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has significant influence on job satisfaction of female sales employees in textile retail 

outlets. 

 

Figure 8.1 

Model of Job Satisfaction of Female Sales Employees in Textile Retailing 

 

 
 

8.4 RANKING OF SIGNIFICANT VARIABLES INFLUENCING JOB 

SATISFACTION 

The fourteen variables that have been identified in the Confirmatory Factor Analysis 

are ranked and listed in the order of significance yielded by the Regression 

Coefficients, to understand their influence on the construct. 

The variable JS13 ‘Satisfaction of presentability’ is ranked first and is indicative of a 

healthy sense of self-esteem and self-confidence which are helpful traits in their job. 

Second in ranking is the variable JS2 ‘Interest in work’ which is one aspect that can 

contribute to job satisfaction. The variable JS8 ‘Contentment in workplace ambience’ 

comes next in ranking and is admittedly one of the points of attraction for 

employment in large textile retail showrooms as they tend to savour the general ethos 

of the workplace with an apparently organised setup. Next in succession is the 

variable JS5 ‘Job resilience’ which is a clear pointer to a healthy measure of their self-

esteem and attitude. The variable JS16 ‘Employer loyalty’ is next in ranking and can 
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signify job contentment or a sense of resigned hopelessness leading to acceptance of 

uniformity of work practices irrespective of the employer. The variable JS15 

‘Satisfaction with ‘out of office events’ ranks next and is reflective of their socialising 

inclinations and desire for a break from the drudgery of work. Variable JS17 

‘Workplace endorsement’ is suggestive of high level of job satisfaction and 

endorsement of work culture. The variable JS10 ‘Satisfaction of accommodation’ 

which ranks next, indicates contentment with accommodation, the absence of which 

can contribute to a degree of discontentment, particularly after daylong work. The 

variable JS14 ‘Satisfaction with salary’ is ranked next and is an extremely sensitive 

factor contributing to job satisfaction. Next in order is the variable JS3 ‘Work 

enjoyment’ which is suggestive of an alignment between the skills and attitude of the 

employees and job demands. Ranked next is the variable JS12 ‘Satisfaction with leave 

facility’ which is significant in evaluating job satisfaction, particularly when majority 

of the saleswomen need to work seven days a week. The variable JS1 ‘Workplace 

esteem’ can point towards an acceptance of their organisational brand image and 

management practices, contributing to self-esteem of the employees. Ranked last, is 

the variable JS4 ‘Job suitability’ which indicates the right choice of employment and 

consequent job satisfaction. 

Table 8.4  Ranking of Variables Influencing Job Satisfaction 

Construct       Regression 
       Coefficient 

Variance 
Explained 

Ranking 

Workplace esteem JS1 0.438 19.2 13 

Interest in work JS2 0.756 57.2 2 

Work enjoyment JS3 0.578 33.4 10 

Job suitability JS4 0.422 17.8 14 

Job resilience JS5 0.726 52.6 4 

Contentment in 
 workplace ambience 

JS8 0.740 54.7 3 

Satisfaction with lunch & refreshments JS9 0.545 29.7 12 

Satisfaction of accommodation JS10 0.635 40.3 8 

Satisfaction with leave facility JS12 0.572 32.7 11 

Satisfaction of presentability JS13 0.865 74.8 1 

Satisfaction with salary JS14 0.631 39.8 9 

Satisfaction with ‘out of office’ events JS15 0.660 43.5 6 

Employer loyalty JS16 0.709 50.3 5 

Workplace endorsement JS17 0.637 40.6 7 

Source: Primary Data and Calculated 
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8.5 MEASUREMENT OF JOB SATISFACTION OF FEMALE SALES 

EMPLOYEES 

Work environment in textile retailing, with all its deficiencies, cannot earnestly be 

hoped to offer sufficient job satisfaction and for reasons of factual sanctity, it becomes 

imperative that this phenomenon be measured. In order to assess the level of job 

satisfaction among the female sales employees in textile retailing, a set of 17 

statements with high perceived influence on job satisfaction have been identified and 

developed on a 5-point Likert scale with a response score ranging from 1 for 

‘Strongly Disagree’, 2 for ‘Disagree’, 3 For ‘Neutral’, 4 for ‘Agree’ and 5 for 

‘Strongly Agree’. Out of the total of 17 statements tested applying Confirmatory 

Factor Analysis, 14 are found to have significance to the construct and the scores thus 

obtained from the 391 respondents are applied to calculate the Mean Percentage Score 

of their job satisfaction using ቂ𝑀𝑃𝑆 ൌ ெ௘௔௡ௌ௖௢௥௘ൈଵ଴଴

ெ௔௫௜௠௨௠௣௢௦௦௜௕௟௘௦௖௢௥௘
ቃ which recorded a value 

of 49.90. The score so ascertained confirms that their job satisfaction is moderate, as it 

falls within the value range of 35-50 per cent as seen in the Parent Stress Index below 

(Loyd & Abidin, 1985). 

Mean % Score                                                      Group 

Less than 35 %                                                       Poor  

35% -50%                                                       Moderate 

50% -75 %                                                        Good  

Above 75%                                                         High 

Source: Parent Stress Index below (Loyd & Abidin, 1985) 

Table 8.5  Measurement of Job Satisfaction of Saleswomen 
 

Variable N Mean Standard 
Deviation 

Mean % 
score 

CV z p value 

Job Satisfaction 391 34.94 4.17 49.90 11.93 -0.267 0.790 

  Source: Primary Data and Calculated 

The Mean Percentage Score of job satisfaction of female sales employees in textile 

retail outlets records 49.9, which indicates moderate level of job satisfaction. The CV 

further validates stability of the score as it remains less than 20 per cent. To verify 

whether the observed sample data resides in the population, the following hypothesis 

has been formulated. 
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H19:  Job satisfaction of female sales employees is good (between 50-75 per cent) 

The above hypothesis has been verified using One Sample Z Test, the result of which, 

being more than 0.05, deems the hypotheses insignificant as Table No. 8.5 depicts. 

Since the p value is more than 0.05, the variation has been found to be insignificant so 

as to conclude that the level of job satisfaction among female sales employees in 

textile retail outlets is moderate. Though some of the major aspects of job satisfaction 

such as fair remuneration, freedom to take leave and conditions of work fall short of 

reasonable expectations, their level of job satisfaction remains moderate, presumably 

owing to the stark realisation of their employability limitations that hinder them from 

seeking better employment options. ‘A bird in hand is worth two in the bush’ seems to 

embody the context.  Had it not been for their high measure of self-esteem (Mean 

Percentage Score 90.08), weak socio-economic background and consequent 

dependance on employment, their level of job satisfaction could well have dipped to 

‘low’.  

8.6 RELATIONSHIP BETWEEN SELF-ESTEEM AND JOB SATISFACTION 

OF FEMALE SALES EMPLOYEES IN TEXTILE RETAILING 

Research findings have documented the close association job satisfaction shares with 

self-esteem (Faragher, 2005). In order to identify and understand the direction and 

intimacy of the relationship between self-esteem and job satisfaction, which are both 

inter-scaled and ratio scaled, Pearson’s Correlation Coefficient has been applied, the 

results of which are appended in Table No. 8.6. 

Table 8.6 Correlation Between Self-esteem and Job Satisfaction 

Variables Correlation Lower bound Upper bound Z p 

Self-esteem-Job 
satisfaction 

0.828 0.817 0.838 29.073 <0.001 

  Source: Primary Data and Calculated 

Two variables are said to be positively correlated if an increase or decrease in one 

leads to a corresponding change in the other, and if the variables move together in the 

same direction. The high Correlation Coefficient of 0.828 suggests a significant 

positive relationship between self-esteem and job satisfaction, though an increase in 

job satisfaction proportionate to the level of self-esteem has not been corroborated by 

the Mean Percentage Score.  Self-esteem is a psychological variable reflecting a 
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person’s general feeling of self-worth across different areas of life (Rosenberg, 1965). 

Research has identified self-esteem as an adaptive personality dimension that can be 

associated with subjective well-being, effective biological regulation, and physical 

health. The MPS of 49.90 per cent indicative of an average measure of job satisfaction 

bespeaks of deficient working conditions that constantly interfere with their daily 

work routine. As the study reveals, self-esteem of these female sales employees is 

found to be high, which in itself can be reason for a close correlation with job 

satisfaction, as high self-esteem brings about a sense of realism and perceptional 

stability which could act as redeeming factors in their job satisfaction, otherwise to 

have remained low, considering the serious shortfalls in their work environment. 

Previous research has shown that core self-evaluation – an umbrella term that includes 

self-esteem, self-efficacy, locus of control, and emotional stability – determines job 

satisfaction (Timothy & Amir, 2003).  If employees think highly of themselves, they 

tend to be satisfied with their job. Additionally, researchers find that if employees feel 

good about themselves and enjoy success at work, that is a clear indication of 

satisfaction with their job (Ferris, et al., 2013). The positive relationship between self-

esteem and job satisfaction has also been reaffirmed by (Alavi & Askaripur, 2003). 

8.7 RELATIONSHIP BETWEEN OCCUPATIONAL STRESS AND JOB 

SATISFACTION OF FEMALE SALES EMPLOYEES 

Occupational stress, mainly arising from situations and contexts at work is believed to 

influence an employee’s job satisfaction, and to verify this assumption, Karl 

Pearson’s Correlation Coefficient is applied to analyze the relationship between the 

two variables, occupational stress and job satisfaction of female sales employees, the 

result of which is presented in the following Table No. 8.7. 

Table 8.7 Correlation Between Occupational stress and Job Satisfaction 

Variables Correlation Lower bound Upper bound Z p 

Occupational stress - 

Job satisfaction 
-0.927 -0.932 -0.922 48.747 <0.001 

  Source: Primary Data and Calculated 

As seen in the above Table, correlation between the aforesaid variables records -

0.927, which is indicative of a significant negative relationship between them. This 

finding is further supported by previous studies where, it is seen that with increasing 

occupational stress, job satisfaction diminishes (Ahsan, Abdollah, & et.al, 2009) . In 
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the context of the study, this finding plays out in the form of general dissatisfaction 

with long, on the feet work with no freedom to sit, and work overload. 

8.8 ANALYSIS OF DEMOGRAPHIC VARIABLES ON JOB SATISFACTION 
OF FEMALE SALES EMPLOYEES 

Certain demographic variables such as age and tenure of employment have bearing on 

job satisfaction and organizational commitment (S.Azeem, 2010).  Job satisfaction 

essentially being a subjective notion, personal circumstances of these female sales 

employees merit a serious and comprehensive appraisal (Nifadkar & Dongre, 2014) 

and with this objective in focus, their demographic peculiarities are explored, 

analysed, and interpreted in the succeeding section applying One-way ANOVA at 5 

per cent level of significance against the hypothesis: 

H20: Demographic variables exert significant influence on job satisfaction of female 

sales employees in textile retailing. 

8.8.1 Influence of Age on Job Satisfaction 

Age matures and mellows personality through experience and the formative years of 

employment are likely to pass by without sufficient clarity of perception, that later in 

life, dawns upon them with settled tastes, views, inclinations, and a more distinct need 

profile leading to satisfaction or dissatisfaction in employment. 

Table 8.8  Influence of Age on Job Satisfaction of Female Sales Employees 

Age Frequency Mean Standard Deviation F value p value 

Below 25 184 35.74 4.01 
6.692 0.001 26-35 103 34.11 4.05 

36-45 104 34.36 4.33 
Source: Primary Data and Calculated 

Job satisfaction is seen to significantly differ among the three age groups as the p 
value is less than 0.05 necessitating a Post Hoc Test, the results of which are recorded 
below. 

Table 8.9 Significantly Different Age Groups from Post Hoc Test 

Source: Primary Data and Calculated  

*The Mean Difference is significant at 0.05 level 

Groups             Mean Difference        Standard Error           p value 
Below 25 and 26-35 1.63777* 0.506 0.001 
Below 25 and 36-45 1.38880* 0.504 0.006 
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Job satisfaction is found to differ significantly with age and as indicated by the Mean 

values, respondents below the age of 25 are seen to have highest level of job 

satisfaction and respondents belonging to the age group of 26-35 register the lowest 

level of job satisfaction as evident from the Mean Difference value of 1.63777. High 

level of job satisfaction could be attributed to their young age, singlehood, limited 

family responsibilities, high self-esteem and fascination attached to their apparent first 

employment, particularly in the field of textile and garments, considering women’s 

natural affinity to cloth and clothing. Least level of job satisfaction found among the 

respondents in the age group of 26-35 could be justified on counts of an expanding 

family with increasing demands, responsibilities and encumbrances which could 

interfere with their performance at the workplace with resultant job dissatisfaction. 

Incidentally respondents belonging to this age group record lowest degree of self-

esteem and considering its positive correlation with job satisfaction, it is unsurprising 

that their job satisfaction too remains the lowest. Significant difference is also 

observed in the age group of ‘Below 25’ and 36-45, though not as pronounced as with 

the former group, despite similar family encumbrances and responsibilities. A drop in 

their level of job satisfaction could be because of their highest level of occupational 

stress (Table No. 6.18) and self-esteem (Table No. 5.6). One significant fact that 

emerges from the Post Hoc Test is that growing family responsibilities from marriage 

tend to diminish job satisfaction among these saleswomen as seen in Table No. 8.16. 

8.8.2. Locational Influence on Job Satisfaction 

There can be marked difference in perception and attitude between city dwellers and 

rural folk and employees from rural areas can find themselves out of synchrony with 

the ambience and the work pattern of the large textile retail showrooms leading to 

possible job dissatisfaction.  

Table 8.10  Locational Influence on Job Satisfaction 

Area of Residence Frequency Mean Standard Deviation F value p value 

Rural 66 34.32 4.23 
1.496 0.225 Urban 168 35.32 4.25 

Semi urban 157 34.81 4.05 
Source: Primary Data and Calculated 

Job satisfaction across the three locational groups, as indicated by the Mean values, 

remains more or less uniform, suggesting no significant difference among the groups 

as validated further by the ANOVA Test where the p value outscores the cutoff 
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criterion of 0.05, eliminating the need of a Post Hoc Test. It is however seen that 

among the three groups, rural dwellers record the lowest level of job satisfaction, 

presumably owing to  different cultural and social background and invariably larger 

dwelling area, that can burden them with more domestic duties and responsibilities 

than their urban brethren and these additional duties and attendant anxieties would, in 

some way reflect on their daily work commitments leading to irritability and relative 

intolerance with pronounced consequence on job satisfaction. In addition, their rural 

influence, exposure, and perceptions might not sit well in the work environment 

afforded by the new generation textile retail showrooms, alienating them from the 

mainstream workflow leading to job dissatisfaction.  

8.8.3. Influence of Duration of Residence on Job Satisfaction 

Duration of residence at one location is suggestive of general stability in life and can 

bring about some degree of contentment. Experience of employment being a 

subjective factor to a large extent, can be influenced by one’s socio-economic 

conditions where permanency of residence constitutes an important and sensitive area. 

Table 8.11  Influence of Duration of Residence on Job Satisfaction 

Duration of 
Residence 

Frequency Mean Standard Deviation F value p value 

1-5 51 34.33 3.88 

1.206 0.306 
6-10 96 34.53 4.17 
11-20 175 35.43 4.13 
21-30 28 34.68 4.99 
Above 30 15 34.40 3.92 
Source: Primary Data and Calculated 

Job satisfaction is seen to remain closely matched, irrespective of duration of 

residence of the respondents, as the Mean values confirm. However, respondents 

belonging to the group of 11 to 20 years are seen to carry marginally higher level of 

job satisfaction and the ones from the group of 1 to 5 years are observed to manifest 

relatively low level of job satisfaction, though without significant variation. Since the 

p value remains more than the cut off criterion value of 0.05, Post Hoc Test is deemed 

not necessary. As the study confirms, percentage of migrants is negligible and most of 

them are locals living in urban, semi-urban and rural areas of the Districts under study 

and a high percentage records lengthy tenure at a single location enabling them to 

integrate themselves into the society around, generating a sense of social support and 

wellness, contributing to their job satisfaction. 
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8.8.4. Influence of Religion on Job Satisfaction 

Religion and particularly religiosity help form perceptions and attitudes founded on 

ethical and moral tenets and carry potential to influence job satisfaction. 

Table 8.12 Influence of Religion on Job Satisfaction 

Religion Frequency Mean Standard Deviation F value p value 

Hinduism 214 34.77 4.27 
3.193 0.042 Christianity 108 34.56 4.09 

Islam 69 36.07 3.85 
Source: Primary Data and Calculated 

Having confirmed significant variance among the religions on the basis of p value, a 

Post Hoc Test becomes necessary to identify those groups where such variance is 

observed. The following Table depicts the details. 

Table 8.13  Post Hoc Test – Religion with Job Satisfaction 

Groups  Mean Difference Standard Error p value 

Hinduism and Islam -1.30144* 0.574 0.024 
Christianity and Islam -1.50765* 0.639 0.019 

 

Source: Primary Data and Calculated  
 

*The Mean Difference is significant at 0.05 level 
 
Religion of the respondents is found to have significant influence on job satisfaction 

as the indicated p value is less than the threshold value of 0.05, necessitating a Post 

Hoc Test to identify the variations among the religions. It is established that 

respondents from Islam have highest level of job satisfaction with a Mean Difference 

score of -1.50765 against Christianity and -1.30144 against Hinduism. Respondents 

belonging to Christianity are found to have least job satisfaction, considering their 

seven-day work schedule, perhaps due to their inability to go to Church on Sundays 

and owing to lack of organisational religiosity in the scriptural context of work. This 

assumption is further reinforced in the seventh chapter on Work Life balance where 

the variable “Lack of time for Holy visits” is ranked third in the order of significance 

to the construct work life balance. One possible reason for a relatively high level of 

job satisfaction among Muslims could be the influence of their scriptural edict which 

imagines spirituality to permeate into all human activities (Nasr, 1985). This spiritual 

sanctity ascribed to their occupation (Yousef, 2001); (Mohsen, 2007) as part of their 

daily deeds could justify their high level of job satisfaction. 
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8.8.5. Influence of Caste on Job Satisfaction 

Caste, due to its deep-seated association with social hierarchy and the peculiarities of 

lifestyle they follow, can influence job satisfaction, where discriminatory practices 

cannot be ruled out in the work environment. People belonging to the tribal group, for 

example, by virtue of their exposure to the day-to-day rigors of life and resultant 

endurance gains, are likely to be in a vantage position on their work front. 

Table 8.14  Influence of Caste on Job Satisfaction 

Caste Frequency Mean Standard Deviation F value p value 

General 93 34.45 4.28 

2.368 0.070 SC 30 34.50 4.61 
ST 11 37.82 3.03 
OBC 257 35.05 4.08 
Source: Primary Data and Calculated 

Caste of the respondents is not seen to generate significant variance in job satisfaction 

as the p value of ANOVA Test exceeds the cut off criterion of 0.05. Nevertheless, the 

relatively high level of job satisfaction seen among the Scheduled Tribe can be 

attributed to their high level of self-esteem, low level of occupational stress and little 

demands on emotional and physical aspects of the job, and high degree of work life 

balance, the cumulative effect of which cannot but result in high degree of job 

satisfaction. 

8.8.6. Influence of Marital Status on Job Satisfaction 
Marriage can bring about significant changes to one’s needs and responsibilities and 

can be of relevance to job satisfaction in their case. 

Table 8.15  Influence of Marital Status on Job Satisfaction 

Marital Status Frequency Mean Standard Deviation F value p value 

Unmarried 204 35.63 3.99 

4.825 0.003 Married 145 33.99 4.19 
Divorced 17 34.18 4.79 
Widowed 25 35.44 4.11 
Source: Primary Data and Calculated 

The recorded p value of 0.003 makes Post Hoc Test inevitable the details of which are 
given below. 

Table 8.16  Post Hoc Test – Marital Status with Religion 

 Source: Primary Data and Calculated 
*The Mean Difference is significant at 0.05 level 

Groups  Mean Difference Standard Error p value 
Unmarried and married 1.64124* 0.446 0.000 
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With high positive scores on occupational stress, it is not surprising to find that the 

unmarried respondents score high on job satisfaction against the married with a Mean 

Difference of 1.64124   while no significant difference is observed between the rest of 

the groups. The married respondents are seen to have lower level of job satisfaction 

possibly owing to their commitments and responsibilities to their family, growing 

needs and job dislocation necessitated by motherhood. On the other hand, the highest 

level of job satisfaction   experienced by the unmarried can be attributed to their 

lowest exposure to occupational stress. As the study has proved, job satisfaction and 

occupational stress share an inverse Correlation where occupational stress and job 

satisfaction move in opposite direction. 

8.8.7. Influence of Educational Qualification on Job Satisfaction 

Education can be a determining and limiting factor in the choice of employment and 

in the evolution of one’s personal attributes and can therefore induce perceptional 

variance at workplace with bearing on job satisfaction. 

Table 8.17  Influence of Educational Qualification on Job Satisfaction 

Educational 
Qualification 

Frequency Mean Standard Deviation F value p value 

Below SSLC 83 35.82 3.67 

3.417 0.017 SSLC 156 35.08 4.10 
Plus two 121 34.61 4.47 
Graduation 31 33.19 4.07 
Source: Primary Data and Calculated 

Education is established to have significant influence on job satisfaction as the 

ANOVA Test confirms, where the recorded p value is less than 0.05, necessitating a 

Post Hoc Test to identify significantly different groups. 

Table 8.18 Post Hoc Test – Educational Qualification with Job Satisfaction 
 

   Source: Primary Data and Calculated 

*The Mean Difference is significant at 0.05 level 

The Post Hoc Test reveals that those respondents below the qualification of SSLC 

carry more job satisfaction against the Graduates and Plus Two respondents with 

Mean Difference values of 2.62573 and 1.20771 respectively, as low level of 

Groups           Mean Difference        Standard Error p value 
Below SSLC and Plus Two 1.20771* 0.589 0.041 
Below SSLC and Graduation 2.62573* 0.870 0.003 
SSLC and Graduation 1.88978* 0.812 0.021 
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education is presumed to limit employability options, a fact that they are well aware 

of, and can therefore be a reason for job contentment as a sales employee. With rising 

academic ambition and skill demands, expectations and employment options increase 

and so do personal demands at workplace, the cumulative effect of which could be a 

sure recipe to job dissatisfaction, as found among the Graduates who register the 

lowest degree of job satisfaction. It is additionally observed that Graduates record 

highest degree of self-esteem (Table No. 5.16) which may be interpreted as a high 

sense of self-worthiness, a notion that can induce job dissatisfaction, considering the 

poor remuneration and deficient work environment that do not seemingly match with 

their educational qualification.  One startling characteristic of employment in textile 

retailing is the fact that education carries no perceptible advantage, discernible from 

the showrooms where the entire sales force work on equal terms irrespective of 

educational attainments.  

8.8.8. Influence of Salary on Job Satisfaction 

Employment being the primary source of income for most, a fair and equitable 

remuneration significantly adds to one’s job satisfaction, as various theories and 

models prove. 

Table 8.19 Influence of Salary on Job Satisfaction 

Salary Frequency Mean Standard Deviation F value p value 

8000-10000 206 35.56 3.89 
7.215 0.001 10001-12000 163 34.02 4.23 

12001-14000 22 36.00 5.02 
Source: Primary Data and Calculated 

Job satisfaction and salary of the respondents are seen to have significant mutual 

influence as denoted by the ANOVA Test where the p value falls short of the cut off 

criterion of 0.05, necessitating a Post Hoc Test. 

Table 8.20 Post Hoc Test – Salary with Job Satisfaction 

Groups  Mean Difference Standard Error p value 

 

8000-10000 and 10001-12000 1.54470* 0.430 0.000 

10001-12000 and 12001-14000 -1.98160* 0.932 0.034 

Source: Primary Data and Calculated 
*The Mean Difference is significant at 0.05 level. 



      
      
   

375 
 

Respondents belonging to the highest salary group of Rs 12,001 to Rs 14,000 are seen 

to enjoy higher level of job satisfaction when compared with the adjacent lower salary 

slab of Rs 10,001 to Rs 12,000, recording a Mean Difference value of -1.98160. 

Those in the intermediary salary slab of Rs 10,001 to Rs 12,000 with a recorded Mean 

value of 34.02 register lowest level of job satisfaction. It is understandable that the 

highest earning group possesses relatively good job satisfaction as they are 

presumably backed by experience and competence, both of which would contribute to 

higher remuneration and resultant job satisfaction. Essentially, from a large pool of 

employees drawing a salary between Rs 10,001 to Rs 12,000, the privileged ones 

would qualify for promotion, perhaps for the right reasons, but the underprivileged 

ones who are denied salary raise and other attendant benefits, would tend to remain 

dissatisfied with their job, creating these variations.  Job dissatisfaction on account 

of low salary is not found to worry the entry level employees who draw the 

minimum salary of Rs 8,000 to Rs 10,000 presumably owing to their lack of 

experience and accompanying low competence.  

8.8.9. Influence of Family Size on Job Satisfaction 

Family composition has direct bearing on family earnings, employee contribution 

forms part of. It can also have a bearing on job satisfaction with possible additional 

help in domestic management and by way of emotional support, as the following two 

Tables reveal. 

Table 8.21  Influence of Family Size on Job Satisfaction 

Family Size Frequency Mean Standard Deviation F value p value 

Up to 3 22 32.77 3.48 
4.812 0.012 4-6 309 34.92 4.18 

Above 6 60 35.85 4.10 
Source: Primary Data and Calculated 

 

Table 8.22  Post Hoc Test – Family Size with Job Satisfaction 

Groups  Mean Difference Standard Error p value 

Up to 3 and 4-6 -2.14960* 0.912 0.019 
Up to 3 and Above 6 -3.07727* 1.030 0.003 
  Source: Primary Data and Calculated 
*The Mean Difference is significant at 0.05 level 

Family size of the respondents is seen to have direct bearing on job satisfaction as the 

p value afforded by ANOVA Test is less than the threshold value of 0.05, entailing a 
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Post Hoc Test, where respondents in the family group of up to 3 are found to have 

least job satisfaction with the Mean Difference of -3.07727 against the family size of 

more than six members. It is noticeable that the degree of job satisfaction increases 

with family size, possibly because of more earning members within the family and 

better support in domestic management thereby mitigating rigors of family 

management. Additionally, extra members in the family could offer psychological and 

moral support in contexts of occupational stress, as a result of which their level of 

occupational stress is pegged low with resultant rise in job satisfaction. 

8.8.10. Influence of Monthly Household Income on Job Satisfaction 

Monthly salary of the employee forms part of the monthly family income and can 

have a dependent influence on one’s standard of living and lifestyle as well, with 

modifying influence on job satisfaction. Availability of surplus, expendable cash does 

take away a lot of concerns, that would otherwise haunt an employee on every front of 

life, inevitably leading to dissatisfaction and additional stress. 

Table 8.23  Influence of Monthly Household Income on Job Satisfaction 

Monthly Household 
Income 

Frequency Mean Standard Deviation F value p value 

Upto 15000 15 35.20 4.26 

2.113 0.079 
15001-25000 140 34.26 4.50 
25001-35000 176 35.13 3.88 
35001-45000 54 35.74 4.08 
Above 45000 6 37.50 3.08 

Source: Primary Data and Calculated 

Monthly household income of the respondents does not manifest significant influence 

on job satisfaction as revealed in the ANOVA Test where the ascertained p value is 

more than the cut off criterion of 0.05. However, the Mean values are suggestive of 

minor variations among the various monthly income slabs and help identify those 

with monthly income of above Rs 45,000 to enjoy higher job satisfaction. 

Understandably higher family income facilitates higher standards of living with 

attendant sense of wellbeing that could contribute significantly towards job 

satisfaction. Income bears direct proportional relation with job satisfaction as stated 

by (Puriene, Jolanata, & et.al, 2008). 

The preceding section has attempted to delineate the demographic and socio-

economic profile of the respondents with a view to exploring their relevance to job 

satisfaction and it is seen that age, religion, marital status, educational qualification, 
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salary, and family size of the respondents exert considerable sway over satisfaction at 

work. It can therefore be concluded that job satisfaction derives itself form sources 

not limited to occupation, instead has dependence on various aspects outside on the 

realm of occupation.  

8.9 COMPOSITE MODEL OF OCCUPATIONAL STRESS, WORK LIFE 

BALANCE   AND JOB SATISFACTION 

Having considered the three major constructs occupational stress, work life balance 

and job satisfaction in their independent role, a composite model is conceptualized 

and tested for their inter-relationship and functional role as a psychological trio. 

It has been presupposed that occupational stress is the epicenter and source of 

instabilities in work life balance and job satisfaction by virtue of its spillover effect. 

Work life balance can be thought of as a consequence to regulated occupational stress 

and fair job satisfaction and thus capable enough to acts as a buffer in maintaining job 

satisfaction. This rudimentary line of thinking has therefore been explored in greater 

detail seeking statistical validation.  

Occupational stress is considered to have close association with work life balance, job 

satisfaction and other aspects of life (Rethinam & Maimunah, 2008) as echoed by the 

expansive body of literature, signifying the negative impact job stress exerts on work 

life balance, job satisfaction and human relations at workplace  (Frone, M., & M.L, 

1994). Work life balance, encompassing the three components of paid work, unpaid 

work, and personal time, is significantly impacted by increased level of occupational 

stress; as the physical, emotional, and behavioural impact it creates, dampens 

enthusiasm, wellness, attentiveness, and harmony in relationships, resulting in poor 

work life balance (Bonney, 2005), (Bell, Rajendran, & Theiler, 2012). Similarly, 

work-to-life and life-to-work conflict are seen to result in increased stress and burnout 

(Anderson, Coffey, & Byerly, 2002) affecting each other bi-directionally. Nature of 

job, work environment, employee-friendly policies and organizational culture are 

stated to have favourable impact on work life balance of employees (Berg, Kalleberg, 

& E.Appelbaum, 2003) which in turn predicts job satisfaction (Sousa-Poza & Sousa-

Poza, 2000). Literature abounds with correlates on occupational stress and job 
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satisfaction (Ahsan, Abdollah, & et.al, 2009), and have consistently been found to 

share negative association with each other (Joiner & P, 2004). 

Having assessed and evaluated the level of occupational stress, work life balance and 

job satisfaction of female sales employees in textile retailing, it can be attempted to 

establish a relationship among the said constructs on the strength of the aforesaid 

empirical findings thus hypothesised: 

 H20: Occupational stress of female sales employees in textile retailing is negatively 

associated with their work life balance. 

 H21: Work life balance of female sales employees in textile retailing is positively 

associated with their job satisfaction. 

H22: Occupational stress of female sales employees in textile retailing is negatively 

associated with their job satisfaction. 

8.9.1 Validation of the Hypothesised Composite Model 

The hypothetical trio stated above are conceptualised into a model and the 

hypothesised measurement model comprising of occupational stress, work life 

balance and job satisfaction is validated using Structural Equation Modelling. 

Table 8.24 Model Fit Indices – Composite Final Model 

Occupational 

stress-Work life 

balance-Job 

satisfaction 

χ2 DF P 
Normed  

χ2 
GFI AGFI NFI TLI CFI RMR RMSEA 

 
1247.680 282 .000 4.424 .942 .923 .895 .945 .906 .058 .080 

  Source: Primary Data and Calculated 

The various indices thus obtained, confirms a model that accommodates or fits the 

data well. All the attributes having loaded significantly on the latent constructs, a 

reasonable fit of the measurement model stands testified with the Regression 

Coefficient values as available in Table No. 8.25 considered useful in validating the 

formulated hypotheses. 
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Table 8.25 The Regression Coefficients 

Path Estimate 
Critical 

Ratio (CR) 
P 

Variance 

explained 

Occupational stress→ Work life balance -2.140 14.139 <0.001 54.0 

Occupational stress→ Job satisfaction -2.810 10.387 <0.001 86.5 

Work life balance→ Job satisfaction 1.887 11.623 <0.001 356.1 

Job → Occupational stress 0.731 25.981 <0.001 53.5 

Physical → Occupational stress 0.971 58.877 <0.001 94.4 

Emotional → Occupational stress 0.788 29.756 <0.001 62.1 

WL1 → Work life balance 0.538 16.784 <0.001 28.9 

WL2 → Work life balance 0.572 18.156 <0.001 32.7 

WL3 → Work life balance 0.381 11.199 <0.001 14.5 

WL4 → Work life balance 0.676 22.934 <0.001 45.7 

WL5 → Work life balance 0.654 21.833 <0.001 42.8 

WL6 → Work life balance 0.538 16.784 <0.001 28.9 

WL7 → Work life balance 0.641 21.208 <0.001 41.1 

WL8 → Work life balance 0.54 16.862 <0.001 10.8 

WL10 → Work life balance 0.731 25.981 <0.001 53.5 

WL14 → Work life balance 0.54 16.862 <0.001 29.1 

WL15 → Work life balance 0.665 22.377 <0.001 44.2 

WL16 → Work life balance 0.857 35.780 <0.001 73.4 

WL17 → Work life balance 0.771 28.547 <0.001 59.4 

WL18 → Work life balance 0.682 23.245 <0.001 46.5 

JS1 → Job satisfaction 0.432 12.905 <0.001 18.6 

JS2 → Job satisfaction 0.752 27.284 <0.001 56.6 

JS3 → Job satisfaction 0.526 16.316 <0.001 27.6 

JS4 → Job satisfaction 0.390 11.494 <0.001 15.2 

JS5 → Job satisfaction 0.753 27.348 <0.001 56.7 

JS8 → Job satisfaction 0.718 25.217 <0.001 51.5 

JS9 → Job satisfaction 0.412 12.225 <0.001 17.0 

JS10 → Job satisfaction 0.579 18.448 <0.001 33.5 

JS12 → Job satisfaction 0.586 18.743 <0.001 34.4 

JS13 → Job satisfaction 0.913 43.129 <0.001 83.3 

JS14 → Job satisfaction 0.639 21.114 <0.001 40.8 

JS15 → Job satisfaction 0.672 22.730 <0.001 45.2 

JS16 → Job satisfaction 0.685 23.402 <0.001 46.9 

JS17 → Job satisfaction 0.635 20.926 <0.001 40.4 

  Source: Primary Data and Calculated 
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The values so obtained, offer substantial support to the formulated hypotheses which 

stand in conformity with previous studies and the validated hypotheses are as stated 

below: 

H20: Occupational stress of female sales employees in textile retailing is negatively 

associated with their work life balance. 

The first hypothesis of the composite model relates to the negative association 

occupational stress shares with work life balance which is confirmed at one per cent 

level of significance. The Standardised Direct Effect of occupational stress on work 

life balance is -2.140, indicative of the fact that one unit of occupational stress would 

equate with diminished work life balance of 2.14 units. 

H21: Work life balance of female sales employees in textile retailing is positively 

associated with their job satisfaction. 

The second hypothesis on the positive association work life balance has with job 

satisfaction is confirmed at one per cent level of significance. The Standardised Direct 

Effect of work life balance on job satisfaction is 1.887, indicative of the fact that one 

unit of work life balance would measure 1.887 units of job satisfaction. 

 H22: Occupational stress of female sales employees in textile retailing is negatively 

associated with their job satisfaction. 

The third hypothesis on the negative association occupational stress has with job 

satisfaction is confirmed at one per cent level of significance. The Standardised Direct 

Effect of occupational stress on job satisfaction is -2.180, indicative of the fact that 

one unit of occupational stress would amount to 2.180 units of job dissatisfaction. In 

other words, occupational stress can lead to a drop in employee productivity and 

resultant job dissatisfaction (Muhammad, 2011) which has further been endorsed by 

(Jahanzeb, 2010); (Bhatti, 2011); (Nilufar., Zaini, David, & Syed, 2009) and 

(Suryawanshi, 2013). 
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Figure 8.2  

 Composite Model of Occupational Stress Work Life Balance, and Job Satisfaction  

 

Thus, inter-relationship among occupational stress, work life balance and job 

satisfaction, is validated through Structural Equation Modelling, as confirmed by the 

model fit indices suggestive of a perfectly fit model. Additionally, occupational stress 

in its capacity as an independent variable, is confirmed to remain a significant 

predictor of work life balance in its capacity as a mediator, which in turn is proven to 

be a significant predictor of job satisfaction, a dependent variable. The results 

emanating from the study also underscore the negative impact occupational stress 

wields on job satisfaction. 

8.10 MEDIATING EFFECT OF WORK LIFE BALANCE ON 

OCCUPATIONAL STRESS AND JOB SATISFACTION 

Family is central to women’s existence and this affinity is driven more by biological 

instincts than by external influences.  They consider family primal in life by virtue of 

cultural influence and gender-based conventions (Weisgram, Dinella, & Fulcher, 

2011); (Cinamon & Rich, 2002). Existing literature confirms that prolonged work 
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hours adversely affect both job satisfaction and work life integration (Nakata, T.Ikeda, 

& M.Takahashi, 2006). Occupational stress and burnout resulting from long work 

hours have been established to adversely influence work life harmony, causing work 

life imbalance and job dissatisfaction (Ya-Yuan, Chyi-Huey, & etal, 2019). In India, 

according to the OECD, women, on an average, spend 352 minutes a day on unpaid 

work against 52 minutes by men (OECD). In regard to unpaid care work, they 

spend on an average, 297 minutes a day on care taking children, the elderly and the 

sick; in comparison, men spend 31 minutes a day (OECD). Initial studies on job 

satisfaction centered only on work environment in exclusion of external factors, 

though a precise comprehension can be possible only when the overall psychological 

wellbeing of an individual is considered (Wright & Cropanzano, 2000). One common 

research finding establishes reciprocal correlation between job satisfaction and life 

satisfaction (Rain, Lane, & Steiner, 1991)  and satisfaction in life can bring about 

satisfaction at work and vice versa. 

Long work hours and seven-day work week invariably leave these female sales 

employees with little time for personal needs and fulfilment of domestic 

responsibilities, affecting their work life balance. Literature confirms work-life 

balance to mitigate occupational stress, leading to efficiency and productivity gains 

(D, O, Dyrbye, & L. N. Sinsky, 2015). This justifies the hypothesis that work life 

balance mediates the relationship between occupational stress and job satisfaction of 

female sales employees in textile retailing in Kerala. 

H23: Work life balance mediates the relationship between occupational stress and job 

satisfaction of female sales employees in textile retailing in Kerala. 

Hierarchical Regression and Sobel Test have been applied to establish the mediating 

effect of work life balance on occupational stress and job satisfaction. 

Figure 8.3 Total Effect of Occupational Stress on Job Satisfaction 
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Figure 8.4  Mediated Relationship 

 

Figures 8.3 and 8.4 depict the impact of occupational stress on job satisfaction with 

and without work life balance playing the role of a mediator. The direct effect of 

occupational stress on job satisfaction is outlined by the Regression Coefficient value 

of -0.321, as shown in figure 8.3. Figure 8.4 illustrates the mediating role of work life 

balance in the model and claims that the adverse effects of occupational stress on job 

satisfaction diminishes, as the Beta value of -0.0675 affirms. Alternatively, the 

negative effect of occupational stress on job satisfaction is reduced to the numerical 

representation of -0.0675 from the earlier direct effect of -0.321 with the introduction 

of work life balance as the mediating variable. To verify if the magnitude of 

difference in the Coefficients, following introduction of the mediator, is significant, or 

to assess the significance of the mediation effect, Sobel Test has been applied, as 

recommended by Baron and Kenny (Baron & Kenny, 1986) and work life balance has 

therefore been established to partially mediate the relationship between occupational 

stress and job satisfaction, as proven by the Sobel Test value of - 4.33, which is 

compared against the Standard Normal Distribution to verify significance. Since the Z 

value is greater than 1.96, it can be concluded that the effect is more pronounced than 

expected, and hence deemed significant (Yay, 2017).  
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Table 8.26  

Regression Coefficients and Sobel Test Value of Occupational stress – Work-Life Balance- Job Satisfaction 

Equation 

Source: Primary Data and Calculated 

Work life balance has therefore been confirmed to mediate the relationship between 

occupational stress and job satisfaction and it can be presumed that qualitative 

improvement in work life balance will mitigate the harmful influence of occupational 

stress on job satisfaction. 

Table 8.27 Summarised Result of Mediation Hypothesis  

Mediating 

Hypothesis 

Independent 

Variable  

Mediating 

Variable 

Dependent 

Variable 

Result of 

Hypothesis 

Explanation 

 H23 Occupational 

stress 

Work life 

balance 

Job 

satisfaction 

H23 accepted Work life balance 

partially mediates the 

relationship between 

occupational stress and 

job satisfaction 

Source: Compiled Data 

The three hypotheses, based on which the composite model has thus been tested on 

the strength of reviewed literature and empirical observation, confirm the role of work 

life balance in modifying the measure of job satisfaction vis-a vis occupational stress. 

This confirmation goes on to prove the relevance and importance of work life balance 

in the work environment of female sales employees in textile retailing.  Improved 

work life balance could thus confer higher job satisfaction and diminished 

occupational stress. With changing times, better education and evolving management 

concepts, workplace is hoped to witness radical reforms and a healthier environment.  

Occupational stress -Work life balance 

- Job satisfaction Value Se t p 

a=b(MX)       -0.6033 0.0115 9.6679 <0.001 

b=b(YM.X)     0.4202 0.0968 -4.3412 <0.001 

c=b(YX)      -0.321 0.0224 0.9376 <0.001 

c’=b(YX.M)    -0.0675 0.0244 2.7717 <0.001 

Indirect effect -0.2535 0.0118 -3.9427 0.001 

Sobel test -4.33 <0.001 
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8.11 CONCLUSION 

Textile retailing has always been female predominant and the commodity of sale 

being cloth and clothing, has by natural instincts and affinity, gravitated women to 

what is generally believed to be a safe work abode, though heavily demanding on 

their physical and emotional resources. Job satisfaction among the female sales 

employees in textile retailing under study, is found to remain moderate and inversely 

related to occupational stress, and positively associated with work life balance. 

Demographic aspects such as age, religion, marital status, educational qualifications, 

salary, and family size are seen to influence job satisfaction, besides other factors of 

profound influence such as self-esteem, work environment, occupational stress, and 

work life balance. Work life balance in its capacity as a mediator between 

occupational stress and job satisfaction, acts as a healthy check in the equation. 

 Satisfaction is not an absolute, instead is a personal variable and a subjective state, 

dependent on influences both intrinsic and extrinsic and is as much a function of the 

self as of the job with blurry connotations, different from reality and probably 

attainable but to a few (Fraser, 1983).  

Job satisfaction, in isolation and in conjunction with other allied psychological aspects 

and demographics have thus been analysed from the need perspective of the study. 

This chapter along with the preceding chapters discussing the various other 

psychological domains of work and occupational stress, bring this work to a close, 

with the conviction that no stone has been left unturned in the author’s research 

endeavors to achieve the objectives embarked upon. 
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Chapter 9 

Findings, Conclusion and Suggestions 
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9.1 INTRODUCTION 

Having explored the spectrum of the functional role of female sales force in textile 

retailing and their occupational stress, the study necessarily needed to explore its 

peripheral terrain as well for a composite and wholesome picture, entailing evaluation 

and assessment of their demographics, socio-economic backdrop and the 

psychologically accented domains of self-esteem, work life balance and job 

satisfaction for sources and symptoms that point towards stress. The work concludes 

with a sense of satisfaction in fulfillment of the objectives the study has relentlessly 

pursued. 

Textile retailing with its tremendous growth potential has witnessed meteoric rise in 

Kerala with retail outlets of varying scales of operation etching across the State 

generating employment opportunities to a sizeable slice of female job aspirants. By 

the very nature of the job that is not demanding either on education or on vocational 

skills, this employment profile best integrates with such women, who possess neither 

in adequate measure. Such undefined qualification criteria or total absence thereof, 

gravitate the lesser privileged from the society to what they consider a suitable 

employment option. On account of such proliferation of female workforce with 

availability in excess of demand, abundance of human capital, leads to customised 

management practices that best represents employers’ ideals and business 

philosophies, not always employee friendly. This study therefore revolves around the 

work environment of this fraternity with sufficient focus on self-esteem, work life 

balance, job satisfaction, and occupational stress, all of which are perceived to be 

relevant factors to the fulness of the study. 

9.2 STATEMENT OF THE RESEARCH PROBLEM 

A State whose economy is driven by urbanisation and consumption, Kerala showcases 

some of the extravagant textile retail showrooms, generating employment to a large 

section of its unskilled and under-educated female labour force. By unofficial 

estimates, textile retail showrooms across the State offer employment to nearly four 

lakh seekers, ninety percent of which constitutes the female labour force, who by their 

outright predominance, proves to be the flag bearers of these textile retail 

establishments. Employability concerns sprouting from weak socio-economic stature, 

poor education and absence of vocational skills paint a bleak need profile of this 
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community. Youth with its charismatic qualities, a necessary qualification on the sales 

front, added with little education and ignorance of rights and entitlements of 

employment, offer a perfect combination of qualifications that best serve the 

employers’ interest, prima facie appearing to be a winning formula for both.  

Notwithstanding this apparent alliance of convenience, work environment of these 

female sales employees remain far from satisfactory. Though coming under the 

organised sector by legal definition, most of the textile retail outlets are managed and 

run on employers’ terms, not necessarily in compliance with the KSCE Act 1960 and 

other Government welfare schemes, resulting in widespread violation of various 

stipulations intended to ensure fair play in a regulated work environment. 

Online literature has without exception been delineating textile retailing as an 

unorganised commercial activity with poor conditions of work and a work 

environment that hardly promises anything but dissatisfaction, infringement, 

discrimination, and even human rights violations. Though a docile community 

without trade union support and strength and little collective bargaining power, 

instances of unrest and public protest erupted in a few Districts of the State laying 

claim to some fundamental rights and entitlements, most important of which was the 

right to sit during work hours, a deprivation that invited the intervention of the 

NHRC. It has therefore been a logical step to verify the ground realities first hand and 

look into the consequences of an inhospitable work environment, particularly on the 

psychological realm and the study endeavours to address these needs by stretching the 

investigative efforts into aspects such as self-esteem, work life balance, job 

satisfaction, and most importantly occupational stress. 

9.3 OBJECTIVES OF THE STUDY 

The primary objective of the study is to measure and evaluate occupational stress 

among female sales employees in textile retailing in Kerala and to fulfil this objective, 

the following specific objectives have been set. 

1. To study and assess the work environment of female sales employees in textile 
retailing in Kerala. 

2. To examine the degree of self-esteem of female sales force in textile retailing. 

3. To measure and evaluate the various dimensions of occupational stress. 
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4. To assess the level of work life balance among female sales personnel in textile 
retailing. 

5. To ascertain the level of job satisfaction of female sales employees in textile 
retailing. 

9.4 RESEARCH HYPOTHESES  

The hypotheses formulated for each of the objectives are listed below: 

Objective 2 

H1:  The identified thirteen determinants contribute significantly to the self-esteem of 

female sales employees in textile retailing in Kerala. 

H2:   Self-esteem of female sales employees in textile retailing differs significantly 

among different age groups. 

H3: Self-esteem of female sales employees in textile retailing differs significantly 

according to area of residence. 

H4: Self-esteem of female sales employees in textile retailing differs significantly 

according to duration of residence. 

H5: Religion has significant influence on the self-esteem of female sales employees in 

textile retailing in Kerala. 

H6: Caste has significant influence on the self-esteem of female sales employees in 

textile retailing in Kerala. 

H7: Marital status has significant influence on the self-esteem of female sales 

employees in textile retailing in Kerala. 

H8: Educational qualification has significant influence on the self-esteem of female 

sales employees in textile retailing in Kerala. 

H9: Family size has significant influence on the self-esteem of female sales 

employees in textile retailing in Kerala. 

H10: Monthly salary has significant influence on the self-esteem of female sales 

employees in textile retailing in Kerala. 

H11: Monthly family income has significant influence on the self-esteem of female 

sales employees in textile retailing in Kerala. 
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Objective 3 

 H12: The identified twenty-four determinants significantly contribute to job demands 

of female sales employees in textile retailing in Kerala. 

H13: The thirteen identified determinants have significant influence on the physical 

demands of female sales employees in textile retailing in Kerala. 

H14: The thirteen identified determinants significantly influence the emotional 

demands of female sales employees in textile retailing in Kerala. 

H15: Job demands significantly contribute to the occupational stress of female sales 

employees in textile retailing in Kerala. 

H16: Physical demands significantly contribute to the occupational stress of female 

sales employees in textile retailing in Kerala. 

H17: Emotional demands significantly contribute to the occupational stress of female 

sales employees in textile retailing in Kerala. 

H18: Demographic variables significantly influence the job demands of female sales 

employees in textile retailing in Kerala. 

H19: Demographic variables significantly influence the physical demands of female 

sales employees in textile retailing in Kerala. 

H20: Demographic variables significantly influence the emotional demands of female 

sales employees in textile retailing in Kerala. 

H21: Demographic variables significantly influence the occupational stress of female 

sales employees in textile retailing in Kerala. 

Objective 4 

H22: The identified twenty determinants wield significant influence on work life 

balance of female sales employees in textile retailing in Kerala. 

H23: Work life balance of female sales employees in textile retailing differs 

significantly according to age. 

H24: Work life balance of female sales employees in textile retailing differs 

significantly according to location of residence. 
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H25: Work life balance of female sales employees in textile retailing differs 

significantly according to duration of residence. 

H26: Religion has significant influence on the work life balance of female sales 

employees in textile retailing in Kerala. 

H27: Caste has significant influence on the work life balance of female sales 

employees in textile retailing in Kerala. 

H28: Marital status has significant influence on the work life balance of female sales 

employees in textile retailing in Kerala. 

H29: Educational qualification has significant influence on the work life balance of 

female sales employees in textile retailing in Kerala. 

H30: Family size has significant influence on the work life balance of female sales 

employees in textile retailing in Kerala. 

H31: Monthly salary has significant influence on the work life balance of female sales 

employees in textile retailing in Kerala. 

H32: Monthly family income has significant influence on the work life balance of 

female sales employees in textile retailing in Kerala. 

Objective 5 

H33: The 17 identified determinants significantly influence job satisfaction of female 

sales employees in textile retailing in Kerala. 

H34: Job satisfaction of female sales employees in textile retailing differs 

significantly according to age. 

H35: Job satisfaction of female sales employees in textile retailing differs 

significantly according to location of residence. 

H36: Job satisfaction of female sales employees in textile retailing differs 

significantly according to duration of residence. 

H37: Religion has significant influence on the job satisfaction of female sales 

employees in textile retailing in Kerala. 
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H38: Caste has significant influence on the job satisfaction of female sales employees 

in textile retailing in Kerala. 

H39: Marital status has significant influence on the job satisfaction of female sales 

employees in textile retailing in Kerala. 

H40: Educational qualification has significant influence on the job satisfaction of 

female sales employees in textile retailing in Kerala. 

H41: Family size has significant influence on the job satisfaction of female sales 

employees in textile retailing in Kerala. 

H42: Monthly salary has significant influence on the job satisfaction of female sales 

employees in textile retailing in Kerala. 

H43: Monthly family income has significant influence on the job satisfaction of 

female sales employees in textile retailing in Kerala. 

H44: Occupational stress of female sales employees in textile retailing is negatively 

related to their job satisfaction. 

H45: Occupational stress of female sales employees in textile retailing is negatively 

related to their work life balance. 

H46: Work life balance of female sales employees in textile retailing is positively 

related to their job satisfaction. 

H47: Work life balance of female sales employees in textile retailing mediates the 

relationship between occupational stress and job satisfaction.  

9.5 RESEARCH METHODOLOGY 

Research Methodology is a blueprinted plan of action that serves to achieve the 

objectives of the study and primarily involves delving into the population for a direct 

interaction and first-hand exposure. The three District Headquarters of Kozhikode, 

Kochi and Thiruvananthapuram form the field of work. 

9.5.1 Research Design and Data Source 

This study has adopted a descriptive and analytical approach to fulfil the set 

objectives and has had recourse to both secondary and primary data. Secondary data 
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includes online publications, books and periodicals, newspaper and unpublished data 

sourced from the Labour Commissionerate of Kerala and Labour offices. Primary data 

are collated through direct interface with the universe of the study using a pre-tested 

interview schedule, focus group deliberations, legal consultations, and empirical 

findings. 

9.5.2 Sampling Design and Procedure 

The structural framework for sample selection otherwise called sample design has 

been laid out in conformity with the needs of the study which centres around the 

occupational stress of female sales employees in textile retailing in Kerala. It is 

presumed that big textile retail establishments with their high sales volume are 

veritable sources of stress, and for the same reason, Female Sales employees from big 

textile  retail outlets of the State of Kerala constitute the population of the study. 

Considering the impracticality of studying the entire female sales force in textile 

retailing in the State, Multistage sampling has been resorted to, so as to facilitate 

sample selection. This selection process has been carried out in four progressive 

stages as mapped below: 

Stage I: Division of the State into Southern, Central and Northern zones for a fair 

representation of the State. 

Stage II: Identification of Districts with maximum female employee strength from 

each of the three zones. Accordingly Thiruvananthapuram, Ernakulam and Kozhikode 

from the Southern, Central, and Northern zones qualify for the study.  

Stage III: From among these three District hubs, big textile showrooms falling within 

the Corporation limits are selected.  

Stage IV: Identification of showrooms with maximum female employee density from 

the above group, where Pothys from Thiruvananthapuram, Jayalakshmi from 

Ernakulam and Kalyan Silks from Kozhikode generate the respondent base for the 

study. 

Stage V: Power Analysis recommends a minimum sample size of 324, and District 

wise ratio of female sales employees from the identified  shops has been applied to 

meet the minimum sample strength and the actual sampling units thus obtained 
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applying random sampling from these three shops representing the three zones, carry 

391 respondents. 

9.5.3 Tools for Data Analysis 

Data Analysis has been facilitated mainly using Percentages, Confirmatory Factor 

Analysis, Structural Equation Modelling, Mean Percentage Score, One Sample Z test, 

One Way ANOVA, Logistic Regression, Hierarchical Regression and Sobel Test. 

Having completed this work with keen attention to data both theoretical and 

empirical, bearing hard facts and presumptive convictions, the researcher wraps up the 

work with findings and suggestions that essentially engender from such investigative 

efforts and attendant experiences. 

9.6 FINDINGS OF THE STUDY 

The findings this study has yielded have been organised into eight cascading sections, 

integral to each other and treated in an inclusive and holistic manner to assess 

occupational stress with all permutations and combinations considered relevant and 

pertinent to its objectives. 

9.6.1 Socio-economic and Demographic Profile of the Respondents 

Socio-economic and demographic delineation of the female sales employees working 

in textile and garment retail outlets in Kerala is largely reflective of their personal 

circumstances, a factor that affords insightful glimpses into their overall standard and 

style of living punctuated by cultural, religious, social, educational, financial, and 

attitudinal peculiarities that go into the moulding of their personalities. Details, often 

private in nature, gathered through several rounds of personal interaction with these 

sales employees and their fraternity leaders from the only ‘All-woman-led Trade 

Union’  (AMTU), in an atmosphere of informality and free from restrictions, 

limitations and compulsions of the workplace, portray conditions markedly inferior to 

what the interview schedule partially yields. Such uncensored versions of factual 

statements offered a ringside view of their lifestyle, standards of living, aspirations, 

attitudes and life experiences, the manifestations of which are inevitably carried to 

work and have immensely influenced and intervened with the researcher’s perceptions 

with resultant resonance in this study, the focal point of which, is their occupational 

stress. 
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1. As high as 92 per cent of the respondents hold qualifications of Plus Two or 

lower ironically facilitating an early entry into employment as evident from the 

fact that 47 per cent are below the age of 25. Age is found to wield significant 

impact on the respondents’ job satisfaction, work life balance and occupational 

stress besides its influence on job suitability in the role of a sales employee. 

Youth additionally carries with it the characteristics and qualities both aesthetic 

and physical, that are much sought after attributes among employers.  

2. The study confirms that 83 per cent of the respondents reside in urban/semi-urban 

locations and despite 88 per cent of them coming to work from a distance of less 

than 20 kms, 55 per cent still depend on employer accommodation reinforcing the 

inconveniences of daily commute and the aversion thereto. Proximity to 

workplace, cost of commute, untimely travel, and risks thereupon and singlehood 

stand to justify their dependence on employer accommodation. The study 

establishes that location of residence has significant influence on their self-

esteem, work life balance and occupational stress, as urban/semi urban dwellers, 

by their enhanced exposure to mainstream flow of life and contemporary 

perceptions, imagine to remain higher in the social hierarchy. 

3. A reasonable stability of residence is found among 45 per cent of the employees 

who confirm living in one location for periods between 11 and 20 years followed 

by 27 per cent residing at a single location for periods between 6 and 10 years. 

Modest family income of between Rs. 25,000 and Rs. 35,000 as recorded by 45 

per cent of the female sales employees and urban or semi-urban dwelling (with all 

attendant advantages) confirmed by 43 per cent and 40 per cent respectively are 

believed to be the two main reasons for stability of residence.   

4.  A near total absence of migrants even from neighbouring Districts can be 

established from the fact that 91 per cent of the respondents come from their own 

Districts of residence, despite the fact that the three Districts under study happen 

to home the three major cities of the State, one being the State Capital itself, 

where a floating or cosmopolitan population is presumed to exist. The absence of 

‘out of State’ migrants in textile and garment retailing looks conspicuous 

considering their rapid spread across other domains of the service industry.  

5. As 55 per cent of the respondents depend on employer accommodation, 

dependence on employer transport is but natural. The fact that only 39 per cent of 
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the respondents depend on public transport is indicative of their general 

preference of employer accommodation to daily commute. This dependence on 

external modes of transport can often be challenging, tiring and stressful as timely 

attendance and return travel are largely influenced by public transport facilities. 

6. The respondent base is composed of 55 per cent Hindus, 28 per cent Christians 

and 17 per cent Muslims, affording a divergent representation of all the three 

major religions, which can often be helpful in rendering customised services 

based on religious conventions in contexts of wedding purchases and periods of 

religious observances. Religion is seen to have modifying influence on self-

esteem, job satisfaction and work life balance of the respondents as the study 

yields.  

7. Other Backward Class (OBC) has predominance with 65 per cent followed by 

General Category with 24 per cent, Scheduled Caste (SC) with 8 per cent and 

Scheduled Tribe (ST) with 3 per cent. The preponderance of backward 

communities is reflective of low educational attainments and poor or no 

vocational skills, both of which are dispensable factors in their current 

employment and conversely limiting factors of employability where both these 

attributes count. Caste of the respondents, as the study reveals is found to have 

significance on self-esteem which is notably a subjective perception.  

8. It is observed that 52 per cent of the respondents are unmarried while 47 per cent 

are below the age of 25, indicating a pronounced presence of unmarried young 

women who best perform the role of female sales personnel despite their 

limitations on the personal front that question employability options. Marital 

status is found to influence self-esteem, occupational stress, job satisfaction and 

work life balance and is found to have a bearing on family income, particularly 

among the widowed and the separated.  

9. It is worthy of observation that graduates form only a miniscule 8 per cent of the 

respondents thus reinforcing the fact that higher education has little relevance to 

their job and therefore not necessarily a priority metric to the employers. 

Education is seen to exert influence on job satisfaction and occupational stress. 

Low education could also be a consequence of low family income on grounds of 

affordability as 36 per cent of the respondents belong to the Rs.15,000-Rs.25,000 

bracket and 45 per cent belonging to the Rs.25,000-Rs.35,000 group, taking into 
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account their own monthly salary, compelling them to prematurely terminate their 

education. 

10. Blatant violations of the minimum wages stipulation in the KSCEA 1960 are 

observed among 53 per cent of the employees who earn between Rs.8,000 and 

Rs.10,000 a month. Out of this cluster, 54 per cent are aware of the violation, 

while 46 per cent remain unaware of the existence of such regulatory norms. 

With 36 per cent of the respondents depending on a monthly family income 

varying between Rs.15,000 and Rs.25,000 and 87 per cent admitting to 

exhausting their salary on household expenses, financial stability, and security of 

a considerable size of the respondents look unsure. It is of relevance to observe 

that 79 per cent of the respondents belong to families with a size of 4-6 members 

and that family size has direct bearing on family monthly income. 99 per cent of 

the respondents receive their salary through bank transfer in conformity with the 

stipulations laid down in the KSCE Act 1960.  

11. Looking at the income consumption pattern, 87 per cent expend their monthly 

income on household needs and 70 per cent confirm hand to mouth existence, 

mirroring their austere lifestyle and indispensability of employment.   

12.  Out of the 30 per cent who state to have savings from salary, 41 per cent of them 

invest in chit funds presumably for easy liquidity, ease of investment and other 

intrinsic features of convenience thereto. Bank deposits and investment in gold 

are recorded at 34 per cent and 24 per cent respectively from this miniscule 

minority. 

 9.6.2 Terms of Employment  

     This section is envisaged to elicit information regarding the respondents’ history of 

employment and how that serves to validate inferences springing from their 

socio-demographic aspects and how these factors interfere with their employment 

trajectory. 

1. 75 per cent of the employees interviewed do not hold a service record of more 

than 5 years in the current employment and can in part be attributed to the fact 

that 47 per cent of them are below the age of 25 and this current employment is 

therefore likely to be their maiden footing into paid occupation. Poor pay, heavy 

workload, unregulated work hours and poor adoption of employee welfare 

schemes form other reasons sufficient enough for short job stints. Permanency of 
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employment is a factor not often wished for and encouraged by the employers for 

reasons of increased financial and administrative commitments. 

2. It is stated by more than 99 per cent of the respondents that no official 

Appointment Letter is issued upon induction, a practice widely prevalent in the 

textile and garment retail industry which employs female sales staff with little or 

no awareness of their rights and entitlements. However, 95 per cent of the 

respondents have confirmed issuance of official Identity Cards. Issuance of 

Experience Certificate is found not to be in practice as that would validate their 

service with the employer, a fact that managements often prefer to keep under 

wraps for fear of legal implications. It is this concern that presumably discourages 

employers from insisting on employment bonds that 100 per cent of the sales 

employees affirm not having entered into. 

3. Newspaper advertisements with higher penetration and reach are the most 

common means of job vacancy notification. However, it is also seen that 36 per 

cent of the respondents are employed through referrals, where the employers get 

to know the candidates’ profile prior to an interview. 95 per cent of such 

appointments are confirmed through interviews, the collected data reveal. 

4. Little or no formal training is imparted to the new recruits accentuating the 

unorganised management standards and practices that characterise these textile 

outlets despite belonging to the organised sector officially. 

5. 44 per cent of the respondents are migrants from similar field and point towards 

job instability owing to job dis-satisfaction, primarily caused by the unorganised 

way of management. 56 per cent are unsurprisingly fresh hands, as a sizable 

portion of the workforce belongs to the age group of below 25 years. 59 per cent 

confirm that experience has not fetched them better terms in their current 

employment while 41 per cent state that experience has helped. 

6. It is seen that 29 per cent of the employees come with previous experience in 

fields totally unrelated to the current employment while 71 per cent come with 

previous experience in the same field or without any experience altogether. It can 

be observed that those who carry previous experience in unrelated fields were 

mostly confined to the unorganised sectors where eligibility criteria were factors 

of total irrelevance and hence a migration to an organised sector would have 
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obviously been an attractive proposition, particularly to the textile and garment 

retail industry to which women are seen to have a sartorial affinity.  

7. Major reasons ascribed to preference of the job of a sales personnel in textile 

retailing are: (i) weak socio-economic background (33 per cent); (ii) non-

dependence on vocational skills (31 per cent); (iii) poor employability in other 

organised sector domains (31 per cent); (iv) inherent social skills and liking for 

the job (3 per cent); (v) non cumbersome nature of the job (2 percent). 

8. Employment in large new-generation textile retail outlets with impressive 

showroom space and prime locational advantage are often looked upon with 

fascination by these female sales employees, particularly those who come with 

previous experience in the unorganised sector and the young generation of the 

uninitiated. 59 per cent of the respondents state that employment in such outlets 

enhances their social status and 26 per cent favour the non-cumbersome nature of 

the work in air-conditioned showrooms.  

   Occupational posture of day-long standing as confirmed by 77 per cent, job 

insecurity and pay incommensurate with workload, are the three common 

declared drawbacks of the job of a female sales personnel. 

9. Besides monthly salary, 50 per cent of the employees enjoy the benefit of 

Provident Fund and an insignificant two percentage admit to Employee State 

Insurance (ESI) cover. 44 per cent of the respondents are deprived of all 

mandatory employee welfare schemes. In regard to non-monetary benefits, a 

meagre four per cent confirms enjoying employer gift vouchers. 76 per cent 

confirms prevalence of special incentives on wedding purchases though. 

10.  99 per cent of the employees are assigned sales targets and 67 per cent confirms 

sales incentives on achieving such targets while 33 per cent do not earn 

incentives.  

11. Only 36 percent of the respondents enjoy both casual leave and sick leave. KSCE 

Act stipulates 12 days of casual leave and equal number of sick leave after 

completion of 12 months of continuous service. Hundred per cent of the 

respondents confirms denial of maternity leave, an exclusive entitlement of 

expectant women offering them 26 weeks of leave with pay on the condition that 

it cannot be availed in conjunction with ESI. 
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9.6.3 Working Conditions  

       This section is perhaps the most sensitive of all, owing to its intimate relevance to 

the study and the volume of data generated.  

1. Fifty-five percent of the respondents confirms absence of fixed work hours 

though almost as many, confirm working between ten and twelve hours a day, 

seven days a week, in gross violation of the stipulations of the KSCE Act 1960 

which prescribes eight hours of work a day with a rest time of one hour after four 

hours of continuous work and forty such hours a week with one compulsory 

holiday. However, three brief refreshment breaks a day are confirmed by ninety-

six per cent of the respondents depending on the customer rush of the day. 

2. Performance appraisal is found to be widely prevalent to the extent of 95 per cent 

and 64 per cent state that management does it directly, while 31 per cent confirms 

the role of the supervisor in assessment. Such appraisals are conducted essentially 

in the interest of the employer to identify areas of weakness and initiate corrective 

actions to improve employee productivity. 

3. Promotion eligibility is confirmed by 91 per cent of the employees and 

performance and experience are said to be the two important criteria. 

4. Gender discrimination is stated to be rampant to a measure of 85 per cent and 

harassment at workplace is confirmed by 76 per cent of the respondents. 

9.6.4 Amenities and Social Aspects of Work Environment 

     Workplace is a social hub as well as a temporary abode to the employees and for 

the same reason, merits a detailed analysis from the perspective of this study. 

Decent amenities and a healthy, interactive social network go a long way in 

determining their work satisfaction and productivity, both of which, by their 

decrement and degradation, can lead to occupational stress. 

1.  Besides the basic amenities, other mandatory amenities stipulated by KSCE Act 

such as sitting facilities, restrooms and creches, are not available as stated by a 

significant majority. 100 per cent of the respondents have stated the need for 

sitting facility in the showroom, 68 per cent demand restrooms and 85 per cent 

demand baby care facilities.  Besides non-compliance with the mandatory 

requirements, other areas of demand are sick room (70 per cent), salary 
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advance/loan facility (77 per cent) and manpower support for handling increased 

sales on special occasions (80 per cent).  

2. Work related grievances are found to be common as affirmed by 81 per cent of 

the respondents and despite timely communication to the management, grievance 

redressal is found to be both sluggish and ineffective as affirmed by 74 per cent 

whose multiple attempts for grievance redressal proved futile. Suppression of 

grievance is confirmed by as high as 40 per cent for reasons of fear and 

hopelessness as most of such grievances revolve around conditions of work, poor 

pay, and interaction with supervisors.  

3. Customer complaints are not uncommon as confirmed by 70 per cent of the 

respondents.  

4. 65 per cent of the respondents do not have any political affiliations and 83 per 

cent deny membership in trade unions. Low level of unionisation is seen among 

these female sales employees presumably because of concerns of promotion 

prospects and punitive reaction from the employers. It is also stated by the 

minority of respondents who are members of trade unions that, there has not been 

any useful intervention of the unions to redress their grievances or act in their 

interest whatsoever. 

5. An appalling level of ignorance is seen among the respondents on the various 

legislations governing employment, such as the KSCEA 1960, Maternity Benefit 

Act 1961, Minimum Wages Act 1948, Equal Remuneration Act 1976, and Sexual 

Harassment of Women at Workplace (Prevention, Prohibition & Redressal) Act 

2013. Among them, 63 per cent are found to have partial awareness of Kerala 

Shops and Commercial Establishments Act and 19 per cent are aware of Sexual 

Harassment of Women at Workplace (Prevention, Prohibition & Redressal) Act 

2013 with very little awareness of the other remaining Acts. 

6. An overwhelming 99 per cent of the respondents states that the recent 

Amendments to the KSCE Act which promised relief in certain important areas 

like ‘right to sit’ during work hours remain unfulfilled by the employers. 

7. The following compilation of response best represents the common sentiments of 

the respondents when suggestions were sought on improvement to their work 

environment: i) Option to sit during the work hours may be implemented in 

respect of the  Amendment to the KSCE Act 1960 introduced  in 2018. 
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(ii) Leave of absence may be granted more generously. 

(iii) Employer transportation shall be a relieving alternative to public transport. 

(iv) Formal training and familiarisation with changing trends help remain ahead of 

customers. 

(v) Medical cover shall be offered to all employees. 

(vi) Maternity leave and associated benefits may be granted. 

(vii) Weekly holiday may be granted. 

(viii) Appreciation and encouragement may be conferred wherever due. 

8. All registered big textile retail outlets in Kerala necessarily slot into the organised 

sector by definition, though their terms of employment and conditions of work 

equate with those from the unorganised sector, in denial of many of their lawful 

rights and entitlements. 

9.6.5 Self Esteem of Female Sales Employees in Textile Retailing in Kerala 

Self-esteem essentially being a portrayal of the self through various manifestations of 

personal traits, has been considered threadbare to identify those aspects that can 

significantly modify or influence occupation and the stress arising therefrom, and the 

findings thus ensued from the study are appended below.  

1. ‘Self-worth’, ‘personal qualities’, ‘self-efficacy/competence’, ‘self-contentment’, 

‘optimism’, ‘self-appeal’, ‘satisfying personality’, ‘self-reliance’, ‘sense of 

responsibility’, ‘self-confidence’, ‘helping mentality’ and ‘occupational 

competence’ are the personal traits and qualities that have significant modifying 

influence on self-esteem of female sales employees in textile retailing in Kerala, 

as affirmed by Confirmatory Factor Analysis. 

2. ‘Sense of responsibility’ with a Regression Coefficient of 0.922 bears maximum 

influence on their self-esteem followed by ‘optimism’ which records a score of 

0.887. ‘Self-reliance’ comes next in significance scoring a Regression Coefficient 

value of 0.867 closely followed by ‘self-efficacy/’competence’ with a value of 

0.834. ‘Occupational competence’ recording a value of 0.693 followed by 

‘satisfying personality’ with a score of 0.684 rank next. ‘Personal qualities’, ‘self-

appeal’ and ‘helping mentality’ with scores of 0.672, 0.648 and 0.571 

respectively follow next in order. ‘Self-contentment’ with a recorded value of 

0.502, ‘self-worth’ with a value of 0.459 and ‘self-confidence’ with a score of 

0.408 rank last in their influence on self-esteem. 
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3. It is revealed from the study that ‘personal dignity’ is found to have no significant 

influence on self-esteem as the recorded Regression Coefficient value of 0.280 

stands lower than the cut off criterion of 0.40 and hence excluded from further 

analysis. 

4. Self-esteem does not vary significantly among different age groups (F=0.251, p = 

0.778) since the p value of 0.778 recorded in the ANOVA Test exceeds the 

threshold value of 0.05. However, the Mean values suggest negligibly higher self-

esteem in the 36-45 age group. 

5. Degree of self-esteem is seen to vary in all three categories of residence with 

respondents from urban areas registering the highest, with the maximum Mean 

score of 33.49. (F=36.656, p = <0.001) and maximum Mean Difference of 

4.30628 against respondents from the rural areas.  

6. Duration of residence is concluded to have no significant influence on self-esteem 

(F=1.708, p = 0.148) as the p value afforded by ANOVA Test stands in excess of 

the threshold value of 0.05. Nevertheless, going by the indicated Mean values, 

respondents within the duration range of 11 to 20 years are seen to possess higher 

level of self-esteem.  

7. As the p value of 0.001 recorded in the ANOVA Test is less than the cut off 

criterion value of 0.05, a Post Hoc Test was necessitated where respondents from 

Christianity are found to carry highest self-esteem with a Mean Difference score 

of 2.02576 against Islam and 1.34095 against Hinduism as further validated by 

the Mean scores.  

8. Caste among the respondents is found to exert significant influence on self-

esteem as proven by the Post Hoc Test, where categories of General and OBC 

and Scheduled Caste and OBC are seen to have significant difference among 

them. Out of the four, respondents from the Scheduled Caste carry highest degree 

of self-esteem closely followed by respondents from the Scheduled Tribe, 

General category and OBC respectively as validated by the Mean Difference and 

Mean scores. 

9. Marital status of the respondents is seen to wield significant influence on self-

esteem as confirmed by Post Hoc Test which identifies the divorced carrying 

highest level of self-esteem, followed by the married and the unmarried 

respectively. Significant difference among the aforesaid groups exists only 
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against the widowed who record the lowest level of self-esteem as confirmed by 

the Mean scores and Mean Difference values. 

10. Educational qualification of the respondents does not show significant influence 

on self-esteem as the ANOVA Test confirms (F=0.545, p=0.651). The Mean 

values are however representative of a progressive increase in self-esteem with 

rise in education, and for the same reason, Graduates are seen to hold highest 

level of self-esteem. It can also be seen that respondents from the ‘Below SSLC’ 

group rank lowest in self-esteem. 

11. Salary of the respondents is not seen to exert influence on self-esteem (F=0.632, 

p=0.532) as confirmed by the ANOVA Test where the recorded p value exceeds 

the cut off criterion of 0.05. The Test reveals that respondents from the highest 

salary bracket possess highest degree of self-esteem and those belonging to the 

mid segment of Rs10,001 to Rs 12,000 record lowest degree of self-esteem. 

12. Family size is seen to exert influence on self-esteem across all groups and is 

noticed to progressively increase as established in the Post Hoc Test, where 

respondents from a family of more than six members are seen to possess highest 

level of self- esteem and those with the smallest family size record the lowest. 

13. Monthly family income of the respondents is found to carry significant influence 

on their self-esteem as confirmed by the Post Hoc Test which reveals highest 

level of self-esteem for the respondents in the family income bracket of Rs 

35,001 to Rs 45,000, and the lowest degree of self-esteem is seen among 

respondents within the family income bracket of Below Rs 15,000. (F=12.733, 

p<0.001). 

14. The level of self-esteem of female sales employees is seen to be high as indicated 

by the Mean Percentage Score of 90.08 (Z=28.281, p<0.001). 

9.6.6 Occupational Stress of Female Sales Employees in Textile Retailing  

The three aspects of employment that can exert significant influence on occupational 

stress of female sales employees in the textile retail outlets in Kerala are the job, 

physical, and emotional demands. These three conceptualised areas have been 

examined and assessed so as to find out the extent of their impact on work stress. The 

following are the major findings the study has yielded on occupational stress.  

1. Confirmatory Factor Analysis identifies twenty-three variables as significant to 

assess their influence on job demands. 



      
      
   

408 
 

2. The aforesaid twenty-three significant variables arranged in the order of 

relevance are as follows. The Regression Coefficient of ‘Punitive aspect to sales 

target’ scores a maximum value of 0.770. Next in ranking is ‘Customer incivility’ 

(0.738) followed by ‘Heavy workload’ (0.703), ‘Uniform workload’ (0.636), 

‘Skill inadequacy’ (0.633), ‘Job necessity’ (0.625), ‘Job monotony’ (0.624), 

‘Disrespectful customer behaviour’ (0.617), ‘Toilet break constraints’ (0.610), 

‘Denial of right to sit’ (0.606), ‘Prolonged work hours’ (0.599), ‘Gender leanings’ 

(0.591), ‘Denial of leave’ (0.579), ‘Gender discrimination’ (0.569), ‘Irregular 

breaks’ (0.549), ‘Customer count’ (0.542), ‘Target pressure’(0.524), ‘Demerits of 

sales targets’ (0.523), ‘Job contentment’ (0.513), ‘Irregular  lunch timing’ 

(0.444), ‘Work and rest time violations’ (0.442), ‘Prolonged standing’ (0.437), 

‘Work fatigue’ (0.430). 

3. Ineffective Grievance Redressal System (0.102) is the lone variable that failed to 

register significant influence on job demands and has therefore been left out of 

consideration. 

4. To gauge the influence of physical demands on occupational stress, eight 

significant variables have been identified from thirteen variables through 

Confirmatory Factor Analysis, as seen below. 

5. ‘Muscular pain’ gains maximum Regression Coefficient value of 0.841 followed 

by ‘Back pain’ (0.838), ‘Work during menstrual cycles’ (0.817), ‘Excessive 

walking’ (0.786), ‘Irregular toilet breaks’ (0.718), ‘Headache’ (0.692), 

‘Prolonged standing’ (0.621), and ‘Movement restriction behind the counter’ 

(0.505). 

6. ‘Health impact of air conditioning’ (0.300), ‘sleepiness during work’ (0.271), 

‘work fatigue’ (0.221), ‘congested accommodation’ (0.380) and ‘denial of lift 

facility’ (0.270) are deemed to be of lesser significance on physical demands and 

hence excluded from consideration. 

7. The ten variables which have been identified from among thirteen, for an 

effective evaluation of their influence on the emotional demands the role of the 

sales employee calls for, are detailed as follows in the order of relevance 

determined by the Regression Coefficient values: 

‘Belligerence with superiors’ (0.906), ‘Job insecurity’ (0.896), ‘Emotional 

labour’ (0.890), ‘Socio economic compulsions’ (0.881), ‘Unsupportive superiors’ 



      
      
   

409 
 

(0.872), ‘Short temperedness at work’ (0.819), ‘Stress prone’ (0.712), ‘Proneness 

to depression’ (0.698), ‘Job discontentment’ (0.641) and ‘Stress of commute’ 

(0.572). 

8. ‘Belligerent attitude to co-workers’ (0.288), ‘Irritability’ (0.245) and 

‘Unsupportive colleagues’ (0.377) are three variables that are found to have least 

significance on emotional demands and hence do not form part of further 

analysis. 

9. Job, physical and emotional demands contribute significantly to the occupational 

stress of female sales employees in textile retailing, with physical demands 

contributing the most. 

10. Forming part of the demographic variables, age groups exert significant influence 

on occupational stress and are indicative of widespread prevalence of stress, 

irrespective of age. As the Mean value of those in the age group of 36 to 45 

remains highest at 150.36, this group is deemed to remain significantly different 

from other groups, registering highest level of occupational stress. This fact is 

further reinforced by the results of the Post Hoc Test where physical and 

emotional demands have telling impact on the same age group understandably 

because physical demands entail day long standing and walking, and so are 

emotional demands which call for a high degree of adaptability, sense of 

contentment and concerns of job security, all of which become increasingly 

difficult to manage with advancing age.  Job demands however do not wield 

influence of significance on any of the age groups. 

11.  Location of residence is seen to have significant difference on occupational 

stress between rural-urban and urban-semiurban areas. As the Mean value 

(147.42) indicates, respondents from rural areas are seen to suffer highest level of 

occupational stress, as compared to semi urban (Mean =147.25) and urban areas 

(Mean=144.63), and as confirmed by the Mean Difference value obtained from 

Post Hoc Test. Emotional demands are seen to be highest among respondents 

from rural areas and lowest among those from the urban areas. Area of residence 

seems to have no influence on physical and job demands.  

Respondents from the rural areas are seen to find the emotional aspects of 

occupational stress most demanding, presumably because of their simpler 

lifestyle and survival skills not measuring up to the demands of their job. 
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Management of emotional demands at workplace is found to improve in 

proportion to the extent of urban influence on the respondents. 

12. Duration of residence seems to have no significant influence on occupational 

stress as confirmed in the ANOVA Test where the p value of 0.126 is greater than 

0.05. Respondents with duration of residence between 6 and 10 years are found to 

be more emotionally stressed than the other groups. However, duration of 

residence of the respondents has no influence on their physical and job demands. 

13. Religion of the respondents seems to have no significant influence on 

occupational stress as the p value of 0.768 revealed in the ANOVA Test is greater 

than 0.05. However, the physical aspects of occupational stress are more 

pronounced among the Muslims than among the Hindus, though job and 

emotional demands remain the same across the three religious groups. 

14. Caste of the respondents seems to have no significant influence on occupational 

stress as the p value of 0.201 generated by the ANOVA Test stands greater than 

0.05. The study however reveals that caste exerts influence on the physical and 

emotional aspects of occupational stress and respondents from the General 

Category find their work physically and emotionally most demanding among the 

groups, with no significant difference seen on the job front. 

15. Influence of marital status on occupational stress differs significantly among 

unmarried-married, married-widowed, unmarried-widowed, and unmarried-

divorced pairs. The Mean value recorded against the widowed is (151.84), against 

divorced (150.00), against married (148.48) and against unmarried (143.49) 

confirming levels of occupational stress in the order stated, with the widowed 

registering the highest and the unmarried registering the lowest levels, 

representing the two ends of the spectrum. Proneness to emotional stress is found 

to be high among the widowed, possibly because of the unsuccessful and brief 

conjugal life they must have suffered with pronounced ramifications on their 

mindset and least among the unmarried. Married respondents record the highest 

degree of physical demands. 

16. Occupational stress and its allied dimensions under consideration are found to 

gain intensity inversely proportional to qualification, the study reveals.  It is 

observed that extent of education has varying influence on occupational stress 

with differences observed among the groups of ‘Below SSLC-Graduation’, 
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‘SSLC-Graduation’, and ‘Plus Two-Graduation’. Mean value of 147.40 

representative of respondents ‘Below SSLC’ is the highest and therefore is 

indicative of highest level of occupational stress among the groups, corroborated 

by Post Hoc Mean Difference value of 8.10727 against ‘Graduation’. Physical 

and Job demands are again found to be high among respondents with 

qualification ‘Below SSLC’ while the Graduates are found to have low 

vulnerability to physical and job demands. Respondents with SSLC qualification 

find their jobs emotionally most demanding as compared with Graduates who are 

seen to manage emotional demands significantly better. 

17. Occupational stress among respondents in the salary brackets of Rs 8,000 to Rs 

10,000 and Rs 10,001 to Rs 12,000 shows significant difference indicative of the 

influence of salary on their occupational stress. Respondents falling within the 

salary bracket of Rs 10,001 to Rs 12,000 with the highest recorded Mean score of 

147.69 and Mean Difference of 2.72110, suffer highest level of occupational 

stress. Physical demands are found to be high among respondents in the salary 

bracket of Rs 12,001 to Rs 14,000 and emotional demands are found to be high 

among respondents in the salary bracket of Rs 10,001 to 12,000. Salary of the 

respondents is seen to carry no impact on their job demands as indicated by the 

results of the ANOVA Test. 

18. Family size of the respondents has no significant influence on occupational stress 

as the p value in the ANOVA Table stands at 0.069 which exceeds the cut off 

criterion of 0.05. No significant difference is observed among the groups in 

regard to physical and job demands and the group with up to 3 family members 

suffer maximum emotional demands. The study brings out the fact that family 

size and emotional demands are seen to move in opposite direction with rising 

intensity of emotional demands as family size falls. 

19. Respondents falling in the income category of ‘Below Rs 15,000’ is seen to 

experience highest degree of occupational stress with a recorded highest Mean 

value of 153.87, and they differ significantly from those in the salary brackets of 

‘Rs15,001 to Rs 25,000’, ‘Rs 25,001 to Rs.35,000’, ‘Rs 35,001 to Rs 45,000’ and 

‘above Rs 45,000’. Monthly income of the respondents is not seen to have any 

influence on the physical demands of the occupation. Monthly family income 

group of Rs 25,001 to Rs 35,000 suffer high level of job demands in comparison 



      
      
   

412 
 

to respondents in the family income bracket of ‘Rs15,001 to Rs 25,000’. 

Respondents belonging to below Rs 15,000 experience highest emotional impact 

on the job front, and this is seen to come down progressively as the family 

income rises. 

20. The conceptualised three-factor model of occupational stress records a Mean 

Percentage Score of 71.29 reaching upper extremities of medium range. (Z = -

18.203). 

21. Self-esteem and occupational stress are observed to be positively corelated as the 

recorded Correlation Coefficient value of 0.895 affirms. 

22. Logistic Regression Test identifies six of the predictors as high potential stressors 

and four as medium potential stressors. Salary, marital status, education, religion, 

location of residence and family income are deemed to be highly potent while 

caste, duration of residence, family size and age are seen to be of medium stress 

potency.  

 9.6.7 Work Life Balance of Female Sales Employees in Textile Retailing 

Work life balance can be imagined as a measure of contentment that is derived from 

what is perceived to be an equitable and optimal investment of time and effort in 

domestic management and occupational obligations. This psychological construct 

assumes huge significance in the context of the study, for these sales employees, on 

an average, work between 9 and 12 hours a day, all week, with time and leisure 

proving to be the direct casualty.  

1.    Work life balance of the respondents is assessed using the following 14 variables 

listed in the order of ranking determined by Regression Coefficient values – 

‘Improbability of family outings’ (0.870), ‘Sleep deficit’ (0.833), ‘Lack of time 

for Holy visits’ (0.820), ‘Work interference in conjugal life’ (0.818), ‘Absence of 

family support’ (0.755), ‘Inability to tutor children’ (0.689), ‘Work interference 

in family time’ (0.684), ‘Work life imbalance’ (0.682), ‘Work interference in 

family affairs’ (0.668), ‘Unfulfilled domestic chores’ (0.577), ‘Flare-up within 

family’ (0.530), ‘Absent opportunities for movies’ (0.499), ‘Inability to care take 

sick family members’ (0.493) and ‘lack of time for television programmes’ 

scoring the least value of  (0.444). 

 2.   The variables ‘Lack of time to pursue hobbies’ (0.274), ‘Inaccessibility to time 

saving gadgets’ (-0.086), ‘Constraints on food delivery facility’ (0.313), 
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‘Shortage of time for social media’ (0.239), ‘Insufficient time for personal 

fitness’ (0.017) and ‘Work interference in social life’ (-0.048) register Regression 

Coefficient values falling below the cut off criterion of 0.40, and therefore 

excluded from further analysis. 

3.   Age is found to have significant influence on work life balance as established by 

the Post Hoc Test where respondents belonging to the age group of 26 to 35 

recording the highest Mean score of 39.01, differ significantly from those in the 

age groups 36-45 and below 25 years. In other words, respondents belonging to 

the age group of 26-35 record highest level of work life balance and those ‘below 

the age of 25 years’ record the lowest level of work life balance.  

4. One way ANOVA Test reveals that location of residence has considerable 

influence on work life balance (F=10.314, p<0.001) and significant difference is 

observed among rural dwellers recording the highest Mean score (40.29) and this 

difference is more pronounced between rural and semi urban dwellers (Mean 

Difference = 3.97578) than rural and urban dwellers (Mean Difference = 

3.49621) 

5.  Duration of residence is found to have no significant influence on work life 

balance as the p value (0.121) is found to exceed the cut off criterion of 0.05. As 

indicated by the highest Mean value of 40.11, respondents belonging to the group 

of ‘21-30 years’ manifest higher level of work life balance. 

6.  Religion is seen to exert significant influence on work life balance of the 

respondents and Hindus are found to have highest degree of work life balance 

followed by Muslims and Christians, respectively. 

7.  Caste is found not to have significant influence on work life balance as the 

indicated p value markedly overshoots the cut off criterion of 0.05. However 

Mean value denotes that respondents belonging to Scheduled Tribe carry 

maximum work life balance while respondents from the Scheduled Caste possess 

lowest level of work life balance. 

8.   Marital status is found to have considerable influence on work life balance and 

Post Hoc Test reveals that married respondents carry significant work life balance 

over the unmarried, while the divorced and the widowed record the highest and 

the second highest Mean values, denoting that the divorced manifest highest 
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degree of work life balance closely followed by the widowed. Lowest level of 

work life balance is found among the unmarried with the lowest Mean score. 

9.  Educational qualifications bear no significant influence on work life balance 

because the registered p value of 0.292 is more than the cut off criterion of 0.05. 

Mean value reveals that respondents with Plus Two education hold highest level 

of work life balance and respondents from the ‘Below SSLC’ group register the 

lowest work life balance. 

10.  Salary has no significant bearing on respondents’ work life balance as the p value 

of 0.106 yielded by ANOVA is greater than 0.05. However, the Mean score 

signifies that respondents belonging to the salary group of Rs 10,001 to Rs 

12,000 carry maximum work life balance, and respondents from the salary group 

of Rs 8,000 to Rs 10,000 record lowest level of work life balance. 

11.  Family size has no significant influence on work life balance of the respondents 

as the recorded p value (0.365) exceeds the cut off value of 0.05. It is observed 

from the recorded Mean values that families with members of ‘up to three’ record 

highest level of work life balance, and those with the family size of ‘above six’ 

possess lowest work life balance. 

12. Monthly family income has considerable influence on work life balance of the 

respondents and the Post Hoc Test confirms that work life balance of respondents 

falling into the ‘Below Rs 15,000’ bracket with a Mean value of 40.93 record the 

highest level of work life balance. Higher family income is seen to lower work 

life balance.  

13.  Moderate level of work life balance is seen as supported by the Mean Percentage 

Score of 53.13 across the respondent base. 

14. Work-life balance and occupational stress are found to share a negative correlation 

measured at -0.940. 

9.6.8 Job Satisfaction of Female Sales Employees in Textile Retailing 

Job satisfaction is a sense of contentment arising primarily from the multiple 

dimensions of occupation and partially influenced by the personal circumstances 

that largely shape an employee’s personality and perception. 

1. 14 variables of relevance have been identified in order to assess their influence on 

job satisfaction of female sales employees in textile retail outlets in Kerala as 

listed in the order of significance. ‘Satisfaction of presentability’ is seen to have 
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highest significance with a Regression Coefficient value of 0.865, followed by 

‘Interest in work’ (0.756), ‘Contentment in workplace ambience’ (0.740), ‘Job 

resilience’ (0.726), ‘Employer loyalty’(0.709), ‘Satisfaction with out of office 

events’(0.660), ‘Workplace endorsement’(0.637), ‘Satisfaction of 

accommodation’(0.635), ‘Satisfaction with salary’(0.631), ‘Work 

enjoyment’(0.578), ‘Satisfaction with leave facility’(0.572), ‘Satisfaction with 

lunch and refreshments’(0.545), ‘Workplace esteem’(0.438), and ‘Job suitability’ 

recording the lowest value of 0.422. 

2. Variables ‘Socialising possibility’ (0.343), ‘Satisfaction with non-monetary 

benefits’ (0.268), and ‘Satisfaction with communication system’ (0.181) are 

found to be of little significance and consequently left out from further analysis. 

3. Age of the respondents has been established to carry significant influence on job 

satisfaction, and those ‘below 25 years of age’ are found to enjoy high job 

satisfaction with a Mean Difference value of 1.63777 against the age group of 26 

to 35 and 1.38880 against the age group of 36 to 45 respectively. 

4. Job satisfaction remains uniform irrespective of the location of residence (rural, 

semi- urban and urban) as the recorded p value of ANOVA Test is more than the 

cut off criterion of 0.05. 

5. Duration of residence bears little influence on job satisfaction as proven by the 

ANOVA Test where the registered p value of 0.306 exceeds the threshold value 

of 0.05. 

6. Religion of the respondents has considerable influence on job satisfaction, and 

Islam is found to have highest degree of job satisfaction with a Mean Difference 

value of -1.50765 against Christianity and -1.30144 against Hinduism. 

7. ANOVA Test proves that caste of the respondents does not influence their job 

satisfaction as the p value of 0.07 stands higher than the cut off value of 0.05 

though the Mean value is suggestive of high level of job satisfaction for 

respondents from the Scheduled Tribe. 

8. Marital status of these female sales employees is seen to have considerable 

influence on job satisfaction as revealed in the ANOVA Test and further 

identified in the Post Hoc Test where significant difference is observed between 

the unmarried and the married with a Mean Difference value of 1.64124, 

indicative of higher degree of job satisfaction amongst the unmarried. 



      
      
   

416 
 

9. It is seen that degree of job satisfaction diminishes as level of education 

increases; a fact proven in the Post Hoc Test, where respondents below the 

qualification of SSLC record highest level of job satisfaction against Graduates 

with a Mean Difference value of 2.62573, and 1.20771 against Plus two. 

10. Respondents belonging to the salary bracket of Rs 12,001 to Rs 14,000 are seen 

to have high degree of job satisfaction as against those belonging to the salary 

bracket of Rs 10,001 to Rs 12,000 recording a Mean Difference value of -

1.98160, followed by respondents in the salary bracket of Rs 8,000 to Rs 10,000 

recording a Mean Difference value of 1.54470 as against those in the salary 

bracket of Rs 10,001 to Rs 12,000.  

11. Respondents’ family size is seen to wield significant influence on job satisfaction 

as Post Hoc Test reveals, where families with more than six members are found 

to have high degree of job satisfaction with a Mean Difference value of -3. 07727 

against those with a family size of ‘3 or below’ followed by those with a family 

size of between four and six with a recorded Mean Difference value of -2.14960 

against those with a family size of ‘up to 3 members’. 

12. Monthly family income is not found to have any significant influence on job 

satisfaction as ANOVA Test registers a p value of 0.079 which exceeds the 

threshold value of 0.05. It is worthy of notice that family income does not have 

dependence on job satisfaction. However as suggested by the recorded Mean 

values, respondents belonging to the highest family income bracket of above Rs 

45,000 are detected to possess a higher degree of job satisfaction. 

13. Job satisfaction among female sales employees in textile retailing is found to be 

moderate as validated by the Mean Percentage Score of 49.90.  

14. Self-esteem and job satisfaction correlate positively with a recorded Correlation 

Coefficient value of 0.828. 

15. The yielded Correlation value between job satisfaction and occupational stress is 

recorded at -0.927. 

16. The negative relationship between occupational Stress and job satisfaction has 

been established through Structural Equation Modelling registering a Regression 

Coefficient value of -2.810.  

17. The Structural Equation Model on Work life balance - Job Satisfaction registers a 

Regression Coefficient value of 1.887.  
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18. Structural Equation Modelling applied on Occupational Stress - Work life 

balance registers a Regression Coefficient value of -2.140, in confirmation of the 

negative relation between the two. 

19. Work life balance has been established to mediate the relation between 

occupational stress and job satisfaction as proven by the Sobel Test value of - 

4.33. 

9.7 CONCLUSION 

The rapidity of urbanisation in Kerala has been exponential enough to bring about a 

revolution and is significantly noticeable in the segment of textile retailing and the 

sheer magnitude and perceived scope of this thriving industry bedecked with brands, 

global, national, and local etched across the State, bear testimony to the transition 

from consumption to consumerism that the State has been witnessing over the last 

decade and more. Growing middle-class segment of the society, in quest of better 

standards of living, have opened up a fertile market with evolving demand for 

clothing, considered the insignia of social status with the resultant growth and 

expansion of textile retailing. This has largely been the backdrop against which work 

environment has been perceived, understood, and evaluated through the study. 

The pomp, glitter, and glory that the large textile retail outlets, with their sprawling 

shop space flaunt, are veritable employment destinations to female aspirants 

invariably hailing from the weaker sections of the society, resulting in their 

predominantly high presence in this retail market space. Though belonging to the 

organised sector by legal definition, terms of employment and conditions of work 

mirror the characteristics of the unorganised sector. Work environment as a result, 

leaves enough areas for a total re-wiring despite periodical Amendments brought out 

by the State to refine and empower the Kerala Shops and Commercial Establishments 

Act 1960, considered the governing manual to guide and regulate all business 

activities under the definition of a Shop. 

Much in alignment with the nature of the job of a female sales employee, the demands 

of their role are seen to carry harmful physical, emotional, and psychological impact 

with little effort from the management for resolutions justifiable both on legal and 

ethical grounds. Management attitude inevitably led to a few uprisings in the Districts 

of Thrissur, Kozhikode, and Alappuzha, ironically with little media coverage or 
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result; understandable considering the extent of support textile management lends to 

the media through expensive advertisements. Despite a new-found degree of social 

status and self-esteem their job role affords, occupational posture of day-long standing 

with no respite in sight, in spite of government directives to the contrary, prove to be 

one of the potent negating factors to what is otherwise looked upon by the 

respondents as an occupation, non-cumbersome, non-technical and undemanding on 

education. Unlawfully low salary, long work hours, all-week work and absence of job 

security are the other declared demerits of this occupation and lack of support from 

the major trade unions render collective bargaining impossible. Employee wellbeing 

with its intimate dependence on management systems and practices is widely seen to 

be disregarded with avoidable consequences both to the employee and the employer 

as well, the former being one of the focal areas of concern in the study. Poor 

education, weak socio-economic constituents and ignorance compounded by 

incomprehension prove instrumental in exposing their heightened vulnerability to the 

best advantage of the employers.  

The main concerns that have gone into the study revolve around the respondents’ 

personal circumstances, self-esteem, work life balance, job satisfaction and 

occupational stress, all of which in some way, influence their occupational landscape, 

culminating in denial of entitled benefits, as the study proves. It however looks little 

out of character prima-facie, that their self-esteem registers a high score, which in 

reality stands validated as the status of being an earning member of the family, 

invariably at a young age in a large textile retail outlet, offers many of the ingredients 

that go on to nurture pronounced personality traits and self-worth that make up a high 

notion of self-esteem. This fact is established by the study where the Mean Percentage 

Score registered stands at 90.08 indicating a high level of self-esteem. Work life 

balance has been another area of perceived significance considering the fact that 54 

percent of the respondents depend on employer accommodation, and with their seven-

day work week involving 9 to 12 hours of work a day, domestic duties and 

commitments largely remain unattended to, upsetting their work life equation. Work 

life balance nevertheless, is recorded to be moderate. Job satisfaction, another cardinal 

aspect with bearing on occupational stress is measured at 49.90 and classified as 

average. The converging effect of the aforesaid factors is seen to peg occupational 

stress at 71.29, indicating a medium to high stress level. The study further establishes 
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the close relationship occupational stress shares with job satisfaction and work life 

balance. Work life balance has been confirmed to mediate the relationship between 

occupational stress and job satisfaction. Hence, qualitative improvement in work life 

balance is expected to mitigate the harmful influence of occupational stress on job 

satisfaction. 

 It is the opinion of the researcher that these female sales employees with their 

perceived inadequacies and consequent limitations on major facets of life look upon 

employment largely as an indispensable income source, they cannot move forward 

without. Employment for many from this fraternity can be a healthy and rewarding 

diversion from the rigours of their daily domestic drudgery. It would also lead to 

financial, social, and psychological empowerment which would be a value addition to 

the society, besides strengthening the economy. With active involvement from the 

authorities, trade unions and local bodies, better conditions of work can be a natural 

consequence this fraternity legitimately deserves. 

Safeguard of their job at the expense of their own rights and entitlements looks to be 

of paramount concern to them. Notwithstanding denials and deprivations their 

occupation carries, their self-esteem stands them in good stead as the study affirms. 

With changing times, better education, evolving management concepts and advent of 

the new generation with contemporaneous values and upgraded skill set, workplace is 

hoped to witness radical reforms and a healthier environment. 

 

9.8 SUGGESTIONS ENSUING FROM THE STUDY 

1. Issuance of Appointment Order to all officially inducted employees is expected to 

afford a psychological proofing against job insecurity, which can otherwise be 

potentially stressful. It shall therefore be looked upon by the employers as a 

primary compliance, for an insecure employee could not be expected to excel at 

work nor remain satisfied in employment. 

2. Certificate of Experience being an important document unto itself with high 

probability rate of fetching more attractive job opportunities, shall not under any 

circumstance be denied to a legitimate employee as decreed by the KSCE Act 

1960. 
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3. Training is arming an employee to deliver to the expectations of the employer and 

shall not be compromised on, in the interest of the employee and the employer as 

well. Formal training and familiarisation with changing trends help remain ahead 

of customers. Enhanced self-confidence arising from intimate product knowledge 

could help manage stress more efficiently. 

4. Salary, besides forming an important component of an employee’s rights and 

entitlements, also forms their primary source of motivation to employment, and 

for the same reason, shall be in strict conformity with Government norms, 

considering the inflationary trend and attendant escalation to cost of living. 

Salary, thus forms a major ingredient in the recipe to contended employment. 

5. Sales incentives being a variable remunerative factor, strategic fixation of 

monthly salary, significantly less attractive than sales incentives themselves, 

creates unhealthy competition and disharmony among the sales force, which shall 

best be avoided by refixing the monthly salary to Government stipulated 

standards, as personal competence is a variable too, particularly in the absence of 

formal training imparted to the employees. 

6. With a high percentage of the respondents confirming total absence of paid leave, 

and considering their lengthy work hours, mostly seven days a week, domestic 

and social commitments are likely to remain unaddressed, unless they are granted 

paid leave of absence in situations of need which would in turn improve their 

work life balance and job satisfaction.   

7. In the light of proven health consequences, work hours shall be truncated to 

conform with Government norms for the wellbeing of the employees in general 

and for improved productivity in particular, essentially in the interest of the 

employer. A regulated work schedule would greatly help in balancing their work 

life equation with perceived spill over benefits in stress management. 

8. Partial digitisation of performance appraisal, restricted to functional metrics and 

figures, can prove to be a fairer and more objective mode of assessment that can, 

to a considerable extent, do away with personal prejudices and bias, many 

supervisors or even employers tend to hold against employees. This approach 

with minimal human intervention can in itself be an inspiration to the employees 

to give their best with the conviction that good performance stands recorded, 

irrespective of inter personnel equations. 
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9. Deployment of Technology for systematic analysis of an employee’s overall 

performance, not limited to selling, shall substitute human faculties, which are 

often skewed and subjective. Artificial intelligence can play a significant role in 

this exercise. 

10. By their sheer predominance in textile retailing, to the point of sustaining the 

enterprises, women shall be considered organisational assets, and be conferred a 

fair and equitable treatment so as to help them rub shoulders with men, who 

invariably occupy senior positions of authority. Such equitable treatment would 

lead to a healthy measure of self-esteem which would inevitably enhance their 

sense of wellness and wellbeing. 

11. The ‘hard won right to sit’ in consequence to the intervention of the National 

Human Rights Commission in 2018, still remains an unfulfilled mandate. 

Government enforcement shall be stepped up to transfer the intended benefit to 

this community. 

12. Overpopulated employer accommodation without sufficient space to move 

around is stated to be a matter of concern, besides privacy encroachment and can 

well affect their sense of wellbeing and overall contentment and hence less 

crowded accommodation offering reasonable freedom of movement could be 

considered by such employers in mutual interest. 

13. An annual or biennial employee feedback on their experiences at work shall be 

instituted giving them the freedom to post their grievances and suggestions 

without personal encounters with the officials, many shy away from, for fear of 

incurring management displeasure. 

14. A more responsible and efficient grievance redressal machinery founded on fair 

practices may be put in place for expeditious disposal of grievances, as a cohesive 

workforce throws up countless growth possibilities for the organisation, 

employees form an integral part of. 

15. Basic mandatory welfare schemes such as PF and ESI which essentially translate 

into additional monetary benefits, are enjoyed only by a small percentage of the 

employees. Considering the significance and the need of such additional 

monetary benefits, implementation by the employers and in the absence thereof, 

enforcement by the authorities will go a long way in ensuring employee 

wellbeing and financial stability of this deprived lot. 
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16. Maternity benefits, as prescribed in the KSCE Act, are seen not to be extended by 

any of the employers with possible consequences that can lead either to 

termination or resignation. This helpless scenario has to change in honour of 

motherhood. 

17. Despite the existence of Government-sponsored basic welfare schemes, neither 

their implementation nor their enforcement is seen to be sincerely adopted by the 

employers and the Labour Departments respectively, resulting in wayward 

management practices, typically reminiscent of the unorganised way of running 

business enterprises. More effective monitoring and enforcement could fetch this 

hapless community, relief, and better prospects on the job front, as part of work 

humanisation. 

18. Near total absence of local media coverage does much to keep under wraps, what 

could otherwise have been issues contentious and vigorous enough to merit 

public attention and debate with probability of public involvement, seeking relief 

and resolutions to this ailing fraternity. Media ethics and canons of journalism 

need to transcend vested interest and discrimination, underscoring the value of 

fair play.  

19. Government sponsored compulsory awareness programmes need to be initiated 

and held once a year in the interest of those employees who remain ignorant of 

their rights and entitlements. 

20. A fundamental shift in perception of the management with similar government 

initiatives would help inculcate healthier and reverential attitude towards human 

capital, the very pillars on which their entrepreneurial edifices stand. 

21. Outsourcing of human capital, an emerging method of employment in textile 

retailing essentially commoditises the female sales force, leading to ‘employment 

surrogacy’. This substitution frees the employer of all duties and responsibilities 

otherwise imposed on him, with the consequence of rendering the female sales 

employees hirelings without a participatory role or a sense of belonging and their 

work largely becoming transactional in nature. This system of employment does 

untold damage to their career prospects and therefore needs to be regulated, if not 

abolished altogether. 

22. Trade unions, without whose involvement collective bargaining proves futile, 

need to play more responsible roles in this industry segment which remains 
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largely unrepresented, presumably owing to female predominance in the work 

force and the accented patriarchal traits that still rule our society. In a futile 

attempt to do away with this age-old notion and to empower female workers, an 

all-woman led trade union was given shape to and legally registered under the 

banner of ‘Asanghadita Meghala Thozhilali Union’ (AMTU) in 2016. A 

misnomer in the context of textile retail employees who belong to the organised 

sector, the union has neither been able to garner enough membership from this 

community nor deliver tangible relief and justice, despite sincere efforts. 

23. Women empowerment through reservation in the trade unions could attract more 

female representation and bring about significant improvement in employer-

employee relationship and gender equity besides enhancing awareness of 

contemporary socio-political situations. 

24. Customers by their sheer volume of footprint and as part of the society, could 

play an important role in voicing concerns of injustice and inequality meted out to 

these female sales employees. 

25. In consideration of the unregulated work schedule, often running into the lean 

hours of the night, commute back home holds threat perceptions, employers seem 

to disregard in exclusion to those employees availing hostel facility, for whom 

free transport is provided back and forth by some large establishments. It shall be 

mandated without exception that all female employees be provided management 

run transport facility, at least for their return travel. 

26. It shall be in the best interest of the employees that they be granted a weekly 

holiday as prescribed in the KSCEA 1960. This break could essentially be 

restorative in nature and could significantly contribute towards work life 

management, thereby mitigating occupational stress. 

27. Another deprivation of significance to the employees’ welfare is the denial of 

medical cover in the form of ESI as mandated in the KSCEA 1960, the absence 

of which, could adversely affect their job satisfaction. 

28. In view of their work environment, deficient on various fronts, appreciation and 

recognition are vitally important for the upkeep of their motivation and 

involvement in the organisation, which would in turn nourish their job 

satisfaction and self-esteem.  
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ILO’s Decent Work Agenda sums up aspirations of the working population involving 

opportunities for productive work, fair income, security at workplace, social 

protection for families, better prospects for personal development, freedom of 

expression and equality of opportunities. India being a signatory to the G20 member 

countries embodying these goals, appropriate significance to these policy priorities 

shall be accorded towards its fulfilment (ILO, 2015). 

 

9.9 RESEARCH CONTRIBUTIONS  

1. This study brings under its scope, a panorama of the socio-economic conditions 

of female sales employees in textile retailing to facilitate further research efforts 

in evaluating their intensity of stress at workplace in conjunction with their 

personal circumstances. 

2. Textile retailing has been treated as belonging to the unorganised sector by the 

extant literature, possibly misled by their work pattern, low remuneration and 

other management practices that look analogous to unorganised functional 

culture. This erroneous perception and a factual error stand corrected, as by legal 

interpretation, they belong to the organised sector supposedly delivering 

regulated conditions of work as laid out in the KSCE Act 1960. 

3. Violations of the KSCE Act 1960 have been established, based on 

incontrovertible documented evidence received from various Labour Offices in 

exercise of the Right to Information Act. 

4. To the knowledge of the researcher, study on occupational stress of female sales        

employees in textile retailing in India has no precedence. 

5. The study brings together certain psychological and psycho-social aspects such as 

self-esteem, job satisfaction and work life balance against the backdrop of 

occupational stress for a more inclusive approach to the research topic. 

6. A multi-pronged approach to occupational stress, taking into account all 

dimensions of their occupational role has not been attempted hitherto.   
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Chapter 10 

Recommendations and Scope for Further Research 
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10.1 INTRODUCTION 

Against the backdrop of the previous chapter that summarises the gist of the study, the 

current chapter proposes ways and means of improving the existing conditions of 

work in the form of recommendations that are addressed to the employers as well as 

the Government. It also identifies areas for further research, this study has not been 

able to cover owing to its scope and scale. 

10.2 RECOMMENDATIONS  

As a natural corollary to the study that has generated layers of new information and 

insights, some after thoughts that ensued thereupon are recorded below in the form of 

recommendations with the expectation that the prevalent situation could be improved 

significantly through some conscious and responsible initiatives from the employers 

in mutual interest, failing which Government intervention becomes a necessity.  

1. Taking into account the fact that 53 per cent of the employees remain under paid 

by legal interpretation, sterner government intervention shall look appropriate 

and essential. 

2. Considering the long and late work hours, often 7 days a week, and a significant 

part of the female sales force hailing from the semi-urban and rural areas, daily 

commute proves to be an inevitable ordeal, only the management can find a 

solution to, by providing transport facility, perhaps within an operational reach 

of a fixed distance. 

3. Employer accommodation in many instances turns out to be an unwelcome 

substitute to daily commute on grounds of lack of essential comforts and 

sufficient space. A disgruntled employee remains unfit for sustained hard work 

and can impact organisational productivity to the detriment of the establishment 

causing avoidable loss of revenue and recurrent absenteeism. Such matters of 

administrative relevance shall be accorded more importance by the employers in 

mutual interest reinforcing employee commitment and wellness. 

4.  Absence of amenities considered basic by the KSCE Act can over a period, 

prove unhelpful, leading to progressive and cumulative erosion of job 

satisfaction. With distinct possibility of productivity drop and overall 

discontentment among the employees, employers shall conform to the 
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obligations laid out in the said Act that places employee welfare ahead of other 

concerns. 

5. Despite gaining the ‘right to sit’ in textile retail establishments in Kerala 

through an Amendment to the KSCE Act 1960 in 2018, ground realities 

practically remain the same, rendering the efforts in the form of strikes and 

protests, a mockery of basic human rights, as the National Human Rights 

Commission alleged. Though standing can be considered an occupational 

posture while in service to customers, they shall be permitted by the employer 

to sit during the lean business hours, purely as a restorative measure. 

6. More responsible enforcement initiatives from the Department of Labour is 

essential to set aright much of the anomalies. The hard won ‘right to sit’ in 

consequence to the intervention of the National Human Rights Commission still 

remains an unfulfilled mandate confined to fine print, and Government 

intervention and enforcement appear to be the only remedial measure in sight.  

 

7. Most of the large textile retail establishments are run in continuation of a long 

lineage, upholding perceptions and practices that were in vogue in the early or 

mid-twentieth century, failing to adapt change, and keep pace with the 

contemporary world as it evolves in synchrony with time. Textile retail 

management needs to infuse young blood with professional competence and 

innovative mindset to remain time-relevant, considering the managerial 

revolution and use of technology that characterise other domains of commercial 

activity.  

8. Grievance redressal mechanism needs to be put in place to enable employees 

ventilate their grievances for effective redressal, for the wealth of human 

capital founded on principles of fair play can generate a multitude of growth 

avenues for the organisation. 

9. Considering the diversity of tastes, inclinations, cultural and geographical 

peculiarities customers display, and the absence of previous experience in 

similar fields many employees suffer from, formal training would go a long way 

in rendering a satisfying shopping experience to the customers while making the 

experience of selling less cumbersome or perhaps more satisfying to the 

employees themselves. 
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10. Legal literacy is abysmally low among the female sales employees and 

ignorance of their rights and entitlements reign supreme. Awareness on 

existence of trade unions, their supposedly noble objectives, and their potential 

for resolutions that would otherwise escape this community in disruptive 

employer policy matters remain as low, resulting in deprivations and work 

overload. Legal literacy programs shall be conducted periodically either by the 

Government or by responsible local citizenry to educate this fraternity on such 

matters of significance with pronounced bearing on their welfare. Department of 

Labour shall take initiatives in this direction by conducting awareness 

programmes and emphasising the need to remain cognizant of and updated on 

various government welfare schemes that are rolled out over time. Employee 

attendance shall be deemed compulsory and such exercises shall be carried out 

at specified intervals.  

11. The much-touted gender-neutral policies have not necessarily brought forth a 

level playing field yet, and a more conscious and inclusive approach looks 

contextually appropriate. Women centric policies shall be formulated with 

undivided focus on their woes and solutions thereto.  

Indian Constitution as well as the Government perspectives and policies underscore 

the important role of women in mainstream life and the prevalence of various welfare 

schemes intended for their general prosperity and security, testify to the Nation’s 

equality of gender. It is however ironical that the envisaged benefits of such 

thoughtful initiatives do not drill down to the needy in total defeat of the noble 

objectives for reasons of poor enforcement by the competent authorities. In the light 

of such glaring discrepancy between intent and fulfilment, further studies and 

discussions in open forums may be helpful in bringing to the fore an issue too 

important and costly to be side-lined. 

10.3 SCOPE FOR FURTHER RESEARCH 

1. This study has essentially been restricted to ‘Big’ textile retail establishments 

located in the cities of Thiruvananthapuram, Kochi, and Kozhikode 

representative of the southern, central, and northern parts of Kerala. Further 

research can be pursued to bring within its ambit ‘Small’ and ‘Medium’ 

establishments across the State for a more comprehensive investigative sweep 

of textile retailing in Kerala. 
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2. Effective coping strategies against occupational stress in textile retailing may be 

explored and experimented as part of future research efforts. 

3. ‘Qualitative research methods’ may be embarked upon to gain insights into the 

subtler aspects specific to this fraternity. 

4. A geographically segmented study may be pursued for comparative insights into 

the various zones within the State of Kerala. 
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INTERVIEW SCHEDULE FOR SALESWOMEN IN TEXTILE RETAILING  

 

Nisha Leela Jose 

Part-Time PhD Scholar 

Vimala College, Thrissur 

Ph- 8606496306 

e-mail: nishaleelajose@outlook.com 

Dear Respondent, 

 

This interview schedule has been structured, bearing in mind the needs of my study titled 

“Occupational Stress among Female Sales Force: A Study with Special Reference to 

Textile Retailing in Kerala” and I would be delighted to receive your open and honest 

response to each of the questions and statements that make up the all-important primary 

data, this study would inevitably depend on for the expected results. 

The questions and statements are objectively chosen to do full justice to the study and 

sufficient care has been taken not to probe into your privacy and all data so collected, will 

merit uncompromising confidentiality. 

I thank you for your patience and your precious time. 

A. Socio- economic/Demographic Profile 

1. Age: ________ years 

2. Area/Nature of residence: Rural ☐ Urban ☐    Semi urban ☐ 

3. Duration of residence in this area: 

4. If recently migrated/relocated, reason for migration/relocation: 

5. Distance to workplace: 

6. Accommodation: Home☐ Hostel ☐ Paying guest☐ Employer accommodation ☐ 

Any other ☐ 

7. Mode of transport to workplace: 

8. Religion: Hinduism ☐ Christianity ☐ Islam ☐ No religion ☐ Others ☐ (specify)_____ 

9. Caste: General ☐   SC ☐ ST ☐ OBC☐ No Caste☐ Others ☐ (specify)_______ 

10. Marital Status: Unmarried☐ Married☐ Divorced ☐Widowed☐ 



11. Highest Educational Qualification: Below SSLC☐SSLC☐PDC/+2☐Graduation☐

Others (specify)______ 

12. What was the Gross salary or take-home pay you received last month? Rs_________  

13. How many members are there in your household? _________ 

14. What is your monthly household Income? Rs ________ 

15. Are you the primary bread winner in your family? Yes ☐ No☐ 

16. My income is being used for: Household expenses ☐ Repayment of loan/debt ☐ 

Personal use ☐Education of children ☐ Any other ☐ 

17. Do you make savings from your income? Yes ☐ No☐ 

If yes, what are the avenues of investment: Gold ☐ Bank Deposits ☐Chit funds 

☐Others ☐ 

B. Employment Profile  

1.  Have you worked in any other textile shop as saleswoman before joining this shop?  

     Yes☐   No ☐ 

2. If yes, duration_________ 

3. Has this previous experience helped you in getting better pay here? Yes☐   No☐ 

4.Do you have experience in any other job than that of a saleswoman? Yes ☐ No ☐ 

5. If yes specify___________ 

6. Reason for leaving the earlier job of a saleswoman: Poor pay☐ Heavy workload☐ Denial 

of leave☐ Improper behaviour of Management☐ Disciplinary Action☐ Marriage ☐ 

Motherhood ☐ any other☐ (specify) 

7. How long have you been working in this textile retail shop? ______ years 

8. How did you get recruited in this shop? Advertisement☐ References of friends/relatives 

☐ Recruitment Agencies ☐Any other(specify) 

9.  Were you interviewed before appointment? Yes ☐ No ☐ 

10. Reason for preferring the job of a saleswoman: Non requirement of professional/vocational 

skill ☐ Inherent social skills/Liking for this job☐ Lack of employability in other fields

☐ Non cumbersome☐ Poor socio-economic background ☐Any other (specify) 



11.  What are the advantages of this job as a saleswoman? (Tick whichever is applicable): Non 

cumbersome☐ congenial work environment☐ Chance to socialize ☐ comparatively    

better social status☐ comparatively better pay ☐Any other (specify) 

12.  What are the drawbacks of the job of a saleswoman? (Tick whichever is applicable): pay 

not commensurate with cost of living☐ Job insecurity☐ Long working Hours ☐Lack 

of other monetary benefits☐ too much of standing ☐Dust ☐Any other (specify) 

C. Terms of Employment 

1. Have you been issued an Appointment Letter?  Yes☐ No ☐ 

2. Have you been issued an Employee ID card?  Yes☐ No ☐ 

3. Would your employer give you an Experience Certificate on demand?  Yes☐ No ☐ 

4. Have you entered into a bond with the employer? Yes☐ No☐ 

5. Have you been trained after selection? Yes ☐ No ☐ 

6. If yes, type of training: On the job ☐ off the job ☐ 

     Duration of training ____________ 

7. What was the Gross salary or take-home pay you received last month? Rs_________  

8. Is your salary credited to your bank account? Yes☐ No ☐ 

9. Is the salary you receive fixed in accordance with the provisions of the KSCE Act?  

        Yes☐ No☐ Do not Know 

10.    Which of the following monetary benefits do you receive from your employer?  

        PF☐ESI☐ Medical reimbursement☐ Allowances☐ Bonus☐ Commission☐ other 

11.    Which of the following nonmonetary benefits do you receive from your employer?  

        Sarees ☐ Accessories ☐ Make up articles ☐Gift vouchers ☐Any other (specify) 

   12.    Are you assigned sales targets? Yes☐ No☐ 

 13.    Do you receive sales incentives on attainment of targets?  Yes☐ No☐ 

 14.    Do you receive special incentives on securing wedding purchases? Yes☐ No☐ 

 15.  Are you eligible for leave with wages? Yes☐ No☐  

 16.       If yes ________ 

 

 



D.    Working Conditions 

1. Do you have fixed work hours? Yes ☐     No☐ 

2. How many hours do you need to work a day? ________ hours 

3. How many days do you need to work in a week? ________ days 

4.       How many breaks do you get a day? _________ 

Type of break             Yes               No Duration 

Morning tea     

Lunch    

Evening tea     

5.           Is your performance appraised? Yes☐ No 

6.     Who appraises your performance? Supervisor ☐ Management ☐Coworkers☐  

Customers ☐ 

7.           Have corrective measures been taken by the management after performance appraisal?  

Yes☐   No☐               

8.    Are you eligible for promotion? Yes☐ No☐ 

9.        What are the criteria for promotion? Experience in the job ☐ High performance ☐

Both ☐   Any other ☐ 

10.   Have you been subject to harassments of any sort in this workplace? Yes☐ No ☐If 

yes  (specify) 

11.        Have you experienced gender discrimination of any sort?  Yes☐ No ☐ 

 

 

 

 

Type of leave Yes No Do not know Days per month /annum 

Casual leave     

Sick leave     

Maternity leave     

Any other (specify)     



 E.    Amenities in Textile Retail Outlets  

1.       Are the following facilities available in your retail outlet? 

Amenities  Yes No Does the gap 

need to be 

addressed 

    Yes   No 

Drinking water     

Sitting facilities     

Washrooms     

Restrooms with chairs     

Lunchroom with table     

Spacious counters facilitating free movement     

Facility to dispose sanitary napkins hygienically     

Lunch     

Tea/ coffee     

Snacks     

Sick room     

First aid facility     

Baby care facilities     

Grievance Redressal facility     

Advance salary/ loan facility     

Manpower for handling sales surge     

Health checkups     

Permission to use mobile phones     

2.      Accommodation: Home☐ Hostel ☐ Paying guest☐ Employer accommodation ☐ Any 

other ☐ 

3.    Type of accommodation in case of hosteler: Apartments ☐ Building ☐ Any other ☐ 

4.    Number of occupants in a room (employer accommodation) ______________ 

5.     Mode of transport to workplace: 

 



F.    Social Aspects of Work Environment 

1.     Have you had any grievances? Yes☐ No☐ 

2.  Have your grievances been communicated to the concerned? Yes☐ No☐ 

3.     If yes, how many times? 

4.     If no, why? 

5.    What was the reason for your grievance? 

6.    Have customers complained against you? 

7.    Do you have any political affiliation? 

8.    Are you a member of any trade union? Yes☐ No☐ If yes (specify) 

9.    Does this trade union have any political affiliation? Yes☐ No☐ If yes (specify)    

10.  Has the union intervened in redressing any of your grievances? Yes☐ No☐ 

11.  If yes, in what matters? ___________ 

       12. Indicate your level of awareness on the following legislations concerning your 

employment              

Legislations Fully aware Partially aware Not aware 

Kerala Shops & Commercial 
Establishments Act 

   

Maternity Benefit Act, 1961    

Minimum Wages Act, 1948    

Equal Remuneration Act, 1976    

Unorganised Worker’s Social Security 
Act, 2008 

   

Sexual Harassment of Women at 
Workplace (Prevention, Prohibition & 
Redressal) Act 

   

 

13. Have the recent Amendments to the KSCE Act brought respite to you? Yes☐ No☐ 

14. What suggestions would you like to put forth for the improvement of your work 

conditions? 

 



 G. Please indicate your agreement with the alternative that best suits you and  your work 

environment. The numbers 1 to 3 represent the following: 1= Disagree, 2= Neutral, 3= 

Agree. 

 (i) Self-esteem  

Sl No Statements Disagree  

1 

Neutral 

2 

  Agree 

3 

1 I feel that I am a person of worth    

2 I feel that I have a good number of 

qualities 

   

3 I am able to perform as efficiently as 

others 

   

4 I am satisfied with myself    

5 I have a positive outlook towards life    

6 I am happy with my appearance    

7 I am satisfied with my personality    

8 I receive respect from others    

9 I can take care of myself    

10 I can carry out my responsibilities 

pretty well 

   

11 I do not feel inferior to others    

12 I am ready to extend support to my co 

workers 

   

13 I am satisfied with my marketing skills    

 

 

 

 

 

 

 

 



(ii) Occupational Stress 

Please indicate your agreement with the alternative that best suits you and  your work 

environment. The numbers 1 to 5 represent the following: 1= Strongly Disagree, 2= 

Disagree, 3= Neutral, 4= Agree and 5= Strongly Agree. 

 

Sl 

No 

Statements 1 

SD 

2 

D 

3 

N 

4 

A 

5 

SA 

I Job      

1 I am unhappy with my job      

2 I selected this job out of compulsion      

3 There is no effective redressal of grievances 

here 

     

4 I need to attend to a large number of customers      

5 The workload is the same in all sections of the 

outlet 

     

6 I often feel physically tired because of my 

workload 

     

7 The sales targets fixed puts me under pressure      

8 The sales targets result in negative competition       

9 I lack the skills necessary for my job      

10 I often find it hard to do my work effectively 

because of the heavy workload 

     

11 I have to continuously stand for a long time      

12 I have no fixed time for lunch      

13 My inability to sit and take rest/ lunch in time 

affects my work and health 

     

14 I am not permitted to sit even when there are no 

customers to attend to  

     

15 I am unable to take toilet breaks during the 

course of my work 

     



16 My work time and rest time are not in line with 

statutory provisions 

     

17 I am denied leave even when I am unwell      

18 I find my job monotonous      

19 I am punished if I fail to achieve my sales target      

20 My working hours are too long      

21 My customers do not treat me with respect      

22 I have been verbally abused by my customers      

23 Gender discrimination demotivates me      

24 Equal chances of promotion for  male and 

female sales employees does not exist 

     

II Physical      

Sl 

No 

Statements 1 

SD 

2 

D 

3 

N 

4 

A 

5 

SA 

1  Air conditioning affects my health      

2 I feel very sleepy at work      

3 Restricted movement behind the counter affects 

me  

     

4 I feel very tired at work      

5 I experience severe back pain while at work      

6 I have frequent headaches      

7 I experience unexplained muscular pain       

8 Excessive walking causes leg pain      

9 My inability to take toilet breaks affects me      

10 I find it very difficult to work on menstrual days      

11 The crammed accommodation affects me      

12 My legs severely ache due to my inability to sit      

13 Denial of permission to use lifts affects me      

III Emotional 

 

1 

SD 

2 

D 

3 

N 

4 

A 

5 

SA 



1 I am always under stress      

2 I often lose temper at work      

3 I am tired of the job      

4 I enter into arguments with my superiors      

5 Job insecurity worries me      

6 My socio-economic background compels me to 

continue on this job 

     

7 My superiors are not supportive      

8 It is not easy to always remain smiling and 

friendly with customers (Difficult to manage 

emotions according to organisationally defined 

rules) 

     

9 I enter into arguments with my co workers      

10 I get irritated very soon      

11 My co-workers are not helpful and supportive      

12 I feel depressed       

13 Inadequate transport facility after work puts me 

under stress 

     

 

(iii) Health Condition 

After joining this shop I have suffered from the following conditions. Tick whichever is 

applicable. 

 Illness  

1 Varicose vein  

2 Knee pain  

3 Back pain  

4 Uterine diseases  

5 Migraine/Headaches  

6 Asthma  

7 Muscular pain  



8 Pain in the jaw  

9 Fatigue  

10 Depression  

11 Any other (specify)  

 

 

(iv) Work- Life Balance 

Sl No Statements 1 2 3 4 5 

1 My work interferes with my time with 

family  

     

2 I do not get enough sleep and relaxation      

3 I am unable to join family gatherings due to 

my work 

     

4 I have no support at home to balance my 

work and personal life 

     

5 I am not satisfied with the balance between 

my work and personal life 

     

6 I am unable to care take family members 

when they are unwell  

     

7 I am unable to monitor my children’s 

studies  

     

8 I am unable to find time for watching 

Television 

     

9 I am unable to find time for my hobbies      

10 I enter into arguments with my family 

members quite often 

     

11 I am unable to use time saving gadgets at 

home 

     

12 I am unable to make use of food delivery 

apps to reduce my work at home 

     



13 I am unable to spend time on social media      

14 I am unable to complete my household 

chores 

     

15 I do not go out with my family/friends for 

movies 

     

16 Outings with family/friends is impossible      

17 I am unable to visit places of worship      

18 My work interferes with my conjugal life      

19 I have no time for physical exercise      

20 My work interferes with social 

engagements 

     

 

(v) Job Satisfaction  

Sl 

No 

Statements 1 

SD 

2 

D 

3 

N 

4 

A 

5 

SA 

1 I believe and take pride in my workplace      

2 I am interested in the work that I do      

3 I enjoy the work I do      

4 My job is a good fit for my skills and interests      

5 I do not feel disappointed /frustrated when 

customers do not buy 

     

6 I get ample opportunities to socialise with 

customers 

     

7 I am satisfied with the other benefits I receive      

8 I am satisfied with the clean and well-kept 

showroom ambience  

     

9 I am satisfied with the lunch and refreshments 

provided 

     

10 I am satisfied with the accommodation 
provided 

     



11 I am satisfied with the way the organisation 

communicates with the staff 

     

12 I am satisfied with the leave facility available 

here 

     

13 I am satisfied with the way I present myself 

before others 

     

14 I am satisfied with my salary      

15 I enjoy the tours/ outings organised by my 

employer    

     

16 I would prefer to stay in this organisation even 

if offered a similar job elsewhere 

     

17 I would recommend this organisation as a 

great place to work 

     

 



 

 

DIRECTORATE OF RESEARCH, UNIVERSITY OF CALICUT 

General format for submitting Report on Peer-reviewed Research Publication (latest first) 

 
Sl. 

No 

Authors in order and Title 
of Publication* 

Journal Name, 
Volume, Number, 

Year & Digital 
Object Identifier 
(DOI) Number 

Inter- 
national/ 

National** 

Publisher with 
ISSN 

Web Address of 
the Journal 

Indexed by 
*** 

Impact 
factor 
if any 

1 Nisha Leela Jose & 
Dr. P.Vasanthakumari. 

 
 
 

Textile Retailing – The Blurry 
Dichotomy Between Organised 
and Unorganised Employment 
In Kerala 

Shodh Sanchar 
Bulletin (UGC 
Approved Care 
Listed Journal) 

Vol-11 

Issue-41 
January to March 2021 

 
International 

 
Sanchar 
Educational and 
Research 
Foundation 

 
 

ISSN:2229-
3620 

 
Serfoundationa123@
gmail.com  

 
 
 
 
 
     

2  Nisha Leela Jose & 

Dr. P.Vasanthakumari. 

Self-esteem and Female 
Salesforce in Textile Retailing 

Shodh Sarita (UGC 
Approved Care 
Listed Journal) 

Vol-8 

Issue-29 

January to March 2021 

 

 
 
 

International 

Sanchar 
Educational and 
Research 
Foundation 

 
 

ISSN:2348-
2397 

Serfoundationa123
@gmail.com 

  
 
 

 





DIRECTORATE OF RESEARCH, UNIVERSITY OF CALICUT 

Report on Presentations (latest first) 

Sl 
No. 

Name  Title of Paper Title of Conference Organised By Level Date 

1 Nisha Leela Jose The Untold Miseries of 
Female Sales 
Employees in Textile 
Retailing in Kochi 

International Conference on 
Emerging trends in 
Commerce and 
Management - Series 3 

NSS College, 
Ottapalam 

 

International 
 

10-01-2020 

2 Nisha Leela Jose Job Satisfaction Among 
Female Sales 
Employees in Textile 
Retailing in the 
Commercial and 
Industrial Hub of 
Kerala 

 

International Seminar Cum 
Workshop on Research in 
Social Science: Emerging 
Trends 

 

Sree Neelakanta 
Sanskrit College, 
Pattambi. 

 

International 
 

11-12-2019 
 

3 Nisha Leela Jose Hardships of Female 
Sales Employees in 
Textile Retailing in 
Kochi 

 

Mixed Methods in Social 
Science Research 

 

Government Arts 
& Science 
College, Ollur, 
Thrissur 
 

National 
 

30-11-2019 
 

4 Nisha Leela Jose Socio Economic 
Characteristics of 
Salesgirls in Textile 
Retail Units in Kerala 

 

International Conference on 
Emerging Trends in 
Commerce & Management 

 

NSS College, 
Ottapalam 

 

International 
 

20-03-2019 
 

5 Nisha Leela Jose Emotional Labour in 
Textile Retailing 

 

International Conference on 
Advances in Financial 
Markets & Services 

 

St Thomas 
College, Thrissur 

 

International 
 

16-01-2019 
 

 




