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Abstract –	At	the	present	scenario	banking	sector	has	undergone	
tremendous	 changes	 in	 the	 recent	 past.	 Liberalisation,	
Globalisation and Privatisation entry of foreign banks,  
technological	 	developments	 	and		increased		competition		has		
made	banks		to		strive		hard		for		success.		Banks		are		not		thinking		
in	terms		of		traditional		services		but		value		added		benefits		to		the		
customers		for		competitive	advantage.		This		has		put		pressure		
on		the		employees		of		banks		to		render		better		job	performance	
in	terms	of	results.	Due	to	this,	the	employees	face	role	overload,	
role	ambiguity	which	are	the	symptoms	of	role	stress.	The	study	
tests	role	stress	and	its	impact		on		job		performance		by		using		
(n=95)		data		of		employees		including		managers,	officers		and		
clerks		of		banks		in		Gulbarga.		The		data		obtained		through		
questionnaires	 were	 	 analyzed	 	 using	 	 statistical	 	 tools	 	 like		
Mean,	Standard		deviation		and		Regression.		The	analysis		of		
variance		revealed		significant		difference		between		Role		Stress		
with		Gender	,	Education		levels,		Designation,		Income		levels		
and		Age		groups		of		respondents.
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I. IntroductIon

 Stress is inevitable in life, and with increasing 
complexities, aspirations and uncertainties associated with 
socio-economic, political and cultural upheavals, stress is 
only likely to increase. In work situations, organizational 
stress due to longer working hours, greater workloads, 
multitasking, lack of job stability and a host of other 
factors has motivated researchers to explore the causes and 
consequences of stress and the possible remedial measures 
(Pestonjee et al., 1999; Robbins, 2003). Coleman (1976) 
has even termed the modern times as an age of anxiety and 
stress.
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 Stress has become a very common phenomenon of 
routine life, and an unavoidable consequence of the ways 
in which society has changed. This change has occurred 
in terms of science and technology, industrial growth, 
urbanization, modernization, and automation on one hand; 
and an expanding population, unemployment, and stress on 
the other. The term “stress” was first used by Selye (1936) 
in the literature on life sciences, describing stress as “the 
force, pressure, or strain exerted upon a material object or 
person which resist these forces and attempt to maintain 
its original state.” Stress can also be defined as an adverse 
reaction that people experience when external demands 
exceed their internal capabilities (Waters & Ussery, 2007).

 Job-satisfaction has been defined as the positive 
orientation of an individual towards the work role which 
he  is  presently  occupying  (Vroom,  1964).  Many 
Western studies indicate that among the determinants of 
job satisfaction, leadership behavior (Cheng & Yang, 1977; 
Euske & Jackson, 1980 as cited by Darwish, 2000) and 
perceived organizational support (Burke & Greenglass, 
2001; Burke, 2003) are viewed as important predictors and 
play a central role. Rude  (2004)  suggest  that  perceived  
organizational  support  is  strongly  related  to  leadership 
behavior,  hence  insufficient  support  from  leader  is  one  
of  important  factor  to  employees’ dissatisfaction and 
burnout (Maslach et al., 2001) which the results are same 
with the lack of support from organization (Rude, 2004). 
The dissatisfaction of employee will lead them to less  work  
commitment  and  high  turnover  from  the  organization,  as  
well  as  physical withdrawal or they may retreat from the 
organization emotionally or mentally. On the other hand, job 
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dissatisfaction not only increases intention to quit but also 
reduce the contribution of the employee to the organization ( 
Lok & Crawford, 2003).  Perceived Organizational Support 
(POS) refers to the perception that one is valued and treated 
well by the organization (Eisenberger et al.,1986).  Despite 
evidence (e.g.  Quine, 2001)  that  various  forms  of 
workplace support (e.g. support from colleagues) moderate 
the relationship between bullying & propensity to leave the 
organization, the moderating effects of POS are yet to be 
examined.

 Cooper and Marshal (1976) stated that occupational 
stress includes the environmental factors or stressors such 
as work overload, role ambiguity, role conflict and poor 
working conditions associated with a particular job. Orpen 
(1991) observed that major source of stress is derived 
from the occupational environment; proponents of this 
view tend to argue that role holders in certain occupation, 
irrespective of individual differences, are much more likely 
to experience stress. Here, the emphasis is on the individual 
demands of various jobs that have the capacity over a period 
of time to exhaust the physical and psychological resource 
of employees in the organisation.

 According to Organ (1990), when employees are 
asked about job satisfaction they typically think about 
fairness in terms of work conditions, pay and supervision. 
A comparison takes place involving what they expect and 
what they actually receive. Job satisfaction is defined as 
the employee’s affective response to various aspects of the 
job or organization (Locke, 1976). Research conducted by 
Judge et  al.  (1998) explored the effects  of  core  evaluations 
on job satisfaction and life satisfaction. By  using  self-
reporting  of  work  attitudes  and  personality traits they  
determined there was a significant relationship between 
self-esteem, generalized self-efficacy, and locus of  control  
and  neuroticism  and  work  outcomes  (job  and  life 
satisfaction  and  perceived  work  characteristics).  They 
concluded  the  way  people  perceive themselves impacts 
their job and their personal lives.  

 Numerous studies found that job stress influences the 
employees’ job satisfaction and their overall performance 
in their work. Because most of the organizations now 
are  more demanding for the better job outcomes. In fact, 

modern times have been called as the “age of anxiety and 
stress” (Coleman, 1976).The stress itself will be affected 
by number of stressors. Nevertheless, Beehr and Newman 
(1978) had defined stress as a situation which will force a 
person  to  deviate  from  normal  functioning  due  to  the  
change  (i.e.  disrupt or enhance)  in his/her psychological 
and/or physiological condition, such that the person is forced 
to deviate from normal functioning. From the definition that 
has been identified by researchers, we can conclude that it 
is truly important for an individual to recognize the stresses 
that are facing by them in their career. Some demographic 
factor may influence the way a university academic staff act 
in their workplace.

 The  banking  scenario  has  witnessed  sweeping  change  
due  to  liberalization,  privatization, globalization and 
modernization. This created increasing demand for learning 
new skill set, adapt to modern technological developments, 
work pressure, time pressure and hectic jobs.  Owing to  this  
the  employees in  the  banking sector are facing  role  stress,  
which  has  an  influence  on  job  performance.

II. need for the study

 Gulbarga has been the backward region of Karnataka 
and it has one of the emerging district of Karnataka 
economy, various bank has establishes and worked as 
peaceful manner such as State Bank Groups viz., State Bank 
of Mysore, State bank of India, State Bank of Hyderabad, 
Pragati Grameena bank, Syndicate bank, Corporation bank, 
Canara bank Andhra Bank and Vijaya  bank etc.,. People 
in Gulbarga have been in the banking profession since a 
long time. Over the last ten years the banking industry has 
gone through some sweeping changes. Transformation, 
Consolidation, Outsourcing are  just  some  of  the  most 
prominent buzzwords  that  are  used  to  describe major 
trends afflicting the banking industry. Banking has become 
more of a service industry and less of a processing industry, 
staff performance and morale has become more and more 
important. There was a day when the banks worked like 
kings ruling the kingdoms but the scenario has completely 
changed. Today the  customer is  the king and the banks 
have to go a step ahead to treat the customers with respect 
and render  all  the  services  to  keep  them  happy . Banks  
are  doing  what  they  can  to distinguish  themselves  from  
each  other  and  one  of  the  most  effective,  and  least 
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expensive  ways of  achieving  distinction  will be  to  serve  
customers  with friendly , dedicated  and  well-motivated  
staff.  In  the  whole  process  the  bank  employees  are 
facing  a  lot  of  pressure  to  strike  a  balance  which slowly  
is  taking  the  face  of  stress.  In this  juncture,  the  present  
study  is  undertaken  to  address  the  various  forms  of  role 
stress  that  a  bank  employee  faces  at  his  work  place  and  
its  impact  on  job  performance.

III. objectIves 

 The following objectives are discussed as bellow. 

1. To make out and analyze the factors influencing role 
stress;

2. To discover the association between various factors 
influencing role stress;

3. To understand the implications of role stress on job 
performance.

IV. hypotheses

 This study’s aims are to (i) examine the difference 
in stress levels between public and private sector bank 
employees, and (ii) assess the impact of socio-demographic 
factors on employees’ stress levels. To do so, we propose 
the following hypotheses:

 H1: There is no significant difference in ORS among 
different age groups of employees.

 H2: There is no significant difference in ORS among 
employees of different marital status.

 H3: There is no significant difference in ORS among 
employees with different levels of work experience.

 H4: There is no significant difference in ORS among 
employees with different educational qualifications.

 H5: There is no significant difference in ORS between 
public and private sector employees.

v. research MethodoLogy

 The sample population for this study comprises a total 
of 95 employees drawn from different public and private 
bank employess—50 from the public sector banks and 45 
from private bank employees. The sample was collected 

on the basis of convenience sampling, Gulbarga districts of 
Karnataka in India.

Basic Elements of Reliability of Analysis

 We are discussed the basic elements of bankers role and 
stress in the study area as bellow.

 1. Maslach Burnout Inventory (MBI): Burnout- this 
consisted of 22 questions with a scale of 1-7 ranging from 
“very much unlike me” to “very much like me.” Examples 
of self rating  are: I feel used up at the end of the workday; 
I feel fatigued when I get  up in the morning and have to 
face another day on the job; I feel I treat  some recipients 
as if they were impersonal objects. The concept of burnout 
was based on Maslach Burnout Inventory (MBI), which 
is the most-widely used measurement tool in burnout 
research. These included aspects on emotional exhaustion, 
depersonalization, and diminished personal accomplishment 
(Maslach and Jackson, 1982, 1986) were used.

 2. Organizational Role Stress (ORS): It is one of the 
important concept to know the bank employees role and 
stress. This consisted of 37 questions with the same scale 
as above. Role is a position assigned in the organization, 
which is defined by the expectations of the concerned group 
of people (e.g., the role occupant, the subordinates, the peers 
and the boss). We have adopted this scale to know the bank 
employees in this study. The role occupant performs certain 
functions in the organization in response to his / her role 
expectations (Pareek, 2004, pp. 209 - 224). The concept of 
role has in-built potential for stress. Stress resulting from 
occupation of an employee’s role and performing therein, is 
known as Organizational Role Stress(ORS). Framework of 
ORS developed by Pareek (1983) defines ten types of role 
stresses, as explained below:

i. Inter-Role Distance (IRD): Arises when there are 
difficulties in balancing between organizational and 
non-organizational roles.

ii. Role Stagnation (RS):  Arises when there are difficulties 
in taking over the new role responsibilities due to lack of 
preparedness. The role occupant keeps on stagnating in 
the old one, which is secure, familiar and comfortable.

iii. Role	Expectation	Conflict	(REC): Arises when there are 
conflicting role expectations.
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iv.  Role Erosion (RE): Results when some of the important 
functions of one’s role are performed by others or when 
the credit for one’s role performance is given to others.

v. Role Overload (RO): Results from too high or too 
many role expectations.

vi. Role Isolation (RI): Results when the role occupant 
feels isolated due to lack of communication.

vii. Personal Inadequacy (PI): Results from lack of 
competence for the role.

Viii. Self-Role Distance (SRD): Results when (a) the role 
occupant has to do what he / she dislikes, (b) his / her 
main skills are not utilized, or (c) the role occupant 
perceives a conflict between the self and the role.

ix. Role Ambiguity (RA): Results from unclear role 
expectations.

x. Resource Inadequacy (RIn): Results when the role 
occupant perceives that role performance is suffering 
from lack of external resources.

	 Self-efficacy	(SE) - This consisted of 10 questions with 
the same scale  rating. Examples included: “I can always 
manage to solve difficult problems if I try hard enough; If 
someone opposes me, I can find means and ways to get what 
I want; I can solve most problems if I invest the  necessary 
effort.” The General Perceived Self-Efficacy is based on the  
scale developed by R. Schwarzer and M. Jerusalem (1995). 
Self efficacy means a positive valuation of oneself relative 
to performance, ability, self-significance, esteem and a 
sense of achievement.

 Situational	Factors	(SF)	- This consisted of 20 questions 
using the same  scale rating. The scale was constructed in 
such a way to show the degree of job satisfaction. Examples 
included the way the job provides for steady employment, 
a feeling of accomplishment one gets from the job and 
opportunities for promotion. These situational factors were 
concepts relating to job satisfaction. Situational factors 
were assessed using items from the Minnesota Satisfaction 
Questionnaire Short Form (http://www.psych.umn.edu/
psylabs/vpr/mjdqinf.htm).  

VI. statIstIcaL Methods

1. ORS Measurement

 ORS-Scale (Pareek,1983) measures the ten types of role 
stresses described above. It consists of 50 statements. Each 
statement is scored as 1 and 2, depending on how frequently 
the respondent feels the way expressed in the statement (0 
for never feeling that way and 2 for always feeling that way). 
Score for each type of role stress (ranging from 0 to 10) is 
obtained by adding the scores for the given five statements. 
Sum of the scores for the ten types of role stresses, ranging 
from 0 to 10, is called Total ORS (TORS).

 The data was conducted in two steps. In the first 
step, fallowing Liu and Zumbo (2007), we generate the 
underlying continuous distribution using common factor 
analysis (one factor and gross factor model). The formula to 
compute the theoretical reliability is as follows:

                   (1.1)

 Where λi denotes factor loadings, θii denotes the error 
variance derived from the common factor model, and m 
denotes the number of items. Using the above equation, we 
calculated and specified the factor loadings to be obtain the 
theoretical reliabilities of .40, .60, .80, and .90, respectively.

ii. ANOVA

 Null Hypothesis  : H0: μ1=μ2=μ3

 Alternative Hypothesis : H1: μ1≠μ2≠μ3.

iii. Regression Analysis

0 1 1 2 2 3 3 4 4 5 5 6 6 7 7 ...... i i iY x x x x x x x xβ β β β β β β β β ε= + + + + + + + + +   (1.2)

VII. resuLts and dIscussIon

 Role and stress concept are very essential elements in 
Management and Organizational Behavior research. This 
paper first discussed the socio-economic factors of bank 
employees in the present research and second we test the 
reliability analysis for testing of employee’s role and stress 
and finally we construct the regression analysis model. 
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 This research was undertaken to know the factors 
influencing role stress and its  impact  on  job  performance  in  
banks.  Based  on  convenience  sampling  method,  primary 
data (structured  questionnaire) was collected from  100 
respondents  (bank employees)  of Gulbarga .  Through  the  
structured  questionnaire  of  (Pareek, 1993) Organizational 
Role Stress scale (ORS) was employed to collect the primary 
data  from  the  selected  sample  respondents.  The  basic  

Table I soCIo-eConomIC sTaTus of The resPondenTs

Source: Field Study

objective  of  the  research  was  to identify  and  find  the  
association  between  factors  influencing  role  stress  and  
its implications  on  job  performance. We have selected 
only 95 respondents of random sampling method. The table 
explained that, 72.6% (69 respondents) of the respondents 
are male and 27.4% (26 respondents) are females working 
in public and private sector banks in the study area. As per 
age concern in the reported area shows that, 21 respondents 
(22.1%) comes under 25-29 age groups, 9 are 30-35 age 
groups, 36.8 are from 36-40 age groups 24.2% of them 
belongs to 41-45 age groups and only 07.4 are above 46 
ages in the study area. Qualification was concern, majority 
of the respondents were under graduates i.e., 35.8% and 
26.3 are post graduation and pre-university level. Of the 
34.7 are regional manager, 29.5 managers and 28.4 are 
special assistant designated by designation. Majority of 
the respondents income was incomes under Rs.150000-
225000 (i.e., 32.6%) and almost all highest percent of the 
respondents were married i.e., 76.8% in the reported area. 
Among 33.7 % respondents save their income Rs.50,001-
75,000 annually. Majority of  the  respondents  had  either  
less  than  5  years (7.4%) or  above 25 years of work 
experience(24.2%) in the study area. 

Reliability Analysis of ORS Scale

 ORS is measured on a three-point Likert scale with 
values ranging from 0 to 3. The scale is used to investigate 
the ORS arising from ten different role stressors. Table 1.2 
shows that the Cronbach’s alphavalue of the ORS scale 
is 0.85, indicating that the scale is highly reliable for this 
particular study. The table also gives Cronbach’s alpha 
values for the different dimensions of ORS, showing that 
all the stressors, apart from SRD, have a high Cronbach’s 
alpha value. We can thus eliminate SRD from further 
study, and examine the remaining ten dimensions of the 
ORS scale. The data is analyzed in the form of variables 
such as ORS scores for public and private sector bank 
employees, in which we consider low, medium, and high 
levels of stress among public and private sector employees, 
their educational qualifications, duration of service, marital  
status, and age. Table 1.2 groups employees by different 
variables. Using SPSS 21 to analyze the results, we tabulate 
our findings separately.
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Table II relIabIlITy of ors sCale and anoVa WITh CoChran’s TesT

Table III sTaTus of sTressors

 George & Mallory (2003) provides the following 
techniques:

 a.  > 0.90 = Excellent 

 b.  0.80  -  0.89 = Good

 c.  0.70  -  0.79 = Acceptable

 d.  0.60  -  0.69 = Questionable

 e.  0.50  -  0.59 = Poor

 f.  < 0.50 = Unacceptable

 We use the ANOVA with Cochran’s Test to analyze the 
role of role status on employees’ stress levels, and find the 
significant value. All hypothesis are proved in this analysis.

  Source: Author Calculation.

 In order to rank various stressors, we calculate their 
mean values and standard deviations, followed by those of 
the total ORS scale. Table 1.3 shows that all nine individual 
stressors give rise to moderate levels of  stress among the 
employees sampled. The mean value of total role stress 
is 1.6737, implying that employees face moderate levels 
of total ORS. The highest mean value of MBI is 1.950, 
implying that employees are subject to this stressor the 
most. The highest standard deviation value of role overload 
SF is .93818, indicating that some groups experience role 
overload more than others.

Note: We have calculated the mean score on a scale of 0 to 3, and divided stress levels into ” low“ (0–1),
 “moderate” (1–2), and “high” (more than 2 and up to 3).  Source: Authors’ calculations.
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Regression Analysis; ORS Value

 We find that total role stress, i.e., ORS, is a dependent 
variable  while its other dimensions—IRD, RS, REC, RO, 
RE, RI, PI, RA, and RIn— are independent variables, which 
generates total ORS. A regression analysis of the sample re-
veals that the adjusted R2 value is 0.51 percent of the varia-
tion in the dependent variable ORS is explained by indepen-
dent variables (stressors). Further, the significant coefficient 
value of all the dimensions is 0.000, showing that the in-
dependent variables all have a significant impact on the 
dependent variable ORS. Durbin-Watson stat is1.815831 
it states that there is no multicollinearity problem in this 
model.

VIII. concLusIon

 Our study has led us to conclude that employees in 
both the public and private sectors bank employess face 
moderate levels of stress, of which they are subject  to 
role erosion the most and resource inadequacy the least. 
Further, there is no significant difference in total role stress 
among public and private sector bank employees. These 

The Regression Equation

0 1 1 2 2 3 3 4 4 5 5 6 6 7 7 ...... i i iY IRD RS REC RE RO RI PI xβ β β β β β β β β µ= + + + + + + + + +    (1.3)

(1.4)

Y= ORS 

IRD=Inter-Role Distance

RS=Role Stagnation

REC=Role Expectation Conflict 

RE=Role Erosion

RO=Role Overload 

RI=Role Isolation 

PI=Personal Inadequacy

SRD=Self-Role Distance

RA=Role Ambiguity 

RIn=Resource Inadequacy

Note: ** = significant at 99% confidence level and 5% Significant level.
Note:*= significant at 99% confident and 10% Significance level

              Source: Authors’ calculations.

results support the findings of a number of earlier studies, 
e.g., Macklin et al. (2006), although we have noted that 
private sector employees facing slightly more stress than 
those in the public sector.  Our analysis of the impact of 
various socio-demographic factors on stress level reveals 
that educational qualifications and work experience have a 
significant impact on employees’ stress levels.
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Appendix

Ten Dimensions of Organizational Role Stress and Items in the Questionnaire for each Dimension
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