks.

Career Goals

The employees of both public sector and private sector banks feel that they have accomplished their career goals. 
The respective mean values of  public sector and private sector banks are 3.1 and 3.2.

Working Hour

The employees working in both public sector banks and private sector banks have to work for long hours. They 
have to work more than the standard working hours, i.e. 8 hours. We can see that the mean of public sector banks is 
4.1 and private sector banks is 4.3.

Deadline

The employees of both public sector and private sector banks feel stress due to shorter deadlines. They want longer 
duration to complete their work. The respective mean values are  3.3 and 4.1.

Role Ambiguity 

The employees of public sector banks experience role ambiguity more than private sector bank employees. The 
respective calculated mean values are  3.1 and 2.9. 
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Pay Package 

The employees working in both public sector banks and private sector banks feel that the compensation given to 
them is not adequate. The respective mean values of public sector and private sector banks is 2.8 and 2.9.

Health

The employees of both the banks face health issues due to work pressure, long working hours etc. The obtained  
mean values are is 3.2 and 3.1.

Organizational Commitment

The employees working in both public sector banks and private sector banks agree that organizational commitment 
is there. We see that the mean of public sector banks is 3.0 and private sector banks is 3.2.

Turnover Intention

The employees of private sector banks have high turnover intention than employees of public sector banks. The 
mean of public sector banks is 3.0 and mean of private sector banks is 4.2.

Absenteeism

The employees working in public sector banks have high rate of absenteeism than employees of private sector 
banks. The mean score of public sector banks is 3.6 and private sector banks is 3.2.

Hypotheses testing of Employees’ Perception on Antecedents and Consequences of Stress

H : there is no significant difference in perception of employees on reasons of stress among public and private 0

sector

H :There is a significant difference in perception of employees on reasons of stress among public and private 1

sector. 

t-Test: Paired Two Sample for Means

Calculated p-value is less than 0.5, therefore H : is rejected and H : is accepted.o 1

Result = It is less than 0.5 so alternate hypothesis is accepted.

There is a significant difference in perception of employees on reasons of stress among public and private sector 
banks
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Hypothesis test for outcomes of stress
H : there is no significance difference in perception of employees on reasons of stress among public and private 0

sector
H : There is a significant difference in perception of employees on reasons of stress among public and private 1

sector 

t-Test: Paired Two Sample for Means

So there is a significant difference in perception of employees on outcomes of stress among public and private 
sector banks.

Stress Management Strategies used by banks

Figure No.- 6
As per our study employee of both the sector says that there are no such strategies used by 
their bank to manage their stress only training programs are being conducted.  As the mean 
calculated for public sector is 1.2 and private sector is 1.1 
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Effectiveness of the Stress Management Strategies

Figure No.- 7
As per our study employee of both the sector says that there are no such strategies used by their 
bank to manage their stress only training programs are being conducted. These programs are also 
not effective. As mean calculated for public sector is 2.1 and private sector is 2.4.
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Conclusion

Most of the employees are afraid with the fact that lack of quality in their work creates stress on them. Job 
autonomy creates more stress in private sector banks when compared with public sector banks. More work family 
conflict issues were found in private banks when compared with public sector banks. The work load in private 
sector banks is more than the employees of public sector banks.

Fairness is not a reason of stress in public sector but a reason of stress in private sector. Private sector employees 
enjoy good working environment and it is not an antecedent of stress for them, but the employees working in 
private sector feel stress due to their working environment. Management support is not an antecedent of stress of 
the employees working in both public and private banks. However, career goals are antecedents of stress for both 
public and private sector bank employees. Health of employees are getting affected due to several factors like work 
load, job security etc., which cause stress. Employees working in private sector banks have more turnover intention 
than public sector banks. Job security is more in public sector banks than the employees of  private sector banks. So 
it creates stress for employees in private sector banks. Work load and working hour in both public and private sector 
is the main cause of stress. In private sector banks there is more stress due to work-family conflict and deadline, 
when compared with public sector banks. As per the study banks do not use any strategies to overcome the stress 
level of employees, only counseling programmes are offered when needed. But the quality of counseling 
programmes are not effective. 

There is a significant difference in perception of employees on antecedents of stress among public and private 
sector for both consequences of stress and reasons of stress. Hence, different stress management strategies should 
be deployed to enhance employee performance in both public and private sector banks.

Future Scope 

Stated below are the ways in which this study opens up ways to further explore on the topic and related areas.

l The study can further be explored on a different sample.

l The study can be explored in a different geographical location other than Noida.

l The same study can be conducted with larger sample size.

l Various other statistical tests can be used for comprehensive analysis & findings.
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Abstract

This article provides an analysis on the hedging opportunities between weather and other financial instruments 
with pair wise trading technique.Methods of analysis include growth rate calculations, its mean (return) and 
standard deviation (Risk). Other calculation includes finding hedging opportunities between all stocks 
individually and portfolio wise as well. All calculations can be found on attached excel.Result of data analyzed 
shows that any portfolio containing Weather is outperforming than the other financial instruments. In particular 
comparison of Weather to CPI shows the maximum hedging opportunities in Weather and in pair wise trading 
Weather – Maize and Bse- Weather are the best pair which showed 51 hedging opportunities revealing to 
85.00%.The article finds the prospects of the Weather as effective tool to hedge the risk if traded actively in the 
stock market. Recommendation as discussed includes that agricultural insurance companies can use it as an 
effective measure to hedge the risk of investors.

Introduction and Overview

In India,There is a high dependency of agriculture on the monsoon and for commodities, it plays a significant role. 
Though trends in temperature fundamentally have no connection with trends in the stock markets but unexpected 
change in temperature can often cause significant financial losses to economy and to prevent these losses Weather 
data can be used as an effective tool. Weather related financial contracts are spatio-temporal in nature i.e. the impact 
of monsoon (south-west in particular) decides how it will spread it precipitation impact in the months to follow. On 
the similar front, the temperature of Punjab and adjoining places decide that whether the crop yields and together its 
“aggregate trading prices in the National markets” (based on supply side issues) perform in close concordance with 
the rest of the commodities data. Non-exchange markets are governed by insurers, bankers, brokers and hedge 
funds.

This article deals with theUse of Weather data as any other financial instrument to hedge the losses. It shows 
presence of Weather makes an effective portfolio in comparison with other indexes and stocks.

To prove the same, Weather data of Amritsar, Punjab (as an aggregate pricing function) is compared with all the 
non-Weather portfolios and analyzed the monthly performance in last 5 years.

Research Problem

The research problem is analyzing the hedging opportunities between Weather and other financial instruments 
with pair wise trading technique.

It's Relevance

In India, It has been witnessed that due to non-favorableWeather conditions or uncertain change in temperature has 
always lead to farmer's suicide and losses in agricultural economy and there is no way to support farmers or 
economy in such conditions. But the outcomes of this repot will give you some insight that on use of Weather data 
in portfolios can hedge the losses in uncertainty.

Research Objectives

l To gather historical data of local Weather, indexes and commodity.

l To make different pairs of Weather and non- Weather portfolios.

l To frame a call-option based hedging opportunity model utilizing the above data

l To find out hedging opportunities in all portfolios.

l To compare hedging opportunities available in Weather portfolio to non-Weather portfolio.

l Interpret the result for same, whether the study is giving relevant outcome or not.
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