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ABSTRACT
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concluded that occupational stress amongst
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employeesis the function of their nature of organization and designation.

KEY WORDS
Occupation, Sress, Employee, Organization.

INTRODUCTION

Occupationa gressisadgnificant concernin modern workplaces, particularly among women employees
who often face unique stressors compared to their male counterparts. The nature of the organization—whether
itiscorporate, Government, smal business, or non-profit playsacrucid rolein shaping thework environment,
expectations, and stresslevel sof femaleemployees. The organizationa structure, culture, job demands, work-
lifebaance, and gender dynamicsall contributeto theintendty of occupationa stressexperienced by women.

Womenintheworkforceoften navigateadua burden baancing profess ond respong bilitieswith domestic
and societal expectations. The stressorsthey encounter may vary depending on thetype of organization they
work for. For instance, women in high-pressure corporate settingsmay experience stressdueto long working
hours, performancetargets, and workplace competition. In contrast, thosein non-profit or Government
organi zations might face challenges such asbureaucratic hurdles, job insecurity, and lower wages.

Thisintroduction amsto explore occupationa stressamong women employeeswithin the context of
different organizational settings. It will examinethefactors contributing to stress, theimpact of workplace
structures, and potential solutionsfor mitigating stress-rel ated i ssues.

Occupationd dressreferstothementa and physica strain caused by workplace conditions, expectations,
and responsibilities. It arises when the demands of a job exceed an employee’s ability to cope, leading to
adverse health and performance outcomes. Stress can be caused by excessiveworkload, job insecurity,
workplacediscrimination, lack of career growth opportunities, and poor management practices.

For women, occupational stressis often compounded by additional socia and personal pressures.
They may face gender biases, unequal pay, lack of mentorship opportunities, or even workplace harassment.
Moreover, the societal expectation that women should take primary responsibility for household dutiesadds
another layer of psychological burden.

Thenatureof an organization s gnificantly impactsworkplace culture, job roles, employeeinteractions,
and stress levels. Different types of organizations corporate, Government, small enterprises, and non-profits—
offer varied work environmentsthat shapethe occupationa experiencesof women.

Corporate settingsare known for their fast-paced environments, high expectations, and competitive
nature. WWomen in these workpl aces often face challenges such as. (i) Long Working Hours: Thedemand to
meet tight deadlines and performancetargets often leadsto extended working hours, leaving littletimefor
persond life. (ii) Workplace Discrimination: Gender biasesin promotions, salary gaps, and limited leadership
opportunitiescanincrease stresslevels. (iii) Work-Life Imba ance: Many corporatejobsrequire extensive
travel andavailahility beyond regular work hours, makingit difficult for women to ba ance persond responsibilities
and (iv) Glass Ceiling Effect: Women often face barriersto reaching top executive positionsdue to gender
stereotypes and biased workpl ace cultures. While corporate organi zations offer financial stability and career
growth opportunities, they al so pose significant stress-rel ated risksfor women employees.

Government jobsaregeneraly perceived asmore stable and structured, yet they comewith their own
set of stressors. Women in Government organi zations may experience: (i) Bureaucratic Challenges: Strict
regulations, lengthy approval processes, and rigid hierarchiescan createfrustration. (ii) Job Security vs.
Growth Limitations. While Government jobs provide stability, they may not offer asmany opportunitiesfor
rapid career advancement. (iii) Gender Biasin Leadership: Despite policiespromoting gender equdity, leadership
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rolesin many Government i nstitutionsremain mae-dominated and (iv) Workplace Politics: Navigating office
politicsin bureaicrati c environments can be stressful and mental ly exhausting.

Although Government jobs provide benefitslikefixed working hours and maternity leave policies,
workplace dynamicsand slow career progression can contributeto occupational stress.

Womenworkinginsma | bus nessesand sartupsoften experienceamix of flexibility and unpredictability.
Key stressorsinthese organizationsinclude: (i) Job Insecurity: Startupsand smal bus nesses may facefinancia
ingtability, leadingtolayoffsand uncertain career paths. (ii) Multitasking Pressure: Employeesinsmdler firms
often takeon multipleroles, increasing workload and stress. (iii) Lack of Forma HR Policies: Smaller firms
may not have structured policiesregarding maternity leave, harassment prevention, or employee wellness,
leaving women vulnerableto workplace chalengesand (iv) Workplace Informality: Whileinformality can
foster afriendly work environment, it can aso blur professiona boundaries, makingit difficult for womento
assert ther rights. Despitethese chalenges, smdl bus nessesand startups can offer women moreflexibility in
working arrangements, which may hel p mitigate stressin some cases.

Women in non-profitsoften work towardssocia causes, which can befulfilling but a so stressful dueto:
(1) Emotiona Exhaustion: Dedingwith socia issues, underprivileged communities, or crisissituationscanlead
to compassionfatigue. (ii) Limited Financial Resources: Budget constraintsin non-profitscan lead to lower
sdaries, limited benefits, and understaffing, increasing empl oyee workload. (iii) Lack of Career Progression:
Women in non-profitsmay find fewer opportunitiesfor promotionsand salary increasescompared to corporate
jobs. (iv) Emotional vs. Professiona Boundaries: Engaging in humanitarian or advocacy work can blur the
lines between personal and professional life, makingit harder for women to disconnect fromwork stress.

Theeffects of occupational stressamong women are profound, impacting both mental and physical
hedlth. Some common consegquencesinclude: (i) Mental Health Issues: Anxiety, depression, and burnout are
common among women experiencing highworkplacestress. (ii) Physica Hedth Problems: Stresscanlead to
migraines, hypertension, cardiovascular diseases, and deep disorders. (iii) Reduced Productivity: Women
under constant stressmay struggleto concentrate, |eading to decreased efficiency and job performance. (iv)
WorkplaceAttrition: Many women |leavetheir jobs dueto overwhelming stress, lack of work-lifebalance, or
hostilework environments.

Organi zations and policymakers must take proactive stepsto reduce occupational stressfor women.
Effectivestrategiesinclude: (i) FHexible Work Policies: Allowing remotework, flexible hours, and parental
leave can helpwomen managework and personal responsbilitieseffectively. (ii) Equal Opportunity Policies.
Ensuringfair pay, promotions, and | eadership opportunitiescan reduce stressre aed to workpl ace discrimination.
(iii) Employee Wellness Programs: Mental health support, counseling services, and stress management
workshops can create ahealthier work environment. (iv) Supportive Leadership: Encouraginginclusive
|eadership and mentorship programs can hel p women navigate workplace challenges and (v) Creating Safe
Workplaces: Implementing strict anti-harassment policiesand grievance mechanismscan foster astress-free
workplacefor women.

Occupationd stressamong women employeesvariesacrossdifferent types of organizations, influenced
by factors such asworkplace culture, job demands, gender biases, and career growth opportunities. While
corporate settings offer financial benefitsbut high stress, Government jobs provide stability but slow career
progression. Smal businessesoffer flexibility but may lack formd policies, whilenon-profitsprovidemeaningful
work but faceresourcelimitations.

Understanding theroleof organizationd naturein occupationd stressisessentid for devel oping effective
solutions. By implementing flexible policies, promoting gender equality, and fostering supportive work
environments, organi zati ons can helpwomen manage stressand thriveintheir careers. Addressing occupationd
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stressamongwomenisnot only beneficia for employeesbut a so contributesto overal workplace productivity
andwell-being.

Review of Literature

Lazarus& Folkman’ (1984) defined stressasan interaction between individua sand their environment.
It emphasizes that workplace stress is influenced by an individual’s appraisal of job demands and their coping
mechanisms. The nature of the organization playsacrucial rolein shaping the stressresponse of women
employees, asorganizational structure determinestheleve of autonomy, workload, and support available.
Kanter® (1977) highlighted how organi zationa structuresand hierarchies contributetoworkplace stressamong
women. She discusses the “tokenism” effect, where women in male-dominated organizations experience
increased stressdueto higher visibility, performance pressure, and exclusion frominforma networks. Nelson
& Burke? (2000) explored occupationd stressamongwomen in executive positionsin corporate organi zetions.
It findsthat womenin high-ranking rolesface sressdueto long working hours, work-lifeconflict, and workplace
discrimination. The competitivenature of corporate environmentsoften|eadsto burnout, affecting both mental
and physical health. Sundaresan®® (2013) investigated the work-life balanceissuesthat contributeto stress
amongwomenin different typesof organizations. It highlightsthat women in corporateand startup environments
face greater difficulty in balancing work and persona life dueto long hoursand high expectations, whereas
women in Government organi zations benefit from structured work schedules but face bureaucratic stress.
Cooper & MarshaI® (1976) examined occupational stressacrossdifferent industriesand findsthat stress
levelsarehigher inhierarchica organizationswithrigid structures. WWomen, in particul ar, face additional stress
dueto gender-based biases, limited promotional opportunities, and the challenge of proving competencein
mal e-dominated sectors. Blau et al.? (2002) - Job Stress, Work-Life Conflict, and Job Satisfaction. The
study exploreshow organizationa policiesimpact occupationd stressamongwomen. It findsthat organizations
with flexiblework arrangements and supportive management structuresreport lower stresslevelsamong
ferma e empl oyees. Conversely, women inrigid, high-pressure environments experience higher levelsof job
dissatisfaction and mental healthissues. Schaufeli & Bakker® (2004) emphasized that job demands (e.g.,
workload, deadlines, emotiona labor) andjob resources (e.g., autonomy, socid support, leadership) determine
workplace stress|evels. Women working in resource-limited environments, such asnon-profitsor small
busi nesses, often experience stress due to excessiveworkloadsand limited career progression opportunities.
Davidson & Cooper* (1992) focused on occupationa stressexperienced by women inleadership positions
acrossdifferent organizationa settings. It findsthat stressorssuch asworkpl ace discrimination, lack of mentoring,
and difficulty breaking the “glass ceiling” are more pronounced in corporate and Government organizations
compared to startups and small enterprises. Gutek, Searle, & Klepa® (1991) discussed how the nature of an
organi zation influences work-family conflict, amajor source of stressfor women employees. Womenin
traditiona, ma e-dominated industriesface higher stresslevel sdueto inflexiblework schedules, whilethosein
more progressive, inclusive organizations experience better work-lifeintegration. Bambraet a.* (2009)
examined how different organi zationa structuresimpact thestressand hed th outcomesof women employees.
It concludes that women in Government jobs experience lower occupational stress due to stable work
environments, whilethosein high-pressure corporaterolesfaceincreased risks of stress-related illnesseslike

anxiety and hypertension.

Employees of public and private organizations have not been studiedin context of Bihar. Thisjustifies
undertaking of the problem or studly.

Objective
To comparethedifferencein occupationa stressbetween groups of employees of:
(1) PublicVsPrivate Sectors, (ii) Officersof Public VsPrivate Sectors, (iii) Clerksof PublicVsPrivate
Sectors, (iv) Officersof Public SectorsVs Clerksof Private Sectorsand (v) Clerksof Public SectorsV's
Officersof Private Sectors.
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Hypothesis

H., Therewill besignificant difference between employeesof public and private sectorsintermsof their
occupationd stress.

H, Therewould besignificant difference between officer employeesof public and private sectorsonthe
measure of occupational stress.

H., Therewould besignificant differenceof occupational stress between clerk employeesof public and
private sectors.

H, Therewouldbesignificant difference between officers/ executivesof public sectorsand clerks of
private sectorson the measure of occupational stress.

H. Therewouldbesgnificant difference between clerk group of public sectorsand officer / executives of
private sectorson the measure of occupational stress.

Method of Sudy
Sample Used
The sample comprised of 100 employees of public sectors[Officers: 50; Clerks: 50] and 100 from
private sectors[ Officers: 50; Clerks: 50] based onincidental -cum-purposive sampling technique. Other than
theresearch condition, the samplewas matched.
Research Design Used
Between group design was used.
Tools Used
(i) PDSwasusedto seek the bas cinformation about the respondents.
(i)  Occupationa Role Stress Scale by Pareek, Srivastavaand Singh was used to measure occupational

stressamongst employees.
Results and Discussion

Table01: Showing acomparison between employeesof publicand private sectors on the measure of
occupationa stress

Women Employees | N | Mean | SD | t-value | df p
Public Sector 100 | 52.29 | 546 | 10.85 | 198 | <.01
Private Sector 100 | 60.75 | 5.64

Itisclear from theresult table-01 that employees of public sectors (N = 100) are more involved
towards their job as compared to the employees of private sectors (N = 100). The mean score on the
measure occupational stressfor employeesof public sector (Mean=52.29) issignificantly higher than the
mean score of the employeesof private sector (Mean=60.75). Thet-vauewasfound significant (t = 10.85;
df =198; p<.01). Employeesof the private sector often face higher occupational stressdueto demanding
work environments, performance-based job security, strict deadlines, long hours, and frequent evaluations.
Unlike public sector jobs, which typically offer greater job stability, structured schedules, and lesspressure
for profit or performance, privatejobscan be moreintense and competitive.
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Table02: Showing acomparison between employeesof officer grade of public and private sectorson the
measure of occupationa stress

Women Officer Employees | N | Mean | SD | t-value | df p
Public Sector 50 | 46.75 | 340 | 10.70 | 98 | <.01

Private Sector 50 | 54.24 | 3.58

Theresultsdisplayed table-02 clearly reved ed that mean val ue of officer executivesof public sector
(Mean=46.75) ishigher than the mean value of officer executivesof private sector (Mean=54.24) on the
measure of occupational stress. Thet-valuewasfound significant (t = 10.70; df = 98; p<.01). Officersinthe
private sector experience higher occupationa stressdueto intense performance expectations, profit-driven
goals, longer work hours, and limited job security. They often face constant pressure to meet targetsand
adapt to rapid changes. In contrast, public sector officersenjoy greater job stability, structured workloads,
and less performance-linked stress.

Table03: Showing significance of difference between the means of women employeesof clerk grades of
public and private sectors on the measure of occupationa stress

Women Clerk Respondents | N | Mean | SD | t-value | df p
Public Sector 50 | 4574 |3.65 |8.20 98 | <01
Private Sector 50 |51.48 |3.33

Itisclear fromtheresultstable-03 that thereisasignificant difference between employeesof publicand
private sectors on the measure of occupational stress. The clerksof public sectors (Mean=45.74) excelled
over clerksof private sectors (M ean=51.48) intermsof occupationd stress. Thet-vauewasfound significant
(t=8.20; df = 98; p<.01). Clerksin the private sector experience higher occupational stressdueto heavier
workloads, stricter supervision, lower job security, and pressure to meet efficiency targets. They oftenlack
the benefitsand protectionsavailablein the public sector, where clerkstypically enjoy fixed hours, stable
employment, and less performance-rel ated pressure.

Table 04: Showing acomparison between officers/ executivesof public sectorsand clerks of private
sectorson themeasure of occupationd stress

Employees N | Mean | SD | t-value | df p
Officer / Executive of Pub. Sectors | 50 | 48.19 | 3.17 7.95 98 | <01
Clerks of Private Sectors 50 | 5344 | 3.45

Theresultsdisplayedinresultstable-04 clearly reved ed thefact that mean val ue of officer / executives
of public sector (Mean=48.19) is comparatively higher than the mean value of clerks of private sectors
(Mean=53.44) on the measure of occupationa stress. Thet-valuewasfound significant (t =7.95; df =98;
p<.01). Clerksinthe private sector are more proneto high occupationa stressthan officersinthe public
sector dueto lower job security, monotonous but demanding tasks, longer hours, limited autonomy, and
fewer benefits. Incontrast, public sector officerstypically enjoy higher status, better job security, structured
rolesand administrative support.

Table05: Showingacomparison between employee clerk group of public sectorsand women officers of
private sectors on the measure of occupational stress

Women Respondents N | Mean | SD | t-value | df p
Clerks of Pub. Sectors 50 | 4724 | 384 | 1068 | 98 | <01
Officers of Private Sectors 50 | 5547 | 3.40
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Theresultsdisplayed by resultstable-05 clearly reved ed thefact that mean value of officer employees

group of private sector possessed comparatively higher mean (M ean=55.47) on the measure of occupational
stress. Than clerksof public sector (Mean 47.24). Thet-valuewasfound significant (t = 10.68; df = 98;
p<.01). Thus, hypothesisno. (05) wasretained. Officersinthe private sector face higher occupational stress
than public sector clerks dueto greater responsibilities, intense performance pressures, long working hours,
and job insecurity. They are expected to meet ambitioustargets and adapt to fast-paced environments. In
contrast, public sector clerkshaveroutinetasks, fixed hours, andjob stability.

CONCLUSIONS

() Employeesof public sector are more proneto occupationa stressthan employeesof private sector.
Thus, occupationa stressisthefunction of nature of job.
(i)  Officer employeesof private sector are more proneto occupationa stressthan officer employees of
public sector.
(i)  Clerk employeesof private sector experiencehigher occupationd stressascomparedto clerk employees
of public sector.
(iv) Clerk employeesof private sector experience higher degree of occupational stressascompared to
officer or executivesof public sectors.
(v)  Officer of private sector experience higher degree of occupational stress as compared to clerk of
private sector.
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