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ABSTRACT

The Indian bankig sector has experienced various modes of restructuring
through merger and acquisition. Merger and acquisitions help banking sector to keep
itself updated. Even though merger and acquisitions provide synergies and
competitive advantages, there are severabtional, physical and survival issues
related with employees. The workplace culture will change dramatically due to
mer ger and acquisition in Kerala. This stu
women employees of erstwhile SBT consequentto mergerk S BI ” is an at
to investigate the occupational stresffects of occupational stressid mediating
role of employee commitment in the relationship betwjeénstress and employee
performance of the women employees in the context ofSE31 mergerThe study
also extracted the moderating effects of measures to mitigate the stress on the effect
of job stress on work engagement and job performance. The primary data has been
collected by administering pttested questionnaires with the selected 58
employees of SBI who were employees of SBT in the cadres of officers and award
staffs (clerical cadre).One sample t test, paired sample t test, independent t test, and
oneway ANOVA with Tukey's HSD post hoc analysis were used to examine the
stress lew 1 , consequences and 1t s before and
women employees of SBI who were the employees of SB&.Covariance Based
Confirmatory Factor Analysis (GBFA) and Structural Equation Modieg),
Mediation model and the bootstrapping ajgoh were used.

Occupational stress among the women employees before and af8BIBI
merger by considering the factors of occupational stress suictatziity to adapt
with technologies, structural changes, recurrent changes, procedural changes,
centraization, Human Resource Management System changes, improper benefits
scheme, inadequate support from management, indifferent behavior of superiors,
improper deeds from colleagues, changes in customer relationship, compulsion to
take VRS, transfer and I@fstructure changes were examined in this study. It was

discovered that the SEBBT merger caused a great deal of stress in the workplace,



which resulted in a number of negative consequences among female employees,
including family and social issues, healgsues, psychological anldehavioral
issues, higher turnover intention, lower work engagement, lower employee
commitment, and lower employee performance.

Key words: MergerStress Consequences of stress, Female employees and Banking
sector
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CHAPTER 1
INTRODUCTION

1.1 General Introduction

In India, the top ten most stressful workplaces include the banking and
insurance indusis. The Indian banking sector has experienced various modes of
restructuring tirough merger and acquisition. Sudtanges irthe financial system
will be reflected in the economythe kanking industry plays a vital role in the
sociceconomic developmentf Kerala. Merges and acquisitions help banking
sector keep itself updated. Even though mergad acquisitions provide synergies
and competitive advantages, there are several emotional, physical and survival

issues relatetbe mp 1 oy e es . ( ‘uibitoons gnd¢he hdiaa hadking secjor:

I mpact on shares and performance check,?”

In 1999, Times Bank Merged with HDFC, in 2001, Bank of Masas
acquired by ICICBank ,in 2002Bank of Benaramerged withBank of Baroda , in
2005, CenturionBank with Bank of Punjab, in 2006, IDBI acquired United
Western Bank, in 2007, ICICI Bank acquired Bank of Sangli, in 2G@8&turion
Bank of Punjab merged with HDFC, in 2010, Bank of Rajasthan with ICICI Bank,
in 2014 there was a merger betwekntak Mahindra and ING Vysya Bank, among
other significantmergers in the Indian Banking industryhe RBI appointed a
committee undethe former Axis Bank chairmanPJ Nayakin 2014 toimprove
governance in the banking sectand therecommendationsvere sibmitted to
improve the governance structure of staened banks and hetjg private sector
banks attract more capitah August 2015the Reserve Bank of India (RBI) allowed
banks to shift, merge or close branches in urban areas without seeking prior
permission. A significant milestone in the Indianking industry occurred in 2017
when the largest commercial bank of India, SBI merged with its six associate banks,
namelyState Bank of Bikaner and Jaipur, State Bank of Hyderabad, State Bank of
Patiala, $ate Bank of Travancore, State Bank of Mysore &mératiyaMahila

n



Introduction

Bank. In January 2019, the cabinet approved the merger of Vijaya Bank, Dena
Bank, and Bank of Baroda and it was implemermtedpril 1, 2019.The recent and
prominent mergers in the bankirsgctor werethe Oriental Bank of Commerce
(OBC) and United Bank of India into Punjab National Bank (PNB), Syndicate Bank
into Canara Bank, Andhra Bank and Corporation Bank into Union Bank of India,
and Allahabad Bank into Indian Bank with effect from Afri2020

The Narasimham Committee report in August 1991 highlighted the need for
financial sector reforms and fostering competitive spirit in the Indian banking sector.
The report also suggested a roadmap to achieve this objective. The central theme of
the reforms was straight forward: providing the much needed plattwrthe Indian
banks to operate from a vantage powith operational flexibility and functional
autonomy, thereby improving efficiency, productivity and profitability. The
Government didhot accept all the recommendations due to political compulsions
and the practical difficulties in implementation. In 1997, a second committee was set
up (under M. Narasimham) to specifically suggest further measures for banking
sector reforms. The secohthrasimham committee, in its report submitted in April,
1998suggested, intatia mergers among strong banks, both in the public and private
sectors. The amalgamations of Indian banks were mostly driven by weak financials
as reflected in the continuoudiieteriorating balance sheets of the merginities
prior to the year 1999nlthe postl999 periodthere have been mergers between

healthy banks prompted by business and commercial considerations.
1.2 Topic Introduction

A merger brings more capitalizechutomated and technology oriented
banking advities to the banking industry. Simultaneously may affectsenior
executives, labour force and shareholdé€sgnerally the impact of mergers and
acquisitions depends on ethstructure of the deals anadfluence different

organizations differently.

In August 2016, SBI approved the merger of its operations with its associate

banks. In April 2017, State Bank of India acquired its six associate banks namely
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State Bank of Bikaner and Jaipur, StatenlBaf Hyderabad, State Bank of Patiala,
State Bank of Travancore, State Bank of Mysore and Bharatiya Mahila, Bank
ensure greater banking outreach. SBI h26 exclusive all womehranches across

India. The aquisition of Bharatiya Mahil8ank may streripen the functioningf

such branches. On the other hand, it may generate work stress among the employees

of Bharatiya Mahila Bank as it was managed by women and lent solely to women.
1.3 Specific Topic

Positive or highemployee morale is a consequentgrevalence of decent
human resource policies in an organization. Employee morale is also indicative of
the degree of safection an individual drive§ r om one’ s j obtheand t he
organizational image heldy an employee. The kind of relationgtdan employee
shares with others in the organization, especially the higher ups, is also projected in
the employee morale. Employee morale is also a reflection of the expected career
progression in the organizatiochologiopal t he e x
and material needs are mEimployee morale is detemed by a number of factors,
including job satisfaction. Mergers bringbout organizational changes that can
affect employee morale amause occupational stress, whinhy lead to changes in
employeeproductivity. The geculiarity of the acquisition of thassociate bankisy
SBI was that Bharatiya Mahila Bank was also included in the target bankthitius
merger may cause stress, particularly amomgmen employees. As SBT
headquartered in Kalawas a majorassociate oftate Bank of Indiand covering
18 states and three union territories, this merging with SBI ledd to the
reassignment of the employees fr&®BT.

As per a report of Economic Times duoine 22, 201,6Finance ministry
officials wereconsidered a megmerger of 26 banks, which wouttleate six big
lenders .The proposal envisagathjor banks like State Bank of India, Punjab
National Bank, @nara Bank, Union Bank, Bank of Baroda and Bank of India
leading the merger. The merger of six associate banks of SBI, n&tagtyBank of
Bikaner and Jaipur, State Bank of Hyderabad, State Bank of Patiala, State Bank of
Travancore, State Bank of MysoredsBharatiya Mahila Bank with SBiook place
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onApril 1,2017. OnAugust22,2017, Bank employees protediagainstthe merger

of 27 public sectobanksinto six as the governmeptamedto support large scale
mergers inthe banking industryFormer finaice minister Arun Jaitley said that the
government s o b j & totcansobkdatevRublic sector banks to create fewer but
stronger lenders oAugust23, 2017.The Government of India merged ten public
sector banks, namelfriental Bank of Commercg OBC) and United Bank of India
into Punjab National Bank (PNB)yB8dicate Bank into Canara Bankndhra Bank
and Corporation Bank into Union Bank of India, andaAdbad Bank into Indian
Bank reducing themto four. Union Finance Minister Nirmala Sitharaman
announcd the megamerger in 2019. However, the RBI notified it indaMarch
through its circular fothe merger to take effedtanks in the new financial year
starting on April1,202Q Business today reported on"2Bebruary 2023 about the
sharehol d¢taf HDFC AHPRCrBank anerger, which was announced in

April 2022 and received approval from stock exchanges in DecezfBér

In suchcircumstancs, there arise, the need foa study about employegsroblems
and possibilities due to large ngers in the banking industryVe learn from the
global financial crisis that if large banks fail in their operations, it will affect the

entire economy.

Most of the research literature on banking mergers and acquisitions has
focused orgenealizing the entire economy.evy few studiehaveconcentrated on
the impact of mergers and acquisition on employees in the banking industry in
Kerala. In the contexof merger of SBI with its associated banks including BMB
and SBT as it is the first ever large scale merger in the Indian banking industry, we

needto pay speciaattention to its impaain women employees in Kerala.

Thus, this study entitledA study on the stress among women employees of
erstwhile SBT consequent to merger with 3Bl i s an attempt t o
impact of mergers and acquisition in the banking industry on women employees in

the context of merger of State Banklohivancorewith State Bank of India.
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1.4 Significance of the Study

Positive or high employee morale is an indicatairthe prevalence of decent
human resource policies in arganization. Employee morale also refletie
degree of satisfaction an individudérives from their job and the organizational
imagethey perceiveThe quality of reldgionshipsemployee shares with others in the
organization, especially thiesuperiors, is also reftted in the employee morale.
Employee morale ignfluenced bythe expected areer progressionwithin the
organization and the ext elogcal and matdridl c h an
needs aremet. It is determined bwyvarious factors including job satisfaction.
Mergers bringaboutorganizational changeshich can impacemployeemorale and
lead tooccupational stress. This turn can result in changes in theemployee
productivity. One unique aspect tie acquisition of thassociate banksy SBI was
inclusion ofBharatiya Mahila Bankn the target bank. Thereforthis merger ma
particularly stresswomen employees. SinceBT was a majomlassociate oState
Bank of India headquartered in Keralamergerof SBT with SBI ca create
workplace stresamongits women employeesHence, studying aboybb stress
resulting frommerges in the banking sector igssential forunderstanding the
challenges associated with mergers and developing medswekance employee

productivity.
1.5 Statement of the Problem

State Bank of Bikaner and Jaipur, State Bank of Hyderabad, State Bank of
Patiah, State Bank of Travancore, State Bank of Mysore and Bharatiya Mahila Bank
were acquired by State Bank of India recently is the first ever large scale merger in
the Indian banking industry. The merger and consolidation of large PSBs will
further reduce th numberof banks in the country and may impampetition.

State Bank of Travancor(SBT) was a major associate of State Bank of India
headquartered in Thiruvananthapuram, Kerala. SBT had a network of more than
thousands of branches and ATMs, coveringste8es and three union territories. As

it was the premier bank of Kerala, merging it with Si8kulted in losing Keralites

their ownbank, whichit mayalsoaffect its employees.
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Reorganizations, takeovers, mergers, downsizing and other issues due to
sud restructurings like Job insecurity, high demand for performance, unrealistic
expectatios, the expansion of technology aratjustments to the changed
workplace culturean sometimes plaeehealthy and unreasonable pressures on the
employee becominga remendous source of stress and suffering. Bank employees
are generally considered are of the working groups withigh job pressure. The
workplaceundergoes significant changeése to mergerand acquisition. In Kerala,
job stress capatrticularly affectwomen employees as they haaasier access to all
types of career now dayisut theystill live under social conditions where traditional
role expectations in family and society have not chan&ghificantly women
inherently face special challengesas enployees in any type of organization or
profession. Merger in banking industry expdseale personnel to manynique
challenges The stressful experience is intensified whem help is available from
colleagues or supervisors at work. In such a circurnstawe need to analyze
whether the women employees in such a merged ordmmzare productive or
stressedas such mergers in a financial sectan have an impact oine entire

economy.

In addition to the above, The Mathrubhumi, April 10, (2021) repottie
suicide of a female bank manager of Canara Bank inside the branch at
Kannurfollowing CanaraSyndicate merger. She had receivedpramotion in
September andias transferred from Thrissur to Kannur. She had ineca widow
two years earlier, ander chidren were studying ihrissur.Iln a diary, &e cited
nonperformancén herjob as the reason fdrer suicide. Thusmergers may create

stresdeadingto family, social and psychological issues.

This study entitled“A study onthe stress among women etapees of
erstwhile SBT consequent to merger with SBims to analyze the imma of
changs in working environment and business procedures due to nseager
acquisitods i n banking 1 ndus tob stress im the contextiok e mp 1l o
merging of stee bank ofTravancorewith state bank of India by considering the

women employees of SBT in Kerala.
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1.6 Research Questions

o Is thereany stress among women employees of target bank bbe&BI-
SBT merger?

o Is thereany stress among women employees ofefaliank aftetthe SBI-

SBT merger?

o Is there any difference in the stress level before and afteSBBImerger

among women employees of target bank?

o How does SBISBT merger influence theccupational stress of women

employees of target bank?

o How do the demgraphic factors influence the occupational stress of women
employees ofhetarget bank due tthe SBI-SBT merger?

o Are thereany consequens®f stress among women employeeshsf target
bank beforehe SBISBT merger?

o Are thereany consequens®f stressamong women employees thfe target
bank aftetthe SBI-SBT merger?

o Is there any difference in the consequeartfestress before and aftire SBI-

SBT merger among women employees of target bank?

o How do the demographic factors influence the consequencecapational
stress of women employees of target bank due teSEH1 merger?

o What is the effect of occupational stress due to-SIBT merger on women

employes andtheir work related outcomes?

o What is themediating role ofemployee commitmenin the relatonship
between job stress and employee performance of the women employees in

the context of SBEBT merger?
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o What are theamoderating effects of measures taken by ®Billeviatethe

stress on the effect of job stress on work engagement and job peréeffma
1.7 Scope of the study

This research aimed to scrutinmeupational stress and its consequences
due to merger in the banking industry with special referenche®&BI — SBT
merger by considering femalefficers and award staffs of target bank (SBT).
Fourteen constructsuch asinability to adapt with technologies, structural changes,
recurrent changes, procedural changesntralization, Human Resource
Management Systerrhanges, improper benefits schemmdiguate support from
management,ndifferent behavior of superiorsmproper deed$rom colleagues
changes in customer relationship, compulsion to take VRS, transfer and
infrastructure changesere considered as factors contributingpécupational stress
among the enlpyees due to SBSBT merge The factors related to
theconsequences @fcupational stress includéamily and social issue, health
issues, pychdogical and behavioral issues, work engagement, turnover intention,
employee commitment andn@loyee performancelhe study also examinethe
influenceof demographic variables such as age, employee category, marital status,
educational qualification, IT expertise, span of service and frequency of training
givenand compared before and after SBBT mergeregarding the factors of the
occypational stresandits consequencegurthermorethe study attempts twbserve
the role that employee commitment as a mediator in the relationship between job
stress and employee performaiicalso consideredhe moderating effects of
measuresmplemened by SBlto redue the stress on the effect of job stress on

work engagement and job performance.
1.8 Objectives of the study
The objectives of the study are:

1. To investigate the occupational stress among the women employees before
and after SBISBT mergr.
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2. To explore the effects of occupational stress due toSHA merger on

women employegeandtheir workrelated outcomes.

3. To examine thenediating role oemployee commitmerih the relationship
between job stress and employee performance of the wemgloyees in
the context of SBEBT merger.

4. To extract the moderating effects of measures to mitigate the stress on the

effect of job stress on work engagement and job performance.
1.9 Hypotheses
Based on the research objectivetipfving null hypotteses were formulated
Hypothesisl

HO.1.1 Occupational stress among the women employee is at average level before
the SBISBT merger.

HO0.1.2 Occupational stress among the women employee is at average level after the
SBI-SBT merger.

HO0.1.3 There is no gnificant difference between before and after-SBIT merger

regarding the factors of the occupational stress among the women employees.

HO.1.4: There is no significant difference among the women employees under the
varying sociedemographic background taeeenbefore and after SBEBT merger

regarding the factors of the occupational stress.

HO.1.5: There is no significant difference between segonographic backgrounds
of women employeewith respect to the factors of occupational stress due to the
SBI-SBT merger.

Hypothesis2

HO0.2.1 Consequences of the occupational stress among the women employee is at

average level before the SBBT merger.
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HO0.2.2 Consequences of the occupational stress among the women employee is at

average level after the SEBIBT meger.

HO0.2.3 There is no significant difference between before and after SEBBI
merger among women employees of SBT regarding consequences of occupational

stress.

HO.2.4: There is no significant difference among the women employees under the
varying sociodemographic background betweéefore and after the SHEBT

merger regarding the factors of consequences of occupational stress.

HO0.2.5. There is no effect of occupational stress due toS&BI merger on women
employee and work related outcomes.

Hypothesis3

HO.3: There is no mediation rolef employee commitmenin the relationship
between job stress and employee performance of the women employees in the
context of SBISBT merger

Hypothesis4

HO.4: There is no moderation effect of measures to méigla¢ stress on the effect

of job stress on work engagement and job performance.
1.10 Research Methodology

1.10.1 Sources of data

Both primary and secondary data were used for the study.
Primary data

The primary data has been collected by administeangell structured
interview schedulavith the selected women employees of SBI who were originally
the employees of SBT. Since the study is related to the merger, personal discussions
were conducted with some Government officials, management, shareholders and
Board of directors of SBT.

1C
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Secondary data

Secondary data were gathefeaim the RBI Reportand regulations, various
bankbulletins, employeeglocuments, monthly reviesxcovering the entire spectrum
of merger activities market updatesatestnews rel¢éed to banking industry and
other published andnpublished materials

1.10.2. Data Collection Instrument

The study is a descriptive researmbnducted througm-depth interviews
with 585 respondents. Data collection was facilitatedubiyng a well structired

interview schedule constructedsedn the study objectives.
1.10.3 Pilot Study

Table 1.1
Cronbach's alpha assesses of the twengight constructs' internal consistency
for a sample size of 60 based on a pilot study

ﬁllo. Constructs Cronbach's Alpa | No. of ltems deletec

1 Inability to adapt with 0.814 Nil
technologies

2 Structural changes 0.845 Nil

3 Recurrent changes 0.907 Nil

4 Procedural changes 0.854 Nil

5 Centralization 0.832 Nil

6 HRMS changes 0.801 Nil

7 Improper benefits scheme 0.819 Nil

8 Inadequate support from 0.827 Nil
management

9 Indifferent behaviar of 0.811 Nil
superiors

10 | Improper deeds 0.894 Nil

11 | Changes in customer 0.824 Nil
relationship

12 | Compulsion to take VRS 0.812 Nil

13 | Transfer 0.821 Nil

14 | Infrastructurechanges 0.884 Nil

15 | Family and social issue 0.854 Nil

11
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16 | Health issues 0.824 Nil
17 | Psychological and behaviour 0.841 Nil
issues
18 | Work engagement 0.827 Nil
19 | Turnover intention 0.824 Nil
20 | Employee commitment 0.855 Nil
21 | Employee performance 0.841 Nil
22 | Training Programmes 0.837 Nil
23 | Meeting 0.857 Nil
24 | Relaxation activities 0.827 Nil
25 | Honouring of achievements 0.864 Nil
26 | Management reviews 0.829 Nil
27 | Grievance redressal system 0.821 Nil
28 | Improved employee welfar 0.863 Nil
schemes

Source: Primary data

The Cronbach's Alpha values obtained from the pilot study indicate that all
constructs exhibit high levels of internal consistency, with values exceeding 0.80.
According to Nunnally's (199 &tandards, coefficients of reliability that are equal to
or greater than 0.70 are deemed satisfactory. Coefficients ranging from 0.60 to 0.70
are deemed desirable. Consequently, the investigator proceeded with full data

collecting.
1.10.4 Reliability and Validity Tests

The detailed reliability and validity examination of the instrumént

provided inchapter.
1.10.5 Period of Data Collection

The study is based on a data collection period of one year from September
2018 to August 2019.

1.10.6 Populaton

Before merger in Keralahe SBT had 15301 employees of which 58@0e

women employees. lHere were hree categories of employees in SBT, 5904

12
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Officers, 7005 Award staffs (clerical cadre) and 2392 subordinate cadre employees.
Among them 1500 officers,580 award staffs, 800 subordinate cadre employees
were women; Out of which 1500 officers and 3500 award staffs constitute the
population for this study as subordinate cadre employees were not considered for the

study.
Table 1.2
Employees of SBT

Total number of 15301 | Officers 5904
employees of SBT Award staffs (clerical cadre) 7005

Subordinate cadre 2392
Total number of 5800 | Women officers 1500
‘é"g?e” employees of Women award staffs (clerical cadrg 3500

Women subordinate cadre 800

Source: Anual general body meeting report of SBT, 20¥6

1.10.7. Sample size determination

The sample size was calculated using the standard deviation from the pilot survey of
60 respondents, with the standard error set at 5%. The following formula was used
to determine the sample size: (Israel, 2009)

Sample size (n) = (ZSIE)?

Where, Z= Standard Value corresponding to confidence level of 95% = 1.96
S= Sample Standard Deviation from the pilot study of 60 sample = 0.617
E= Acceptable Error = 5%, 0.05)

Hence, the sample size (n) = (ZSE¥ (1.96*0.617/0.05)= 585.15

The formula that was used to determine the sample size for the research
came up with 585.15. As a result, the researchers decided that the ideal atimber
participants for the study is 585.

The researcher considered the requirements of th&SEMB methodology
when determining the appropriate samgilee for the data analysisased on these

13
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methodologies. Tanaka's (1987) Maximum Likelihood Estimation estggthat a
sample size consisting of a ratio of cases to unconstrained parameters of 5:1 is
sufficient for carrying out SEM analysis. Therefore, running-&BM models
successfully required only 585 samples.

1.10.8. Sampling method

A Multi stage strafied random sampling method was applied to constitute
thesample sizeKeralawasdivided into three groups, namely South KeralantGe
Kerala and North Kerala ithe first stageThree districts were selectéwm each
cluster by usingimple randomampling methodUsing the proportionate method,
20% of the total branches from eas#lected districts were takergpnsttuting 216
brancheghroughoutKerala. As the required sample size is 585 women employees
of SBI who were the employees of SBsIratified samplingvas employed to select
different categories of managerial level employees propoftitmaheir overall
population. Thenclusionrexclusion principle was applie obtaina finite set of
sample icludingwomen employees of SBI who wdmmeremployees of SBT and
excluding othelSBI employeesSubordinate cadre employees were cmisidered
as the majorityf them were working oa contract basis.

1.10.9 Sample design

The samples will be drawn from the entitate of Keraldy dividingit into
three clusters. Fromeach clustes, three districts were selected usitige simple
random sampling methodThese districts includedKannur, Kozhikode and
Malappuram from north zone, Palakkad, Thrissur and Ernakulam from central zone
and Kottayam, Kollanand Thiruvananthapuram from south zo2@% of branches
of SBI from each selected districtgere chosen. This resulted in selectihg
branches out of 214 branches from Thiruvananthapur2®nout of 99 from
Kollam,32 from 160 branches of Kottayam, 47 @52branches of Ernakulam, 19
out of 97 branches from Thrissur, 13 out of 66 from Palakkad, 15 from 74 branches
of Malappuram, 11 from 56 branches of Kozhikode and 16 bemndrom 81
branches of Kannur B branches.As the study is aboustress among women
employees in the SBT consequent to merger with $8ious branches of SBhat
had women employeedormerly employed by SBTwere identified Inclusion

14
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Criteria= All women employees in SBI who wefermerly employees of SBT in the
cadres of officers andward staffs (clerical cadre) within the geographical limit of
Kerala were included. Exclusion CriteriaAll SBI employees other than women
employees in SBI who wer®rmerly employees of SBT in the cadres of officers
and award staffs (clerical cadre) ssubordinate cadre employees were excluded.
total of 585 women employees were selected proportionately from different
categories of women employees consistind. @ women officers and 409 women
award staffs (clerical cadreJhese 585vomen employees dm various branches
constitute the sample size for the pressntly and the details are providiedthe
following table.

Table 1.3

Sample Districts and Sample Branches of SBI

Kerala Sample Districts Branches Sample
Branches
North Kerala | Kannur 81 16
Kozhikode 56 11
Malappuram 74 15
Central Palakkad 66 13
Kerala Thrissur 94 19
Ernakulam 235 47
South Kerala| Kottayam 160 32
Kollam 99 20
Thiruvananthapuram 214 43
Total 9 1079 216

Sourcesbhi.co.in

Table 1.4

Sample number of women employees

Number of women

Category employees in SBT Sampleno. ofwomen employees
Officers 1500 176

Awa_rd staffs 3500 409

(clerical cadre)

Total 5000 585

Source’Annual general body meeting report of SBT, 2016
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585 women employees froi2l6 branchesepresentwomen officers and
women award staffs employeet SBI who were the employees of SBT constitute
the sample for the present study.

1.10.10 Variables identified for the study
Independent Variables

Merger, fctors of occupational stress suchinability to adat with
technologies, structural changesecurent changes, procedural changes,
centralization, Human Resai Management System changes, improper benefits
scheme, nadejuate support from managememgdifferent behavior of superiors,
improper deeds fronaolleagues, ltanges in customer relationship, compulsion to
take VRS, transfer andnfrastructure changes ¢ccupational stressocio-
demographic categorical factostsich as age, employee category ,marital status,
educationalqualification, IT expertise span of service andequency of training
given and measures taken by SBI to mitigate the stvess the main independent
variables of the study.

Dependent Variables

Occupational stresgonsequeres of occupational stress resulting from the
merger including family and social issues, health issues, psychological and
behavioural issues, woilelated outcomekke work engagement, job performance,
turnover intention and commitmeand job stress on work engagement and job
performance of women employeesSBI who were with theSBT in Kerala were
the important the dependent variables for this study.

1.10.11 Data Analysis

Primary data were summarized agheiscriptive statistics, such as mean and
standard deviation, and inferential analysis, such as one satepte paired sample
t test, independent t test, and emay ANOVA with Tukey'sHSD post hoc analysis
were employed to examine the stress levels and their consequences adbefelleas
and after merger comparisbamong women employees of SBI who wehe t
employees of SBTThis studyutilized Prepost approach focomparing stresand
its consequencdsefore and after the mergamong women. The Covariance Based

16



Introduction

Confirmatory Factor Analysis (GBFA) and Structural Equatiododelling (SEM)
techniques weremployed withthe IBM SPSS AMOS 21 software package to
explore the effects of occupational stragsulting from SBI-SBT merger on
employee and work related outcomes. Moderating effects of measumgtgate
the stress on the effect of job stress onknemgagement and job performance was
also analysed by applying this statistical software packigjd. SPSS AMOS
Graphics 21 software package wdsised for the development of the mediation
model, andhe bootstrapping approach was engubyo asess thagnificanceof the
mediation of commitment in the model.

1.11 Conceptual framework of the Study

CONCEPTUAL FRAMEWORK OF THE STUDY

FACTORS OF OCCUPATIONAL STRESS
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Figure 1.1: Conceptual Framework of the Study
1.12 Operational Definitions

Merger: The Combinatiorof two organizations or acquisitioof one organization
by another can be expressed as mergeis studyspecifically exploresnerger in

the banking sectpfocusing on thecquisitionof StateBank of Bikaner and Jaipur,
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State Bank of Hyderabad, State Bank of Patiala, State Bank of Travancore, State
Bank of Mysore and Bharatiya MahiBank byState Bank ofndia.

Stress: Stress is &tate of tensiogaused by a difficult situation and meagry from

person to person. In this thesis, the problem which causes stress is merger of SBI
and SBT and the respondents are women employees of the target bank K8BT).
consequences of stress emqass physical, family and social, emotionaand
behavioral issues which may lead to resthovork engagement, employee
commitment and employee performangéelditionally it may also lead to increased

employee turnover intention.

The fourteen constructssuch asinability to adapt with technologies,
structural changes, recurrent changes, procedural changes, centralidatiosr)
Resource Management Systethanges, improper benefits scheme, inadequate
support from management, indiffetdmehavior of superiors, improper deddsm
colleagueschanges in customer relationship, compulsion to take VRS, transfer and
infrastructure changeare considered as factors of occupational stress among the

women employees SEBBT merger.

The seven comsicts such asfamily and social issue, health issues,
psychological and behavioral issues, work engagement, turnover intention,
employee commitment anedmployee performanceare taken as factors of
consequences of occupational stress among women emplayeggesult of the
SBI-SBT merger.

Stress Management:Stress managemeist instrumental in reducingtress and its
consequencesand aiding theemployeesin handlingthe stressful emotions in a
postive and productive manner. This dissertation also exasrine actiontaken by
the bank toalleviatethe stress caused by merg€he constructsuch adraining,
meeting, relaxation activities,honouring of achievementnanagement review,
proper grievance redressal systeamployee welfare measurese consicered as
measures to mitigate occupational stribeg has ariseamong staffs as a result of
the SBISBT merger.
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1.13 Limitations of the study

e Selection of appropriate branches and eygés who had been significantly
affected by the merger was challengin

e The husy schedule of bank employepsesentedanother difficulty which
manifestedasa time lag inreceiving completedjuestionnaire and potentially
biased response.

e It was a struggleto obtain theproper responsedue to reasons such as
e mp 1l o yar efshostilitf and partiality from the authoritiggven thatthe
respondentbelong to the target bank.

e Some branch managers were petmittedto collect data from theirrnches
for various reasons such faar ofreceiving negativeesponsefrom empoyees

andciting procedural formalities.

e The mergers alshad an impacbn management, shareholders, competition,
banking operations etsimilar to their effects oemployees However this
study did noemphasizeleviation from thenaintopic.

1.14 Chaper Scheme of the Report
Table 1.5

Chapter Scheme of the Report

Chapter 1| Introduction This chapter will include an introduction about th
study which deals with the stress upon women
employeesn banking sector due to mergtre
study objectives, resedr methodology, scope,
limitations, chapter scheme etc.

Chapter 2| Review of This chapter explained abaire prior studies
literature related with banking revolution, merger, human
resource management and stress management

Chapter 3| Stress and merge| This chapter devoted tonow about the conceptue
in the banking framework of banking revolution, merger in the
sector an banking industry, merger stressors, occupationa
overview stress and stress management.
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Chapterd

Analysis and
Interpretations

This dhapter divided into five parts on the basis ¢
objectives and first part explained job stress
between different classeswbmenemployees
such as officerand Award staffs (clerical cadre)
SBTin Kerala before and after SEBBT merger.
Second part malkean attempt to identify the
consequences of job stress due to merger on
employee’s family and
psychological and behavioural aspects and theit
effect on workrelated outcomes such as work
engagement, job performance, turnover intentio
andcommitment was described in the third part.
Fourth part extracts the mediating role of emplo
commitment on job stress and employee
performance and last part of analysis dealt with
moderating role of measures taken by the bank
cope up the stress alter the effect of job stress
on work engagement and job performance.

Chapters

Findings and
Conclusion

This chapter included tHeindings about the study
which comprises the effect of merger upon wom
employees of SBI who were the employees of
SBT. It also includechow these mergers will affec
the society and econonalpie to employee stress
andconclusion about this study.

Chapter

Recommendation

What is to be done by the Government authoriti¢
policy makersand HR peoplén the case of large
saleconsolidations in banking sectorby

considering employees perspective are includec
this chapter.
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CHAPTER 2
REVIEW OF LITERATURE

2.1 Introduction

The purpose of the chapter is to review the significacantributions in the
fields of bankingsector developmenincluding merges, stress and other issues of

employees. The topics covered can be classifiédllasvs.

a) Banking Revolution
b) Merger
C) Human Resource Management

d) Stress Management
2.2 Banking Revolution

Pooja £018)conducted @omparison othe organizationatlimate of public
and private sector bankensidering thevital role of thefinancial sector in terms of
earnings and servisewhich also impact on various aspectstltotd economy. The
study not onlyevaluatedthe relationship betweethe demographical factors of
employees andhe organizational climate in public and private secbanks of
Karnataka but also assessed the connextetween motivationsob satisfaction
and employee performance witthe organizational climate. A total of 563
respondents were selecteding amulti-stage ampling method, with372 from
public sectoand 191 from private sector banks. Inferential statistical toolading
Independent Sample-ttest, one way ANOVA, Correlation analysis and Regression
analysis were used for data analysis. The study revealed a significant difference
between publicand private sector in the contexdf rewards and recodron.
Employees’ r €d thaiparticipative imandgementt fosteemployee

commitment, motivation, productivity and job satisfaction.
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A studytitled “Technology Banking in Kerala Socio Econonfiisparities
and I mplicat i ohyg§VishnmLaxmane 20}8)assessed the extent of
technologichinnovations in banking and theiracceptance andsage among 430
account holders. This compris@®0 respondentgrom urban area and 230 from
rural aea Extent of technological innovations in banking was analyszsed on
secondary data published by the Reserve Bank of.lftli@ acceptance and usage
of technology banking among the sampepondents werstudied by constructing
Technology Banking Acgptance Index using the elements of Technology
Acceptance Model. The samplegre classified iio groupsbased orgender, age,
area of residence, echtion, activity and income to analytiee sociceconomic
disparites in the acceptance of technologgnkng. This analys wasassessed
through chi- square test. The study revehléhat 85.8 per cénof the sample
respondents exhibitedw level of technology acceptance. Howeviewas notably
high among individuals with higher educatiohigh income, and yong urban
individualsandwhich wasaccompanied bgecrease in both bank visits aathount
of their cash o hand. In urban arsaboth male and femaemonstratedhigh level
of technologyadoption. Similarly professionaegree holderfrom both urban and

rural areas exhibited a significant{evatedevel of technology adoption.

Ramya Krishan (2015) conducted a study ¢time relationship marketing
orientation of commeral banks in Kerala. One of tlobjectives wa to identify the
most preferred type ofommercial bank, i.e., public sector or private sector, by
customers in the long rufhe study include®00 customers of selected commercial
banks operating in Kerala as sample. Mean and standard deviation, percentages and
averages, cksquare tes indegndent samples-test, \ariance factor analysis,
regression analysisnd Markov Chain analysis were empéalyfor the analysis of
this study. Thdindings of thestudy revealed that even though both public sector
and private sector bank customers weageneally satisfied with the relationship
guality of theirrespectivdbanks the satisfaction level wasightly higher in tle case
of public sector banks. Additionallyhe Markov Chain Analysis predicted a

decrease in theumber of customers f@rivate seair banks in the future.

24



Review of Literature

In the thesigitted“ I nf or mati on and communication
Indian banking: a study with Rahplg2015)al refer
the study examinethe status of ICT diffusion among the banks operatinigdia,
it s ef fect on the profitability, product
influence of ICT on the quality of b&img servicesTo understandhe condition of
ICT diffusion and the impact of ICTs on productivity and profitability amtme
commercial banks, State Bank of India from the State Bank Group, Punjab National
Bank from the Nationalized Bank Group, Federal Bank from the old private sector
and HDFC from the New Genei@n private sector banks were chos&sed on the
their high rating in ICT diffusion indices. Secondary data weiadividually
collected from the concerned banks, the RBI data base, IBA data base, SLBC and
Prowess data base# January 2009 to April 201%dditionally, primary data were
collected from 600 bank custars in Keralg who wererandomly selected for
structured interview, to assess the customer satisfaction with the ICT mediated
banking service. The study revealed that the productivity and technology are related
and technologyeads tamprovemers in productivity in case of all SCBs.

Santha (2013jnvestigated physical, financial and profitability performance
of the banking sector in the post reform period. The studiyarily relied on
secondary data collected from RBI sources and 125 households wposipely
selected from the service area of SBT, Venganoor to obtain primary data. The study
identified an overall negative growth of 0.72 percent in the case of the manpower
position of the banking sector. In contraseite is an overall 6.11 per cent gthvin
the case of credit accounts and 4.29 per cent expansion mefusit accounts.
When comparing bank groups, the highest developmentolyserved inprivate
banks for both cradand deposit accounts with growth rates of 20.64 and 8.49
respectivelyForeign banksecured the seod positionwith growth rates 0fL3.14
ard 5.12 per cent respectively whilgublic sector banks witnessed the lowest

growth.

A significant increasén the number of bank offices in all districts of Kerala

during the posteform period, with the excepion of Alleppy was observed by
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Sudhakaran (2009)he researcher assessed the attitude of bank offreigésding
banking sector reforms in Keralahile analyzing the impact of financial sector
reforms on the banking sector inf&&a.Primary data were mainly collectedrough
presstructured interviewschedule fromthe selected bank officialsncluding
manager, assistant manager and probationary officersbamks in Kerala.
Anextensive amounbf secondary datavas also collectedof prerreform period
from 1981 to 1991 and for pesgform period from 1995 to 2003 he study
identified that the mean numbers of bankseased duringhe post reform periqd
and the reformled to improvedfinancial performance by the bank3oweverthe
growth rate of numbeof commercial banks in India wehigher in the preeform
period than in the pogieriod Notably, man power especially subordinates and
clerks in the banking sector wesignificantlyreduced both in Kerala and at national
level. Ths reduction maybe attributed tocomputerization andhe wide spread
installation ofATMs throughout the countryOn the other handigher growth rate
was observednly in the case of officers.

In her thesistitled I mp a c t of mnew econgeeaioran policy
Kerala An anal ysis with specialSavithd {2000ence t o
analysed the structural changes in the banking sector in Keralatsniogroduction
of economiaeforms. The study aimed tovestigate thextent to which cammercial
banks adoptednew technology andts impact on their performanc&tudy the
impact of banking sector reform in the banking practice of people, assess the relative
position of social banking parameters in the post reforms period and to identify the
managerial and operational constraints in the implementation of reforms were the
other objectives of the study. Theirpary data collectiorfor this studyinvolved
sampling 100 cases over the period frodanuary to March 2006The main
analytical tools usd for this study includedatios, percentages, averages, i@ite
growth, @rrelation and regression techniques, Likert Scale, Granger causalty and
Herfindahl Index Customerresponse revealed a positive outldok five out of ten
statementgoncerningnnovations in bankingechnology. Howevethe reduction in
the rates of interest in the post reform period directed consumer investments towards

assets such aend, gold and mutualfunds Customersshowed willingness to
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embraceAutomatic TellerMachines ad credit cards. Neverthelesbey expressed
disagreement with statements regarding promptness, efficiency and coofitesy

serviceprovided bybank employees.

Kalidas (2007) discussednd assessed thevel of customer awareness
regarding services provad by public sectobanks;the quality of services offered
by thesebanksand comparedhese with new private bank$his study entitled
“Financial services marketing a study on marketing practices of banks in Kerala on
service qualit y adamplesize @80raspondentsihvee publiec d
sector banks viz., SBT, Canara Bank and Punjab National Bank and two new private
banks viz., ICICI bank and HDFC bank were chosen on the basis of performance
and their particular relation #i the banking seiee sector irKerala. Thefindings
of this study disclosed thatenv private sector banks recognized significance of
service qualitya head opublic sector banks.

The study conducted by (Sathye, 2005), examined ¢Rect of bank
privatization on bankperformance and efficiency after considering the relevant
banking data published bever@aliveyear pedoda n Bank
from 1998 t02002. The study identifiedhat partially privatized banks (PPBSs)
illustrated a substantial positivdifference in financial performance and efficiency
when compared to the fully plib sector banks (FPBs). According tis study,
there was no significant differencethme financial performance of bantteat already
in the private sectowhen compared tohose thatwere partially privatized The
study also suggestedthat thel ndi an Go v e r n tageduceits stager o p o s a l
further to 33 per cent of the capitabuld potentially contribute to further
improvements irthe performance and competency of these faRkirthermore hie
study alsohighlighted that the strafgy of gradual privatization coupled with
appropriate changes in regulatory and supervisory regimes helped a smoother
transition and eliminated financial crisis in Indiehis was in contrast to couies
such as Mexico and Poland where hagtivatization efforts had led to serious

problems
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In India, there are million®f savers and investovgho do not use traditional
bank. Recentchanges in the size of operations are highly visible in the banking
sector. Due to mergers and amalgamations, banks are able to operate on a large
scale. Additionally, banks have been increasingly leveraging interrtnking
servicesat different levels (Jasveen Kaur, 2003 examined the influence of new
principles andyuidelines in banking operations in his article "The changing scenario
of Indian Banking Industry in the wa ke
sighting of the study explained that the changes are taking place in the working of
private sector banks andsa public sector banks. Technological up gradation has
influence upon the pace of delivery of services in the banking system and the
metropolitan India is becoming familiar witechniques such g&TM) Automatic
Teller Machine, E bankon and the cashleseconomy. The service quality and
customer care haveecome essentidhctors inthe success dhe financial sector.
Banks have accepted that the custonsethe king and they are adayg their

productsand services to suit the customegquirements.

Thestudy* Der egul ation and ¢ mer gianalygsedc hange s
the impact of financial sector reformsShare in total assets, Trends in banks,
Profitability; Share of rural branches based on deposits, Balance attesdties,

Level of NPA (NonPerforming Assets) and Focus on technology were the major
construct of the study by Karamjit Singh (2003). The study concluded with the
points that the banks should maleetively strive to bring about important
improvementsan their productivity, efficiencyand profitablity. The banks should
restructure leanesffices and close down unviable branches. There can be planned
association of branch network to obtéenefit of the geographic coveragespects
such as customer concentration and professional raareay should b&aken into

considerations

In the comparative study about Indian commercial banking in the pre and
post reform period conducted by Mishra (2001), computerization and 24 hours
service were the major enhanced amenities identified in thegfosin period.The

period also witnesse@st growth inthe overall deposits and loans. Followingréhe
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forms, number of branches was increased and the qualitative performance of
banking sector in India has improved. But credit given to priority sectoe wer

decreased is an alarming indication.
2.3 Merger

Financial performance d@tate Bank of India and its associate bamgfore
and after merger was assessedBbgrath, K. A. (2021}hrough the study entitled
“Pr e a maigerdinancial performance ansity of State Bank of India and its
associate bankwhich may add todhe dedetopment of bank and
provide improved service to the customerge study includedBI and its five
associate banks as tpepulation. Various Statisticébols sich as Chi square test, t
test, Ftest were employed to analyse the collected data from the diverse sources of
SBI and its associate bankgvering the periotheforethe mergeb yearsprior and
after 2 yearsater the mergerstarting fromlst April 2017.The study concluded that
the merger increased the financial performance of the State bank of India and the
majority of the expenditures were decreased as the functions of the bank
implemented with economies of scale. The meedsobroadened the capitaf the

state bank of India and ensured the continued existence of weaker associate banks.

Sanober Khan (2020) studied about itheact of merger and acquisiti®an
human resource strategieBhe study involves the selection of 5@dnployees
working in IT and Telecom sector whbad experienced M&A events using
judgmental sampling method amdiministeringquestionnaireto them.The study
considered various constructsincluding Employee Satisfaction, Training &
Development, Communication, Cultural Issuesprifamic Aspect and Employee
Commitment The findings ofthe studye x posed that individuals?’
each alteration, mainly in mergers and acquisitions. If suckessare not properly
handled, theyan persuadero r k e r > s ¢ événithedvetall sugcesa aof the

merger.

HR implications of mergers and acquisitions with special reference to

selected banks were the studySirabhi Bhupesh Bhuskute (2018he research
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utilizes purposive sampling method 4 acquired banks were selected from 8
commecial bank mergers during 20®15. Three strata were recognized on the
basis of types of employees and 363 employees from each selected acquired bank
were selected as sample by using stratified proportional random samyathgd.
Various statistical toslsuch as masures of central tendency, dispersion,-@ag
ANOVA, Multivariate Analysis, Variousnonparametrictests such as Friedman
Test, Kendalll W Test, Waller Duncan Test
Frequency Distributiomraphs etcwere employd,. The study s f iravédaled g s
that the repondents expressed dissatisfaction with compensation policy and
training & developmentpracticesof the acquiring bank. As a result of these
inadequacies and very poor communication channel created cstusssl and job
insecurity among employees of acquired bank.

Manisha(2018) conversed abouhe motives financial implicationgrend,
issues and concerns ofergers and acquisitions in Indian banking sedtbe data
was accumulated from prowess datalse for Indian Corporate Sector built by the
CMIE (Centre for Monitoring Indian Economy) and different official websites of the
related banksThe tools of data analysis employed includatior analysis, pre and
post merger means, pairetest etcThe @smple banksonsidered in the studyere
IBO, PNB, HDFC, ICICI, BOB and OBC. Arp to postmerger scrutiny has
conductedand established that there was a positive change in the performance of all
the sample merged banks in terms of stability, monetary eoxoeical aspects.
The study identified the merger and acquisition activities in Indian baskictgras

inevitable.

Effect of mergers and acquisitions on financial profitability of the acquiring
banks, operating performance before and after merger asdnpel satisfaction in
Indian banking sectors was determinedRigha Agrawal (2017)For this studywo
banks from the public sector (State bank of India which acquired State bank of
Saurashtra and Indian overseas bank which acquired Bharat Overseparighivko
banks from the private sector (HDFC bank which acquired CBOP bank and ICICI

Bank which acquir@ Bank of Rajasthan) were selectasl sample for secondary
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research Additionally theresearchesurveyed404 employees for primgmresearch

in this stuly. According to thistudy,the perception of personnel on career seégur

and work life stabilitywas positiveafter mergers and acquisitions and it is also
concluded that there was no noteworthly &n g e in empl oyee’ s

financial security dueotmerger.

The slImpadtef mérgers and acquisitions on operating performance of
fir ms iaimedltonadalyse the effeat mergers on the operatingrflmmance
of acquiring corporationsn Indian industry The study also scrutinized theep
merger and post merger performance of merging firms considering various
financial ratios. Posmerger operating performanees further investigated based
on the type®f mergersjndustry clusters, merger timingmdthe sizesof merging
and merged firmsThe study included la mergers involving public limited and
traded companies in India between 1991 and 2@808 sample. To gath#re stock
price dateof the merging firmsthe study relied on information froBombay Stock
Exchange publications and webesithe findingsof the study conductebly Meher
Pramod Mantravadi (2017hdicatedthat the operating financial performance of
Indian industrydeclinedafter mergers. It was recommended that for improving the
operating performance of acquiring companiesjzontal mergers were preferable
compared to vertical mergerand vertical mergers were more favouratian
conglomerate mergers. The study outcome revealed that in the case of banking and
finance industry, mergers in general have been able to imphev profitability
margins. Howeverin the case of other two industries studied, sugbrovements

were not observedfter merger.

The study of the history of relationship between the newly born Indian Union
and the Pripely States indicates the pressues®&rted by emerging poesblonid
democratic regime in India othe declining pseudo political authorities of the
Princely StatesBiman Chakraborty, (2017jnade anattempt to understanthe
unique identityof political history of merger of the princelyase of Cooch Behatt
has identified that unique kind of identity of Cooch Behar created tensions in the

form of pressure while the bargaining process of merger had been at its peak and
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finally the principality of Cooch Behar had nged with India and beenea part of
theWest Bengatlistrict

Ms. Svetlana Santoshatuskar (2016) proposed that hestudy would
enable banking officials to asseswhether megers and acquisitions serve as
effective tools for improving performancef both types of banks inalding public
sectorand private sector banks and the case otboth forced acquisitionsnd
voluntary acquisitions. The findings of this research cauti/ide a foundation for
determining, whether mergers and acquisitions can be considered as a viable

mechanism teenhance performander bothpublicand privatesector banks.

The effect of mergers on Indian commercial baakd the reasons for the
merging of the commercial banking in India were studied under the théderpfl.
Priyadharisini (2015)The study focused on several notable mergers in Indian
banking industry includingPanjab National Bariks a ¢ q u Neslungadi Bank o f
Ltd (2003) , Bank of Borada acquired South Gujarat Local Area Bank (2004),
Oriental Bank of Commerce acquired Global Trisink(2004), Federal Bank
acquired Ganesh Bank of Kurandwad(2006), IDBI Bank acquired United Western
Bank(2006) , Indian Overseas Bank acquired Bharat Overseas Bank(2007) ,ICICI
Bank acquired Sangli Bank(2007) , HDFC Bank acquired Centurion Bank of
Punjal§2008) , and State Bank of India acquired State bank of Saur$3609)

As apart of the study, it was observed that thers wa important change in the

daily abnormal return of State Bank of India after merger.

The studytitled “Impact of mergersanslc qui sitions on value
aimed tocomparefinancial health, synergies, firm value and value additioring
the pre and post period of selected Mergers and Acquisitions in India. The
researcher selected top ten Mergers and Acquisitlmt®ccured in India, during
the year 2010 and secomgadata were collected from these transactitmeugh
company websites and official websites. Summary statistics (Mean, Standard
Deviation, Coefficient of Variation, Paireetdst, Skewness and Kurtosis) wéine
tools employed to analyse thellecteddata ManojKumara, N. V (2015) conclud

that there is no significant difference in the pre and post merger financial health and
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synergies of the selected companidswever,the firm valug in terms of assets
increased. The studilso pointed out the potentitr further research on evaluation
of existing model by considering n@tonomic factors in merger and acquisition

after gestation period.

Senthilkumar T(2014) studied the inference of bank mergers blidron
stock returns and efficiencied both acquiring and acquired barkier corporate
restructuring.The studycovered the time period from999 to 2010 and analysed
sixteen bank merger$ he study’s findingsmengerswerel e d
execued on voluntary basighile sevenoccurred due to regulatory requirements
The motives behind voluntary mergers were market advancement, new product
development and branch network opening out. Typical compulsory mergers
involved acquirement of weakéranks by stronger public sector bankkwever
acquisition of Ganesh Bank of Kurundwad by Federal Bank, a private sector bank
was an exqgation. Still, every merger decressb the stock returns of both acquiin

banks and acquired banks following thergerannouncement

Stress management due to mergers and acquisitions among bank employees
and different stressors due to merger such as uncertainty, insecurity, fears
concerning job loss, nature and quality of job changes in salary authority and power,
working hours and workload, change process, technological problem at work, group
differences, communication and cultural clash were the main concebrs KfA.

Goyal and Vijay Joshi 2012) in their researchhe study analysed that the
employeesexperienced theffects of stressors including increasednover rate,
higher absenteeism, strikes and grievandes.conclusion, the study suggested
several measures for effective stressanageent to enhance employee
performance.The measures includedomsuling human resource practitioners,
implementing improvedommunication sategy and developing employee training

programme®tc.

Dr. K.A. Goyal and Vijay Joshi2012)conducted arowth study of ICICI
Bank Ltd. through mergers and acquisitions but at the same hienbaink has to

focus on manpower to gedustainable development. According toeir study
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mergers and acgsitions (M&As) are considered as corporate events which help
organizations to create synergy and gaustainable competitive advantage.
Simultaneowly, these corporateevents have the potential tgeneate severe
personal trauma and stress which can result in psychological, behavioural, health,
performance, and survival problems for both the individuals and companies, whether

it is a bank or a nebanking financial corporation, involved in it.

The research regarding the 1nfluence of
aspects and how ¢hangesheir attitudewas conducted bgnalyzing a merger in the
banking sector involving two institutionsamely slamic Bank of Brunei (IBB) and
the Islamic Development Bank of Brunei (IDBB) in Brun&his research was
instrumentalin understanding the post merger wogkisfaction, commitment and
employee turnover The study aimed to understand the effect of merger
manager ’ safter mal mooth period. Data for this studgre collected
through interviewing 33ower/middle level managersf which 16 were female.
Through this study,Clarke and Salleh (2011) found that there were several
emotional difficulties even 10 months after merg8ihe study also identified the
perception of unfairestructuringnegatively impacted he manager ’ s j ob s a

and commitment and someanagers showeltendency to leave the organization.

By collecting data from 13HR pctitioners through interview method,
Shook and Roth (2011) analyzed the viewpoint of human resource practitioners
about downsizing, mergers and acquisitions. The constant comparative method was
used toanalyze the data. The study reveéatleat theravaslimited consultatiorwith
the human rsource practitioners in the conterf downsizing, mergers and
acquisitionsAccording to the findingsneither humamesource practitionensor the
human resource teanwithin their organisatios were actively involveal in the

decision making processlatedto downsizing, mergers and acquisitions.

For the post merger performance evaluatiérthe aompanies involved in
mergers during 1990 to 2007, 102 companies in the pharmaceutical industry were
taken as sample b§hhavi Sharma (2011)The data needed faampleselection

were colleted from various sourcetke newspapers, magazines, investment
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websites, websites of the BSE and NSE, SEBI website and databases of Capitaline
and ProwessThe study found that nearly alf the mergers in India during that
decadeexperienced similar consequences to mergers inUtdeduring the same
period. It was concludedhat the success of a merger colld measured by
analyzing the extent to which benefits such as Economies of scakcapelvere
achieved. Each Merger is unique and therefmmeeralizations may not be feasible.
However thestudy acknowledged that mergers haodt resulted irany noteworthy

improvements in the performance of merged firms.

D. Subrahmanya Prasa@011) explains that the demographic @n
behavioural variables along with customer perception of sequeaéty in merging
commaecial banks in India are interconnected. The reseammghasises thdtank
managementsshould pay careful attention to segmental diffiess when
formulating their marketing strategies succeedin the emerging competitive

commercial banking scenario of India.

Khattak et al (2011) conducted a study about job swéss237 employees
of commercial bank@é Pakisthan asespondents. It wa®und that banking sector
employees were stressed due to techgiodd issues at work place, changing work
pattern, workloads, working hours, salary concelinsted leisuretime with their
families, and job related issuebat they bringhome with them These primary
causes of occupational stressors are making the employees in the banking sector

physically, psychologically and organizationattyhausted through waork

Post merger performance evaluation of selected Indian companies was
examined byJankii D Miisttry (2011) The studyaimedto determine the impact of
independent variables such as yeartloé merger, industry type, preerger
performance and percentage change in sales on the post merger change in
performancedependent variable). The sampletmias A gr oup companies
different sectors who were listed on the Bombay Stock Exchange and experienced
the merger process during April 1, 2000 to March 31, 2006.
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By applying percentages, averages, correlation and regression analysis, t, F,
Z, and Qii-square etc.Mahesh K Bhiwandikar (201J9nalysed the conditions that
lead to merger & acquisition of the Urban-Gperative Banks with special reference
to urban ceoperative banks in Thane Distriof Maharashtraduring the period
20042009. Even thogh study identified several reasons for merger and
acquisitions, majority i.e. 72 dhe management and staff believed that the increase

in NPA was responsible for merger/acquisition.

As a part of the study about the influence of positive approach towards
employees in the case of organizational changes, Rafferty and Restubog (2010)
analysed the association between proper communication and information about
merger and the stress throusgveral observations over a period of time. The final
observation is thaimely, quality and adequate information about the organizational
change or merger to its employees would be helpful in reducing their stress or
anxiety with regard to that and such information would be capable of creating
organizational commitment ithe employees. It was reported that commitment lead
to increasedjob satisfaction and redudethe anxiety regarding their earnings.
Dedication of the employees would generate voluntary earnings to them. All these

relationships were studied and recognitedugh this study.

Shamsi Yasmeer§2009) primarily focused onHR Interventions during
Mergers and Acquisitions and alsxplored the variances iARR Interventions
between manufacturing and serviecter corporate firms. KeWR Interventions
during Mergers and Acquisibns were categorized into four broaoles such as
strategic partner, employee advocacy, functional expedis® human capital
development. The study identified a significant difference in the implementaition
various HR interventions b&een manufacturing and service sector corporate firms

by using Chi square test.

2.4 Human Resource Management

One of the hypotheses the studytitted “ Pr obl ems and prospec:

systems implementation in small and midsized public sector enterprise&ie r a 1 a ”
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“There 1s no associat i ontheactitewmeolvamentdfe s at i s
employees in th&nterprise resource planning R P) i mp | ¢ The pimasyt i on ” .
data for this study has gathered from ERP implementing team likenmemiers,

managers, administrators and employees of the small and medium public enterprises

by employing the tools such as questionnaires, Google forms, emails and interviews.

The awareness dhe ERP Implementation panglasalso analysed bgonsidering

their training using ANOVA Mustafa K (2019)proved that the satisfaction and

training areindeedconnected andignificant

Kwon, K., & Park, J. (2019) recognized that the employee involvement can
be effectively utilizedby management. As per his studyalibwed frontline staff to
contribute their knowledge to their workhe mportance of job involvement was

further substantiateloly the findings of his study.

The study, “I mpact of Employer Brandin
Manpowerin Indian Banking Ind s t r y "ed anexaf thaxobjectivessanalyzing
the awareness of bank employees regardingr temployer branding activitieA
sample of 50 employees eafilom 10 banks (5 from public sector and 5 from
private sector) out of 87 banks operating in Indiere considerefbr this specific
objective.Susmriti Sahu (201 7ylentified that there was regnificant distinctionin
the awareness of concept of employer branding between employees of selected
public and private sector bank .Butetlemployees of satteed banks hdl mixed
opinions about the process of employer brand building and the measures that
influenced current and potential employées p e r ¢ etlpet bank msexcelfent
place to work.

The relationship between organisational climate and employéarmpance
in the chemical industry in Kerala was evaluated using 1022 employees of four
public sector chemical companies as sample size by Dhanisha M (2017). Mean
standard deviation, percentage analysis, factor analysis, factor analysis one sample t
test,one way ANOVA, scheffe test for multiple comparisons, correlation, quartile
deviation and structural equation modeling were used as tools for data analysis. The

study revealed that several components influéremployee performance suel
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organisationatlimate, communication, extrinsic motivation, training and learning,

leadership, teamwork and support, career development, conflict management etc.

Remya P R (2016) studied about the work life quality of employees in the
(Information technology) IT sectoif &Kerala. The study examineabpects such as
theemployee turnover, job satisfaction etc. andrthedationship ofwork life quality
upon them.546 respondents were selected for the study by applying multi stage
sampling technique. Number of respondentss wdetermined by using statistical
formula. Mean, standard deviation and percentages, correlation coefficient, Kruskal
Wallis H test and Man#Vhitney U test were used for data analysis. The findings of
the study revealed that the relationship between tgquafiwork life and employee
turnover is moderate but positive effect of quality of work life on employee
satisfaction identified .Negative effect of quality of work life on the employee

turnover was k also identified.

Thestudy entitled* I mp a ¢ t raily intevactiok on fhe quality of work
life and performance of bank managers in Kerald ¢ s c aboub thefactors
influencing the quality of work life and job performance of the bank managers.
sample of268 male manags and 132 female managers wawsen for this
research. &le suchas thework - family interaction scale, quality of work life scale
and work grformance scale were specifiyatiesigned to collect primary data for
this study. Prajisha K (201F identified social integration, compensatio
recognition, working condition, flekie work, and career growth as the key aspects
establishing the quality of work life of bank managers. The study also revealed that
the male managers have higher woekfprmance and a higher quality of work life

conpared to female managers.

The primary objective of theesearch ortraining need analysis andhe
designing of training modules in selected organizatiomse to discover and
confirm the training requirements of high school teachers in Kerala. The study
identified training needs in personal development skillancluding stress
management life skills such associal skills like self awareness, empathy,

communication, interpersonal skills; cognitive skills like critical thinking, creative
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thinking, problem elving, decision makingskill and coping with emotions,
awareness of social issues and problems, especially gender discrimination, addiction
in the school campus, sexual exploitationtta¢ work place, adolesceproblems &
harassment, as well akills like leacership, governance, negotiation and advocacy
Finally Sudhesh N T (2014jound that the stress management was the most

frequenly neeakd training requirement amopgrsonal development skdll

Salguero (2010) examined the consence of workfamily conflict on work
satisfaction. Whenwork distinctiveness was not considered, there found
reasonable influence of gender the relationship between wets-family conflict
and general job satisfactiowas observed. &ression analysis supported the
mertionedfinding indicatingthatthe women exhibit a loar level of job satisfaction

when compared to men while bearing in mindakpect worko-family conflict.

Umesh U (2008) compared théehavioural characteristicof LIC
development dicers in Keralabased ortheir performanceHe ultimately used 323
respondents for this studyonsidering intusion and exclusion criteria in the
research methodology. He scrutinized that demographiorfasuch as age and
experience were positively correlated wifheformance level of the development
officers regardless of other factors. He abservedhat, in addition tdehavioral
characteristics, extraneous variables such as biological factors, family and social
factors, cultural factors, and situational factets plays a crucial role io ne ’ s
performancen life. He identified that byinteractiors with other people including
family, friends, peers and social factors, significantly influemaee > s t e.mp e r a me n
Paametric tests such s testt drrelation, ANDVA and Fi s lardories ( Zr ) 1

non parametric test (Chi square ) were utilized for data analysis.

O Venugopalan (2007) conducteal comparative study and found the
variatiors in the intensity of satisfaction among nemmanagerial employees of
public sector and private sector undertaking&eralabased on Maslow model. He
selected three prominent manufacturing organizations each from both public and
private sectoand a sample &15 employeefrom the public undertakings and 255

employees fromthe private undertakings was chosen using random sampling
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method. The study exposed ththe nommanagerial employees ipublic sector
undertakings arenore satisfiedn with basic neeg safety needs and social need
satisfaction than thaf private sector eployees. However, gjority of both public

and private sector employees were not fulfilled in the esteem need satisfaction and
neither sector was able to mdleé self actualization needs of theosrrmanagerial
employees. The situation wa®rse intheprivate sectoregardingesteem needs and

self actualization needs.
2.5 Stress

The main objectives of the research on
work life and occupational stress among the employees of public and private sector
banks in Tirunelvelid i st rict” were to u®endployesstimnd t he
public and private sector bank regardiggality of work life and to identify the
factors influencing quality of work life and stregssample of 325 respondents was
taken as sample including 23fublic sector employees and 95 private sector
employees. From this studyishanthi M (2020)identified prejudice free and
technologically upgraded occupational environment as the determinant of quality of
work life in the case of public sector employ&deere training in the case of private
sector employees and there exist considerable difference in the perception of public
and private sector employees.

Karthikeyan, V (2020) analysed the emotiomdélligence and occupational
stress ofprivate sector ah public sectorbank employees in Indialhe study
selectedBank of India, Axis bank, Indian bank and HDFC bankrésearchA total
of 550 bank employees 275 each from public sector and private sector were chosen
by using theconvenience sampling methdor data collectionOut of thesefifty
samples were discardedue to data imperfections. The study ultinhate
demonstrated that there is no distinction between public and private sector bank
employees in emotional intelligence amatcupational stress. €h results of
correlation analysis between variables of OS and El showed significant correlation
except in the case of Emotional self awareness (ESA) and emotional awareness of
others (EAO).
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The impact of job stress on performance in the banking sectamnsydering
the mediating effect of emotional intelligence and resilience waittdomly chosen
524 bank employees from 11 private sector bank was analysed by Kumitari
(2020) The correlation analysis identified that job stress with emotional
intelligerce, resilience, organisational support and job performance had a negative
correlation while emotional inlegence and job performance showad elevated

level of positive correlation.

Suganya B (2020xonducted a research &me association of occupatal
stress with employee satisfaction among the employees of district central
cooperative bank in Dindigul district of Tamil Nadiwring 20142018. Primary
data were collected through quesitiaire among 186 employees acr®sdranches
of DCCB. ChiSquare Test and Correlation and Regression were used for data
analysis. 77.4% of the respondents were satisfied and 12.9% were highly satisfied
with their job in DCCB.Additionally, 43% of the respondents agreed inadequate
compensation as a determinant of gitess and 35%f the respondents approved

that inadequate employee benefit actions leads towards job stress.

The causes, impact and management of stress among private sector banks
employees in Rajasthan takint8 respondents of four private banks ngmé&lCl
Bank, Axis Bank, HDFC Bank, Indusind Bank from four cities namely Jaipur,
Ajmer, Udaipur and Jodhpur wasvaluated byDeepanshi (2020)The study
concluded that due to workload and insufficient time, bank employees suffered
heavy stress in their spective banks and majority of them were tackling their stress
with seltcontrol and problem solving techniques.

Alle Yashoda(2020)conduceda comparison offactors causing, impact and
management of stress among employees of banking and insuranas. Séwo
study included aample of 300 employeesdith 150 from State Bank of India and
another 150 from Life Insurance Corporation of India working in the districts of
Peddapalli, Jagtial, Rajanna sirisilla, and a part of Manchiryal district of Telangana

state. Tke Analysis of variance (ANOVA) was applied to tdbe hypothesis.
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Pressure and work challenging were elected by the respondents as the most stress

generating variable in the case of both the banking and insurance sectors.

Yadav Manish Kumar (2020conducted research ostress management
among working women in banking secfoom 2016 to 2019The study included
840 women employees fro®ix public sector banks namely State Bank Of India,
Punjab National Bank, Allahabad Bank, Union Bank of Indiajt& Bank of India
and Bank Of Baroda and five private sector banks namely ICICI, HDFC, Axix
Bank, Indusind Bank and Kotak Mahindra in UP were selected as sample by using
stratified random sampling technique. Age, educational qualification, designation,
monthly salary, year of experience, distance between bank and residence and
working hours were foundo be positively correlated with stress in this study

through correlation analysis.

Cooperative bank employees’ orglanizati o
comparing with nationalized bank employees and organizational commitment is
high in the case of employees with moderate length of service when compared to the
employees with less and more length of service. But in the case of gender and
designation, the is no such considerable effect on the organizational commitment
of bank employees. Seffificacy had similar impact on the organizational
commitment as in the case of length of service that employee with moderate self
efficacy having higher organizatiahcommitment but in the case of organizational
socialization, employees with more organizational socialization show high
organizational commitment. All the above said were observdebabyar Jaydipsinh
Mangalsinh (2019) while doing the research about ritle of organizational
socialization and self efficiencyin creating job stress and organizational
commitment among bank employed$ie sample consisted @20 various bank
employees (210 from nationalized banks and 210 froropswative banks) by
consideing equalproportionof maleand female from different branches in Rajkot

districtapplying random sampling method

Karunanithi M (2019 conducted a case study from Tiruvannamalai district

to anayzeqgb stress among banking sector employ@&ég EmotionalIntelligence
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scale (Els) comprisingf 43 statements adopted from Matrix life system Private Ltd.
(2004) was converted into a five point scale and used for the data collection. 572
employees from 143 banks (4 employees from each bank) in the Tiruvannamala
district were considered as the sample size. The study identified that the emotional
intelligence mediates and directly influenced by role conflict and work stress. Hence
it was found from the study that the connection between role conflict and work

stress is not direct

Salvi Kavita (2019) comparethe work life balance of public and private
sector bank employeeé. sample of 150 bank employees from three public banks
i.e. SBI, SBBJ and Bank of Baroda and three private banks i.e. HDFC, ICICI and
Axis (25 respondents from each bank) were chosen by stratified and purposive
sampling technique :Test had been applied to measure major disparity in work life
balance of male and female bank employees and found that there is no important
differentiation in workife balance on gender basiswas observed thatolth public
and private sector bank employessre sacrificing their familiesHowever, the
average score comparison disclosed that the public sector bank employees suffered

more.

Pooja Yadav (2019%tudied about job stress among employees of banking
industry (both public and private). The study aimedidentify the type of factors
and job conditions that create stress and to understand the diverse no¢thtoetss
management. Variougescriptive statistal tools like frequencies, charts and graphs,
percentages, arithmetic averages, correlation, asmadard deviations, etc. were
employed to analyse the data. The study revealed that there is a significant
difference between the level of stress experiermethe employees of public and
private sector banks. It was established that when compared to private sector banks,
respondents from public sector banks (51.25%) were facing a moderate level of
difficulty in managing worlife balance but respondents frgmvate sector banks

(60.75%) were in front of a high level of difficulty in managing waf& balance.

“Impact of job stress on employee attri

bank” was a r e s JyotiShatma R@lHdecteddourywiate sedtor
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banks namely ICICIHDFC, Axis and Indus Ind tBss management practices were
considered as dependent variabighile Satisfaction, Performance and Career
Advancement were considered as the independent vaidiile study identified

that 80% of the employees were stressed in their job period or working I8%.Es.

% of the employees were agreed that they are worrying about working environment
and incentives45.5% of employees were opined that they have a proper stress
management system &gir work place but 45.75 % of employees responded neutral
towards this. Theesearchesuggestdthat thereasorfor thismay due to ignorance

of therespondents or a lack of promtress management system.

Influence of quality of work life and academiovolvement in higher
education upon occupational stress by selecting 300 teachers from undergraduate
colleges as sample was st udi9.dinfetestial Li nus B
statisticaltools such as‘ t ’ test, ANOVA, Ka r Ificief,e ar s on’ s
multiple regression etc. were used for the analysis and he found that the teachers in
urban area have higher occupational stress than the teachers in the rural area as the
teachers in rural area have higher quality of work life and their academic
involvement is higher when compared to urban teachers of higher education.

Great relationship between job stress and work executiorcamction
between implementation of IT and occupational stress were identified through
test in the case of all typeof banks under the study 8tiryawanshi S R (2019)t
was an attempt to understand the level eause®f occupational stresamong
public private and cooperative bank empleyen Satara District. llso analysed
the relationship between stress aold performance as well as influence of adoption
of IT upon occupational stres428 employees (205 from public banks, 50 from
private banks and 150 from cooperative banks) were chosen as sample size. Through
' test it was revealed that there was sigaificdifference between tleenployees
working in public, private and cooperative banks in the feeling of anxiety related

with job.

Inthu S (2019)observed the causes, level and impact of job stress among

employees in private sector banks in Namakkal Risof Tamil Nadu The study
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involved collecting pmary data from750 respondents by ing simple random
sampling method. Various statistical tools likergentage analysis, Turkey po&ic

test, ChiSquare test, structural equation model, summary ofstati analysis of
variance, correlation, regression analysis, discriminant function and factor analysis
were employedfor analysis. The study recognized role overload as the main factor
in creating stress level. ddlitionally, the study foundhat variousfactors play an
essential role in generating stress asmployees were working with limited
facilities .Hence there were interruptions in the service provided to customers.

Mallika Ramesh Worlikar (2019) tried to understand #ffectiveness of
mentoring @ employees stress leyaltitude and perfonance with special focus on
nonbanking financial companies in Mumbalhe study employedstratified
sampling technique to sele600 respondents from different categori@g. senior
level, middle level, lowerdvel and nommanagerial leveemployees The study
concluded that stress level of employees can be effectively reduced and performance
can be enhanced by mentoring. Furthermdreprovides job satisfaction and

employee retention is also easily possibletigh mentoring.

Factors causing, effects and coping strategies of occupational stress among
bank employees in Madurai District was evaluated Ggnagya Durga Devi R
(2019)The study includec sample size consists @60 bank employees. These
respondents we selected usingustersampling techniqueA majority (68.8%) of
the respondents ithis study was male and the largest porti@9.1 percentfell
within the age group of 230 years. The study identified an important relationship
betweenthe age of tle respondents and their satisfaction level regarding the
information needed tperform their responsibilities. Marity of the respondents
repored that insufficient employees in the bank cause stress among the employees
of the bank.

Subbulakshmi E (2019)examined the difference in the emotional
intelligence based on gender andother demographic variables as well &s
influence on job prformance and job stress amosmployees in public banking

sector.648 employees of differenjpb cadres were selected aample by applying
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stratified random sampling method. Percentage analysis, Z test, one way ANOVA,
correspondence analysis, confirmatory factor analysis (CFA), SEM model and
Garrett ranking technique were used for data analysis. The reseeartified
difference in the perceptioof different cadre of bank employees about emotional
intelligence, job performance and job stre3hie study suggested that since
emotional intelligencéas an impact ojob performance and job stress, exceptional
organizationalperformance can be attained by giving due importance to emotional

intelligence of employees.

Work place stress and wellbeing of the bank employees in Latur city was
assessed with sample consists of 500 respondents selected through random sampling
techniquein the study, Rathi Mamata Jagannathi{018)The research found
various determinants of stress amg bank employees such as limitéidhe
availability, heavy work load, monotonous working style, offiaditics and pay
packages, etc. Notably the studypserved that dénk managers and assistant
managerstended to experience highlevel of angercompared to other bank

employees and women employees reported hilgels of job stress.

Among bank employees in Tamil Nadu, Vinoth M. (2018) conducted
researclon the causes, consequences, and measurements of occugatssallhe
study collectedespnsesrom 452 employees with8% belonghg to Public Sector
Banks (PSB, 26.6% from Old Private Sector banks (OPSB) and 15.4% from New
Generation Baks (NGB). Amag the respondents, over 69c¢¥ithe employeebad
above 40 hours workload peweek. Additionally 64.6% of the resmdents
experiencednediumlevels ofstress. Among those with medium stress leV&38p
were from PSBs. While taking the highly stressed eyg®s, 61% of therbelongs
to Public Sector Banks, 21% were from Nédeneration Banks and 188erefrom

Old Private sector Banks.

If the employeesra properly informed about their ganisational mission
and havean amicable work culture, they will be contted to job and té
organisational commitment cdmad toincreasedrganizational aaptability. There

IS a negativeelationship between work stress and wonkgj@emenmeaning that
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higher stress levels calece a s ¢ e mpl oye e s engwnergfrome nt . The
a study conductetly Sarath P (2018)which found on therganisational culture,

work engagement, work stress and performance of industriployees in Kerala.

Toassess ndi vi dual empl oyee’s s tedafivepointe vel, t ]
Likert scale known as the work stress scale. Data analysis was performed using

correlation regression analysis and ANOVA.

Janani(2018 conducted a study examinirige reasons for stress amoiify
professionals, the impact of stress on their personal healththe relaxation
programmes provided by the IT compani@smary data wergathered from the IT
professionals of Tamil Nadu Industrial Development Corporation (TIDCO) and
Electronics Corporation of Tamil Ma (ELCOT) in Coimbatore citysing sratified
sampling method fromJanuary 2015~ December 201A sample of581 IT
employeesfrom TIDCO and ELCOT washosenfor the study.Data analysis
involved Fr equency Anal ysis, Independent C T
(ANOVA) Test, Cluster Analysis, DiscriminanAnalysis, Confirmatory Factor
Analysis and Structural Equation Modelirgccording to thestudy, 50.8% of the IT
professionals were single. The study concludedtthiate r e s palany dned the ° s
time taken to travel for the jomfluenced their level®f work stress. In this study
47.33% of the respondents reportetbderate health issued6.47 % of the
respondents hdagh health issues and only 6.20h&dlow health issues

Sudha Tiwari(201&imed to explore compare and assess the causes of
stressamong the women employees at variousanagerial levels working in
Education, Hepitality and Finance sectors iBangalore. Primary data were
collected through questionnaire and individual interviews with few respondents and
HR personnel respectively. Stitcal tools such as KMO and Bartlett Model, Factor
Analysis, Principal Component Method and Varimax Rotation Method, Cronbach's
alpha, Test of Homogeneity of Variance, ANOVA and Post Hoc-Tdsitiple
Comparisons Testvere emplogd for data analysis. Thstudy concluded that
women working in all thee sect@w acrossmanagerial levels were experiencing

stress. Requirements and organizational structure of the sector, profile of the
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profession and family aspects have great impact upon the nature of stbesseds
influence the performance in the work place, remembrance, attentiveness and

wisdom. Mental health of the person can also be affected by this.

Deepika Agarwal2018onducted a study tevaluate the job stress among
staffs in public and privateestor banks in the Jaipur Dist of Rajasthan specially
focusing on Punjab National Bank and ICICI bank.sample of550 employees
from 130 branches (60 branches from PNB and 70 from ICICI) sedeetedusng
convenience sampling method. These @ypés were presented with set of
guestionnaire tacollect primary data and 440 ade questionnaires were returned
The data analysis involved the use of -Ghuare test, ANOVA, factor analysis, t
test, Arithmetic Mean, Standard Deviation and Linear Bsgjon.The findings
revealed that 47% respondents experienced moderate level of sineds48.2 %

agreed that they weraoderatéy impaced byjob stress.

Mohanapriya K (2018xonducted a study oaccupational stress and the
measures to alleviatthe stess among bank employees in the Erode district of
Tamilnadu.The study include®80(220 from each zone) bank employees from 42
different bank brancheas sample by usingtratified random sampling methdolr
the study.The majority (72.7%) of the respondes of this study were male. The
analysis identified remarkable relationship between gendethenohtensity of job
stress with female respondents expeligbigh leel occupational stress. Similarly
marital status, family size, designation and locatbbbank branctwerealso found

to be considerably corretd with the level of occupational stress in this study.

One of the major conclusions frothe studyconducted bySandeep Padda
(2018was that the organizational commitment diminishes while difteren
dimensions of stress increase. The stugyestigatedthe relationship between
occupational stress and organizatioetiéctiveness amongmployees ofPNB and

HDFC bankausing sample d601 respondents.

Vani L (2018) comparedtress coping éhavior of women employees in

public and private sector blesin Tirupur district of Tamiladu.For the study, 50%
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of 520 women employees in tpeblic sector ad 50% of 444 women employees in

the private sectorin Tirupur district were selectedas sample using systatic
random sampling method. The study revealed that the majority (36.2% in public and
41.9% in private) of womeemployees in commercial banks re#eyoung and aged
below 30 yearsAdditionally 44.6% of public sector and 43.2% of private sector
women emplgees disclosed their opinion about their profession as somewhat
stressful and 65.4% of public sector and 67.6% ¥ape sector respondents

expressd their unwillingness to work overtime in the bank.

In 2018, Shandy N Ranalysed the association betwegegrceived stress,
organisational commitment and job satisfaction among the employees of select
public sector banks in CoimbaoDistrict. A sample of 644 respondents wassen
from 56 branches of 8 public sector banks usmgtistage samplingnethod. he
female group had a highmean score (25.70) than the male group (24.8the
case of perceived stress, indicatigg statistically considerable difference in
perceived stress based on gender. Furthernmrelation analysis revealed positive
correlaton betweenperceived stress and organisational commitment, perceived

stress and job satisfaction goth satisfaction andrganisational commitment.

The search forwhich class / grade of bank executives were subject to the
highest level of stress and thmeasures for improvement amormgficers of
Nationalised and Scheduled Barfksind that theléxibility of bank officers didnot
reduce managerial stre§he intervention programme was fouttdbe effectivan
improving their resiliency. For this purposke researcheBalasundarank (2018)
selected 200 respondents frasarious locations such &oimbatore Calicut, and
Alleppey usng a combination of three sampling techniquasdom purposive and

convenience sampling.

Selvaraju S (2018yonducted a amparative investigation of occupational
stress among employees of selected public and private sector banks in Chennai City.
The study involved700 bank employees350 employeeseach from five public
sector banks namely SBI, IOB, IB, CB, Union bank of &ndnd five private sector
banks namely HDFC, ICICI, Axis bank, Karur Vysya bank, City union bank for
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sample According to this study, the higher level of professional stress was
experienced by private sector bank employedsereas public sector bank
employees experiencemoderate level of stres&dditionally the dfficulties such as
role conflict, role ambiguity, role overload, job difficulty, role stagnation and lack of
group cohesiveness were comparatively greasrong private sector bank

employees.

Ridhi Shah (2018fonducted a study on factors of stress and its management
in private sector banks in Ahmedabad city. Primary data were collected from 220
private bank employees for the purpose. The study identified the participative style
of leadership addpd by private sector bank as favorable to both employees and the
organization forthe future Furthermore the study found an association between
certain psychological disorders suchasger, anxiety and worry and inability to
accomplish preferred levelf @roductivity and position of employees. Similarly
gender and working hours were also fouade associatedith few psychological
disorders. n the case of gender, the disorders includeder, inability to accomplish
preferred level of productivity andarcotic @d /or alcoholic consumptionn lthe
case of working hours, the associated disordeese anxiety and worry and
frustration and helplessness. The stathpdiscoverd an associatiorbetween such

psychological disorder@nd the experience efress.

Lalitha S(2017) established tlo®nnection betweeemotional intelligence
and occupational stressmong nationalized bank and privatemmercial bank
executives in Puducherry regiorriRary data were collecteflom Decembef015
to May 2016. The stydrevealed thaiut of 392 respondentd,94 executives
exhibited low level of emotional intelligence, 76 out of them showed average level
of emotional intelligence and only 59 showed sighkigh emotional intelligence.
Additionally the results also revieal that the male executives exhdata higher

level of emotional intelligence when compared to female executives.

The advancement, purpose and accomplishment of stress management
programs adopted by public and private sector banks and the influence of th

determinants like over load, power, inconsistencies and dguatie support from
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colleagueson occupational stress among bank employees in Delhi and NCR were
compared and examined by selecting different category of managerial level
employees using stified sampling and different branches of public and private
sector banks of Delhi and NCR were selected by employing simple random
sampling method. In this studgnshu Chaudhary (2017entified work overload

and work life imbalance among the respondguisticularly thosefrom nuclear
families. Anothemotablefinding was that both the private and public sector banks
employees were experiencingysical health isswadue tothe demandingwvorking

hours and seating culture prevalent in banlknayistry.

Beena PrakasfR017) examined the work stre#is,causes, coping strategies
and their impacton  motivation level of employees in the banking sector of
Mumbai. Job stress and coping strategies wéentas independent variables while
employee motivation as considered athe dependent variable. The analysis
indicates thecoping strategies anthe interaction factorof stress moderatéhe

relationship between stress and motivation.

Pratheep S (2017) scrutinized stress, impact @rahagement of stress
amongemployees of public sector banks in Coimbatore disffice sample for this
study included750 employees from 48 branches of 6 public sector banks namely
state bank of India, Canara Bank, Indian Bamklian Overseas bankJnion Bank
of Indiaand UnitedCommercial Bank asThe findings as provely the chi square
test revealed that employees who were below 35 years of age, female, top level
managers, employees with 25qears of experience, city employees and employees
who had been working for more th&hoursexperienced higher levels of stress

compared toother employees.

Work-related stress of the teachers and administrators of privately managed
business schools in West Bengal Bhatter College was stuslieg110 respondents
as sample. Bhuin, P., K2017 examined thoroughlyhe factors suchas role
overload, role ambiguity, role conflict, unreasonableroup andpolitical pressure,
responsibility forpersons,under participation, powerlessnesgpoor peer relations,

intrinsic impoverishmentJow status andstrenuousworking conditions etc.The
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study identified the occupational stress amemg teachers and administrators in
privately managedBusiness Schools in West Bengdlhe study concluded by
recommendindhatthe authorities musbe aware of theccurrence of workelated
stressamongteachers and educational administrators.

Vanitha A (2017)analysed the key aspects creates job stress among middle
level employees such as Manager, Assistant Manager, Training Officer, Cashier and
Clerk in selectedpublic sector banks. The studyso examined the influenasf
stress handling strategie® job satisfaction and employee performancesing
multistage sampling techniqu&315 middle level employees fraimp three leading
public sector banks, namely St&ank of India (SBI), Punjab National Bank (PNB)
and Bank of Baroda (BOB) in four top level population density districts Chennai,
Coimbatore, Madurai and Tiruchirappalli in Tamil Nadu were chose¢hesample.

Less chances for learning and developmentk laf apt interpersonal relation
between superiors and subordinates, extreme and tiresome working hours in the
banks and rigid targets were identified as causes of stress to the employees and in all
the three banks, coping strategiesre found positive iacton job satisfaction and
employee performance.

As the respondents comprise of a noteworthy portion (43.5%) of female
employees and majority belong to the age group eé8®@ears, domination of youth
and significance of women employees in the worldoo€ the public sector banks
were emphasized byandini, H. P. (2017)vhile scrutinizing occupational stress, its
impact and handling strategies on public sector bank employees in Mysoih€ity.
sample included70 respondentselected usingluster strafied random sampling
method from Mysuru city which has been divided into nine zones. The study also
disclosed the exhausting working conditions in the baarid comparativelyow
salaries in relation to the work load. Nevertheldhse employeesdemonstreed a

resilientoptimisticattitude

Ravindra Shrirang Deshmuk{2017 conducted a study focused stiess
management strategies implemenbgdcommercial banksith a specificemphasis

on the State Bank of Indiand itsemployees. He studied about orgational as
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well as individualstress management strategies employed by BBiis thesis, he
mentioned about State Bank of I ndia’ s h u
major causes of stress efithe study involved a sample @60 participantsout of

which 74.38% of the respondents were male. He found @hatjority of the

managerial level employees experienced éidévels of stresswhile clerical level

employeegpredominantly reported experiencing lowmo@derate levebf stress.

Destasio et al. (20}7 scrutinized the relationship betweensocio
demographic variables, individual resources, and gabsfaction in relation to
teacher burnoutA study sample of 194indergarten and primary school teachers
were selectedAccording tothis study, itwas foud t h a t happiness dnd jebs ’
satisfactionat schoolwere positively associated with reduceérsonal, work
related, and studentelated burnout. These associations were observed while
controlling consequences of socio demographic factors and perssoarces.

The 1 mpact of employees’ length of ser
public and private sector banks in Western Uttar Pradesh was scrutisingdthe
statistical techniques like percentage, average, multiple regression analysis,
ANOVA etc. Banks, their branches and the employees of the banksseleted
using convenience sampling methoBublic sector banks, namely, St&ank of
India, Punjab National Bank, Bank of Baroda, Oriental Bank of Commerce and
Canara Bankalong with pivate seatr banks such as HDFC Bank, ICICI Bank,
Kotak Mahindra Bank, Axis Bank and Yes Bank wergosenas the sample
banksThe final sample size consisted @8 branches from public banks wig®4
respondents and 52 branches fronvaie sector banks witR70 regpondents in
Western Uttar Pradesh were finally decided as sample Amizant Lakshendra
(2017)utilized Organizational role stre4©RS) Scalalevelopedoy Prof. Pareek to
measure ganizational role stresBata analysisevealed that there is no signéitt
effect of length of service with the banking sector and demographic variables on
e mp 1 o yrganizational role stressThe studysuggests potential for future

research by consideag organizational role stressan independentariable and job
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satsfaction, organizational commitmenand emotional intelligencas dependent

variables.

Punan Dhanaraj Kapade (2017) condedta researcbhn occupational stress
and coping strategies amongn gazetted police officers in Pune Distrigtean,
standard deviai o n , T test, ANOVA, Carl s Pear s
descriptive statistical tools and parametric and-parametric statistical tests were
used for data analysi®A sample of 864 nogazetted police officers from Pune
District wasselectedusing smple random sampling methodmong respondents,
75.826 were male. The results revealed that the pdftieers perceived stres®
be attributed tawo categories, operational stressors and organizational stressors.
The study declared that 58.98 of regpondentsopined as operational stressors are
the major sources of stress. Study also identified organizdtstressors as another
sourceof stress. Anothefinding from the analysis uncowet that 55.48%f the
respondents were experiencing aled sympms of mental stress whie6.90%
respondents informed that they have highels of physical stressAdditionally,

56.64 % of respondents exhibitmdmense behavioural indications of stress.

Rinju George (2016)nalsed psychological moderators affectisgress
coping mechanisms among young adufthis study involved a sample @b3
young adult participats consisting ofl81 male and 27#8malewith ages ranging
from 1840 years The participantselected fromvariousorganizations. The study
recognizedthe role of variables such as rejection sensitivity, humor souial
support on stress cog mechanisms. Ehstudy found eleven major categorads
stressors such as personal, familial, social, emotional, job related factors, marital,
financial, healthacademic, cognitive and psychologicitessors Majority of the
respondents experienced stresisnarily due to financial issues, lack of permanent

job and work over load.

The main objective of the study,”A comparative study on job stress of
traditionals c hedul ed bank and new private sector
to examinethe individual, occupational and organizational factors leading to stress

and the resulting occupationstress among the employees of traditional scheduled
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banks and new prate sector banks in Kerala. A sample of Zffployees from
TSBs and NPSBs waselected for the study and primary data were collected from
them. The collected data were analymsthgcomputersoftwaresuch as MS excel,
SPSS (version 20), and AMOS 8akious mathematical and statistical tools sash
PercentageMean, Standard Deviation, Correlation, Logistic Regression, Z test, Chi
square test and F tesere applied for the analysis. In the ehgeesh, P (201p
identified asignificant relationship beteen Stress and Personal factorsestrand
Occupational factors as well &ress and Organizational factéos both TSBsand
NPSBsemployeesThe studyalsoidentified that there ia significant distinction in
stresdevelsbetween the employee$ TSBs and NPSBs based on the results of Chi
Square test which categorized tpeoportion of employees experiencing low,
medium and high stress.

Seema Manju Kumari, S., M, & Rani, 016) considered the impaot
gender and types of school onaupational stess amongecondary school teachers
in their study. The researcheemployed descriptivestatistics fordata analysisand
the ample size is 120 secondary school teachers from Rohtak district. Stratified
random sampling method was used to select samphesstudy concludethat the
Government secondary school teachers are facingritewvels of occupational stress
in comparingto private school teachers. The study also found no significant

differencein job stress betweanale and femalesachers

Mali Vishalkumar Jagdishchandra (201®easuredhe impact of locus of
control m the stress levelbf managers working ipublic and private sectdranks
in South Gujaat region. Managers were the primaegpondents of this study. The
study identifi@l a higher pgsence ointernal locus of control and lower presence of

external locus of control amongethhespondents.

Role of personality traits in managing work life balance and stress and
factors affecting work life balance of bank employees in Jaipur region was
investigated by selecting 3@mployees from botprivate and public barskat all
levels selected usingtratified random sampling methoNeera Kundnani (2016)

revealed that the respondents having work life balance suffered less stress as
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compared to thoserho did nothavegoodwork life balance. It was also found that
there is no significant difference in the work life balance of public sector and private
sector, even then more number of public sector emplayessfoundto have work

life balance in compé#on to their counterparts

Rajitha K Pradeep(2016¢onducted a studyo investigate thecauss,
consequenceand management of stress among women managers by comparing
public sector and private sector banks in KerAlaample 0565 women managers
from BT, SBI, FB, CSB, HDFC and ICICI were selected for this study. In this
study, oveitime work in the banks was ackn@aged as a serious componentht®
discomfort of women managers lioth public and private sector banks. The study
identified that shortag of staff and externalities, work life issues, negative work
atmosphere and customer related problems have influence uponrrelaigd
anxiety in the women managers of publictee and private sector banks. One major
conclusions of this study was thaflaptability, selfcare, relaxation and creative
approach, and ladth concentration were effidee in reducing professional anxiety

amongwomen managers in public and private sector hanks

Chhaya Parihar (20163tudied about occupational stress and fretikgne
among public sector bank employees with special reference to Punjab National
Bank. The sample consisted D0 employees(@ male and 200 female) holding
various positions such aprobation officer, scale 2 officer, manager, deputy
manager, senior mager, chief manager ,clerk peon, special assistance etc. were
chosen as sample size using convenience sampling method. The study revealed that
occupational stress and anxiety were positively correlated to each other. Through
ANOVA test it was found that faity issues played a significant role in gestémng

stress.

P. Jeyabharathy2015) seeks to unfolthe stressexperienced byvomen
entrepreneurs in Madurai districd@he attempted to makelationshipbetweenthe
stresslevels and demographic proflef women entrepreneurs by suriey 300
womenwho were engaged in variobsisines in the fields of productionrading

and service activities. Only medium level job stress exists among the respondents
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due to external environment is the key observation Madibdoyesearcher through

this study.

Naina Sabherwal, D., A. (201%)tended to recognize the job stress suffered
by educators in Higher Educational Institutions in Pune and tb@ing strategies
He conducted the study by selecting 200 faculty membersaple size from
various disciplines. The stratified random sampling technique was used to select the
respondents. Variableshat may contribute tostress such aghe working
environment, work load, interactions with students, colleagues and the origemizat
as a whole, social gratitude, social statusweé&re thoroughly analysed this study.
Issues related téime management were significant source of strEssruptive
behavior of the students and pay related issues were found as other major stressors
Even then the intensity of stress was only low to moderate level and they were able
to perform well without its affect. The study coverfedulty members adll levels

with majoiity of them beingvomen.

A comparative study on pstress and the factoeentributing to itbetween
public and private sectors banks in Madurai district of Tamilnadu was conducted
among 700 employees from 1200 employees of 5 public and 5 private sector banks.
The sample was selecteding proportionate probability random sanmg method
andthe data were collectetthrough questionnaire. Chi square, ANOVA, factor
analysis, t- test, Arithmetic Mean and Standard Deviation and Linear Regression
were used as tools for data analysis. Bwpalakrishnan, R. (201&yposed the
resultas majority of the respondents were moderately stressed and identified the
need of finding solution for the same as it may cause high $éness andltimately

mayhave adverseffects on the job environment.

Gomathi, K. (2014) examined the impact anthanagement strategies of
stress among the bank managers in Vellore Disffine. sample included 310 male
staff (111 from private sector banks and 199 from public sector banks) by employed
convenient random sampling technique. Descriptive, 6 inferentiateR®ge
analysis, ttest, Ftest, ANOVA, standard deviation and Mean Deviation,-§juare

and structural equation model confirmatory factor analysis were applied for data
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analysis. The study revealed that the influence of role stress among the mahagers o
public and private sector banks svargely similarand educational qualifications

ard work experience significantly impacted the stress levels of managerial
employees

George, C.M. (2014) studied th@b stress amongank managers in Trichy,
Tamilnadu within both public and private sectonsng inclusion and exclusion
criteria. Descriptive statistics, Correlation analysis, Rank Correlationsdiiare
test for independence of attributes, t Test, ANOVA, Factor analysis and Pareto Chart
analysis were usefdr data analysis. The researcher found an important distinction
in the stressevel of the managers based their years of experiencéhat only low

level of stress was suffered managers witlmore than 21 years of experience.

A study emphasizing causeand measures job stresgh a sample o#5
employees of SBI and0 employees afiDFC bank in Ambala Cantt, Haryanbhe
study revealed thiw level stress exists among the enygles of both banks.
However theravas differencan the determinants of &$s between the twmanks
Nevertheless, employees frdmth banksexpressed satisfactiomith their working
environment.Negi, Poonam (2013) structurd@tle study and identified lack of
opportunity for development or progression as the reason for jats atrongthe
employees of SBI bank while workload was detectethasause of stressmong

HDFC bank employees.

Lakshmika, J Mohand2013) made efforts to analyse the stress related
aspectamongwomen employeem variousbanks in Vellore DistrictA sample of
500 women emplages from different banks Mellore district werechosen through
stratified sampling methodn the conclusion, it was revealed that the majority of
the respondents suffered with moderate lewkljob-related stress. It was also
corcludad that the factors such aele overload, role conflict, role arguity,
unprofitability, undefparticipation, powerlessness, strenuous working condition,
poor peer relationship, unreasonable group, and political peeasd responsibility
of individuals generatd moderate stress where as low status and intrinsic

impoverishmentwere found toproduce high levslof stress.
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Meghana R. Patel (2013) says that significant differanceccupational
stress between government school's teashend privde school's teacher
Government school teachers have déedsvels of occupational stress compared to
private school teachers. Additionally, a significant difference was observed between
teachers with less thabb yearsof experience and abwe 15 yearsexperience
teacherson occupational stress that thelow 15 yeas experienced teachers have

lower levels of occupational stress than above 15 years experienced teachers.

The effect of organisational role stress on overall job satisfaatidnstress
coping mechanism in public and private sector banks was measured by choosing
500 respondents, 250 each from Public sector Banks (SBI and PNB) and Private
sector Banks (HDFC Bank and ICICI Bank) as sample through the application of
multi stage stratified ranao sampling technique. In this studiidhi Dhawan
(2013) recognizedrole ambiguity and overall role stress as higher in the case of
private sector banks employees whidempared to those in public sector bank
employees. However, ithe case of organisatidngimate and relationship at work,
public sector bank employees suffered with high level of stress than empldyees o
private sector banks. Ammportant disparity in the stredsvels was observed
among private sector bank employees different hierarchcal leves with
organizational stress beingcognizedas more significant among middle level

employees when comparedttp- level employees.

Ritu (2013)examined occupational stress anddtging strategies among
managers irpublic and private sector bles in PunjabThe sample included50
managers from selected public sector baffste Bank of India, State Bank of
Patiala, Oriental Bank of Commerce, Punjab National Bank and Indian Bank) and
150 managers from private sector ban®FC Bank Ltd, ICICIBank and Axis
Bank) across30 districts of Punjab. The study identifidthtfemale bank managers
experienced work overload armidey were found to be more stressed ttl@nmale
managers in both public and private sedianksbecause of their double rsle

Another result exposed that as compared to aged and middle managers, young
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manager$acedadded stresdue to the factors such ke promotions, excess work

load insensitivesuperios, time demands and roéembiguity,

Hari Kumar P(2012) reveals thathe stress level of employedésnd to
decrease with the incraag age of the employeeEmployeesin the age group
below 30 yeargxperienceare the most stresd, followed by employees the age
group of 3340 yeas. Employees above 40 years tend todiatively less stressed
No significant variation observed the stress profiles of employees working across

various organizations.

Rosimeire Simprini Padulaa et al (2012) appraised the association between
occupational stress and work engagenaanong457 male and female workersan
metallurgical industryData collection was conducted with the use wégjionnaire
and the Job Stress Scale and Utrecht Work Engagement Scale were the tools for
analysis. The study identified an association between o¢onphstress and work

engagement.

A comparative study of role of stress amangployees in botlpublic and
private sector banks was conductedAni Devi (2012) The datacollected from
550 employees from 11 banks which include both public sector anatesector
banks. The research explorabout the sources and coping strategies of stress by
segmentinggemployees based dheir role stress experiences. The study has exposed
eight causal role related factors which lead to role stress amongst emplbyees o
commercial banks, namely, role indistinctness, role excess, role invasiveness, role
divergence, role augmentation, seéifminution, role fortification and resource
shortage. ‘ Ro 1l eemdrgedas tketmiost vital fiaetor for rolehstress
becase of unclear issuess, ambiguous directions, undefinedcope and
responsibilities in their roecreatestress. The relative demonstration of public and
private sector banks for the different dimensions of stiless pointed out that there
was no considetae difference between public andyate sector commercial banks
in terms of roleindistinctness, role invasiveness, role divergence;dselinution,

resource scarcity and role excess.
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R.Dhanaraj(2012) examined thanfluence of organizational variablesich
as conflict, blocked career, alienation, work overload, and adverse work
environment etc. on job stressith special reference to public sector bank
employees in ChennaA sample of 700 employees from natioleed banks in
Chennai city wasselectedusng random sampling technique. The pptation
includedthe employees ofState Bank of India, Canara Bank, Union Bank, Indian
Overseas Bank, Indian Bank, Syndicate Bank and Vijaya Bartkis study 56.0%
of the respondents were maleda63.6% of the eployees fellwithin the agegroup
of 30-40. A greater part of the employees experience rigorous -s&lessd
disorders ané multitudeof emotional issues mostly due to work pressure and work

life imbalance was the major conclusion of the study.

Thestug o n t PAcompasapive study of job stress among employees
of private and public sector dmedtd s in Di
determine andwaluate the height of stress experieshdy private and public sector
bank employees in Dindiguligtrict, Tamilnadu.Asrafi, S (2012) carried out the
research considering80 employees from 112 branches of public sector and 36
branches of private sector as sample size by using convenient sampling method.
Percentage analysis, Mean, Standard Deviat8i),(Chis quar e Te st Fried
T e s ttest, One way ANOVA Duncan Multiple Range Test (DMRT), Regression
Analysis , Discriminant Analysis, Factor analysis and Path Ana(§&$1 Model
were used for data analysiBhe study dislosed that the level dftress was higdr
among pivate sector bank employees compared to public sector emplopees.
intense competition, heavy workloads and incatifgpe work environment were
identified as key factors contributing the psychologicahnd physical troublesf
theemployees.

Manojkrishnan, C ((2011) conducted a study about reasarsl diverse
symptoms of stresand stress management among the executives in IT igdostr
Kerala (Technopark Campug) sample of 1300 employees wsslected by using
stratified sampling method. Strata were developledsed on thexperience of the

employees. Correlation analysis, rank correlation, ANOVA, Chi square test,
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weighted average and Z test were used for data analysis. The study discovered that
55.0 8 % of the executivéis Technopark campus constitutes male. It is found from

the study that 44 % of the executive stressed about the work to be completed in a
day by the morning itself and 39 % of them were thinking about leaving the job.

The nature of the burnout and its asseematvith the work life factors of
workload, control, reward, community, fairness, and values of special educators
teaching in a private school was inspected by Lawson (2011). The research
identified high correlation among these variables of burnout andwvtr&load,
control, reward, community, fairness, and values even then the respondents
displayed different contradictory responses in some areas such as elevated levels of

emotional exhaustion, reasonable level of weakness and little levels of pessimism

Paadigm shift in the work culture of employees which is attributable to
policy changes with globalization and liberalization, heightened competition and
advancement in technology was outlined by Nimarta Mann (2011). The employees
have been under tremendquessure to give their maximum at workplace. Some of
the research studies have established that abouthwdeof workers report high
levels of stress. Onguarter of employees view their jobs as the number one stressor

in their lives.

Emotionalintelligence and job stress among bank employeekmmu and
Kashmirusing 300 employees froth & K Bank Ltd and 300 from SBI including
both managerial and non managerial employees was studi&thdwkat Hussain
Gani (2011) While comparing with non managerial ftananagers of both SBI and
J & K Bank Ltd face higher level of Role Ambiguity. It was also found that both in
the case of SBI and J & K Bank Ltd, managers have excess work load than non

managers.

Employees in the coperative banking sector were moreessful than
nationalized bank employees and same was found in the case of anxiety also. This is
the first study in the banking sector of Aurangabad which dealt with occupational

satisfaction, stress and anxiety in the Bank employees. The researchesh Santo
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Savdekar (2011) tried to identify the differences in the job stress on different basis
like gender, nationalised banks andecp e r at i ve banks employees’
analysed the association between job satisfaction, stress and arki€ty.
respondets were randomly selected either from nationalised banks or frem co
operative banks. -Eest and L.S.D test were used as tools for data analysis. The
major findings of the study comprises that the nationalised bank employees are
more satisfied in their Jothan the employees in the cooperative banking sector and
female are more satisfied when compared to males in the case of job satisfaction.

But in the case of stress, there is no gender differentiation.

S. Amutha (2010) states that the Call Centre inglista system that aims at
greater profit than through full and direct involvement. This project goes into the
question of the physical and mental wellbeing of a large segment of the workforce of
this fledgling industry of call Centre and outsourcing, eesgdly women. The
entrepreneurs provide their workers with many privileges, and yet there are inherent
in the jobs connected with this industry many risks for the welfare of the workers in

terms of physical health and of mental health.

SumangalaC (2009)describes the occupation stress scale and coping skill
among the employees of information technology (IT) companies. The data obtained
from 600 employees for assessing and comparing the level of occupational stress
and coping strategies among the emplgyée this study, she found that there was
moderate occupational stress for the entire sample and all of these elected employees
have no significant influence of all subscales of stress like role overload, role
ambiguity, role conflict, unreasonable graaumd political pressure, responsibility for
persons, under participation, powerlessness, poor peer relations, intrinsic
impoverishment, low status, strenuous working condition and unpredictability. In
the findings, she says that only four coping mechanismasiely unproductive
coping mechanism, spiritual religious coping, healthy cognitive mechanisms and
unhealthy coping habits out of 8 coping mechanisms best predicted occupational

stress of the employees.
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The study entitled “A Pof WorkinglLitlegi c al St
Health Problems and Job Stress of Bank Emp
in the Quality of Working Life, Health Problems and Job Stress among different
category of employees based on their hierarchical levels rank, age, s&xgwor
situation etc. Vineeta Srivastava (2008lected 400 bank employees, 200 each
from both rural and urban area for the research. Purposive sampling method was
used and different categories of employees like male and female, managers,
employeeswhoarebove <c¢clerks’” position and c¢clerks

the sample and found differences in various hierarchical levels.

Reena, K K (2009) conducted a studyb o u t “Quality of wor
occupational stress among the library professionals ia Keto ‘tdetect the degree
and phases of “Quality of Work Life’ and
Professionals in Kerala. 300 qualified Library Professionals from Kerala were
considered as sample by using stratified sampling method Percentdgsisana
mean, onavay ANOVA, S ¢ h e fsfijuare test svere used rfod dat@ h i
anal ysis and interpretation. The hypothes:i
in Kerala having high level of “Quality of
thetull extent as 75.67% of respondents have
the population value for this lies in the interval (7088153) at 95% confidence
level. Anot her finding revealed that t her e

among theibrary Professionals in Kerala.

Young et al. (2007) scrutinized the influence of the selection, optimisation
and compensation in lessening job/ family stressors. While considering the aspects
of job stressors, the study identified great association ofksvaelection,
optimisation and compensation with job stressors in the case of individuals who got
little supervisor support than the individuals having adequate support from the

supervisors.

Bhawna Khosla (200®onducted a study in nationalised banksafioalysing
the reasons and measures for occupational stress in bank employees at managerial

and non management levels. The study also tried to understand the employee
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involvement, job satisfaction and quality of worklif@l8 respondents of 16
nationalizedbanks were taken as sample size. Bank employees under the age group
between 28 to 54 years were taken into consideration for the study. Survey method
was used for collecting primary data. Inter comparison of managerial cadre
employees of Punjab NationabBk, Canara Bank, Bank of Baroda and State Bank

of India done through this study. Finally the study revealed that managerial and non
managerial level employees in nationalised banks were confronting occupational
stress and it leads to job dissatisfactiémen then some level of occupational stress

causes constructive competition.

Aniljose, P S (2007imade inquiriesabout the issues causing depression and
effectiveness of interference in managing depression in adolescents. For the purpose,
he approached 3dtigher secondary school students of the age betwed® ff'om
three higher secondary schools from Thrissur, Malappuram and Kozhikode Districts
as sample. The study concluded with the following major findings. Greater stress
and harmful personal belief rdcted towards depression in adolescent children.
Study also identified that intervention is a successful practice for reducing stress and
depression and building self confidence among adolescent children.

This research examined the association of strébspersonal factors, family
factor, and official factors and its managemamiong bank employees in salem city
by considering 100 respondenfiresh S (200&ecognized family problems as the
most influencing factor on stress from the five factors cameid for this research
and it was followed by the "psychological" factor. Official, personal and social
factors were in the third, fourth and fifth positions respectively.

The degree and causes of stress and the behavioural pattern due to stress
among cokge students was the core facet of the study of Malathi, S (1996). For
this, she selected 1304 samples and constructed four scales namely; college student
stress scale, college student stress reaction scale, stress management scale for
college students ancbllege student time management scale. The results revealed
that stress among the college students was differing in their sex, type of college and

the area they belong to and the reactions were also different on these bases.
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This research work is based time levels of stress experiencethd the
professional competence of the heads of primary schools in K&wlapplying
stratified random sampling method, 275 heads of primary schools in Kerala were
chosen as the sample for the studypodul Kader Paramba2000) employed
statistical tools such as means, estimation of percentages, correlation analysis, Chi
square test, multiple linear regression analysis and principal component analysis for
the data analysis. The study revealed that there was no notewiféingnce on the
basis of age, sex ,educational qualification and marital status in stress but the heads
of the schools having experience of 21 to 30 years of experience were facing more
stress when compared to the group those having an experience ef thaor30

years.

b

In this study, employee’s occupational
four categories of banks namely SBI and its associates, other nationalised banks,
Indian private banks and foreign banks in Chennai. 690 employees were taken as
sanple. The sample includes 309 respondents from nationalised banks, 132 from
SBI, 36 respondents from Indian private banks and 213 respondents from foreign
banks. Through this study researcher identified that there is no much difference in
the stress leveldiween the employees of nationalised banks and S&8hnya, A
S(1999)covered various sources of job stress including individual stressors, group
stressors and organisational stressors. Weighted average analysis, correlation
analysis, ANOVA, critical rab analysis and percentages were used as tools of
analysis for this study. From the analysis she found that the bank employees
experienced fatigue to some extent and she further explained that occupational stress

has influence upon quality of work in banks.

Positive perception of the employees about the relationship with
management lead to greater employee satisfaction and lesser job Ageswal, T
and Krishna,M (1998). On the other hand, negative perception about the relationship
with the managementdes to lesser satisfaction and greater job stHsgxamined
job satisfaction and job stress of employees of two private organisations under three

hierarchical ranks.
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2.6 Research Gap

125 literature review conducted on the available knowledgk rasearch
related to Banking Revolution, Merger, Human Resource Management and Stress
Management. Based on the information collected through the review of literature
related to Banking Revolution, it was identified that in recent years there has been
an increased focusf researchers on banking sector refor(®avithri, 2007
Jasveen Kaur, 2003 and Karamijit Singh ,2003) ,performance of the banking sector
in the post reform periods@ntha, 201and Mishra2001)) attitude of bank officials
on reforms(Sudhakaran ,2009privatization on bank performance(Sathye, 2005),
comparison of public and private sector barfksdja, 2018Ramya Krishnan2015
and Kalidas, 2007) and acceptana@nd profitability oftechnological diffusion in
banking sector( Vishnu Laxman, 2018) and Rahul, 2015) and ihas not been
elucidated the possibility of stress among the personnel due to banking

reforms.

From the merger related 21 literature reviews, 13 were associated with
banking sector. 9 studies among the 21 mergataelliterature reviews addressed
the questions related to human resource, in which 5 connected with banking sector
and out of five, only two dealt with stress in which one was conducted in([Ddia
K.A. Goyal and Vijay Joshi2012)Merger of State Bankf Saurashtra with SBI
was mentioned in two studies, But only one discussed the human resource aspects
(Richa Agrawal,2017Bharath, K. A,2021) assessédancial performance dbtate
Bank of India and its associate bartafore and after mergefThus o studies
reported about the influence of recent SBB I mer ger upon acquir
women employees in generating stress. As merger of SBI with its associated banks
including BMB and SBT is the first ever large scale merger in the Indian banking
industry and the majority of the research literature on banking mergers and
acquisitions has focused on t he overall
problems and possibilities due to large mergers in the banking industry is required
especially about women. Becaugethis area, no studies specified about women in

Kerala and female workforce participation rate in Kerala gre@4t8 percenfrom
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20.4 per cent in 20189. But the gender gap in LPR in Kerala is quite large as male
LPR is 57.8 percent.

From the reviws related to human resource management, it was identified
that the women exhibits a lesser level of job satisfaction when compared to men
while bearing in mind the aspect wetdfamily conflict (Salguero, 2010). 81 stress
related studies were reviewel5 among them was related to banking sector.
YashodaA. (2020) winded up her study with the conclusion that female employees
felt more stress in banking and insurance companies. Even though im&vgemnot
been studied as a cause of stress in all theeatiire reviews.

The purpose of this research is to address the issues of women employees in
the context of merger of SBT with SBI.
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CHAPTER 3

STRESS AND MERGER IN THE BANKING
SECTOR —AN OVERVIEW

3.1 Introduction

The chapter 2leals with a critical analysis of the existing literature review in
the field. This chapter tries to make an overview of the stress and merger in the
banking sectorThe merger in the banking industry may cause the fear of change,
the nervousness, the o®f selfesteem and ultimately it may lead to stress and
anxiety. There are different types of banking institutions in India, including joint
sector, nationalised sector, specialised corporate financial instituticopecative

sector, and foreign sectf_akshmi,n.d.)".

The development of the economy, its expansion, and the provision of capital
for investment are the three primary roles of banks. Due to the principles and
impacts of globalisation, the banking industry has seen numerous changes in the
modern period. Both structurally and tactically, these developments have affected
this sector. This industry has used a variety of techniques to be effective and
advance in the global era despite the changing environment. As bank consolidation

progressedsuch method became more often used.( Devarajappa, 2012)
3.2 Banking Revolution

Bank is a financial institution that has been granted permission by state or
national government to manage funds by accepting deposits, extending loans, and
investing in secuties. Commercial banking in India dates back to the era before

independence. The Presidency banks were made up of the Bank of Madras, the Bank

! Lakshmi,R. (n.d.).Impact Of Work Life Balance And Stress Management Among

Women Employees In Public Sector Bdilsctoral dissertationhttp://hdl.
handle.net/10603/225593

Devarajappa, S. (2012). Mergers in Indian Banks: A Study on Mergers of HDFC Bank
Ltd and Centurion Bank of Punjab Ltehternational Journal of Marketing, Financial
Services & Management Resealdd): 3342.
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of Bombay, and the Bank of Bengal. The three presidential banks were governed by
the Royal Charter. Their opei@is were restricted to serving the needs of the East
India Company. There were numerous private sector bank failures throughout the
years before independence.

In 1949, the Reserve Bank of India was given responsibility for regulating
and overseeing the bking industry after India gained independence in order to
safeguard the interests of depositors. During this time, large industrial houses that
exhibited oligopolistic traits owned and controlled commercial banks. Small scale
industry and agriculture wergnored. The nationalisation of significant commercial
banks in 1969 and 1980 helped the government's socialist goals come to fruition.
Commercial bank nationalisation was a mixed blessing. The focus shifted away
from industry and towards agriculture. Wia rise in branches opening up in every
nook andcornerof the nation, mass banking replaced class banking. Nonetheless,
nationalisation brought about its own issues, such as excessive bureaucracy, red
tape, and disruptive union tactics. We had an orgdrsystem for allocating credit,
with various interest rates for various uses and automatic monetization of the budget
deficit and financial repression. Technology played a small part, and service quality
wasn't given enough weight. Banks' prudential saeagl were inadequate and they
didn't have a good risk management framework in place. All of them contributed to
low profitability and poor asset quality. The issues persisted in the form of unsettled
nonperforming assets, substandard managerial abilines, persistently low
operating results. Before 1991, financial reform was started by the Sukhmoy
Chakravarthi Committee (1983) and the Vaghul Committee Report (1987).

The current set of reforms is based on Report | (1991) andf lthe
Narasirnham  Commie  (B98).The first Narasimham  Committee's
recommendations were related with general problems with monetary policy, Bank
strengthening measuraseasures to improve financial sector free competition and
concerns with financial sector regulation and sugérwmi. The second generation of
revisions incorporates a number of recommendations made by the second

Narasimham committee. They were
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1. Taking actions to bolster the capital base and thereby the banking system's
underlying structure

2. Technology upgrade andlaged issue resolution.

s Systemic structural changes, such as issues with mergers and consolidations.

Micro level policies introduced initiatives to increase competition,
operational autonomy, and partial public ownership disinvestment in public sector
banks. Another trend was the entry of new private and foreign banks. The changes
included steps to fortify the institutional foundation of the banking industry.

Reforms in the banking industry also involved technological advancements.

Yet, the central barskcontinue to have the authority for oversight eodtrol The

reform initiatives were launched in two stages. The first stage aimed at giving the
banking industry the foundation it needed to function with operational flexibility and
financial independer As a result of the first phase's policies, the banking system
was consolidated, universal banking was established, weak public sector banks were
reorganised, and scientific bankipacticesvere adoptedlhe face of the Indian
banking system has champeoticeably as a result of these reforms. To achieve the
goal of developing anarket drivencompetitive economy, a sound and effective
financial system is crucial. (Savithri, N. 2087As per the Report on Trend and
Progress of Banking in India, RBI, @®, the 12 partially privatized PSBs were the
State Bank of India, State Bank of Bikaner and Jaipur, Oriental Bank of Commerce,
Dena Bank, Bank of Baroda, Bank of India, Corporation Bank, State Bank of
Travancore, Syndicate Bank, Vijaya Bank, AndBeak,and Indian Overseas Bank
(Sathye, M. 2005.

Savithri,N. (2007).Impact of new economic policy on banking sector in Kerala An
analysis with special reference to Thrissur Distfl@bctoral dissertationhttp://
hdl.handle.net/10603/20287

Sathye M. (2005).Privatization, performance, and efficiency: A study of Indian
Banks Vikalpa: The Journal for Decision Makei30(1), 7-

16. https://doi.org/10.1177/0256090920050102
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3.3 Mergers in Indian Banking Industry

The structure of the Indian banking sector has changed significantly since the
early 1990s as a result of deregulation and liberalisation, as well as divestment of
public sector banks, admission of foreign banks, and mergers of many banks in India
and around the world. Since 1991, the Government of India and the Reserve Bank of
India has implemented financial sector reforms and policies that have resulted in a
high rateof growth. (Kalidas, 2007, In the banking sector, merger of New Bank of
India (NBI) with Punjab National Bank (PNB) (199394 ) was the first ever
merger between two nationalized banks. In February 2000, HDFC Bank and Times
Bank which was found by Theifies Group, India's largest media company were
merged. This was the first merger of two new generation private sector banks in
India. The Bank of Madurai merged with ICICI Bank Limited on March 10, 2001, in
accordance with the Banking Regulation Act of Q9KCICI and two of its wholly
owned retail finance subsidiaries, ICICI Personal Financial Services Limited and
ICICI Capital Services Limited, merged with ICICI Bank in October 2001. Some of
the major mergers in the Indian banking industry occurred ir2,28@en Bank of
Benaras merged with Bank of Barod@ 2004, IDBI (Industrial Development Bank
of India) took over its own subsidiary IDBI Barikhe former Global Trust Bank{e
GTB) was merged with Oriental Bank of Commerce (how PNB) and as per the
Governnent of India notification dated 13.08.2004.

Banking services is a major sector of the Indian economy that is rapidly
expanding. Its contribution to the nation's Gross Domestic Product (GDP) with the
service industry has increased from 2.78% in 188@o 681% in 200304. During
200506, this sector of the Indian economy experienced annual growth of 10.3
percentin 2005, Centurion Bank and Bank of Punjab merged. This merger resulted
in the establishment of Centurion Bank of Punjab. Later Centurion BaRkmgéb
was acquired by HDFC Bank in 2008n 2006, IDBI acquired United Western

> Kalidas,M. G. (2007)Financial services marketing a study on marketing practices of

banks in Kerala on service quality dimensi¢Dsctoral dissertationhttp://hdl.handle.
net/10603/20950
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Bank, and in 2007, ICICI Bank acquired Bank of Sangli. In 2008, the first of seven
mergers between SBI and its associate banks occurred between State Bank of India
and State Bnk of SaurashtraAnother notable mergers and acquisitions in recent
years in India include the acquisition Bank of Rajasthan by ICICI Bank in 2010
andthe merger of Kotak Mahindra and ING Vysya Bank in 2014,

In 2017, there were 27 public sector bamkdndia. SBI acquired its six
associate banks, namely State Bank of Bikaner and Jaipur, State Bank of Hyderabad,
State Bank of Patiala, State Bank of Travancore, State Bank of Mysore, and
Bharatiya Mahila Bank, in 2017. Vijaya Bank, Dena Bank, and BdnRamoda
merged on April 1, 20190n March 4, 2020, the Union cabinet approved the
consolidation ofOriental Bank of CommercgOBC)and United Bank of India into
Punjab National Bank (PNB), Syndicate Bank into Canara Bank, Andhra Bank and
Corporation Banknto Union Bank of India, and Allahabad Bank into Indian Bank
and it was implemented with effect from April 1, 2020. Following these mergers, the
country now has 12 public sector banks, including State Bank of India (SBI) and
Bank of Baroda (BoB). As a ral, there will be seven large public sector banks and

five smaller ones.
3.4 State Bank of India(SBI)

The state bank of India (SBI) is a global, publicly traded provider of banking
and financial services with its corporate headquarters in Mumbai; Msteedt is
a governmenbwned company. The Imperial Bank of India was formed after the
merger of Bank of Madras with the other presidency bankslohial India such as
Bank of Bombay and Bank of Bengal in 192¥hen the First Five Year Plan was
introduwed in 1951; the development of rural India was given top emphidsss.
commercial banks in India, including the Imperial Bank of India, had until that point
restricted their operations to the urban sector and were not prepared to address the
urgent requiements of rural economic revitalization. Because of this, the All India
Rural Credit Survey Committee proposed that the IBI be taken over in order to
create a statpartnered and statponsored bank in order to assist the economy

generally or all segmentd society, and the rural sector in particular. In May 1955,
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Parliament approved a corresponding statute. On July 1, 1955, the Imperial Bank of
India was nationalized and renamed as SBI with the reserve bank of India (RBI)
taking a 60% stake. In 1959, tiseate Bank of India (Subsidiary Banks) Act was
passed, allowing the Bank to become the subsidiary of eight formeiaffibsted

banks (later named associates). Since 1973, the Bank has been actively engaged in
the charitable activity known as communityervices banking. All of its
administrative and branch offices across the nation support and take part in
numer ous social and humanitarian endeavor
government in 2008&BI initiated its firstever merger of its associdtanks, starting

with the smallest associated state bank of Saurashtra, which had 460 branches, in
August 2008, lowering the number of associate state banks from sevenS8Isx.
network of branches expanded by 470 branches as a result of the acgafsgtate

Bank of Indore in August 2010. (Bharath, K. A. 202IJhe largest commercial

bank in India, SBI, merged with six of its affiliate banks in 2017, including the State
Bank of Bikaner and Jaipur, the State Bank of Hyderabad, the State Bankatd,Pati

the State Bank of Travancore, the State Bank of Mysore, and Bharatiya Mahila
Bank.

3.5 StateBank of Travancore (SBT)

State Bank of Travancore (SBT) was a significant partner of State Bank of
India and a large Indian bank with its headquarters inuVananthapuram, Kerala.
SBT has both public and private stockholders while being a State Bank Group
subsidiary. SBT acquired a number of small private banks in Kerala between 1959
and 1965. SBT obtained the assets and liabilities of-Mezantile Bankn 1959,
and Travancore Forward Bank, Kottayam Orient Bank, and Bank of New India in
1961. The bank acquired Vasudevdasam Bank and Cochin Nayar Bank, Latin
Christian Bank and Champakulam Catholic Bank in 1963 and 1964 respectively. In
1965, it procuredhe Bank of Alwaye and the Chaldean Syrian Bahkvas a

®  BharathK. A. (2021).Pre and post merger financial performance analysis of State

Bank of India and its associate barfjkectoral dissertationhttp://hdl.handle.
net/10603/358554
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leading bank of Kerala and had a network of 1,157 branches and 1,602 ATMs
overall as of March 31, 2015, serving 18 states and 3 union territories. The Union
Cabinet approved a plan to merge SBT atiter affiliated banks of SBI with SBI

on February 15, 2017, it formally merged hvitts parent bank (Bharath, K.. A
2021).

3.6 Merger of SBI and its Associate Banks

The first of seven mergers between SBI and its associate banks was between
State Bank ofridia and State Bank of Saurashtra in 2088accordance with the
necessary crucial initiative for banking sector consolidation, the merger proposal of
SBI and its its six associate banks, including State Bank of Hyderabad, State Bank
of Patiala, State B&nof Travancore, State Bank of Mysore, State Bank of Bikaner
and Jaipur, and Bharatiya Mahila Bank was revealed in May 2016 in the Union
Budget by Finance Minister Mr. Arun Jaitley. On June 15, 2016, the central
government approved the merger and finatlicame into existence in 1st April
2017. The State Banks (Repeal and Amendment) Bill of 2017 was approved by the
LokSabha in August 2017 and modifies the State Bank of India (SBI) Act of 1955
by deleting references to subsidiary barfksbsidiary banks weracquired by the
SBI, and they are no longer in existence. The SBI (Subsidiary Banks) Act of 1959
and the State Bank of Hyderabad Act of 1956 had to be repealed, the government
decided. Weight of mounting bad loans, improvement in operating efficiency,
governance, and accountability, facilitating effective monitoring, building globally
stronger banks, reducing overlap in procedure and communications, make use of
economies of scale to bring down costs, to develop-gexeration banks with a
strong natioal presence and global outreach and enhancement of credit capacity
were emphasized as the key reasons for the mergers in the banking(Beet@th,
K. A. 2021)

Each organisation has a structure of roles, responsibilities, and positions.
Roles define pdicular patterns of behaviour relevant to any position within an
organisation and initially emerge from work requirements. In this form, roles might

be defined as established patterns of conduct that members of the organisation are
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expected to exhibit. Aftough roles played on a personal level also influence and are
influenced by one another, it is crucial to comprehend the dynamics of "role" at
work because it is through this "role" that a person interacts and is absorbed into the
system(Lakshendra2017) .Merger may alter roles responsibilities, and positions of

employees. This may cause stress.
3.7 Working Women

A woman'spriorities shouldincludeherfamily andherprofessionMostwo
mentakeon a professiornto supporttheir families becaus®f the quick changesn lif
estyle,socialstructure andeconomicconditions.Studyinghow womenmanagevor
k andlife hasincreasedmportanceasmorewomensharefinancialresponsibilitied
orthewelfareoftheirf a mi 1 i es. The increasiniipthe rend of
work force population along with a shift in priorities towards work and familial
commitments has aroused the issue of managing dual responsibilities. As a result, a
feeling of stress and i1isolation 1s develo
working in all industries at various managerial levels experience stress, and the type
of the stress varies by sector due to requirements, organisational structure of the

sector, job profile, and family set up.

When compared to male managers, female nmemsagave lessjuality of
work life, family to work positive interaction and work performance (Prajisha
2016§"

3.8 Job Stress

Job stress is a typical experience that can be brought on by a variety of
things, including heavy workloads, aggressive deadlinés;personal issues, and a

lack of control. It's crucial to discover good coping mechanisms for stress, such as

LakshendraA. (2017).Impact of Employees Length of Service on Role Stress A
Comparative Analysis of Public and Private Sector Banks in Western Uttar
PradeshDoctoral dissertationhttp://hdl.handle.net/10603/216106

PrajishaK. (2016).Impact of Work Family Interaction on the Quality of Worklife and
Performance of Bank Managers in Kerdloctoral dissertationhttp://hdl.handle.net/
10603/213194
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using relaxation techniques, keeping a healthy vifekbalance, and getting help
when necessary. Consider talking to your supervisor abmut worries if you're
feeling overburdened or obtaining advice from a mental health expert (Vanitha,
2017Y"

3.9 Types of Job Stress
There are several types of job stress, including:

Physical Stress This is brought on by the physical demands and ciramost of
the job, such as extended workdays, taxing duties, or exposure to dangerous settings.

Psychological StressThis type of stress involves mental and emotional exhaustion
and is frequently brought on by heavy workloads, short deadlines, or competing

priorities.

Interpersonal stress This type of stress results from tense interactions with
coworkers, managers, or clients and can cause disagreements, communication

problems, and a hostile work environment.

Role ambiguity: This problem arises when staffembers are uncertain about their

roles, which causes uncertainty, annoyance, and a lack of direction.

Role conflict This occurs when an employee must complete tasks or expectations

that are incompatible, creating friction and making it difficult to managprities.

Work -life imbalance: Occurs when personal and professional obligations are not

balanced, and it causes stress, burnout, and a decline in wellbeing.

Employment Development Concerns Apprehensionsabout work security,
prospects for progress, drlack of growth can cause stress, which can cause

unhappiness and anxiety.

®  Vanitha,A. (2017).A study on occupational stress among the employees in public

sector bank$Doctoral dissertationhttp://hdl.handle.net/10603/196855
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Task control stress develops when workers feel powerless and frustrated because

they have no control over the tasks or decisions they do.

Environmental stress A condition that caraffect weltbeing and productivity and
is related to elements including noise, temperature, lighting, and general workstation

circumstances.

Technological Stress Associated with quick changes in tools, software, or
technology that can make it difficulbif staff to adjust and result in frustration and

anxiety.

Financial stress Impacts overall job satisfaction because it results from unstable

employment, poor pay, or personal financial hardships.

Each person's experience of job stress can vary, and anatiob of these
factors might contribute to their overall stress levBlscupational stress can affect
people in a variety of ways, including how they feel, think, and behave. Burnout,
anxiety, despair, poor work performance, and even health problerhsliig
cardiovascular disorders can result from it. These effects can be lessened by
practicing stress management strategies including time management and relaxation.
Numerous variables, such as heavy workloads, a lack of task management, poor
work-life baance, unclear job objectives, insufficient resources, a lack of social
support, and job instability, can contribute to workplace stress. Workplace stress can
also be influenced by other elements like organisational culture, interpersonal issues,

and roleambiguity.

Even though negative aspects of stress are there, it can have a beneficial
effect on employees, as it can help to maintain focus and motivate them to complete
their task with greater enthusiasm in response to impending deadlines. If employees
are concerned about the prospect of losing their job, stress can motivate them to

improve their performance (Jyoti 2019)

10 Jyoti,S. (2019)Impact of job stress on employee attrition a study of selected private

sector banKkDoctoral dissertationhttp://hdl.handle.net/10603/240321
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3.10 Stressorsassociated with Mergers

As per the study of (Vijay and Goyal, 20¥2Uncertainty, Insecurity, Fears
concerning job lss, Nature and Quality of Job, Nature and Quality of Job, Changes
in Salary, Authority and PowgelChange Process, Working Hours and Workload,
Technological Problem at Work, Group Differences, Communication, Cultural
Clash etc. were identified as mergeressors. This will enable us to better
comprehend the human element, which should be taken into account prior to
merging. A focus on these elements will increase the likelihood that mergers will
succeed.

Uncertainty: This is one of the basic factors, whicbntributes in the level of stress
among employees. When a merger is announced, it is obvious that the level of
uncertainty among employees about various factors increases; this is because of a
lack of proper information, employees start raising questiosit their future. It is

a fairly common phenomenon in the private sector that life and career of employees
are heavily dependent on the environmental factors of business.

Insecurity: While theemployees find out about the merger, they think that théy wi

be adopted or not by the company that is merging them. If they get adopted by the
company that’ s mer ging them, then whether
company’ s work environment, etc.., these ar

stress amongmployees.

Fears concerning job loss: Employees' first and biggest reaction to the merger
and acquisition is uncertainty about their future. They don't know if they should stay
or leave their job, and this uncertainty causes a lot of stress for tf'gelmedn said
t hat mer ger s make employees of transferor

jobs, and this can cause a lot of stress.

11

Vijay, J., & Goyal K. A. (2012). Stess Management among Bank Employees: With
Reference to Mergers and Acquisitiohgernational Journal of Business and
Commercel(5).
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Nature and Quality of Job: The postmerger work culture has caused a lot of
stress for employees, as the growth procesg$® about a lot of changes. This can

be overwhelming and can lead to stress. Restructuring is the most important part of
the growth process, so banks need to focus on their employees to make sure they're
doing their best. Mylonakis' 2006 paper shows tih& restructuring process in
Europe and around the world has had a huge impact on job and job quality. It's safe
to say that mergers and acquisitions have had a big impact on the lives of bank
employees, even before the introduction of new tech in banking

Changes in Salary, Authority and Power:When a small company merges into a

big one, employees get a raise in salary and their job is improved and improved by
the new company. But sometimes this is due to other things like higher expectations
from managemnt, which puts pressure on employees' minds and causes stress. For
example, in Geete's 2011 article, he looked at the merger of SBI and its subsidiary
SBI of Indore. He found that the bank's profitability went up, its network got bigger,

it made more mong and it was ranked higher in the world. Even though most of the
employees were happy with the merger because they got better salaries and
customers were happy because they got access to more services. But we've also seen
some protests from the employeelsthe bank, which were against the merger.
Stress can vary from one bank to another, and this could be a topic for more

research.

Change ProcessWhen it comes to mergers, acquisitions and restructuring, it's no
surprise that the way people act and thimk be affected. This can lead to an
increase in stress for employees. In Rafferty & Restubog's 2001 study, they looked
at how two measures of change process, plus a measure of change context, affected
how employees felt about a merger. They used a latigal study to measure how

they felt about it. Poor change history was linked to poor commitment to change, but
as more people attended formal change info sessions, their anxiety went down.
High-quality change info was linked to anxiety, but it was alsé#eld to good
affective commitment. Good affective commitment was linked to job satisfaction,

but it was linked to bad intention, which was linked to voluntary turnover.
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Working Hours and Workload: Krantz (2005), Berntsson (20064d). (2007a)

and Lundbey (2007 conducted a study to investigate the relationship between
reported symptoms in whieollar male and female employees. To this end, a
guestionnaire was sent to 1300 whatdlar male employees and 1300 female
employees. The questionnaire includetbrmation on total workload, subjective
indices of work stress, and child care and wadkd care interactions. The authors
concluded that it is important to consider the relationship between working life and
personal circumstances, as well as the aufiton between the two, in order to

reduce streseelated health issues in both genders

Technological Problem at Work: Since the introduction of ICT, it has become
essential for all organizations to embrace technological progress. Therefore,
employees bthe organization should be required to undergo technological training
programmes. Without such training, the level of stress would be significantly
increased. A longitudinal study conducted by Schraeder (2006) and Swamidass
(2006) revealed that individlsawith a higher pr&hange level of role ambiguity
responded more negatively to technological changes than those with a lower level of
involvement. In the event of a merger, it is likely that the acquiring firm may have
the latest and most advanced tedbgp in the workplace, so in such a case, skill
enhancement programmers should be conducted for employees who are not familiar

with the technical aspects of the work.

Group Differences: Due to different work styles and cultural differences, it can
take tme for two sets of bank employees to get along with one another when there is
a merger. Group disparities persist after mergers, which generates tension among
employees, as indicated by Panchal and Cartwright (2001).

Communication: According to Schweigeand Denisi (1991), employees could
benefit from realistic communication during a merger process in the form of a
realistic merger preview. Employee dissent and a reported lack of communication
were recent findings in the case of the bank of RajastharahttlICICI Bank Ltd.
merger. The aforementioned stressor has an impact on employees' attitudes and

behaviours. How an organisation should handle the circumstances that cause the

91



Stress and Merger in the Banking Seetdn Overview

employee attitude and behaviour changes listed below is one of the topicsdtiat

more research.

Cultural Clash: Tt s possible that a ‘clash?”’ 0
organisations with different cultures, values, habits and styles join forces, which can

r

have negative i mpact s on the izatighaln i s at i or

members are so deeply embedded i1in thei
affects their behaviour. When they’re
their performance is bound to suffer. This can have a positive or negative effect on
the performance of the organizatidrhe case study on the Merging of Two Mutual
Saving Banks' Institutions from the Point of View of Organizational Culture (1985)
demonstrates that, even within the same sector, there are considerable challenges
associatedvith the integration of two distinct, yet viable, organizational cultures.
The study collected data on organisational culture and organizational climate, which
were analyzed through interviews conducted prior to and subsequent to the merger,

observationsarchived data, and questionnaires.
3.11 Effects of Merger Stressors on Employees

The effects of stressors on employees' attitudes and behavior are a natural
consequence of the changes in both internal and external environments. It is widely
accepted fronthe learning perspective that these changes will inevitably lead to
changes in behavior, and thus, the behavior of the employees will influence the
behavior of the organization, its discipline and its work culture. According to
Hassan, R., (2010), mergemsd acquisitions (M&A) can have a significant effect on
the wellbeing of employees, the quality of their work, the performance of the team,
and the performance of the organization. To mitigate the negative effects of M&A,
organizations must employ the appriate approach and strategies, and pay
particular attention to the effective management of the acquired employees. This can
help organizations to recover and improve their performance in a shorter period of

time.
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The effects of mergers and acquisitiara lead to a high rate of employee
turnover, as employees may be dissatisfied with the work or remuneration they
receive in their new employer. This may result in employees looking for new
employment opportunities, which can have a detrimental effecherbank and
other companiedMany studies have been conducted on the human relations issues
faced by enterprises; however, absenteeism in employees can be caused by a variety
of issues related to their job. If an employee is forced to change their jole,ptof
can become a major reason for them to be absent, as they attempt to avoid stress.
Therefore, it is essential to take these issues seriously, as they can have a direct
impact on the company's productivity. Nikandrou (2000) correctly points out those
acquisitions often have a detrimental effect on employee behavior, leading to
counterproductive practices, absences, low morale, and job dissatisfadten.
Indian banking sector witnessed a strike on the occasion of the announcement of the
merger betweae the largest private sector bank in the country, ICICI Bank, Ltd.
(ICICI) and the Bank Of Rajasthan Ltd (BoR). At the time of the merger
announcement, all three major employee unions in BoR, namely the AIBE
Federation, the AIBE Officers' Association ahe tAHCBHMK Sangh, called for a
strike in order to demand the termination of the merger proposal. This strike is a
powerful manifestation of employee behavior in the context of growth strategies
such as mergers and acquisitions, and the issue of emplpgessgition of mergers
needs to be addressed by researchers and thinkers to convert mergers into synergies.
The value of mergers and acquisitions cannot be fully realized without the positive

input of employees.

When new personnel are hired, it is essémbiagnsure that their grievances
are adequately addressed in order to integrate them into the working environment.
This is especially important from the perspective of organizational objectives, as we
understand that only an employee who is satisfied szdisfy the customer, and
customer satisfaction is a fundamental requirement in today's highly competitive

business environment.
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3.12 Stress Management Strategies

Organisations can lessen stress by promoting more organisational
communication with theistaff in order to prevent role ambiguity or conflict. The
perceptions of employees may also change as a result of effective communication.
Managers can utilise more effective indicators and symbols that staff members
cannot misinterpret. The pressure ofdireg a certain position will be lessened by
encouraging employee decision making. Organisation can enhance the freedom and
accountability of the employees while giving them enlightening and timely
feedback. The organisation should define detailed, imgpieind realistic goals. The
employees must receive feedback on how well they are achieving these goals.
Decentralisation, implementation of a compensation scheme that distributes
incentives fairly, encouragement of job rotation and job enrichment, provedi
safe and equitable work environment, use of a productive hiring and orientation
procedure and express gratitude to the staff will be helpful in managing the stress of

the employees and achieving the company's objectBleiréng, 2017f
3.13 Interventions for Merger Stress Management
Avoidance

The purpose of avoidance interventions is to minimize the occurrence of
stressinducing merger events. However, avoidance may be challenging due to the
fact that the management of the acquired firm may havietintontrol over such
events. As control is possible in the early stages of a banking merger in the Indian
banking sector, the Government can accept this type of intervention if the executives

of both the acquiring and the acquired banks agree.

12 shrirang,D. R. (2017)A study on stress management of employees at commercial

banks  with  special reference to statebank of indigDoctoral
dissertation]http://hdl.handle.net/10603/153569

94


http://hdl.handle.net/10603/153569

Stress and Merger in the Banking Seetdn Overview
Reassegsent

Reassessmeld the alteration of an employee's initial cognitive perception
of a situation following a merger. Through the receipt of new and precise
information from management, and the willingness of employees to reflect on it, the

stress caused @mbiguity and speculation can be alleviated.
Stress management / Consultations with professionals

When the need for this type of intervention arises, employees may already
have reacted to the merger events and may demonstrate signs of stress. flésiseir st
responses are not addressed for an extended period of time, many of the stress
related outcomes previously discussed may occur, includingtéwnghealth issues.

For those who are not suffering from serious dysfunctions, there arersilestion
strategies available. If dysfunctions escalate to a point of extreme anger, depression,

or feelings of helplessness, it is recommended that a professional be consulted.
3.14 Conclusion

Human Resource professionals should be actively involveleirdécision
making process when it comes to downsizing, merging, and/or acquiring. Utilizing a
successful communication strategy can help to reduce the impact of stressors such as
uncertainty, insecurity, and fear of losing one's job. Additionally, employe
development programs can be implemented to ensure that employees are aware of
the working environment of the acquiring firm. By utilizing stress management and

professional assistance, employees can be expected to perform at their best.
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CHAPTER 4
ANALYSIS AND INTERPRETATIONS

PART A

Occupational stress among the women employees due to SEBT merger
4.1.1 Introduction

In the last chaptean attempt was made to have an overview of the stress and merger
in the banking sectoihis chapter is divided into five partart-A, Part-B, Part-

C, Part-D, andPart E.Part-A, examines the occupational stress among the women
employees due to SEBBT merger, PartB studies the consequences of the
occupational stress among womemployees due to SEBBT merger. PartC
discusses the effect of occupational stress due teS8BImerger on employee and
work related outcome. PaiD studes the mediatig role ofemployee commitment

in the relationship between job stress and employee performandePart- E
discusesthe moderating effects of measures taken by the bank to mitigate the stress

on the effect of job stress on work engagement and job pefae.

The part A examines the occupational stress among the women employees due to
SBI-SBT merger. lw far occupational stress suffering by the women employees
before and after SBSBT mergerand conditionof women employees in the bank
regarding occugtional stress before merger and after merger across sithas
demographidackground. Occupationatress among the employee after the-SBI
SBT meger also covered in this pafithe following factors considered as the factors

of occupational stress amoitige women employees in the bank thability to

adapt with technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of supes, improper deeds, changes in customer
relationship, compulsion to take VRS, transfer and ibhfuature changes. Various
socicdemographic factors of the employees such as age, staff category, marital
status, educational qualifications, IT expertigears of services and frequency of

trainingwere examined



Analysis and Interpretations
Section- A
4.1.2 Sociedemographic profile of the respondents

The following table depicts the soeiemographic background of the respondent

participated in the study.
Table 4.1

Sociodemographic profile of the respondents

Variables Category Reszgr?Jents Per(c(;)r)ltage

25 to 35 306 52.3

36 to 45 135 23.1

Age

Above 45 144 24.6
Total 585 100.0

Officer 176 30.1

Employees category Award staff 409 69.9
Total 585 100

Married 531 90.8

Marital status Unmarried 54 9.2
Total 585 100.0

Graduate 387 66.2

Education Post Graduate 198 33.8
Total 585 100.0

Average 189 32.3

IT Expertise Good 396 67.7
Total 585 100.0

Up to 10 years 342 58.5

Span of service 11 to 20 years 117 20.0
Above 20 years 126 21.5
Total 585 100.0

Occasionally 270 46.2

Training Availed Frequently 180 30.8
Regularly 135 23.1
Total 585 100.0

Source: Primary data
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Analysis and Interpretations

In this study, 52.3% of respondents are between the ages of 25 to 35, 23.1%
are between thages of 36 and 45, and 24.6% are above 45. Majority of the
response&ome under the age category of 25 to 35.

With respect to employee categod@.1% of the respondents are officer and
69.9% are award staff. Therefore, majority of the respondents takehdo

study are award staff.

According to the information in the table above, of the people who took part
in the study, 90.8% are married, while 9.2% are single. As a result, marriage

accounted for the vast majority of respondents who took part in tthe stu

According to the study's distribution of respondents by educational level,
66.2% of respondents have a graduate degree, and 33.8% of respondents
have a postgraduate degree. As a result, it has been determined that

Graduates make up the majority of papants.

When it came to IT expertis@2.3 percent have average IT expertise and
67.7 percent have good IT expertise. That is most of the respondents have

good IT expertise.

58.5 percent of respondents have up to 10 years of working experience. 20.0
perent have 11 to 20 years of experience. 21.5 percent of those surveyed
have worked for an organisation for more than 20 years. As a result, answers

with up to 10 years of experience predominated.

With regard to availability of training46.2 percent reamve training
occasionally, 30.8percent receive training frequently and 23.1 receive
training regularly, which means most of the respondents receive training

occasiondy.
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Analysis and Interpretations
4.1.3 Objective covered in thispart

Objective I: To investigate the occupationarets among the women employees

before and after SBSBT merger.

Descriptive statistics, such as mean and standard deviation, and inferential analysis,
such as one sample t test, paired sample t test, independent t test, -avely one
ANOVA with Tukey's HSD pst hoc analysis, were used to achieve this objective of
the study.

The following fourteen constructs are considered as factors of occupational stress

among the employees due to SEBT merger

1. Inability to adapt with technologies,

2. Structural changes,

3. Recurrent changes,

4. Procedural changes,

5. Centralization,

6. Human Resource Management Systeanges,
7. Improper benefits scheme,

8. Inadequate support from management,

0. Indifferent behavior of superiors,

10. Improper deedfrom colleagues

11. Changes in customer relahship,
12.  Compulsion to take VRS,
13. Transfer and

14. Infrastructuralchanges

10z



Analysis and Interpretations

Section- B

4.1.4 Extent of occupational stress suffered by the women employees due to
SBI-SBT merger

4.1.4.1Extent of occupational stress suffered by the women employees before
the SBI-SBT merger

HO.1.1: Occupational stress among the women employee is at average level
before the SBISBT merger.

Table 4.2

One sample t test for measuring the occupational stress among the women
employees before the SBEBT merger

Sl Factors Mean Stan_da_lrd Mean T P Value
No Deviation difference | value

Inability to adapt

with technologies 3.24 0.77 0.24 23.46 | <0.001**
2 | Structural changes| 3.16 0.81 0.16 24.71 | <0.001**
3 | Recurrent changes| 3.16 0.87 0.16 23.23 | <0.001**
4 | Procedural changey 3.12 0.80 0.12 24.91 | <0.001**
5 | Centralization 3.17 0.82 0.17 23.53| <0.001**
6 | HRMS changes 3.18 0.83 0.18 23.53| <0.001**
7 | Improper benefits | 5., 0.78 0.12 | 28.21| <0.001**

scheme
g |Inadequate support 5., | g5 011 | 28.21|<0.001%

from management

9 Indlffere_ntbelawor 286 0.90 -0.14 23.12 | <0.001**
of superiors

Improper deeds

10 2.85 0.62 -0.15 44.18 | <0.001**
from colleagues
Changes in

11 | customer 3.04 0.63 0.04 36.05 | <0.001**
relationship

12 Sggpu's'o” totake , g¢ 0.74 014 | 36.71| <0.001*

13 | Transfer 3.19 0.75 0.19 25.67 | <0.001**

14 | Infrastructural 3.11 0.80 011 | 26.71| <0.001*
changes

“Source: Primary data
** denotes significant at 1% level
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Analysis and Interpretations

Since the P value is less than 0.01, the null hypothesis is rejected at 1% for the all
factors of the occupathal stress such agability to adapt with technologies,
structural changes, recurrent changes, procedural changes, centralization, HRMS
changes, improper benefits scheme, inadequate support from management,
indifferent behavior of superiors, improper dedrom colleagues changes in
customer relationship, compulsion to take VRS, transfer miinasiructuralkchanges

among the women employees before the -SBT merger. It indicates that
occupational stress among the women employee before merger is atber b
average or above average (3 is the avevafjge). In order to examinghether the
occupational stress among the employees is above average or below average, the
mean score examination has been done. The mean scores of the all factors indicate
that al means scores are above 3 except the factors that compulsion to take VRS
indifferent behavior of superioend improper deeds from colleagues. It denotes that
there are occupational stress issues among the women employees befSETSBI
merger in the faors thatinability to adapt with technologies, structural changes,
recurrent changes, procedural changes, centralization, HRMS changes, improper
benefits scheme, inadequate support from management, changes in customer
relationship, transfer and infrasttuce changes except compulsion to take YRS

indifferentbehavior of superiorand improper deedsom colleagues
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4.1.4.2 Extent of occupational stress suffered by the women employees after the
SBI-SBT merger

HO.1.2: Occupational stress among the womennmployee is at average level
after the SBI-SBT merger.

Table No. 4.3

One sample t test for measuring the occupational stress among the women
employee is at average level after the SEBBT merger.

Rank
Sl Standard | Mean T Based
No Factors Mean Deviation | difference | value P Value On
Mean
score
1 | Inabilitytoadapt | 54, |4 45 081 | 3.97 | <0.001* | Vv
with technologies
Structural -
2 changes 3.67 1.01 0.67 7.67 | <0.001 VII
Recurrent
3 changes 3.82 1.17 0.82 3.55 <0.001* v
4 | Procedural 3.85 1.18 0.85 2.90 | 0.004* |1
changes
5 Centralization 3.88 1.18 0.88 2.42 | 0.010** Il
6 HRMS changes 3.93 1.07 0.93 1.46 | <0.001** ||
7 | !mproper benefits 5 ,, 0.97 0.44 |14.08 | <0.001* | X
scheme
Inadequate
8 support from 3.43 0.99 043 14.08 | <0.001** | XI
management
Indifferent
9 behavior of 3.13 0.90 0.13 23.12 | <0.001** | XIV
superiors
10 | Improperdeeds | 5.5 | g 015 |22.16 | <0.001* | X
from colleagues
Changes in
11 | customer 3.65 0.87 0.65 9.45 | <0.001** | VI
relationship
Compulsion to %
12 take VRS 3.24 0.94 0.24 19.29 | <0.0L Xl
13 | Transfer 3.72 0.96 0.72 6.83 | <0.001** | VI
14 | Infrastructural 15 00 | g 05 064 | 818 |<0.001** |IX
changes

“Source: Primary data
** denotes significant at 1% level
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Analysis and Interpretations

Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
for the all factors of the occupational stress suchinability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent bawior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructuralchangesamong the women employees after the-SBIT merger. It
indicates that occupational stress among the wometoga®gafter merger is either
below average or above average (3 is the average value). In order to examine
whether the occupational stress among the employees is above average or below
average, the mean score examination has been done. The mean scoeesllof th
factors indicate that all means scores are above 3. It denotes that women employee
in the bank suffers occupational stress issues in above average level af8BTSBI

merger.

Based on mean ranking, it can be observed that the major cause of
occupatbnal stress among the women employees due to the merger is HRMS
changes followed by centralization, procedural changes, recurrent chizwadpdgy
to adapt with technologies, transfer, structural changes, changes in customer
relationship, infrastructurehanges, improper benefits schernmadequate support
from managementcompulsionto take VRS, improper deedsom colleaguesand
indifferent behavior of superiors.
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Analysis and Interpretations

4.1.4.30ccupational stress among the women employees before and after the

merger: A comparative analysis

HO0.1.3: There is no significant difference between before and after SEBBT
merger regarding the factors of the occupational stress among the women

employees.

Table No. 44

Paired sample T test for comparing theoccupational stress arang women
employees before and after SBI SBT merger regarding the factors of
occupational stress

S(I)'. Factors MeaieforeSD Mea;\fter SD Gap T test P value
Inability to

1 adapt with 3.24 0.77 3.81 1.12 0.56 15.50 <0.001**
technologies

o | Stctural 316 | 081 | 367 | 1.01 | 051 | 13.66 | <0.001*
changes

3 | Recurrent 316 | 087 | 382 | 117 | 0.66 | 16.44 | <0.001*
changes

4 | Procedural 313 | 083 | 385 | 118 | 0.71 | 17.64 | <0.001*
changes
Centralization 3.18 0.83 3.88 1.18 0.69 15.28 <0.001**

6 |HRMS 318 | 083 | 393 | 1.07 | 074 | 17.70 | <0.001%
changes
Improper

7 benefits 3.10 0.70 3.44 0.98 0.30 10.94 <0.001**
scheme
Inadequate

8 support from 3.11 0.75 3.43 0.97 0.31 10.49 <0.001**
management
Indifferent

9 behaviar of 2.86 0.66 3.13 0.90 0.27 9.12 <0.00F*
superiors
Improper

10 | deed€rom 2.85 0.62 3.15 0.91 0.30 10.60 <0.001**
colleagues
Changes in

11 | customer 3.04 0.63 3.65 0.87 0.60 20.06 <0.001**
relationship
Compulsion to -

12 take VRS 2.86 0.74 3.24 0.94 0.37 12.07 <0.001

13 Transfer 3.19 0.75 3.72 0.96 0.53 14.87 <0.001**

14 | Infrastuctural |5 09 | ggg | 364 | 1.05 | 052 | 1475 | <0.001%*
changes

“Source: Primary data
Note: ** indicates significant at 1% level
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The paired sample t test was used to compare the status of occupational
stress factors before and aftee SBISBT merger. Since the P value is less than
0.01, the null hypothesis is rejected at 1% level with regard to the factors of the
occupational stress such iasbility to adapt with technologies, structural changes,
recurrent changes, procedural opes, centralization, HRMS changes, improper
benefits scheme, inadequate support from management, indifferent behaviour of
superiors, improper deeds from colleagues, changes in customer relationship,
compulsion to take VRS, transfer and infrastructural ghkanThe mean scores
show that the mean scored all the factorssuch as inability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
mana@ment, indifferent behaviour of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changeare lower before the SEBBT merger than after the merger.

It denotes that employeesifeer various negative factors of occupational stress
following the merger.

All of these findings point to the fact that theselot of factors which leads
to occupational stress. Occupational stress fadoch asinability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behauroof superiors, improper deeds from colleagues,
changes in customer relationship, nglsion to take VRS, transfer and
infrastructural changegreater after the SBEBT merger than before the merger.

10¢€



Analysis and Interpretations

415 Occupational stress among the women employee before and after the
merger with considering their varying socieademographic background

A comparative analysis

The following sociedemographic categorical factors are considered for the analysis

1. Age

2. Employee category

3. Marital status

4. Educational qualification

5. IT expertise

6. Span of service

7. Frequency of training given



Analysis and Interpretations

HO0.1.4.1 There is no significant difference among the employees under the
category of officer betweenbefore and after SBFSBT merger regarding the

factors of the occupational stress.

Table No.45

Factors of occupational stress among the employees under the category of
officer before and after SBI SBT merger

NS(l).. Factors Me:neforeSD Meaﬁfter 3D Gap | T test P value
Inability to

1 adapt with 3.52 0.79 3.66 1.07 0.14 | 3.82 <0.001**
technologies

p |Stuctural 450 1086 |3.79 | 099 | 021 |3.62 | <0.001%
changes

g |Reeurent | 549 1096 |377 |129 |038 |584 | <0.001*
changes

4 |Procedural |5, 1093 |38 |1.26 |046 |7.71 | <0.001**
changes
Centralisation| 3.35 0.84 3.94 1.20 0.58 | 8.38 <0.001**
HRMS o
changes 3.35 0.84 3.93 1.24 0.57 |6.99 <0.001
Improper

7 benefits 3.35 0.81 3.57 1.04 0.20 | 3.77 0.001**
scheme
Inadequate

8 support from | 3.36 | 0.80 | 3.58 1.05 [(0.21 |3.34 0.001**
management
Indifferent

9 behaviourof | 3.09 |0.76 |3.17 |0.86 |0.08 |212 0.035*
superiors
Improper

10 | deedsrom 3.00 |069 |323 |099 |0.23 |6.14 <0.0QL**
colleagues
Changes in

11 | customer 3.01 0.65 3.56 0.82 0.54 | 12.01 <0.001**
relationship
Compulsion

12 totalSeVRS 3.04 0.81 3.35 1.03 0.31 | 6.72 <0.001**

13 | Transfer 3.31 0.66 3.63 0.92 0.32 | 6.27 <0.001**

14 | Infrastucturall 5 04 170|380 |0.94 |045 |7.83 | <0.001%*
changes

“Source: Primary data
Note: ** indicates significant at 1% level
* indicates significant at 5% level
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Analysis and Interpretations

The paired sample t test was used to compare the status of occupational
stress factors among the employees under the categoryoefr diféfore and after the
SBI-SBT merger. Since the P value is less than 0.01, the null hypothesis is rejected
at 1% level with regard to the factors of the occupational stress suchlslgy to
adapt with technologiestructural changesecurrent chages procedural changes
centralisation HRMS changesimproper benefits schemmadequatesupport from
management, improper deefftsm colleagueschangesn customer relationshjp
compulsion to take RS, transfer and infrastructurahanges.The mean cores
show that the mean scores of the following factors thabiiity to adapt with
technologies dructural changes recurrent changes procedural changes
centralisation HRMS changesimproper benefits schemmadequatesupport from
managementimproper deeddrom colleagueschangesn customer relationshjp
compulsion to tak&/RS, transfer and infrastructurahangesare lower before the
SBI-SBT merger than after the merger. It indicates that a number of unfavourable
occupational stress factors exipaced by female employeesder the category of
officer have increased as a result of the merger.

The P value is less than 0.05 for the factordifferent behaviour of
superiof’. So, the null hypothesis is rejected at 5 % level of significance. lalseve
that thereare significant changesith regard to the factor of the occupational stress
‘indifferent behaviour of superiarThe mean score shows that, the mean scores of
the occupational stress factor such as indifferent behaviour of superior is lower
before the SBEBT merger than after the mergerder the category of officerrhe
merger has enhanced the abowentioned occupational stress factor for female

bank employeesnder the category of officer

Many of these data indicate that the factas of stress suclasinability to
adapt with technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behaviour of superiors, improgeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and

infrastructural changesre greateafter the SBISBT merger than before the merger.
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Analysis and Interpretations

HO0.1.4.2 There is no significant difference among the employees under the
category of award staff betweenbefore and after SBFSBT merger regarding

the factors of the occupational stress.

Table No.4.6

Factors of occupational stress among the employees under the category of
award staff before and after SBFSBT merger

Sl Before After

No. Factors Mean | SD | Mean| SD Gap | Ttest | Pvalue
Inability to

1 | adapt with 3.09 [0.7213.89 |1.14 |0.80 |16.36 |<0.001**
technologies

o | Structural 1504 |069]3.61 |1.02 |067 |14.72 | <0.001%
changes

3 |Recurent 543 1079|385 [1.10 |0.82 |16.51 |<0.001*
changes

4 |Procedural |, a5 1673384 |1.14 |085 |16.37 |<0.001%*
changes
Centralization| 3.09 (0.81|3.84 |1.17 |0.75 |12.81 |<0.001**

6 |HRMS 3.00 | 081393 098 |0.83 |18.05 |<0.001*
changes
Improper

7 benefits 297 10.68/3.36 {091 |0.3 12.87 | <0.001**
scheme
Inadequate

8 | supportfrom | 298 |0.69|3.34 |0.92 |0.36 |12.51 |<0.001**
management
Indifferent

9 behaviar of | 2.73 |0.55/3.11 [0.92 |0.3 9.35 <0.001**
superiors
Improper

10 | deeddrom 277 |057|3.11 (087 |0.33 |8.73 <0.001**
colleagues
Changes in

11 | customer 3.06 [0.62/3.70 |0.89 |0.64 |16.17 |<0.001**
relationsip
Compulsion

12 totaIE)eVRS 277 10.68/3.18 |0.88 |0.41 |10.04 |<0.001**

13 | Transfer 3.12 |0.79|3.77 |099 |0.64 |13.86 |<0.001**

14 | Infrastructurall 5 g8 | g1 355 |1.10 |0.56 | 12.55 |<0.001*
changes

“Source: Primary data
Note: ** indicates significant at 1% level



Analysis and Interpretations

Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
with regard to the factors of the occupational stress suatabsgity to adapt with
technologies, structural changes, recurrent ngha, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural change3he mean score reveals that before the SBT merger, the
mean score of the following factors were lower than they are imability to adapt
with technologies, structural changes, recurrent changes, procedural changes,
centraliation, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changedt appearghat as a consequence of the merger, a number of
adverse occupational stress factors have grown for female employees who fall

within the category of award employees.

Several of these statistics show tlf@ttors ofoccupational stressuch as
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changesustomer relationship, compulsion to take VRS,
transfer and infrastructural changa® higheramong female employees under the

category of award staff after the SBBT merger than they had been before.
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Analysis and Interpretations

H.0.14.3 There is no significant difference amag the married female
employees betweetefore and after SBFSBT merger regarding the factors of

the occupational stress.

Table No.4.7

Factors of occupational stress among the married female employees before and
after SBI- SBT merger

Sl Before After

No. Factors Mean | SD | Mean| SD Gap | Ttest | Pvalue
Inability to

1 | adapt with 3.25 [0.80(3.86 [1.15 |058 |15.46 |<0.001**
technologies

o | Stucwral 419 |0g23.73 |1.03 |054 |13.26 |<0.001**
changes

3 |Recurrent 316 |0.90(3.87 |1.20 |0.71 |16.65 |<0.001**
changes

4 |Procedural 4.5 16851300 [1.21 |077 |17.83 |<0.001%
changes
Centralization| 3.20 | 0.83|3.90 |1.20 |0.69 |14.72 |<0.001**

6 |HRMS 320 |0.83/4.00 |1.08 |0.79 |17.63 |<0.001*
changes
Improper

7 benefits 3.10 [0.70/3.40 090 |0.30 |10.45 |<0.001**
scheme
Inadequate

8 | supportfrom | 3.15 |0.77|3.48 |0.99 |0.32 |10.00 |<0.001**
management
Indifferent

9 behavior of |2.88 |0.66|3.13 |0.87 |0.25 |8.80 <0.001**
superiors
Improper

10 | deedsfrom 2.86 |[0.62|3.18 [0.93 |0.32 |10.48 |<0.001**
colleagues
Changes in

11 | customer 3.08 [0.65/3.70 | 0.89 |0.62 |18.78 |<0.001**
relationship
Compulsion

12 totaIE)eVRS 287 |0.76/3.28 096 |040 |11.92 |<0.001**

13 | Transfer 3.21 |0.78/3.73 |0.96 |0.52 |14.08 |<0.001**

14 | Infrastructural 5 11| o 79| 368 | 1.07 |0.56 |14.66 | <0.001
changes

“Source: Primary data
Note: ** indicates significant at 1% level
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The paired sample t test was used to compare the status of occupational stress
factors among the married female employees before and after tHeB3Binerger.

Since the P value is less than 0.01, the null hypothesisestedjat 1% level with
regard to the factors of the occupational stress sucimadmslity to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changeamong the married female employe@fhe mean score
shows that before the SBIBT merger, the mean score of the following factors was
lower than it is now:inability to adapt with technologies, structural changes,
recurrent changes, procedural changes, centralization, HRMS changes, improper
benefits scheme, inadequate support from memagt, indifferent behavior of
superiors, improper deeds from colleagues, changes in customer relationship,
compulsion to take VRS, transfer and infrastructural chanijesuggests that a
number of unfavourable occupational stress factors have increasecesult of the

merger for married female employees.

It denotes that factors of occupational stress ¢ hinabhiliy to‘adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefdkeme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changeamong married female employees after the-SBT merger

have beemnhanced
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H.0.1.4.4. There is no significant difference among the unmarried female
employees betweetefore and after SBFSBT merger regarding the factors of

the occupational stress.

Table No.4.8

Factors of occupational stress amonde unmarried female employees before
and after SBI- SBT merger

Sl. Factors Before Alter Ga T P value
No. Mean | SD | Mean | SD P test

Inability to adapt

1 . : 3.12 {0.43| 3.29 [0.55|0.16| 2.46 | 0.017*
with technologies

2 | Structural changes | 2.87 | 0.64| 3.08 | 0.62| 0.20 | 6.75 | <0.001**

3 | Recurrent changes | 3.16 | 0.34| 3.33 | 0.75| 0.16] 1.80 | 0.077"

4 | Procedural changes| 3.25 | 0.54| 3.37 | 0.61| 0.12| 2.26 | 0.028*

5 | Centralization 3.00 | 0.77| 3.66 | 1.00| 0.66| 4.14 | <0.001**

6 | HRMS changes 3.00 [ 0.77| 3.29 | 0.84| 0.29| 3.04 | 0.004**

7 | !mproperbenefits | 5 75 | 39| 298 |0.65| 0.23| 3.85 | 0.001%*
scheme

g |Inadequate support| , ;o | 35| 5 93 | 0.63| 0.23| 3.42 | 0.001%*

from management

o | Indifferent behavior |, 76 | 56| 3.16 | 1.16( 0.46| 2.99 | 0.004*
of superiors

Improper deedfom

10 2.79 | 0.64| 2.87 | 0.73]0.08| 1.94 | 0.057'S
colleagues

11 | Changesincustome , -0 | goc| 316 | 027 0.46| 13.62| <0.001**
relationship

12 Sg@p“'S'O”tOtake 2.79 | 0.57| 2.87 | 0.64| 0.08| 5.14 | <0.001**

13 | Transfer 3.00 |0.45]| 3.60 |1.01|0.60| 4.76 | <0.001**

14 | Infrastructural 3.12 | 0.89| 3.25 | 0.77| 0.12| 3.25 | 0.002*
changes

Source: Primary data
Note: 1. ** indicates significant at 1% level
2. * indicates significant at 5% level

3.™indicates not significant

Because of the P value is less than 0.01, the null hypothesis is rejected at 1%
level with regard to the factors of the occupational stress such as structural changes,
centralisation, HRMS changes, improper benefits scheme, inadequate support from

managementindifferent behaviour of superiorshanges in customer relationship,
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Analysis and Interpretations

compukion to takeVRS, transfer and infrastructurahanges among the unmarried
female employees before and after the-SBIT merger. The mean scores reflect
that the mean scores of the following categories are lower before th&B3BI
merger than after the mger: structural changes, centralisation, HRMS changes,
improper benefits scheme, inadequate support from managennelifferent
behaviour of superiorghanges in customer relationship, compulsion to take VRS,
transfer and infrastructural changds implies that as a result of the merger,
unmarried female employees will encounter a variety of negative factors which

leads to occupational stress.

The P value is less than 0.05 for the factors that inability to adapt with
technologies and procedural chasg8o, the null hypothesis is rejected at 5 % level
of significance. It reveals that there is a significant change with regard to the factors
of the occupational stress such as inability to adapt with technologies and procedural
changes. The mean score wiothat, the mean scores of the occupational stress
factors such as inability to adapt with technologies and procedural changes are lower
before the SBISBT merger than after the merger. The merger has enhanced the
abovementioned occupational stress tastfor unmarriedemale bank employees.

The P value is greater than 0.05 for the factors suchkcasrent changesnd
improper deed$rom colleaguesSo, the null hypothesis is accepted fecurrent
changesand improper deed$rom colleagueslt revealsthat there is no significant
difference among the unmarried female employestsveenbefore and after SBI
SBT merger regarding the occupational stress factors sugt@sent changesnd
improper deedérom colleagues

All of these findings denotesthat the SBISBT merger significantly
increasedhe workplace stress such as such ambility to adapt with technologies,
structural changes, procedural changes, centralization, HRMS changes, improper
benefits scheme, inadequate support from managemeiritferiedt behavior of
superiors, changes in customer relationship, compulsion to take VRS, transfer and

infrastructural changemmong thainmarried female employees
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H.0.14.5 There is no significant difference among the female employees with
age group of 5 to 35 betweerbefore and after SBFSBT merger regarding the

factors of occupational stress

Table No0.4.9

Factors of occupational stress among the female employees with age group of
25 to 35 before and after SBISBT merger

Sl. Before After T
Factors Gap P value
No. Mean | SD | Mean | SD test

Inability to adapt

1 with technologies 3.27 [ 0.69| 3.92 | 1.20| 0.65| 12.88| <0.001**
2 | Structural changes | 3.05 | 0.72| 3.66 | 1.01| 0.60| 12.69| <0.001**
3 | Recurrent changes | 3.25 | 0.82| 3.95 | 1.16| 0.70| 12.52| <0.001**
4 | Procedurathanges | 3.13 | 0.71| 3.94 | 1.21| 0.80| 14.44| <0.001**
5 | Centralisation 3.19 [0.79| 3.97 | 1.17| 0.77| 12.74| <0.001**
6 | HRMS changes 3.19 {0.79| 4.08 | 1.11| 0.88| 14.69| <0.001**
7 'S”C"Eé‘rjﬁsrbe”ef'ts 3.10 | 0.92| 3.47 | 0.79] 0.37| 9.85 | <0.001**
g | Inadequate support| 5 15 | 65| 350 | 0.99(0.37| 9.24 | <0.001**

from management

g | Indifferent behaviar |, g1 | 9.60| 3.09 | 0.88| 0.28| 8.13 | <0.001**
of superiors

Improper deedfom

10 289 |0.55| 3.11 | 0.91] 0.22| 6.42 | <0.001*
colleagues

11 | Changesincustome 5., | gecl 351 |0.87 | 0.67| 16.90| <0.001**
relationship

12 Sg@p“'S'O”tOtake 2.86 | 0.76| 3.25 | 1.00| 0.38| 9.10 | <0.001**

13 | Transfer 3.30 | 0.70| 3.87 | 0.96| 0.57 | 10.93| <0.001**

14 | Infrastructural 3.14 | 0.75| 3.67 | 1.09| 0.52| 10.31| <0.001**
changes

Source: Primary data

Note: ** indicates signitant at 1% level

The paired sample t test was used to compare the status of occupational
stress factors among the female employees with age group of 25 to 35 before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
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rejected at 1% level with regard to the factors of the occupational stress such as
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate suppoftom management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changemong the female employees with age group of

25 to 35 The mean score demorees that before the SBIBT merger, the mean

score of the following factors was lower than it is after the mergeirtability to

adapt with technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, impropmmefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changes~or female employees in the age range2b to 35, it
appears that a number of unfavourable occupational stress variables have increased

as a result of the merger.

Analysis shows that attors of stress such asnability to adapt with
technologies, structural changes, recurrent changes, pratedthranges,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructuré changes have been enhanced after the merger than before merger
among thefemale employees the age group of 25 to 3&fter the merger than

before merger.
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H.0.1.4.68 There is no significant difference among the female employees with
age group of 36to 45 betweerbefore and after SBFSBT merger regarding the

factors of the occupational stress

Table No.4.10

Factors of occupational stress among the female employees with age group of
36 to 45 before and after SBISBT merger

Sl. Factors Before After Ga T P value
No. Mean | SD | Mean | SD P test

Inability to adapt with

: 293 | 0.75| 3.55 |1.03|0.61| 7.05| <0.001**
technologies

2 | Structural changes 3.05 | 0.84| 3.65 | 1.15| 0.60| 5.34 | <0.001**
3 | Recurrent changes 2.88 | 0.86| 3.70 | 1.34| 0.81| 8.76 | <0.001**
4 | Procedurathanges 296 | 0.72| 3.76 | 1.22] 0.80| 7.89 | <0.001**
5 | Centralization 291 | 0.52| 3.86 | 1.32| 0.95| 8.11 | <0.001**
6 | HRMS changes 291 | 052 3.73 | 1.09| 0.81| 9.94 | <0.001**
7 | Improper benefits 3.10 | 0.90| 3.30 | 0.68| 0.20| 2.85| 0.004**
scheme
g | Inadequate support | 54, | gq| 338 |1.00|0.24| 2.96| 0.004**

from maragement

g | Indifferent behaviour |, 2o o 561 330 | 1.12| 0.54| 5.84 | <0.001**
of superiors

Improper deedffom

10 2.68 | 0.60| 3.31 | 0.95| 0.63| 7.69 | <0.001**
colleagues

11 | Changes in customer| ,, g9 | § 59| 357 | 0.99| 068 | 9.46 | <0.001**
relationship

12 \C/gr‘S“pU'S'O”tOtake 2.71 | 0.63| 3.06 | 0.82| 0.35| 5.55 | <0.001**

13 | Transfer 2.96 | 0.64| 3.50 | 0.95| 0.54| 7.83 | <0.001**

14 | Infrastructurakchanges 2.85 | 0.76| 3.41 | 0.95| 0.56 | 8.62 | <0.001**

Source: Primary data
Note: ** indicates significanttal% level

The paired sample t test was used to compare the status of occupational
stress factors among the female employedbe age group of 36 to 45 before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard &l the factors of the occupational stress such as

inability to adapt with technologies, structural changes, recurrent changes,
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procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate suppoftom management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changasong the female employees with age group of

36 to 45 The mean score provésat before the SBEBT merger, the mean score of

the following factors was lower than it is after the mergeability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefdkeme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changest seems that a number of occupational stresalMas have
increased for female employees in the age range of 36 to 45 as a result of the

merger.

According to the statistics analysis occupational stresamong female
employees between the ages of 36 and sdbh asinability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, cadgpn to take VRS, transfer and
infrastructural changefave been increased significaniyter the merger than

before merger.
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H.0.1.4.7 There is no significant difference among the female employees with
age group of above 45 betwednefore and after 8B1-SBT merger regarding the

factors of the occupational stress

Table No.4.11

Factors of occupational stress among the female employees with age group of
above 45 before and after SBISBT merger

Sl. Factors Before Alter Ga T P value
No. Mean | SD | Mean | SD P test

Inability to adapt

1 ) . 3.48 [ 0.86| 3.82 | 0.97| 0.34| 5.81 | <0.001**
with technologies

2 | Structural changes | 3.50 [ 0.88| 3.73 | 0.89| 0.23| 6.69 | <0.001**

3 | Recurrent changes | 3.23 | 0.93| 3.67 | 0.99| 0.43| 6.43 | <0.001**

4 | Procedural changes | 3.29 | 1.10| 3.75 | 1.07| 045 | 7.47 | <0.001**

5 | Centralization 3.42 | 1.05| 3.70 | 1.06| 0.28 | 4.65 | <0.001**

6 | HRMS changes 3.42 | 1.05| 3.81 | 0.95| 0.39| 5.04 | <0.001**

7 | !mproperbenefits | 3 44 | 980l 3.30 | 0.95| 0.30] 6.85 | <0.001**
scheme

g | Inadequate support | 5 o5 | g4l 331 |0.90| 0.26 | 6.36 | <0.001%*

from management

g | Indifferentbehavior | 5 7 | g 89| 3.06 | 0.67| 0.01| 0.62| 0.533
of superiors

Improper deedfom

10 2.93 |0.75| 3.09 | 0.88] 0.15| 4.86 | <0.001**
colleagues

11 | Changes incustomel o o0 | o251 341 | 0.65] 0.41 | 7.21 | <0.001*
relationship

12 Sggp“'s'omtake 3.01 | 0.78| 3.40 | 0.89]| 0.39| 5.70 | <0.001*

13 | Transfer 3.18 [ 0.91] 3.62 [ 0.94]| 0.43| 6.50| <0.001**

14 | Infrastructural 3.29 | 0.86| 3.78 | 1.04| 0.48/ 6.60 | <0.001**
changes

“Source: Primary data
Note: ** indicates significant at 1% level
NSindicates not gjnificant

The paired sample t test was used to compare the status of occupational
stress factors among the female employedke age group of above 45 before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejeded at 1% level with regard to the factors of the occupational stress such as

inability to adapt with technologies, structural changes, recurrent changes,
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procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support fromanagement, improper deeds from colleagues, changes in
customer relationship, compulsion to take VRS, transfer and infrastructural changes
among the female employees with age group of abovd & mean scores show

that the mean scores of the following fast that inability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, improper deeds from colleagues, changes in customensbipti
compulsion to take VRS, transfer and infrastructural chaagedower before the
SBI-SBT merger than after the merger. It seems that a number of occupational stress
variables have increased for female employees in the age range of above 45 as a
result of the merger.

The P value is greater than 0.05 for the factor such as indifferent behaviour
of superiors. So, the null hypothesis is accepted for indifferent behaviour of
superiors. It reveals that there is no significant difference among the female
employees with age group of above &weenbefore and after SBSBT merger
regarding the occupational stress factor thdifferent behaviour of superiors.

According to the statistics findings, occupational stress among female
employees betweerthe age of above 45such asinability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, improper deeds from colleagues, changesstonmr relationship,
compulsion to take VRS, transfer and infrastructural chahges beeruplifted

after the merger than before merger.
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H.0.1.4.8 There is no significant difference among the female employees with
gualification of graduate betweenbefore and after SBFSBT merger regarding

the factors of the occupational stress

Table No.412

Factors of occupational stress among the female employees with qualification of
graduate before and after SBY SBT merger

SI. Before After

No. Factors Mean| SD | Mean | SD Gap | Ttest | Pvalue
Inability to

1 | adapt with 325 | 070 | 3.74 | 1.12 | 0.48 | 11.48 | <0.001**
technologies

o |Strucral 555 | 979 | 361 | 1.00 | 0.38 | 10.10 | <0.001**
changes

3 |Recurent | 5561 0ge | 372 | 1.19 | 051 | 11.86 | <0.001*
changes

4 | Procedural | 5., | 984 | 365 | 1.17 | 050 | 10.98 | <0.001%*
changes
Centralization] 3.23 | 0.86 | 3.76 | 1.12 | 0.52 | 11.12 | <0.001**

6 | HRMS 323 | 0.86 | 3.84 | 1.04 | 0.61 | 11.95 | <0.001**
changes
Improper

7 | benefits 3.10 | 0.79 | 3.40 | 091 | 0.30 | 6.25 | <0.001**
scheme
Inadequate

8 |supportfrom | 3.16 | 0.78 | 3.40 | 0.97 | 0.23 | 6.32 | <0.001**
managemen
Indifferent

9 | behavior of 288 | 066 | 299 | 0.78 | 0.10 | 3.92 | <0.001**
superiors
Improper

10 | deeddrom 291 | 059 | 3.11 | 0.90 | 0.19 | 7.11 | <0.001**
colleagues
Changes in

11 | customer 3.06 | 064 | 3.62 | 0.87 | 055 | 1447 | <0.001**
relationship
Compulsion

12 totaIEeVRS 294 | 0.76 | 3.19 | 094 | 0.25 | 7.29 | <0.001**

13 | Transfer 3.18 | 0.71 | 369 | 0.98 | 0.51 | 10.80 | <0.001**

14 | Infrastructural 5 5q | 73 | 363 | 1.09 | 0.54 | 11.10 | <0.001%*
changes

“Source: Primary data
Note: ** indicates significant at% level

124



Analysis and Interpretations

The paired sample t test was used to compare the status of occupational
stress factors among the female employees with graduate qualification before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejectedat 1% level with regard to the factors of the occupational stress such as
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from mayemnent, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changasong the female employees with qualification
of graduate The mean score reveals tHa¢fore the SBEBT merger, the mean
score of the following factors were lower than after the meigability to adapt
with technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits schemageguate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changedt appears that as a result of the merger, a number of
ocaupational stress factors have increased for female employees with graduate

degrees.

The statistical test shows that occupaticsteéssamongfemale employees
with graduate degremich asnability to adapt with technologies, structural changes,
recurrentchanges, procedural changes, centralization, HRMS changes, improper
benefits scheme, inadequate support from management, indifferent behavior of
superiors, improper deeds from colleagues, changes in customer relationship,
compulsion to take VRS, transfendhinfrastructural changdsave been increased

after merger than before merger.
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H.0.1.4.9: There is no significant difference among the female employees with
gualification of post graduate degree betweehefore and after SBFSBT merger

regarding the factors of the occupational stress

Table No.413

Factors of occupational stress among the female employees with qualification of
post graduate degree before and after SBISBT merger

Sl. Factors Before Alter Ga T P value
No. Mean | SD | Mean | SD P test

Inability to adapt

1 . ; 3.22 {0.90| 3.95 [1.12| 0.72| 10.61| <0.001**
with technologies

2 | Structural changes | 3.05 | 0.84| 3.80 | 1.02| 0.75| 9.56 | <0.001**

3 | Recurrent changes | 3.06 | 0.88| 4.03 | 1.11| 0.96| 11.95| <0.001**

4 | Procedural changes| 3.12 | 0.83| 3.26 | 1.09| 1.13| 15.91| <0.00%*

5 | Centralization 3.09 {0.77| 4.10 [ 1.27|1.01|10.95| <0.001**

6 | HRMS changes 3.09 | 0.77| 4.10 | 1.13| 1.01| 14.25| <0.001**

7 | !mproperbenefits | 3 o5 | o g5| 3.50 | 0.87| 0.45| 10.85| <0.001%*
scheme

g | Inadequate support| 5 o, | g9l 349 | 0.99| 0.46| 10.00| <0.001**

from management

g |ndifferentbehaviour| , g1 | 65| 340 | 1.04| 0.59| 9.26 | <0.001%*
of superiors

Improper deedfom

10 2.75 | 0.66| 3.25 | 0.94| 0.50| 8.16 | <0.001**
colleagues

11 | Changesincustome 5, | g1l 372 |0.86| 0.70| 14.77| <0.001**
relationship

12 Sggp”'s'ontom 272 | 0.68| 3.34 | 0.93| 0.61| 10.53| <0.001**

13 | Transfer 3.21 | 0.84| 3.79 | 0.93| 0.57| 11.21| <0.001**

14 | Infrastructural 3.14 | 0.91| 3.64 | 0.97| 0.50| 10.97| <0.001**
changes

“Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t ¢e was used to compare the status of occupational
stress factors among the female employees with qualification of post graduate
degree before and after the SBBT merger. Since the P value is less than 0.01, the
null hypothesis is rejected at 1% level hviegard to the factors of the occupational
stress such amability to adapt with technologies, structural changes, recurrent

changes, procedural changes, centralization, HRMS changes, improper benefits
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scheme, inadequate support from management, irghffdsehavior of superiors,
improper deeds from colleagues, changes in customer relationship, compulsion to
take VRS, transfer and infrastructural changesong the female employees with
gualification of post graduat&@he mean scores for the following fat were lower
before the SBEBT merger than they were after the mergaability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
mana@ment, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural change&.or female employees with post graduate degrees, it appears
that a number of detrimeadtoccupational stress variables have increased as a result
of the merger.

The study demonstrates that stress factors such as inability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, jimoper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changes among female employees with @aktgte degrees have

increased following the merger, compared to before the merger.
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H.0.1.4.10: There is no significant difference among the female employees with
average IT expertise betweerefore and after SBFSBT merger regarding the

factors of the occupational stress

Table No.4.14

Factors of occupational stress among the female employees with average IT
expertise before and after SBI SBT merger

Sl. Factors Before After Ga T P value

No. Mean | SD | Mean | SD b test
Inability to adapt 3.28 |0.87| 3.84 | 1.09] 0.55| 9.23 | <0.001**
with techrologies

2 | Structural changes | 3.39 [ 0.93| 3.85 | 1.10| 0.46| 5.54 | <0.001**

3 | Recurrent changes | 3.16 | 1.00| 3.72 | 1.20| 0.55| 7.72 | <0.001**

4 | Procedural changes | 3.20 | 1.03| 3.70 | 1.18| 0.50| 9.06 | <0.001**

5 | Centralization 3.30 | 1.00| 3.76 | 1.29| 0.45]| 6.15 | <0.001**

6 | HRMS changes 3.30 | 1.00| 3.88 | 1.14| 0.57| 7.97 | <0.001**

7 | 'mproperbenefits | 5.4 | 80| 3.40 | 0.68] 0.20 | 2.99| 0.005
scheme

g |Inadequate support | 55, | a9l 339 |1.01|0.17| 2.94| 0.004*
from management

g | Indifferentbehaviour| , ge |5 75| 3.04 | 0.87| 0.18] 3.88 | <0.001**
of superiors

10 | 'mproper deedom |, oo | g 21| 595 | 0.88] 0.17| 4.19 | <0.001**
colleagues

11 | Changes incustomel 410 | 271 366 | 1.04] 051 9.70 | <0.001*
relationship

12 Sg@p”'s'ont"take 3.07 | 0.80| 3.36 | 0.90| 0.29| 6.04 | <0.001**

13 | Transfer 3.22 |0.88] 3.63 | 1.05| 0.40| 7.70 | <0.001**

14 | nfrastructural 3.19 | 0.85| 3.60 | 1.10| 0.41]| 7.92 | <0.001**
changes

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to compare the status ugfatooal
stress factors among the female employees with average IT expertise before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard to the factors of the occupational stressssuch a
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inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagueshanges in customer relationship, compulsion to take VRS,
transfer and infrastructural changasong the female employees with average IT
expertise The mean score reveals that before the-SIBT merger, the mean score

for the following factors were lowehan they were after the mergamability to

adapt with technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of supesjoimproper deeds from colleagues,
changes in customer relationship, compulsion to take VRS, transfer and
infrastructural changedlt shows that a number of negative occupational stress
factors have grown for female employees with average IT expertiseeasltof the

merger.

According to statistics findings, the SBBT merger increasdbe factors of
occupational stress such iasbility to adapt with technologies, structural changes,
recurrent changes, procedural changes, centralization, HRMS chamgesper
benefits scheme, inadequate support from management, indifferent behavior of
superiors, improper deeds from colleagues, changes in customer relationship,
compulsion to take VRS, transfer and infrastructural chasggsficantly among
female emplgees with average IT experience



Analysis and Interpretations

H.0.1.4.11: There is no significant difference among the female employees with
good IT expertise betweenbefore and after SBFSBT merger regarding the

factors of the occupational stress

Table No.415

Factors of occupaional stress among the female employees with good IT
expertise before and after SBI SBT merger

S. Factors Before After Ga T P value
No. Mean | SD | Mean | SD Pl test

Inability to adapt
with technologies

3.22 | 0.72| 3.80 | 1.13| 0.57| 12.48| <0.001**

2 | Strucural changes 3.05 [ 0.73| 3.59 | 0.96| 0.53| 13.95| <0.001**
3 | Recurrent changes | 3.15 | 0.80| 3.87 | 1.16| 0.71| 14.72| <0.001**
4 | Procedural changes| 3.10 | 0.72| 3.93 | 1.17| 0.82| 15.42| <0.001**
5 | Centralization 3.13 {0.73| 3.93 | 1.12| 0.80| 14.37| <0.001**
6 | HRMS changes 3.13 | 0.73] 3.96 | 1.04| 0.82| 16.08| <0.001**
7 | Improperbenefits | 54, | ggg| 3.45 | 0.98| 0.44| 11.28 0.001*
scheme
g | Inadequate support | 5 ¢ | 57| 345 | 0.96| 0.38| 11.28| 0.004**

from management

g | Indifferentbehaviour| , go | g 61| 317 | 0.91] 0.31] 8.33 | <0.001**
of superiors

Improper deedffom

10 2.89 | 0.57| 3.25 | 0.91] 0.35| 9.88 | <0.001*
colleagues

11 | Changes incustome| 5 5 | o cel 365 [ 0.78] 0.65| 17.75| <0.001*
relationship

12 \C/gr‘S“pU'S'O”tOtake 277 | 0.69| 3.18 | 0.96| 0.41| 10.47| <0.001**

13 | Transfer 3.17 | 0.69| 3.76 | 0.92| 0.59| 12.81| <0.001**

14 | Infrastructural 3.07 | 0.77| 3.65 | 1.03| 0.57 | 12.54| <0.001**
changes

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to compare the status of occupational
stress factors among the female emgpks with good IT expertise before and after
the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard to the factors of the occupational stress such as

inability to adapt with technologies, structurahanges, recurrent changes,
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procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compuldake tdRS,
transfer and infrastructural changamong the female employees with good IT
expertise The mean scores show that the meanescof the following factors like
inability to adapt with technologies, structural changes, recurrent changes,
procedual changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructurahangesare lower before the SEBBT merger than after

the merger. For female employees with good IT skills, it appears that a number of
unfavourable occupational stress factors have increased as a result of the merger

According to the study, there hasdn a rise in factors of occupational stress
such as inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferemat®r of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changes among female employees with good IT skills

following the merger compared to prior to the merger.
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H.0.1.4.12 There is no significant difference among the female employees with
service of up to 10 years betweebefore and after SBFSBT merger regarding

the factors of the occupational stress

Table N0.4.16

Factors of occupational stress among the female enggkees with service of up to
10 years before and after SBISBT merger

S. Factors Before After Ga T P value
No. Mean| SD | Mean| SD P test

Inability to adapt

) } 3.11 | 0.75| 3.77 | 1.22| 0.66| 12.51| <0.001**
with technologies

2 | Structural changes | 2.98 | 0.83| 3.60 | 1.09| 0.62| 11.41| <0.001**
3 | Recurrent changes | 3.05 | 0.83| 3.78 | 1.14| 0.73| 12.47| <0.001**
4 | Procedural changes | 3.01 | 0.76| 3.83 | 1.21| 0.82| 13.69| <0.001**
5 | Centralization 3.12 1 0.81| 3.94 | 1.19/ 0.81| 12.42| <0.001**
6 | HRMS changes 3.12 1 0.81] 3.96 | 1.09| 0.83| 14.71| <0.001**
7 | !mproperbenefits | 5 15| g55| 3.40 | 0.87| 0.30| 7.88 | 0.005%*
scheme
g |Inadequate SUPPOTt | 4 o | 79| 343 | 0.99| 0.34| 7.60 | 0.004**

from management

g |Indifferentbehaviour| , 75 | g 62| 3.10 | 0.93| 0.34| 7.75 | <0.001**
of superiors

Improper deedffom

10 2.82 | 0.54| 3.05 | 0.77| 0.23| 7.20 | <0.001**
colleggues

11 | Changes incustomel 4 s | o sgl 366 | 0.86| 0.63| 16.70| <0.001*
relationship

12 Sg@p”'s'ont"take 2.80 | 0.76| 3.15 | 0.96| 0.34| 8.47 | <0.001**

13 | Transfer 3.17 | 0.70| 3.81 | 1.00| 0.63| 12.19| <0.001**

14 | Infrastructual 3.00 | 0.79| 3.58 | 1.04| 0.58| 12.21| <0.001*
changes

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to compare the status of occupational
stress factors among the female employees with service of upyeaibefore and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard to the factors of the occupational stress such as

inability to adapt with technologies, structural changes, recurré@inges,
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procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer ad infrastructural changemmong the female employees with service of up

to 10 yearsThe mean scores show that the meanescof the following factors like
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, mealization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changaelower before the SBEBT merger than after

the merger among the female employees with service of up to 10 years . It shows
that a number of detrimental occupational stress variables have grown for female

employees with service of up to 10 years as a retiie merger.

Based on statistical analysis, the merger between SBI and SBT appears to
have led to a rise in various factors that contribute to occupational stress among
female employees who have served for up to 10 years. These factors include
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changesustomer relationship, compulsion to take VRS,

transfer and infrastructural changes.
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H.0.1.4.13 There is no significant difference among the female employees with
service of 11 to 20 years betwednefore and after SBFSBT merger regarding

the fadors of the occupational stress

Table No.417

Factors of occupational stress among the female employees with service of 11 to
20 years before and after SBISBT merger

S. Factors Before After Ga T P value
No. Mean | SD | Mean | SD Pl test

nability to adipt | 3 59 | 79| 4.03 | 1.05| 0.44| 6.31 | <0.001**
with technologies

2 | Structural changes | 3.59 | 0.78| 4.00 | 1.01| 0.40| 4.85 | <0.001**
3 | Recurrent changes | 3.61 | 0.95| 4.25 | 1.40| 0.63| 9.79 | <0.001**
4 | Procedural changes| 3.57 | 0.84| 4.28 | 1.24| 0.71| 10.45| <0.001**
5 | Centraliation 3.32 [ 0.77| 4.05 | 1.29| 0.73| 8.43 | <0.001**
6 | HRMS changes 3.32 [ 0.77| 4.09 | 1.13|0.76| 8.73 | <0.001**
7 | !mproperbenefits | 5 44 | g6g| 3.80 | 0.98] 0.40| 6.28 | <0.001%*
scheme
g |Inadequate support| 5 1o | o g5l 381 | 1.07]0.35| 6.16 | <0.001*

from management

g | Indifferent behavior | 359 | 71| 350 | 0.96] 0.29| 4.28 | <0.001%*
of superiors

Improper deedffom

10 3.07 | 0.72| 3.73 | 1.15] 0.65| 7.30 | <0.001**
colleagues

11 | Changesincustome ;o9 | g a9l 401 |0.97]0.72| 9.57 | <0.001**
relationship

12 \C/gr‘S“pU'S'O”tOtake 3.05 | 0.70| 3.51 | 0.96| 0.46| 8.58 | <0.001**

13 | Transfer 3.43 | 0.74| 3.72 | 0.86| 0.29| 7.77 | <0.001**

14 | Infrastructural 3.40 | 0.70| 3.82 | 1.11| 0.42| 6.68 | <0.001**
changes

Source: Primary data
Note: ** indicates significant at 1% level

The study employed a paired samptedt to ewluate the occupational stress
factors of female employees who had served for 11 to 20 years before and after the
merger of SBISBT. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard to the factors of the ocaupaltistress such as

inability to adapt with technologies, structural changes, recurrent changes,

134



Analysis and Interpretations

procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deals from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changaaong the female employees with service of 11

to 20 yearsThe mean scores show that the mean scores of the following factors
such adgnability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changesustomer relationship, compulsion to take VRS,
transfer and infrastructural changa® lower before the SEBBT merger than after

the merger among the female employees with service of 11 to 20 years . It
demonstrates that as a result of the mergeunaber of negative occupational stress

variables have increased for female employees with service of 11 to 20 years.

As per the findings of the research, the merger between SBI and SBT leads
to a rise in various factors that enhance occupational stresgydemale personnel
who have rendered services thurationof 11 to 20 years. These factors encompass
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,

transfer and infrastructural changes.

13¢
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H.0.4.1.14: There is no significant difference amog the female employees with

service of more than 20 years between before and after the SBBT merger

regarding the factors of occupational stress.

Table No.4.18

Factors of occupational stress among the female employees with service of more

than 20 years lefore and after SBF SBT merger

Sl. Factors Before After Ga T P value
No. Mean | SD | Mean | SD b test
Inability to adapt 328 |0.72| 3.71 | 0.83] 0.42| 7.07 | <0.001**
with technologies
2 | Structural changes | 3.26 | 0.58| 3.57 | 0.68| 0.30| 7.80 | <0.001**
3 | Recurrent bhanges 3.03 | 0.75| 3.53 [ 0.89]| 0.50| 6.61 | <0.001**
4 | Procedural changes | 3.07 | 0.89| 3.51 | 0.91| 0.44| 6.64 | <0.001**
5 | Centralization 3.23 | 0.91| 3.55 | 0.98]| 0.32| 4.70 | <0.001**
6 | HRMS changes 3.23 | 0.91] 3.71 | 0.93] 0.48] 5.66 | <0.001**
7 | 'mproperbenefits |, g4 | 3 68| 3.00 | 0.69| 0.20| 5.85 | <0.001**
scheme
g |Inadequate support | , oo | o1l 305 | 0.63] 0.20| 5.31 | <0.001%*
from management
g | Indifferentbehaviour| , o5 | 3 59| 2.88 | 0.59| 0.05| 4.01 | <0.001**
of superiors
10 | 'mproper deedom |, oo | g a2l 589 | 0.83] 0.14| 4.01 | <0.001*
colleagues
11 | Changes incustomel , g0 | o oel 330 | 0.62| 0.44| 6.85 | <0.001**
relationship
12 Sg@p”'s'ont"take 2.85 | 0.70| 3.23 | 0.81| 0.37| 4.82 | <0.001**
13 | Transfer 3.02 | 0.86| 3.50 [0.94| 047 | 6.27 | <0.001**
14 | nfrastructural 3.16 | 0.83| 3.62 | 1.02| 0.46| 5.55 | <0.001**
i changes

Source: Primary data
Note: ** indicates significant at 1% level

factors of female employees who had served for over 20 years, before and after the

The study employed the paired samplest to assess the occupational stress

merger of SBISBT. Sirce the P value is less than 0.01, the null hypothesis is

rejected at 1% level with regard to the factors of the occupational stress such as

inability to adapt with technologies, structural changes,
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procedural changes, centralization, HRMchanges, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changasong the female englees with service of
more than 20 year§he mean scores show that the mean scores of the following
factors like inability to adapt with technologies, structural changes, recurrent
changes, procedural changes, centralization, HRMS changes, impropeitsbenefi
scheme, inadequate support from management, indifferent behavior of superiors,
improper deeds from colleagues, changes in customer relationship, compulsion to
take VRS, transfer and infrastructural changeslower before the SEBBT merger

than afterthe merger among the female employees with service of more than 20
years . It demonstrates that as a result of the merger, a number of negative
occupational stress variables have increased for female employees with service of

more than 20 years.

According to the findings, the merger between SBI and SBT amplifies a
variety of factors that enhance occupational stress among female employees who
have served their banksr more than 20 years, includingability to adapt with
technologies, structural changesecurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationship, compulsion to take VR&nsfer and

infrastructural changes.
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H.0.1.4.15 There is no significant difference among the female employees who
receive training occasionally betweenbefore and after SBFSBT merger

regarding the factors of the occupational stress

Table No.4.19

Factors of occupational stress among the female employees who receive
training occasionally before and after SBI SBT merger

S. Factors Before After Ga T P value
No. Mean | SD | Mean | SD Pl test

nability to adapt | 3 14 | 78| 3.77 | 1.13| 059 | 12.01| <0.001**
with technologies

2 | Structural changes | 3.25 | 0.87| 3.65 | 1.01| 0.39| 7.66 | <0.001**
3 | Recurrent changes | 3.10 | 0.95| 3.65 | 1.18| 0.54 | 10.25| <0.001**
4 | Procedural changes| 3.09 | 0.89| 3.66 | 1.12| 0.57| 12.16| <0.001**
5 | Centralization 3.19 [0.94| 3.65 |1.17| 0.45| 7.94 | <0.00x*
6 | HRMS changes 3.19 [ 0.94| 3.77 | 0.92] 0.58| 10.49| <0.001**
7 | !mproperbenefits | 3,4 | gg1| 3.50 | 0.99] 0.30| 6.71 | <0.001%*
scheme
g |Inadequate support| 5 ,, | o g5 352 | 0.96]0.29| 6.69 | <0.001*

from management

g |ndifferentbehaviour| , o, | o 76| 2.94 | 0.73] 0.00| 0.00 | 1.00%
of superiors

Improper deedffom

10 291 | 0.67| 3.12 | 0.95| 0.20| 5.54 | <0.001**
colleagues

11 | Changesincustome 51, | g ael 370 |0.97| 0.58| 13.62| <0.001**
relationship

12 \C/gr‘S“pU'S'O”tOtake 2.90 | 0.82| 3.15 | 1.02| 0.25| 5.92 | <0.001**

13 | Transfer 3.17 | 0.87| 3.55 | 0.98| 0.38| 7.70 | <0.001**

14 | Infrastructural 3.16 | 0.84| 3.59 | 1.04| 0.42| 9.50 | <0.001**
changes

Source: Primary data
Note:1. ** indicates significant at 1% level
2. NS denotes not significant

Before and after the SEBBT merger, the status of occtipaal stress
factors among the female employees who receive training on occasion was analysed
using the paired sample t test. This was done in order to provide a comparison

between the two time periods. Since the P value is less than 0.01, the nulekigoth
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is rejected at 1% level with regard to the factors of the occupational stress such as
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate pport from management, improper deeds from colleagues, changes in
customer relationship, compulsion to take VRS, transfer and infrastructural changes
among the female employees who receive training occasioffdléy mean scores
show that the mean score$ the following factors thainability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, improper deeds from colleagues, ckamgeustomer relationship,
compulsion to take VRS, transfer and infrastructural chaagedower before the
SBI-SBT merger than after the merger among the female employees who receive
training occasionally. It shows that since the merger, a variety mimdatal
occupational stress factors have increased for female employees who occasionally

attend training.

The P value is greater than 0.05 for the factor such as indifferent behaviour
of superiors. So, the null hypothesis is accepted for indifferentvimehaof
superiors. It reveals that there is no significant difference among the female
employees who receive training occasiondigtweenbefore and after SBEBT
merger regarding the occupational stress factor sucindiféerent behaviour of

superiors.

According to the findings of the investigation, the merger between SBI and
SBT creates a number of conditions that lead to higher occupational stress among
female workers who occasionally acquire training, includivadpility to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, improper deeds from colleagues, changes in customer relationship,

compulsion to take VRS, transfer an@tastructural changes



Analysis and Interpretations

H.0.1.4.16: There is no significant difference among the female employees who
receive training frequently between before and after SBFSBT merger

regarding the factors of the occupational stress

Table No.4.20

Factors of occupationalstress among the femalemployees who receive
training frequently before and after SBI- SBT merger

S. Factors Before After Ga T P value
No. Mean | SD | Mean | SD Pl test

Inability to adapt

) } 3.35|0.78| 3.87 | 1.08| 0.52| 7.02 | <0.001**
with technologies

2 | Structural changes | 3.22 | 0.78| 3.63 | 0.85| 0.41| 7.47 | <0.001**
3 | Recurrent changes | 3.26 | 0.72| 3.98 | 1.05| 0.72| 8.70 | <0.001**
4 | Procedural changes| 3.23 | 0.81| 4.10 | 1.15| 0.86| 9.59 | <0.001**
5 | Centralization 3.30 [0.62| 3.95 | 1.12| 0.65| 9.18 | <0.001**
6 | HRMS changes 3.30 [0.62| 4.15 | 1.01| 0.85| 15.47| <0.001**
7 | !mproperbenefits | 5 54 | 50| 3.30 | 0.85| 0.30| 6.55 | <0.001%*
scheme
g |Inadequate support| 55, | o551 331 | 0.80]0.30| 6.39 | <0.001*

from management

g |Indifferent behaviar |, o5 | 0 54| 319 | 0.83] 0.37] 6.65 | <0.001%*
of superiors

Improper deedffom

10 278 | 0.56| 3.02 | 0.62| 0.23| 5.44 | <0.001**
colleagues

11 | Changesincustome s o, | o sel 356 | 0.57| 0.54| 14.26| <0.001**
relationship

12 \C/gr‘S“pU'S'O”tOtake 2.90 | 0.69| 3.33 | 0.78] 0.43| 8.79 | <0.001**

13 | Transfer 3.28 | 0.71| 3.77 | 0.90| 0.49| 8.93 | <0.001**

14 | Infrastructural 3.25 | 0.82| 3.73 | 0.95| 0.48| 7.42 | <0.001**
changes

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to compare the status of occupational
stress factors among the female employgbe receive training frequently before
and after the SBEBT merger. Since the P value is less than 0.01, the null
hypothesis is rejected at 1% level with regard to the factors of the occupational

stress such amability to adapt with technologies, sttucal changes, recurrent
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changes, procedural changes, centralization, HRMS changes, improper benefits
scheme, inadequate support from management, indifferent behavior of superiors,
improper deeds from colleagues, changes in customer relationship, comgalsio
take VRS, transfer and infrastructural changesong the female employees who
receive training frequentlyThe average scores reveal that before the-SBI
merger, the average scores of the following factors were lower than those after the
merger tha inability to adapt with technologies, structural changes, recurrent
changes, procedural changes, centralization, HRMS changes, improper benefits
scheme, inadequate support from management, indifferent behavior of superiors,
improper deeds from colleagyeshanges in customer relationship, compulsion to
take VRS, transfer and infrastructural changesong the female employees who
receive training frequentlylt demonstrates how, among female employees who
frequentlyattend training, a number of harmful apational stress variables have

increased following the merger.

According to the findings, the SEBBT merger raises a number of factors
that contribute to higher occupational stress among female workers who frequently
receive training, includingnability to adapt with technologies, structural changes,
recurrent changes, procedural changes, centralization, HRMS changes, improper
benefits scheme, inadequate support from management, indifferent behavior of
superiors, improper deeds from colleagues, changesustomer relationship,
compulsion to take VRS, transfer and infrastructural changes.
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H.0.1.4.17: There is no significant difference among the female employees who
receive training regularly betweenbefore and after SBFSBT merger regarding

the fadors of the occupational stress

Table No.4.21:

Factors of occupational stress among the fematmployees who receive
training regularly before and after SBI- SBT merger

S. Factors Before After Ga T P value
No. Mean | SD | Mean | SD Pl test

inability to &dapt | 3 53 | 74| 381 | 1.16] 0.58| 7.68 | <0.001**
with technologies

2 | Structural changes | 2.90 | 0.66| 3.78 | 1.21| 0.88| 9.21 | <0.001**
3 | Recurrent changes | 3.13 | 0.87| 3.96 | 1.28| 0.83| 10.04| <0.001**
4 | Procedural changes| 3.10 | 0.73| 3.91 | 1.29| 0.81| 9.47 | <0.001**
5 | Centralzation 3.03 [0.81| 4.25 |1.21| 1.21| 10.45| <0.001**
6 | HRMS changes 3.03 [0.81| 3.96 | 1.35]/ 0.93| 7.61 | <0.001**
7 | !mproperbenefits | 5 54 | o 70| 3.40 | 1.10| 0.40| 5.17 | <0.001%*
scheme
g |Inadequate support| 54, | 751 341 |1.17]0.37| 5.17 | <0.001%

from management

g |ndifferentbehaviour , ;o1 o 561 344 | 1.17] 0.68| 8.27 | <0.001%*
of superiors

Improper deedffom

10 283 | 0.59| 3.40 | 1.11] 0.56| 7.72 | <0.001**
colleagues

11 | Changesincustome , g0 | o591 | 370 [ 0.97] 0.74| 8.78 | <0.001**
relationship

12 \C/gr‘S“pU'S'O”tOtake 2.75 | 0.62| 330 | 0.97| 0.55| 6.89 | <0.001**

13 | Transfer 3.12 | 0.54| 4.01 | 0.95| 0.89| 10.17| <0.001**

14 | Infrastructural 2.83 | 0.60| 3.61 | 1.20| 0.78| 8.92 | <0.001**
changes

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to comphe status of occupational
stress factors among the female employees who receive training regularly before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is

rejected at 1% level with regard to the factors of theupational stress such as

14z
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inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from management, indifferent behavior of superiors, enprop
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changasiong the female employees who receive
training regularly The mean scores implies that before the-SBT merger, the
mean scores ofhe following factors were lowethan those after the merger like
inability to adapt with technologies, structural changes, recurrent changes,
procedural changes, centralization, HRMS changes, improper benefits scheme,
inadequate support from managementiffarent behavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changasiong the female employees who receive
training regularly It demonstrates how, among female &yees who
regularlyattend training, a number of harmful occupational stress variables have

increased following the merger.

The study results indicate that the SEBT merger elevates a number of
factors that contribute to increased occupational stuetsasinability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from qrakea
changes in customer relationship, compulsion to take VRS, transfer and

infrastructural changesmmong regularly trained female employees
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416 Sociodemographic difference among the female employees regarding

occupational stress after the SBSBT merger

H.0.1.5.1 There is no significant difference among age groups of women
employees regarding the occupational stress due to SBBT merger among

women employees.

Table 4.22

ANOVA for significant difference among age groups of women employees
regarding the occupational stress due to SBSBT merger among women

employees
Age group of thewomen
employees
Factors 2510 35| 36 t0 45 AZ%VE F value P value
Mean Mean Mean
and SD | and SD | and SD
Inability to adapt 3.92 3.55 3.82 -
with technologies | (1.20) | (1.03 | (0.97) 5341 0.005
Structural change: (‘;’g% (iflsg) (ggg) 0.309 0.734%
Recurrent change (‘;’ig) (igg) (ggg) 2.905 0.021*
Procedural 3.94 3.76 3.75 NS
changes (121) | (1.22) | (1.07) 1.893 0.152
L 3.97 3.86 3.70 NS
Centralization (117) | (1.32) | (1.06) 1.505 0.083
4.08 3.73 3.81 -
HRMS changes (111) | (1.09) | (0.95) 6.181 0.002
Improper benefits| 3.47 3.30 3.31 NS
scheme 0.99) | (1.00) | (0.90) 1.102 0.123
Inadequate
3.50 3.38 3.31 NS
support from (0.99) | (1.00) | (0.90) 1.102 0.123
management
Indifferent
. 3.09 3.30 3.06 NS
behav_lourof ©088) | (1.12) | (0.67) 1.233 0.061
superiors
Improper deeds 3.11 3.31 3.09 NS
from colleagues (0.91) | (0.95) | (0.88) 1673 0.070
Changes in
3.81 3.57 3.41 -
custc_)mer _ 087) | (0.99) | (0.65) 11.462 <0.001
relationship
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Compulsion to 3.25 3.06 3.40 .
take VRS (1.00) | (0.82) | (0.89) 2.560 0.011
387 | 350 | 3.62 I
Transfer (0.96) | (0.95) | (0.94) 7.816 <0.001
Infrastructural 3.67 3.41 3.78 *
changes (1.09) | (0.95) | (1.04) 2.534 0.011

Source: Primary data

Note: 1 ** refers to significant at 1%
2. * refers to significant at 5%
3. NS refers to not significant

Since P value is less than 0.01, So the null hypothesis is rejected at 1% level
with regard to occupational stress of women employees d@&BKSBT merger
such agnability to adapt with technologies, HRMS changes, changes in customer
relationship andransfer. As a result, there is a significant difference between age
groups of female employees in terms of occupational stress caused BI18BTS
merger, such amability to adapt with technologies, HRMS changes, changes in
customer relationship anttansfer. That means, various age groups of women
employees are different regarding occupational stress of women employees due to
SBI-SBT mergein terms of abovenentioned factors.

In terms ofrecurrent changesdifferent behaviour of superigrsompulsion
to take VRS and infrastructure chandgbe P value is less than 0.05, so the null
hypothesis is rejected at 5% level of significant. Thaamsethere is significant
difference among age groups of customers with regardetoirrent changes,
compulsion to take VRS and infrastructure chandes a result of the SBSBT
merger, various age groups of female employees differ in terms of the-above

mentioned occupational stress factors.

While consideringstructural changes, procedural changes, centralisation,
improper benefits scheme and inadequate support from managenusfierent
behaviar of superiorsandimproper deedshe P value is greatergh 0.05, so the
null hypothesis is accepted. That means tieer® significant difference among age
groups of women employesith regard toabove measured factof occupational

stress among women employees due toSIBT merger.
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Posthoc test of ANOVA

Although the test shows a significant difference, it does not necessarily mean
that each group is considerably distinct from the others. To identify which groups,
differ significantly, a 'Post Hoc' test using the 'Tukey HSD' method is performed.

The resul are presented below.

Table: 4.23

Post Hoc Testfor significant difference among the age groups women
employees regarding the occupational stress due to SBBT merger

Factors Age () Age (J) differl\gﬁgen (1-2) Std. error P value
N 36 to 45 0.376 0.115 0.003**
\I/Ci?r?ltl?c/r:goallggi%ts 251035 A1 ove 45 0.098 0112 | 0.658"
36to 45 | Above 45 -0.278 0.133 0.095

25 1035 | 361045 0.255 0.121 0.088"°

Recurrent changes Above 45 0.284 0.118 0.044*
36to 45 | Above 45 0.028 0.140 0.978%

25 10 35 | 361045 0.347 0.110 0.005**

HRMS changes Above 45 0.268 0.108 0.036*
36 to 45 | Above 45 -0.079 0.128 0.811"

Changes in 25 10 35 36 to 45 0.238 0.088 0.020*
customer Above 45 0.399 0.086 <0.001**
relationship 36 to 45 | Above 45 0.160 0.102 0.262"::2

. 36 to 45 0.183 0.097 0.143

tcaig‘ﬁ’/‘gs‘s'on to 251035 Al ove 45 -0.156 0.094 0.227%
36to 45 | Above 45 -0.339 0.112 0.007**

25 10 35 | 361045 0.363 0.099 0.001**

Transfer Above 45 0.245 0.096 0.031*
36 to 45 | Above 45 -0.118 0.114 0.558%°

36 to 45 0.259 0.108 0.045*

L”J;ﬁ;‘icwra' 251035 abhove 45 20.104 0106 | 0585
36 to 45 | Above 45 -0.364 0.125 0.011*

Source: Primary data
Note: 1. ** refers to significant at 1%
2. * refers to significantteb%
3. NS refers to not significant

Based on Tukey HSD post hoc test, the following significant difference

found among the age groups of women employees regarding the occupational stress
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due to SBISBT merger. In terms ahability to adapt withtechnologiesemployees
aged betwee25 to 35years differ significantly from those aged 36 to 45 years.
Regarding theacurrent changeemployeesn the age category &5 to 35differ
significantly from the age category @bove 43n terms of HRMS chages
employees in the age category2& to 35are significantly differ from those of the
age category 086 to 45, and above 45. In the instancecbénges in customer
relationship, employees in the age bracket of 25 to 35 differ significantly from those
of 36 to 45 and above 45.

While studying about compulsion to take VRSnployees under the age
group of36 to 45 differ significantly from those of above 45.Concerning the matter
of transfer, Women employees in the age bracket of 25 to 35 differ sigtijica
from those of age group of 36 to 45 and above 45.When it comes to infrastructure
changes, women employees in the age category of 25 to 35 significantly differed
from those of 36 to 45. Those come in between the age group of 36 to 45

significantly differed from those of above 45.

According to the mean score, female employees in the age category of 25 to
35 have less ability to adapt technology than those in the age group of 36 to 45.
Female employees aged 25 to 35 have a bigger ingmactcurrent charmgg than
those aged above 48/hen it comes to HRMS changes, women employees between
the ages of 25 and 35 have more effect than those between the ages of 36 to 45 and

above 45 which causes occupational stress.

In the instance of changes in customer refethip of occupational stress as a
result of the SBSBT merger, women between the ages of 25 to 35 have more
negativeinfluence than women between the ages of 36 to 45 and above 45.Women
employees above the age of 45 are more compelled to take VR®idlsarbetween
the ages of 36 and 4bemale employees aged between 25 to 35 encoonmuey

transfer challenges than female employees aged 36 to 45 and above 45.

Concerning infrastructural changes of occupational stress, women employees

aged 25 to 35 havetdagher negativenfluence than those aged 36 to 45. Whereas
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women employees in the ages of above 45 haigher negativeimpact on
infrastructural changes of occupational stress due teSBB1 merger than those in
the ages of 36 to 45.

H.0.1.5.2 There is no significant difference betweenofficer and award staff
employees with respect to the occupational stress due to SBBT merger

among women employees.

Table 4.24

T test for significant difference betweerofficer and award staff employees with
respect b the occupational stress due to SBSBT merger among women

employees.
Employee category
. Award staff T P
Fact Off :
actors et (Clerical Cadre) Value Value
Mean SD Mean SD
Inability to adapt with 3.66 1.07 3.89 114 | 2435 0.015*
technologies
Structuralchanges 3.79 0.99 3.61 1.02 2.053 0.040*
Recurrent changes 3.77 1.29 3.85 1.10 0.839 0.402'
Procedural changes 3.88 1.26 3.84 1.14 0.343 0.732%
Centralization 3.94 1.20 3.84 1.17 0.977 0.329%°
HRMS changes 3.93 1.24 3.93 0.98 0.003 0.998"°
Improper benefits scheme 3.57 1.05 3.36 0.92 2.796 0.005**
Inadequate support from 3.58 1.05 3.34 092 | 2796 | 0.005*
management
Indifferent behaviour of 3.17 0.86 3.11 092 | 0762 | 0.446"
superiors
Improper deeds 3.23 0.99 3.11 0.87 1.588 0.113"
Changesn customer 3.56 0.82 3.70 0.89 1.915 0.056"
relationship
Compulsion to take VRS 3.35 1.03 3.18 0.88 2.138 0.033*
Transfer 3.63 0.92 3.77 0.99 1.689 0.092"°
Infrastructure changes 3.80 0.94 3.55 1.10 2.759 0.006**

Source: Primary data

Note: 1. ** refers to significant at 1% level
2. * refers to significant at 5% level

3. MSrefers to not significant
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Since P value is less than 0.01, the null hypothesis is rejected at 1%
significance level for the factors afccupational stresamong women employees
due to SBISBT merger such amproper benefits scheme, inadequate support from
management and infrastructure chang®s null hypothesis is rejected at 1%
significance level with regard to these factors. As a result, there is a significant
difference beteen women employees with officer and award staff designations in
terms of occupational stress factors caused by theS8BI merger, such as
improper benefits scheme, inadequate support from management and infrastructure
changesin other words, in termsfamproper benefits scheme, inadequate support
from management and infrastructure changemen employees with designation of
officer and award stafire not the same.

Considering the factors of occupational stress due teSEHI merger such
asinability to adapt with technologies, structural changes and compulsion to take
VRS, the P value is less than 0.05. Accordingly, it suggests that null hypothesis is
rejected at 5% level of significance with regard to these factarssé€fjuently, there
is a significan difference between women employees with officer and award staff
designations in terms of occupational stress factors caused by t&BS$Bherger,
such adgnability to adapt with technologies, structural changes and compulsion to
take VRS

Regarding théactors of occupational stress due to ST merger such as
recurrent changes, procedural changentralisation, HRMS changes, indifferent
behaviour of superiors, improper deeds, changes in customer relationship and
transfer,the P value is greater th&05. So, the null hypothesis is accepted with
regard tothese factors Therefore, there is no significance difference between
women employees with designation afficer and award staffvith regard to the
factors of occupational stress due to BT mepger such asrecurrent changes,
procedural changescentralisation, HRMS changes, indifferent behaviour of
superiors, improper deeds, changes in customer relationship and trdnsger
obvious that occupational stress caused by theSEHI merger is idental across
women employees with officer and award staff designations in termscofrent
changes, procedural changesntralisation, HRMS changes, indifferent behaviour
of superiors, improper deeds, changes in customer relationship and transfer
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Accordng to the mean score, when compared to women employees with the
designation of award staff, those with the designation of officers have more
occupational stress factors such as structural changes, improper benefits scheme,
inadequate management suppordmepulsion to take VRS and infrastructure
changes. At the same time female employees with category of award staff have more
inability to adapt with technologies than those with employee category of officer.

H.0.1.5.3 There is no significant difference betwen married and unmarried
employees with respect to the occupational stress due to SBBT merger

among women employees.

Table 4.25

T test for significant difference betweemmarried and unmarried employees
with respect to the occupational stress due to $E5BT
merger among women employees.

Marital status
Factors Married Unmarried
Mean SD Mean SD

T P
value Value

Inability to adapt with

*%
technologies 3.86 1.15 3.29 0.55 3.630 | <0.001

Structural changes 3.73 1.03 3.08 0.62 | 4.570 | <0.001**
Recurent changes 3.87 1.20 3.33 0.75 3.259 | <0.001**
Procedural changes 3.90 1.21 3.37 0.61 1.162 | 0.583'
Centralization 3.90 1.20 3.66 1.00 1.391 | 0.165"°
HRMS changes 4.00 1.08 3.29 0.84 | 4.674 | <0.001**

Improper benefits scheme 3.40 0.99 2.9 0.63 3.974 | <0.001**
Inadequate support from

3.48 0.99 2.93 0.63 3.974 | <0.001**

management

Indifferentbehaviourof 313 | 087 | 316 | 1.16 | 0.267 | 0.790"
superiors

Improper deedom .
colleagues 3.18 093 | 287 | 0.73 | 2.382 | 0.018
Changes in customer o
relationship 3.70 0.89 3.16 | 0.27 | 4.411 |<0.001
Compulsion to take VRS 3.28 0.96 | 2.87 | 0.64 | 3.051 | 0.002**
Transfer 3.73 0.96 | 3.60 1.01 | 1.004 | 0.316"
Infrastructurakchanges 3.68 1.07 3.25 0.77 2.881 | 0.004**

Source: Primary data

Note: 1. ** refers to significant at 1%
2. * refers to significant at 5%
3. NS refers to not significant
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Since P value is less than 0.01, the null hypothesis is rejected at 1%
significance level for the factors otcupational stressf women employees due to
SBI-SBT merging thatinability to adapt with technologies, structural changes,
recurrent changes, HRMS changes, improper benefits scheme, inadequate support
from management, changes in customer relationship, compulsion to take VRS and
infrastructure change&o null hypothesi is rejected at 1% significance level with
regard to these factors. As a result, there is a significant difference between married
and unmarried female employees in terms of occupational stress factors caused by
the SBISBT merger, such agability to adapt with technologies, structural
changes, recurrent changes, HRMS changes, improper benefits scheme, inadequate
support from management, changes in customer relationship, compulsion to take
VRS and infrastructure changds other words, in terms of thé@ementioned

factors, married and unmarried women employees are not the same.

In terms ofimproper deeds, the P value is less than 0.05. Hence the null
hypothesis is rejected at 5% level significant. It demonstrates that there is a
significant differencéetween married and unmarried female employees in terms of
occupational stress factors caused by the SBBT merger, such as improper deeds
It denotes that, in terms ahproper deedsmarried and unmarried employees are

not the same.

Regarding the faots of occupational stresef women employees due to
SBI-SBT merging suclprocedural changes, centralisatiangifferent behaviour of
superiors and transfethe P value is greater than 0.05, so the null hypothesis is
accepted with regard tabove mentioad factors Theefore, there is no significant
difference between married and unmarried women employees with regard to the
factor ofoccupational stressf women employees due to SBBT merging such as
procedural changes, centralisation, indifferent behawof superiors and transfdt
is clear that married and unmarried women employees with regard to the factor of
occupational stressf women employees due to SBBT merging are similar to one

another in terms adbovementioned factors
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Based on themean score, it can be concluded that, in comparison to
unmarried employees, married employees have higher occupational stress factors
due to SBISBT merging such amability to adapt with technologies, structural
changes, recurrent changes, HRMSnges,improper benefit schemenadequate
support from management, Improper deeds, Changes in customer relationship,

compulsion to take VRS and infrastructure changes.

H.0.1.5.4There is no significant difference betweegraduate and post graduate
employees withrespect to the occupational stress due to SEBBT merger

among women employees.

Table 4.26

T test for significant difference betweergraduate and post graduate employees
with respect to the occupational stress due to SEBBT merger among women
employees

Educational qualification
Factors Graduate Post Graduate
Mean SD Mean SD

T P
value Value

Inability to adapt with

: 3.74 1.12 3.95 1.12 2.148 | 0.032*
technologies

Structural changes 3.61 1.00 3.80 1.02 2.213 | 0.027*
Recurrent changes 3.72 1.19 4.03 1.11 3.065 | 0.002**
Procedural changes 3.65 1.17 3.26 1.09 6.063 | <0.001**
Centralization 3.76 1.12 4.10 1.27 3.251 | <0.001**
HRMS changes 3.84 1.04 4.10 1.13 2.701 | 0.007**

Improper benefits scheme 3.40 0.97 35 0.99 | 1.064 | 0.288"

Inadequate support ino 340 | 097 | 349 | 099 | 1.064 | 0.288%

management

Indifferent behaviar of 209 | 078 | 340 | 1.04 | 5360 |<0.001*
superiors

Improper deedrom 311 | 090 | 325 | 094 | 1.740 | 0.082\S
colleagues

Changes in customer 362 | 087 | 372 | 086 | 1.364 | 0.173\
relationship

Compulsion to take VRS 3.19 0.94 3.34 0.93 1.738 | 0.083"°
Transfer 3.69 0.98 3.79 0.93 | 1.156 | 0.248%
Infrastructurakhanges 3.63 1.09 3.64 0.97 | 0.089 | 0.929"°

Source: Primary data

Note: 1. ** refers to significant at 1%
2. * refers to signitant at 5%
3. NS refers to not significant
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Since P value is less than 0.01, the null hypothesis is rejected at 1%
significance level for the factors otcupational stressf women erployees due to
SBI-SBT merging such asecurrent changes, predural changes, centralisation,
HRMS changes and indifferent behaviour of superi®osnull hypothesis is rejected
at 1% significance level with regard these factorsHence,there is significant
differencebetween graduate and post graduate womenagmgs with regard to the
factors of occupational stresef employees due to SEBBT merging such as
recurrent changes, procedural changes, centralisation, HRMS changes and
indifferent behaviour of superiartn other words, in terms of the abenentioned
factors, graduate and post graduate women employees are not the same.

In terms ofthe factors like inability to adapt with technologies, structural
changes the P value is less than 0.05. It demonstrates that there is a significant
difference between gradiga and postgraduate female employees in terms of
occupational stress caused by the-SBIT merger, such as inability to adapt with
technologies, structural changdsindicates that graduate and postgraduate female
employees are not same in termdrability to adapt with technologies, structural
changes

Regarding the factors adccupational stresef women employees due to
SBI-SBT mergr such asimproper benefits scheme, inadequate support from
management, improper deeds, changes in customer relatiposhipulsion to take
VRS, transfer anthfrastructurechangeghe P value is greater than 0.05, so the null
hypothesis is accepted with regardatiove mentioned factorsheefore, there is no
significant difference between graduate and postgraduate wosngployees with
regard to the factor obccupational stressf women employees due to SBBT
merging such asmproper benefits scheme, inadequate support from management,
improper deeds, changes in customer relationship, compulsion to take VRS, transfer
and infrastructurechanges It is apparent that graduate and postgraduate female
employees are similar to one another in terms of occupational stress of female
employees as a result of the SEBT merger.

Based on the mean score, it can be concludedithedmparison to graduate
qualifiers, post graduate qualifiers have higher occupational stress factors as a result
of the SBISBT merger, such amability to adapt with technologiestructural
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changesrecurrent changesentralisation, HRMS changes andifferent behaviour

of superiors At the same time, female graduate qualifiers suffer higher stress

regarding the f ac thanmostgmduate emplayees.l

changes

H.0.1.5.6 There is no significant difference betweemverage IT expertise and

good IT expertise womenemployees with respect to the occupational stress due

to SBI-SBT merger among women employees.

Table 4.27

T test for significant difference betweeraverage IT expertise and good IT
expertise womenemployees with respect to the occ@gtional stress due to SBI

SBT merger among women employees.

. P
actors IT Expertise T value
Average Good Value
Mean SD Mean SD
Inability to adapt with 384 | 100 | 380 | 1.13 | 0443 | 0.658°
technologies
Structural changes 3.85 1.10 3.59 0.96 2.976 0.003**
Recurrent changes 3.72 1.20 3.87 1.16 1.431 0.153%°
Procedural changes 3.70 1.18 3.93 1.17 2.194 0.029*
Centralization 3.76 1.29 3.93 1.12 1.674 | 0.095"
HRMS changes 3.88 1.14 3.96 1.04 0.830 0.407%
Improper benefits scheme 340 1.01 3.45 0.96 0.688 0.491"°
Inadequate support from 339 | 1.01 | 345 | 096 | 0688 | 0.491"
management
Indifferent behaviar of 304 | 087 | 317 | 091 | 1.624 | 0.105"
superiors
Improper deedfom colleagues 2.95 0.88 3.25 0.91 3.774 | <0.001**
Changes in customer 366 | 1.04 | 365 | 078 | 0157 | 0.875%
relationship
Compulsion to take VRS 3.36 0.90 3.18 0.96 2.180 0.030*
Transfer 3.63 1.05 3.76 0.92 1.519 0.129"°
Infrastructurakhanges 3.60 1.10 3.65 1.03 0.556 | 0.579"°

Source: Primary data

Note: 1. ** refers to signifiant at 1%
2. * refers to significant at 5%
3. NS refers to not significant

Since P value is less than 0.01, the null hypothesis is rejected at 1%

significance level for the factors otcupational stressf women employees due to

SBI-SBT merging those structural changasd improper deed&o null hypothesis

is rejected at 1% significance level with regard to these factors. Hence, there is
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significance difference between average IT expertise and good IT expertise of
women employees wittegard to the factors afccupational stressf employees due

to SBFSBT merging such astructural changes, and improper dedd®ther words,

in terms of structural changasd improper deedsiverage IT expertise and good IT
expertise women employeare not the same.

In terms ofthe factors like procedural changes and compulsion to take VRS
the P value is less than 0.05. Hence the null hypothesis is rejected at 5% level
significant. It indicates thathere is significantdifference between averad@
expertise and good IT expertise of women employees with regard to the factors of
occupational stres®f women employees due to SBBT merging such as
procedural changes and compulsion to take VIRShows that female employees
with average and good IKnowledge are not the same in termspobcedural
changes and compulsion to take VRS

Regarding the factors ajccupational stresef women employees due to
SBI-SBT merging such amability to adapt with technologies, recurrent changes
centralisationHRMS changesimproper benefits scheme, inadequate support from
management, indifferent behaviour of superiors, changes in customer relationship,
transfer and infrastructure changélse P value is greater than 0.05, so the null
hypothesis is accepted witbgard toabove mentioned factarsherefoe, there is no
significantdifference between average IT expertise and good IT expertise of women
employees with regard to the factoramfcupational stressf women employees due
to SBFSBT merging such asability to adapt with technologies, recurrent changes
centralisationHRMS changesimproper benefits scheme, inadequate support from
management, indifferent behaviour of superiors, changes in customer relationship,
transfer and infrastructure changdsis apparent that female employees' average
and good IT knowledge are similar to one another in terms of occupational stress of
female employees as a result of the -SBIT merger in terms of thiactorslisted
above

Based on the mean score, it can be condubat, in comparison to female
employees with good IT expertise, those with average IT expertise have higher
occupational stress as a result of the-SBII merger, in terms of structural changes
and compulsion to take VR$& contrast, female employeestivgood IT expertise,
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on the other hand, have a higher occupational stress factor as a result of-the SBI
SBT merger in terms of procedural changes and improper tfeedsolleagues

H.0.1.5.7 There is no significant difference among span of service of wem
employees regarding the occupational stress due to SBBT merger among

women employees.

Table 4.28

ANOVA for significant difference among span of service of women employees

regarding the occupational stress due to SBEBT merger among women

employees.
Span of service
Upto 10 | 11to 20 | Above 20
Factors years years years F value P value
Mean Mean Mean
and SD and SD and SD
Inability to adapt with 3.77 4.03 3.71 s
technologies 1.22) | (.05 | (0.83) 1.040 0566"
Structural changes &'88) (411"8% (8'2;) 7.572 <0.001**
Recurrent changes (izg) (‘llig) (ggg) 12.012 <0.001**
Procedural changes (i'gi) (i'gi) (g'gi) 13.489 <0.001**
o 3.94 4.05 3.55 o
Centralisation (1.19) (1.29) (0.98) 6.634 <0.001
3.96 4.09 3.71 N
HRMS changes (1.09) (1.13) (0.93) 4.073 0.018
Improper benefits 3.43 3.81 3.05 o
scheme ©099) | (1.07) | (0.63) 19.414 <0.001
Inadequate support 3.43 3.81 3.05 x
from management (0.99) (1.07) (0.63) 19.414 <0.001
Indifferentbehaviour 3.10 3.50 2.88 -
of superiors 093) | (0.96) | (0.59) 15.741 <0.001
Improper deedfom 3.05 3.73 2.89 -
colleagues ©077) | @15 | (0.83) 33.239 <0.001
Changes ircustomer 3.66 4.01 3.30 -
relationship 086) | (0.97) | (0.62) 21.862 <0.001
Compulsion to take 3.15 3.51 3.23 -
VRS 096) | (0.96) | (0.81) 6.512 0.002
3.81 3.72 3.50 -
Transfer (1.00) (0.86) (0.94) 4.784 0.009
Infrastructural 3.58 3.82 3.62 NS
| changes (1.04) (1.11) (1.02) 2.305 0.101

Source: Primary data

Note: 1. ** refers to significant at 1%
2.* refers to gynificant at 5%
2. NS refers to not significant

3. SD in brackets
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Since P value is less than 0.01, So the null hypothesis is rejected at 1% level
with regard to occupational stress of women employees due t&GBBImerger
such asstructual changes, recurrent changes, procedural changes, centralisation,
improper benefits scheme, inadequate support from management, indifferent
behaviour of superiors, improper deeds, changes in customer relationship,
compulsion to take VRS and transfeterce, there isignificant difference irspan
of service of women employees with regard to occupational stress among women
employees due to SEBBT merger such astructural changes, recurrent changes
procedural changesentralisation, improper benefischeme, inadequate support
from management, indifferent behaviour of superiors, improper deeds, changes in
customer relationship, compulsion to take VRS and tran$teat means, various
span of service of women employees are different regarding ocaugdasioess of

women employees due to SBBT merger in terms of aboweentioned factors.

In terms ofinability to adapt with technologies and HRMS chandesalue
is less than 0.05. Accordingly, the null hypothesis is rejected at 5% level with regard
to occupational stress of woman employees due toSHBI mergerthat HRMS
changes. That means there is a significant difference among span of service of

woman employees with regardttee factorHRMS changes.

While consideringnfrastructure changeghe P vaue is greater than 0.05, so
the null hypothesis is accepted. That means tisare significant difference among
span of service of women employeesth regard toinability to adopt with
technology andinfrastructure change®f occupational stress amongomven
employees due to SEBBT merger.



Posthoc test of ANOVA

Table:
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4.29

Post Hoc Testfor significant difference among the span of service of women

employees regarding the occupational stress due to SBBT merger

Span of

Span of

Mean difference

Factors service(l) service (J) (1-0) Std. error P value
11to 20 . *%
Up 1o 10 years 0.394 0.107 <0.001
Structural changes years Ak;c;\;erSZO 0.033 0.104 0.944%
111020 | Above 20 0.428 0.129 0.003**
years years
11to D ] .
Up 1o 10 yoars 0.460 0.123 <0.001
Recurrent changes | V@S At;oe‘;erszo 0.253 0.120 0.089"
111020 | Above 20 0.714 0.148 <0.000**
years years
11 to 20 ] ™
Up 10 20 years 0.452 0.124 <0.001
Procedural changes years At;/oe\;e;szo 0.317 0.121 0.024*
111020 | Above 20 0.770 0149 | <0.000%
years years
11 to 20 ) NS
Up 10 10 years 0.116 0.126 0.623
Centralization years | Above 20 0.387 0.122 0.005**
years
111020 | Above 20 0.504 0.151 0.003**
years years
11 to 20 ] NS
Up 10 20 years 0.135 0.115 0.466
HRMS changes years Above 20 0.246 0.111 0.072"S
years
111020 | Above 20 0.381 0.137 0.016*
years years
11 to 20 . *%
Up 10 10 yoars 0.378 0.101 <0.001
Improper benefits years Above 20 0.379 0.098 <0.001**
scheme years
111020 | Above 20 0.758 0.121 <0.000**
years years
111020 0.378 0101 | <0.001*
Inadequate support Upto 10 years
from management years At;%\;eiSZO 0.379 0.098 <0.001**
11t020 | Above 20 0.758 0.121 <0.001**
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years years
111020 :0.407 0.0% <0.000**
. Up to 10 years
Indifferent ears Above 20
behaviar of y yoars 0.214 0.091 0.052%
superior
111020 | Above 20 0.621 0113 | <0.001%
years years
11 to 20 . *%
Up 1o 10 years 0.671 0.093 <0.001
Improper deeds years Above 20 0.166 0.090 0.161%°
years
111020 | Above 20 0.837 0111 | <0.001**
years years
11to 20 i x
Up 1o 10 yoars 0.346 0.090 <0.001
Charjges in custome years Above 20 0.368 0.087 <0.001**
relationship years
111020 | Above 20 0.715 0.108 <0.001**
years years
11to 20 i x
Up 1o 10 years 0.361 0.100 <0.001
Compulsion to take years Above 20 .0.074 0.097 0.7274
VRS years
111020 | Above 20 0.287 0.120 0.045*
years years
11 to 20 NS
Up 1o 10 yoars 0.087 0.103 0.674
Transfer years | Above 20 0.310 0.100 0.006**
years
111020 | Above 20 0.223 0.123 0.169"
years years

SourcePrimary data

Note: 1. ** refers to significant at 1%
2. * refers to significant at 5%
3. NS refers to not significant

Based on Tukey HSD post hoc test, the following significant differerase

foundin the span of service of employeesgarding the occupational stress due to

SBI-SBT mergerln the case of structural changes, women employees with up to 10

years of service differ significantly from those with 11 to 20 years of service,

whereas women employees with 11 to 20 years of geiifer significantly from

those with more than 20 years of service.
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Concerning the recurrent changes, women employees with up to 10 years of
service differ significantly from those with 11 to 20 yearssefvice; however
women employees with 11 to 20ays of service differ significantly from those with

more than 20 years of service.

When examining procedural changes, women employees with up to 10 years
of service differ significantly from those with 11 to 20 and above 20 years of
service. Women employsevith 11 to 20 years of service differ significantly from
women employees with more than 20 yearsevice. Inthe case of centralisation,
female employees with up to 10 years of service differ significantly from those with
above 20 years of service, Wehthose from 11 to 20 years of service significantly
differed from female employees with more than 20 yeaseofice. Inthe instance
of HRMS changes, female employees with 11 to 20 years of service differ

significantly from those with above 20 yeafsservice.

In the case of an improper benefits scheme, women employees with up to 10
years of service differ significantly from those with 11 to 20 and more than 20 years
of service. Women with 11 to 20 years of experience differ greatly from those with
more than 20 years of experiende. terms of inadequate management support,
women employees with up to 10 years of service differ significantly from those with
11 to 20 and beyond 20 years of service, and those with 11 to 20 years of service
differ significantly from those with service of more than yars.In the event of
indifferent behaviour by superiors, women employees with up to 10 years of service
differ significantly from those with 11 to 20 years of service, whereas those with 11
to 20 years of seice differ significantly from those with more than 20 years of

experience.

When examining improper deeds, women employees with up to 10 years of
service differ significantly from those with 11 to 20 years of sersitg above 20
years and thos with 11 to 20 years of service differ significantly from those with
more than 20 years of servid&hen it comes to changes in customer relationships,
women with up to 10 years of service differ significantly from those with 11 to 20

and more than 20 yesmof employment, those with 11 to 20 years of service differ
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significantly from female employees with more than 20 years of serwWtele
analysing the compulsion to take VRSdigcovered that women employees with up

to 10 years of service differ sidiantly from those with 11 to 20 years of service
and those with 11 to 20 years of service significantly differed from above 20 years
of service.In terms of transfer, women with up to 10 years of service differ

significantly from those with more than §6ars of service.

According to the mean score, structural changes lesgktress on female
employees with less than 10 years of service than those with 11 to 20 years of
service. When comparing women employees with 11 to 20 years of service to those
with more than 20 years of service, employees with 11 to 20 years of service
experiencing more occupational stress on structural changesboae 20 years
Female employees with 11 to 20 years of experience are more stressed by structural
changes brought abbby the SBISBT merger than those with up to 10 and more

than 20 years of service.

In terms of recurrent changefgmale employees with up to ten years of
service feeless stress than those with 11 to 20 years of service. When comparing
female employes with 11 to 20 years of servjc20 years of servick employees
reports lesstress from recurring changes. With respect to recurring changes brought
about by the SBEBT merger, it is obvious that women with 11 to 20 years of
employment are under highstress than women with up to ten and more than

twenty years of service.

In terms of procedural changes, female employees with up to 10 years of
service have less stress than those with 11 to 20 years of serviasdt showshat
female employees withip to 10 years of service have more stress on procedural
changes when comparing with those who have above 20 years of service. When
comparing female employees with 11 to 20 years of service to those with more than
20 years of service, those with 11 to g€ars of service suffer more stress on
procedural changes. In terms of occupational strepsocedural changes brought

about by the SBEBT merger, women employees with 11 to 20 years of service
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clearly have a greater stress than women with up to 10abode 20 years of

service.

While considering centralisation, female employees with up to 10 years of
service have greater stress than those who have service of above 20 years, those who
have service of 11 to 20 years suffer more occupational stress tds@nwviith more
than 20 years of service. In terms of occupational stressndfalisation brought
about by the SBEBT merger, women employees with 11 to 20 years of service

clearly facing more stress than women with up to 10 and above 20 years of service.

Regarding HRMS changes, female employees with 11 to 20 years of service
experiencing more stress than those with above 20 yeassrate. Interms of
improper benefit schemes, women employees with up to 10 years of service have
less stress than thosethvill to 20 years of service, and when comparing employees
with experience of up to 10 and above 20 years, employees with up to 10 years of
service ardeeling more stress. Women employees with 11 to 20 years of service
have facing more stress than womeithwnore than 20 years of service. It implies
that female employees with 11 to 20 years of service are suffering a bigger level of

stress on the improper benefit scheme generated by th§ESBimerger.

While considering inadequate support from managenfiemizale employees
with 11 to 20 years of service have greater stress than those with up to 10 years of
service. Female employees with up to 10 years of service have more stress than
those with more than 20 years of service. When comparing women employiees wi
service of 11 to 20 years and above 20 years, 11 to 20 years suffer more stress than
other. It implies that women with 11 to 20 years of service face more occupational
stress as a result of the SBBT merger's insufficient management assistance.

In the case of improper deeds caused by the-SBT merger, women
employees with less than 10 years of service have a lower stress than those with 11
to 20 years of service, while those with 11 to 20 years of service are face more stress
on improper deeds tharhdse with more than 20 years of experience. This

demonstrates that female employees with 11 to 20 years of experience are more
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stressed about improper deeds caused by the&sBBImerger than those with up to

10 and above 20 years of service.

In terms of banges in customer relationships as a result of theS8BI
merger, women employees with less than 10 years of experience have less
occupational stress than women with 11 to 20 years of service, whereas those with
up to 10 years of service have a moresstren changes ioustomerrelationships
than women employees with more than 20 years of service. Female employees with
service of more than 20 years of service are lesser stressed than those with service of
11 to 20 yearsThese findings implies thatamenworkers with 11 to 20 years of
service are more stressed than those with up to 10 years and over 20 years of service

about changes in customer relationships as a result of tRSEEBmerger.

Concerning the issue of compulsion to VRS due to occupatitneslssas a
result of the SBISBT merger, women with up to 10 years of service are lesser
stressed than women with 11 to 20 years of service. Female employees with service
of 11 to 20 years have more stress than those with service of abgear80When
evaluating the transfer of occupational stress as a result of th&EBBImerger,
female employees with up to 10 years of service have more occupational stress than

those with service of more than 20 years.
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H.0.1.58 There is no significant difference amog frequency of training
availability of women employees regarding the occupational stress due to SBI

SBT merger among women employees.

Table 4.30

ANOVA for significant difference among frequency of training availability of
women employees regarding the oapational stress due to SBISBT merger
among women employees.

Frequency of training given
Factors S:::S;Zzag) II:\/rlig?me::éll I\F\/)I(égtrj]Iirr% F value P value
_ _ SD SD
cenooges |01y | qon | Go | o%s | oo
Structural changes (igi) (ggg) (i;?) 0.965 0.381"°
Recurrent changes (iflsg) (igg) (igg) 5.763 0.003**
Procedural changes (i?g) (iig) (igé) 7.585 <0.001**
Centralisation (ifls% (iig) (‘113?) 12.376 <0.001**
HRMS changes ((3);;) (iéi) (igg) 6.719 <0.001**
mperer s || % | g% | a9 | oow
;P:r?lerﬂ:ﬁfgzlrjﬁgr_?trt (g:gé) (g:gé) (ﬁ% 1533 | 0.080%
:)r:‘dslggre?irgrgehawour (gi%) (gég) (ii?) 14.513 | <0.001™
Lrgﬁer:gﬁrégeedﬁom (g:slag) (g:gé) (iﬁ) 6.873 | <0.001%
Cragesnewsone] 30| 9% | iy | iew | omr
Ung oo o teke (iég) (ggg) (gig% 1236 | 0.108"
Transfer (ggg) (g;g) (ggé) 10.741 <0.001**
ﬁ?&iﬁum (igi) (3152) (i:g(l)) 1080 | 0.340%

Source: Primary data

Note: 1. ** refers to significant at 1%
2. NS refers to not significant
3. SD in brackets
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Since P value is less than 0.8b,the null hypothesis is rejected at 1% level
with regard to occupational stress of women employees due t&SBBImeger
such asrecurrent changesprocedural changescentralisation, HRM changes,
indifferent behaviour of superior, improper deeds and transer. there is
significance difference among frequency of training availability of women
employees with regard tiactors of occupational stress among women employees
due to SBISBT merger such asecurrent changesprocedural changes
centralisation, HRM changes, indifferent behaviour of superior, improper deeds and
transfer That is, in terms of the things mention¢he types of frequency of training
availability of women employees differ in terms of occupational stress of women

employees as a result of the SEBT merger.

Regarding the factors such iasbility to adapt with technologies, structural
changes, impnoer benefits schem@&adequate support from management, changes
in customer relationshjgcompulsion to take VRS and infrastructure charthesP
value is greater than 0.05, so the null hypothesis is accepted. That is, there is no
significant differenceni occupational stress among women employees based on the
frequency of training availability with relation tonability to adapt with
technologies, structural changes, improper benefits scheat®guate support from
management, changes in customer rabatiip compulsion to take VRS and

infrastructure changesused by the SB3BT merger.
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Table: 4.31
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Post Hoc Testfor significant difference among the frequency of training
availability of women employees regarding the occupationatress due to SBi

SBT merger.
Frequency of | Frequency Mean
Factors training of training difference Std. error P value
given(l) given (J) (1-J)
Recurrent Occasionally Frequently -0.337 0.112 0.008**
changes Regularly -0.316 0.123 O.OZElzl\l*S
Frequently Regularly 0.020 0.133 0.987
Procedural Occasionally Frequently -0.433 0.112 <O.OOON’;*
changes Regularly -0.250 0.123 0.108’\IS
Frequently Regularly 0.183 0.133 0.356
o Occasionally Frequently -0.300 0.112 0.021*
Centralisation Regularly -0.600 0.122 <0.001**
Frequently Regularly -0.300 0.132 0.062*
Occasionall Frequently -0.375 0.102 <0.001**
HRMS changes Y Regularly -0.191 0.112 0.206"°
Frequently Regularly 0.183 0.121 0.289"°
Indifferent , Frequentl -0.243 0.085 0.012*
behaviour of Occasionally Regularlyy -0.493 0.093 <0.001**
superiors Frequently Regularly -0.250 0.100 0.035*
improper deeds | Occasionally Frequently 0.100 0.087 0.489"°
from colleagues Regularly -0.275 0.095 0.012*
Frequently Regularly -0.375 0.103 <0.001**
Occasionally Frequently -0.216 0.091 0.049*
Transfer Regularly -0.460 0.100 <0.001**
Frequently Regularly -0.243 0.108 0.065"°

Source: Primary data

Note: 1. ** refers to significant at 1%
2. * refers to significant at 5%
3. NS refes to not significant

Based on Tukey HSD post hoc test, the following significant difference
found among the frequency of training availability of women employees regarding
the occupational stress due to SEBT merger.In the case of recurrent changes,
female employees who receive occasional training differ significantly from those

who receive frequent and regular training.
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When it comes to procedural changes, women employees who receive
occasional training differ significantly from those who receive deggtraining. In
the case of centralisation, female employees who receive occasional training differ
significantly from those who receive frequent and regular training. Those who
receive frequent training are significantly differed from those who receiyelar
training. When examining HRMS changes, women employees who receive
occasional training differ significantly from those who get freqaeming. Women
employees who receive occasional training differ significantly from those who
receive frequent ral regular training in the event of indifferent behaviour by
superiors. Women employees who receive frequent training differ significantly from

those who receive regular training.

In terms of improper deeds, female employees who receive occasional
training differ significantly from those who receive regular training. Women
employees who receive frequently are significantly from those who receive regular
training. Regarding the case of transfer, female employees who receive training
occasionally differ sigricantly from those who receive training frequently and

regularly.

Accordingto mean score, in the case of recurrent changes of occupational
stress due to SB3BT merger women employees who receive training occasionally
are less stressed than those whoeiree training frequently aneegularly. Interms of
procedural changes, women employees who receive frequent training are more

stressed than those who receive occasional training.

In the instancef centralisatiorof occupational stress as a resulthed 5Bt
SBT merger, women employees who receive occasional training have lesser stress
than those who receive training frequently and regularly. Female employees who
receive training regularly have more occupational stress on centralisation than who
receivetraining frequently.In terms of HRMS modifications, women employees
who receive training on a frequent basis have a bigger stress than those who receive
training occasionally. Wherit comes tolndifferent behaviour of superigrsvomen

employees who rece occasional training have a lesser stress than those who
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receive training frequently and regularly. Women employees who receive regular

training are more stressed than who receive training frequently.

In the case of improper deeds, female employees wageive regular
training are more stressed than those who receive training occasionally and
frequently. When comparing it in between frequently and regularly, regularly is
higher than frequently.Considering transfer, female employees who receive
occasionh training are less stressed than who receive training frequently and

regularly.
4.17 Conclusion

This partaddressed the first objective of the study, which was to investigate
the occupational stress experienced by female employees both before atiteafter
SBI-SBT merger. This chapter analyzed the prevalence of occupational stress
among female bank employees before and after theSBBI merger, taking into
account their diverse demographic data, as well as the condition of women
employees in the bank witregard to occupational stress after the merger, with
regard to their sociddemographic background.
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PART B

Consequences of the occupational stress among the women employees due to
SBI-SBT merger

4.2 1Introduction

Part B of he chapte#d examhnes the consequences of the occupational stress
among the women employees due to -SBIT merger. The study of the
consequences of occupational stress among women employees both before and after
the SBISBT merger is the second objective of the researchitas covered in this
chapter. The chapter looks at the consequences of occupational stress on female
employees both before and after the SIBIT merger, as well as the effects of
occupational stress on workers of all socioeconomic backgrounds. Work
engg@ement, Turnover intention, Employee commitment, and Employee
performance are considered as the constructs of the consequences of the
occupational stress among the women employees as a result of {88 BRierger.

Age, staff category, marital status, edtional background, IT expertise, service
range, and training frequency are used to ecosspare the workers.

4.2.20bjective

Objective II: To explore the effectsof occupational stress due to SBBT merger
women employees and their work related outesm

Descriptive statistics, such as mean and standevehtion and inferential
analysis,such as one sample t test, paired sample t test, independent t test,-and one
way ANOVA with Tukey's HSD post hoc analysis, were used to achieve this

objective of thestudy.

The following seven constructs are taken to be factors to occupational stress among

workers as a result of the SBBT merger.

1. Family and social issue

2. Health issues
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Psychological and behavioral issues

Work engagement

3
4
5. Turnover intention
6 Employee comitment
7

Employee performance

4.2.3. Extent of consequences of occupational stress faced by the women

employees due to SBEBT merger

4.2.3.1. Extent of consequences of occupational stress faced by the women

employees before the SBEBT merger

H.0.2.1: Consequences of the occupational stress among the women employee is

at average level before the SBEBT merger.

Table: 4.32

One sample t test for measuring the consequences of thecupational stress
among the women employee before the SEHBT merger.

S| Factors Mean Standgrd ) Mean T P Value
No Deviation difference | value
1 IFS iﬁ’é'y and social | 5 g 0.78 099 | 23.46| <0.001*
2 | Health issues 3.23 0.88 0.23 24.71 | <0.001**
3 | Psychological and | , o 0.72 001 | 1.624| 0120
behavioral issues
4 | Work engagement | 4.55 0.94 1.55 24.91 | <0.001**
5 | Turnover intention 2.88 0.74 -0.12 13.53| <0.001**
¢ | Employee 4.80 0.78 1.80 23.53 | <0.001**
commitment
7 | Employee 453 0.64 153 | 28.21|<0.001**
B performance

Source: Primary data
** denotes significant at 1% level

Since tle P value is less than 0.01, the null hypothesis is rejected for the all
factors of the consequences of the occupational stress such as family and social
issues, health issues, work engagement, turnover intention, employee commitment

and employee performae.
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Since the P value is higher than 0.050, the null hypothesis is accepted for the
factor of consequences of occupational stress such asopsyiclal and behavioral

issues.

It shows that before merger, the effects of occupational stress on women
employes were either below average or above average (3 is the average value). The
mean score analysis was carried out to find out whether the consequences-of work
related stress are above or below average for the workers. The mean score for each
factor showstha, with the exception of the fac®that pertains to behavioral and
psychological issuesnd turnover intentionsll average scores are higher than 3.

Based on mean score, it can be seen that there is evidence of adverse
consequences resulting from werdated stress experienced by female bank
employees before the merger, specifically in relation to family and social matters, as
well as health concerns. Prior to the merger, the employees exhibited favorable
attributes such as job engagement, employeennutment, and employee
performance. Additionally, it has been determined that the employees of the bank do
not have any intention to leave their jobs, and they only experience an average

amount of psychological and social issues prior to the merger.
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4.2 3.2.Extent of occupational stress suffered by the women employees after the
SBI-SBT merger

H.0.2.2 Occupational stress among the women employee is at average level
after the SBI-SBT merger.

Table: 4.33

One sample t test for measuring the occupationatress among the women
employee is at average level after the SEBBT merger.

Sl Factors Mean Star_ldz?lrd _Mean T P Value
No Deviation | difference | value
1 |Fs 2[:‘6"3’ and social |, 19 1.07 1.49 3.97 | <0.001**
2 Health issues 4,78 1.09 1.78 7.67 | <0.001**
3 | Pshologicaland | ) o | 4 g 160 | 3.55 | <0.001**
behavioralssues
4 Work engagement | 2.35 0.90 -0.35 2.90 | 0.004**
5 Turnover intention | 3.38 0.90 0.38 2.42 | 0.010**
6 | Employee 266 | 0.69 066 | 3.65 | <0.001*
commitment
7 | Employee 2.36 0.63 -0.36 4.08 | <0.001**
performance

Source: Primary data
** denotes significant at 1% level

Since the P value is less than 0.01, the null hypothesis is rejected for the all
factors of the consequences of the occupational stress such as family and social
issues, health issuegqsychological and behavioral issues, work engagement,
turnover intention, employee commitment and employee performance. It
demonstrates that the consequences of \maldted stress on women workers were
either below average or above average following me®)ey the average value). To
determine whether the consequences of welkted stress are above or below
average for the workers, the mean score analysis was perfdimed.h f act or > s me
value reveals that all mean scores are greater than 3 except ¢astheof job

engagement, employee commitment, and employee performance.

Based on mean score, it can be seen that there is evidence of adverse
consequences resulting from werkated stress experienced by female bank
employees after the merger, specifigah relation to family and social matters,
psychological and social issuas well as health conceras above average level
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After the merger, the employees exhibited unfavorable attribntdse case ofob
engagement, employee commitment, and emplgyerformance. Additionally, it

has been determined that the employees of the bank do have an intention to leave
their jobs

According to the mean score, there is ample proof of negative outcomes
caused by workelated stress among female bank employekswing the merger.
These consequences primarily affect family and social matters, psychological and
social issues, and health concemsan scoresf which are above the average level.
Following the merger, the employees displayed undesirable chasticsesuch as
low levels of job engagement, employee commitment, and employee performance.
Furthermore, it has been ascertained that the bank's employees do possess an
intention to resign from their current job.

4.2.3.3Consequences of the Occupational stsss among the women employee
before and after the merger: A comparative analysis

H.0.2.3 There is no significant difference between the before and after SBI
SBT merger regarding the consequences of the occupational stress.

Table No.4.34
Consequences ofacupational stress among the employees before and after SBI
SBT merger
. Before merger After merger
SI. No. Attributes Mean 3D Mean SD Gap T test P value
1 | Familyand 399 | 078 | 449 | 107 | (+)050| 13.89 | <0.001*
social issue
2 |Healthissues | 323 | 088 | 478 | 100 | (P | 1495 | <0001~
Psychological +)
3 and behavioura| 2.99 0.72 4.60 1.06 0.61 14.81 <0.001**
issues )
4 | WOk 4.55 0.94 2.35 0.90 ) 591 | <0.001*
engagement 2.20
5 | Turnover 2.88 0.74 3.38 0.90 (+) 14.68 | <0.001*
intention 0.50
6 | Employe 4.80 0.78 2.66 0.69 ) 3.67 <0.001**
commitment 2.14
7 | Employee 4.53 0.64 2.36 0.63 ) 769 | <0.001%
performance 2.17

Source: Primary data
Note: ** indicates significant at 1% level
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The paired sample t test was used to compare the status of cacapati
stress consequences before and after theS881 merger. Since the P value is less
than 0.01, the null hypothesis is rejected at 1% level with regard to the factors of the
consequences of the occupational stress such as family and social issubs, healt
issues, psychological and behavioural issues, turnover intention, work engagement,
employee commitment and employee performaritedenotes that there is a
significance difference between the factors of consequences of stress before and
after the merger.

The scores indicate that the factors of Family and social issue, health issues,
psychological and behaviouresuesand turnover intention were lower before the
SBI-SBT merger compared to after the merger. It indicates that employees
experience a rangef adverse effects due to occupational stress after the merger in
relation to these factors. The scores for work engagement, employee commitment,
and employee performance were higher before the merger compared to after the
merger. It suggests that the margpas had a significant negatimgpact on the work
engagement, employee commitment, and employee performance of female bank

employees.

All of these findings point to the fact that the SBBT merger has caused a
great deal of stress in the workplace, ethihas led to a number of negative

consequences among tieenale employees

4.2.4 Consequences of the occupational stress among the women employee
before and after the merger with considering their varying socie

demographic background: A comparative analgis

The following sociedemographic categorical factors are considered for the

analysis

Age
Employee category

Marital status
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IT expertise

Span of service

Educational qualification

Frequency of training given

consequences of the occupational stress.

Table No.4.35
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H.0.2.41: There is no significant difference among the employees under the
category of officer betweerthe before and after SBISBT merger regarding the

Consequences of occupational stress among the employees under the category

of officer before and after SBI SBT merger

S| Before After
NO‘ Attributes merger merger Gap T test P value
' Mean| SD | Mean| SD

Family and (+) -

1 I 329 | 088 | 3.77 | 1.12 6.48 <0.001
social issue 0.48

2 | Health issues 319 | 0.84| 3.61 | 1.08 0(1)2 8.37 <0.001**
Psyclological )

3 | and behavioural 3.13 | 0.85| 3.58 | 1.14 0.44 5.88 <0.001**
issues '

4 | Work 440 | 097 | 4.40 | 0.96| 0.00 000 | 1.000
engagement

5 | rurnover 308 | 075 | 359 | 1.02| P 8.48 | <0.001*
intention 0.51

¢ | Employee 465|071 465| 0.64| 0.00 000 | 1.000%
commitment

7 | Employee 463 | 054| 444 | 062] O 471 | <0.001%
performance 0.18

The paired sample t test was used to compare the status of occupational

Note: 1.** indicates significant at 1% level
2.™SIndicates not significant
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stress consequences amahg employees under the category of officer before and
after the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard to the factors of the consequences of the

occupational stress such as family andial issues, health issues, psychological and
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behavioural issues, turnover intention and employee performance among the

employees under the category of officer before and after th&BBImerger.

The mean scores demonstrate that the mean score ffmlbwing factors
are lower before the SEBBT merger than after the merger: family and social issues,
health concerns, psychological and behavioural issues, and turnover intention. It
suggests that employees under the category of officers suffer froomber of
unfavourableoccupational stress outcomes as a result of the merger. The mean score
of the factor such as employee performance is higher before merger than after
merger. It signifies that performance of female bank employees has been severely

diminished as a result of the merger.

The P value is greater than 0.05 for the factors such as work engagement and
employee commitment. So, the null hypothesis is accepted for work engagement and
employee commitment. It reveals that there is no significdfégrdhnce among the
employees under the category of offitatweenbefore and after SBEBT merger
regarding the consequences of the occupational stress factors suebrkas

engagement and employee commitment.

All of these findings point to the fact thditet SBISBT merger has caused a
great deal of stress in the workplace, which has led to a number of negative
consequences among tieenale employees under the category of officer such as
family and social issues, health issues, psychologicabahdvioralissues, higher

turnover intention and lower employee performance.
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H.0.2.4.2 There is no significant difference among the employees under the
category of award staff betweenthe before and after SBISBT merger

regarding the consequences of the occupatiahstress.

Table N0.4.36

Consequences of occupational stress among the employees under the category
of award staff beforeand after SBI SBT merger

S| Before After T

NO‘ Attributes merger merger Gap test P value

' Mean| SD | Mean| SD

1 | Familyandsocial | ;g3 | 5671 334 |1.01] () |13.32]<0.001%
issue 0.51

2 | Health issues 3.25 1 0.90| 3.87|1.08 0(21 12.52| <0.001**

3 | Psychologicaland |, o, | 65| 361 | 1.02| () | 14.58| <0.001%
behavioralssues 0.70

4 | Work engagement | 4.63 | 0.91| 4.33 | 0.86 0("%0 7.70 | <0.001**

5 | Turnover intention | 2.77 | 0.71| 3.27 | 0.81 0(+4)9 12.00| <0.001**

6 | Employee 488 | 0.80| 466 | 0.71] () | 4.81 | <0.001
commitment 0.21

7 | Employee 4.48 | 0.69| 431 | 0.64] _| 6.06 | <0.001
performance 0.17

“Source: Primary data
Note: ** indicates significant at% level

The paired sample t test was used to compare the status of occupational
stress consequences among the employees under the category of award staff before
and after the SBEBT merger. Since the P value is less than 0.01, the null
hypothesis is refed at 1% level with regard to the factors of the consequences of
the occupational stress such as family and social issues, health issues, psychological
and behavioural issues, work engagement, turnover intention, employee
commitment and employee perfornt@ among the employees under the category of
award staff before and after the SBBT merger. The mean scores reflect that the
mean scores of the following categories are lower before theSBBImerger than
after the merger: family and social issuesaltie concerns, psychological and
behavioural issues, and turnover intentiirdenotes that female employees in the
category of award staff suffer from a variety of negative occupational stress
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consequences as a result of the merger. The mean scorefagttre such as/ork
engagement, employee commitment and employee performance are higher before
merger than after merger. It indicates that work engagement, employee commitment,
and employee performance of female bank employees in the award staff category
have been severely lowered as a result of the merger.

The aforementioned findings suggest that the merger between SBI and SBT
has led to significant workplace stress, resulting in various adverse effects on female
award staff. These effects include prabterelated to family and social life, health
issues, psychological and behavioral problems, increased intention to leave the job,
decreased work engagement, reduced employee commitment, and diminished
employee performance.

H.0.2.4.3 There is no significart difference among the married employees
between the before and after SBEBT merger regarding the consequences of

the occupational stress.

Table No.4.37

Consequences of occupational stress among the marriethployees before and
after SBI SBT merger

S| Before After T
NO‘ Attributes merger merger Gap test P value
’ Mean | SD | Mean | SD

1 | Family —and socia 544 | 57g] 353 | 1.10| ) | 14.07| <0.001%
issue 0.53

2 Health issues 3.26 | 0.86| 3.82 | 1.08 C§t5)6 14.70| <0.001**

3 | Psychological  ant 5, | 5731 365 | 1.06| () |14.30| <0.001%
behavioural issues 0.63

4 | Work engagement 454 | 0.95| 4.32 | 0.90 0(22 6.05 | <0.001**

5 | Turnover intention 287 | 0.76| 3.38 | 0.90 0(+5)0 13.85| <0.001**

¢ | Employee 478 | 080| 466 | 0.68| ) | 2.98 | 0.003
commitment 0.12

7 | Employee 452 | 066| 433 | 064 O | 7.96 | <0.001*
performarce 0.19

“Source: Primary data
Note: ** indicates significant at 1% level
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Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
with regard to the factors of the consequences of the odonphstress such as
family and social issues, health issues, psychological and behavioural issues, work
engagement, turnover intention, employee commitment and employee performance

among the married employees before and after theS8B1 merger.

The mearscores demonstrate that the mean scores of the following factors,
that is family and social concerns, health issues, psychological and behavioural
issues, and turnover intention, were lower before theSH3I merger than after the
merger. It suggests thatarried female employees face a variety of unfavourable
occupational stress outcomes as a result of the merger. The mean score of the factors
such aswork engagement, employee commitment and employee performance are
higher before merger than after merdeimplies that the merger has considerably
reduced job engagement, employee commitment, and employee performance among

married female bank employees.

These results show that the SBBT merger has actually led to a great deal
of workplace stress, which siaegatively impacted married female employees in a
number of ways, including health problems, psychological problems, behavioral
problems, family and social problems, higher intention to leave, lower work

engagement, lower employee commitment, and lowgopmance.
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H.0.2.4.4 There is no significant difference among the unmarried employees
between the before and after SBEBT merger regarding the consequences of

the occupational stress.

Table No0.4.38

Consequences of occupational stress among the unmad employees before
and after SBI - SBT merger

S| Before After T
No‘ Attributes merger merger Gap test P value
' Mean| SD | Mean | SD
1 | Familyandsocial | 5 o5 | 577 308 |0.62| ()| 1.41| 0.162'
issue 0.12
2 | Health issues 290 | 0.95| 3.33 |1.04 ()(?B 3.25| 0.002**
3 | Psychologicaland |, oo\ 55| 390 [0.96| () | 3.02] <0.001*
behavioural issues 0.43
4 | Work engagement 4.62 | 0.79| 3.66 | 0.76 1(34 3.25| 0.002**
. . (+)
5 | Turnover intention 3.00 | 0.56| 3.45 | 0.92 0.45 5.11 <0.001**
Employee )
6 commitment 491 | 0.59| 462 |0.73 029 5.80 <0.001%*
7 | Employee 462 | 0.40| 45 | 047 O | 051] 0.606%
performance 0.12

“Source: Primary data
Note: 1.** indicates significant at 1% level
2 NSindicates not significant

Since the P value is less than 0.01, the null hg®i$ is rejected at 1% level
with regard to the factors of the consequences of the occupational stress such as
health issues, psychological and behavioural issues, work engagement, turnover
intention and employee commitment among the unmarried femal@yeas| before
and after the SBEBT merger. The mean scores show that the mean scores of the
following factors that health issues, psychological and behavioural issues and
turnover intention are lower before the SBBT merger than after the merger. It
suggests that unmarried female employees face a variety of unfavourable

professional stress outcomes as a result of the merger.
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The mean scores for job engagement, employee commitment, and employee
performance were greater prior to the merger compared to tagemerger. It
indicates that the employees' favorable perspectives have diminished as a result of

the merger.

The P value is greater than 0.05 for the factors such as family and social
issues and employee performance. So, the null hypothesis is adoegadily and
social issues and employee performance. It reveals that there is no significant
difference among the unmarried female employestsveenbefore and after SBI
SBT merger regarding the consequences of the occupational stress factors such as

family and social issues and employee performance.

According to the findings, the SEBBT merger caused a significant amount
of stress in the workplace, which has resulted in a number of negative consequences
among female unmarried employees, including he@sues, psychological and

behavioral issues, higher turnover intention, and lower employee commitment.
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H.0.2.4.5 There is no significant difference among the female employees under
the age group of 25 to 35 betweelnefore and after SBFSBT merger regarding

the consequences of the occupational stress.

Table No0.4.39

Consequences of occupational stress among the femataployeesunder the age
group of 25 to 35 before and after SBI SBT merger

S| Before After T

NO‘ Attributes merger merger Gap test P value

' Mean| SD | Mean | SD

1 | Familyandsocial | 59, | 570| 361 |1.12] ) | 13.03] <0.001*
issue 0.66

2 | Health issues 3.12 | 0.82| 3.79 | 1.20 0(26 11.47| <0.001**

3 | Psychologicaland |, g0 1 5 251 370 | 1.13] () | 11.57] <0.001%
behavioural issues 0.73

4 | Work engagerant 4.67 | 0.89| 4.56 | 0.83 0(21 2.26 | 0.024*

5 | Turnover intention 2.80 | 0.59| 3.38 |1.01 O(JZS)S 12.63| <0.001**

¢ | Employee 478 | 0.68| 4.65 | 058 O_| 2.62 | 0.009*
commitment 0.13

7 | Employee 454 | 051| 442 | 055 O | 3.36 | 0.001%
performance 0.11

“Source: Primgy data
Note: 1.** indicates significant at 1% level
2. * indicates significant at 5% level

Because ofhe P value is less than 0.01, the null hypothesis is rejected at 1%
level with regard to the factors of the consequences of the occupati@sal such
as family and social issue, health issues, psychological and behavioural issues,
turnover intention, employee commitment and employee performance among the
female employees with age group of 25 to 35 before and after tR@EEBmerger.
The mea scores indicate that the mean scores of the following factors, family and
social concerns, health issues, psychological and behavioural issues, and turnover
intention, were lower before the SBBT merger than after the merger. It implies
that female empyees between the ages of 25 and 35 will encounter a variety of

negative professional stress effects as a result of the merger. Employee commitment
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and employee performance have higher mean scores prior to merger than after
merger. It means that employeemmitment and performance of female bank

workers aged 25 to 35 have been severely lowered as a result of the merger.

The P value is less than 0.05, so the null hypothesis is rejected at 5% level
with regard to the factor of the consequences of the odonpastress such as work
engagement among the female employees with age group of 25 to 35 before and
after the SBISBT merger. The mean score of a factor such as work engagement is
greater before merger than after merger. As a result of the merger, the wo
engagement of female bank workers aged 25 to 35 has been significantly reduced.

All of these findings indicate that the SBBT merger caused a great deal of
stress in the workplace, which has resulted in a variety of negative consequences
among femalemployees aged 25 to 35, including family and social issues, health
issues, psychological and behavioral issues, higher turnover intention, lower

employee commitment and engagement, and lower employee performance.
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H.0.2.4.8 There is no significant difference among the female employees under
the age group of 36 to 45 betweelnefore and after SBESBT merger regarding
the consequences of the occupational stress.

Table No.4.40

Consequences of occupational stress among the femataployeesunder the age
group of 36 to 45 before and after SBI SBT merger

S| Before After
NO‘ Attributes merger merger Gap | Ttest| P value
' Mean | SD | Mean | SD
q | Family and social 286 | 082 350 | 1.17| ()| 7.52 | <0.001%
iIssue 0.63
2 | Health issues 3.20 | 0.97| 3.92 | 1.04 ()(,,7)2 9.29 | <0.001**
3 | Psychological and 290 | 0.66| 3.80 | 1.09| ) | 10.04| <0.001*

behavioural issues 0.89

4 | Work engagement 465 | 0.79| 4.08 | 0.95 O(-E)>6 7.91 | <0.001**

5 Turnover intention 291 | 0.99| 3.36 | 0.82 (+) 5.20 | <0.001**

0.45

g | Employee 298 | 063| 468 | 073| ) | 4.98 | <0.001%
commitment 0.30

;| Employee 463 | 061| 435 |062] O | 626 | <0.001
performance 0.28

Source: Primary data
Note: ** indicates significant at 1% level

Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
with regard tothe factors of the consequences of the occupational stress such as
family and social issues, health issues, psychological and behavioural issues,
turnover intention, work engagement, employee commitment and employee
performance. The mean scores show thet mean scores of the following
categories, such as family and social issues, health concerns, psychological and
behavioural issues, and turnover intention, were lower before th&BBImerger
than after the merger. It suggests that female employees36ged45 face a variety

of unfavourable occupational stress outcomes as a result of the merger. Work
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engagement, employee commitment, and employee performance have higher mean
scores before merger than after merger. It implies that job engagement, cemimitm
and performance of female bank employees aged 36 to 45 have been severely
lowered as a result of the merger.

These results point to the fact that the -SBIT merger created a lot of stress
in the workplace, which has had many negative effects on déemaiployees
between the ages of 36 and 45. These include problems with family and social life,
health, mental and behavioral health, intention to leave the company, disengagement
from work, lack of dedication, and poor performance.

H.0.2.4.7 There is no sgnificant difference among the female employees with
age group of above 45 betwednefore and after SBESBT merger regarding the

consequences of the occupational stress.

Table No.4.41

Consequences of occupational stress among the femafeployeeswith the age
group of above 45 before and after SBI SBT merger

S| Before After T
NO‘ Attributes merger merger Gap test P value
' Mean | SD | Mean | SD
1 | Family and social issug 3.21 | 0.86 | 3.23 | 0.78 0(?2 0.46 | 0.641°
2 Health issues 347 | 0.86| 3.62 | 0.84 é+1)5 6.44 | <0.001**
3 | Psychological and 313 | 0.76| 3.22 | 0.77| (+) | 4.10 | <0.001**
behavioural issues
0.08
4 | Work engagement 420 | 1.08| 4.17 | 0.88 0(33 0.72 | 0.469%°
5 | Turnover intention 3.04 | 0.74| 3.40 | 0.70 éJ:Q,)S 7.09 | <0.001**

6 | Employee commitmen{ 4.65 | 1.04 | 4.65 | 0.84| 0.00| 0.00 | 1.000™

7 | Employee performancd 4.43 | 0.88 | 4.23 | 0.79 0(30 5.58 | <0.001**

“Source: Primary data
Note: 1.** indicates significant at 1% level
2. MSindicates not significant
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Since the P value is less than 0.01, the ngplolthesis is rejected at 1% level
with regard to the factors of the consequences of the occupational stress such as
health issues, psychological and behavioural issues, turnover intention and employee
performance among the female employees before andth&e$BISBT merger.
The mean scores demonstrate that the mean scores of the following factors are lower
before the SBEBT merger than after the merger: health issues, psychological and
behavioural disorders, and turnover intention. It implies that @aployees over
the age of 45 will encounter a variety of negative professional stress effects as a
result of themerger. Thanean score of a factor such as employee performance is
greater before the merger than after the merger. That suggests thatrgee nas
significantly reduced the performance of female bank employees over the age of 45.

The P value is greater than 0.05 for the factors such as family and social
issues, work engagement and employee commitment. So, the null hypothesis is
accepted fofamily and social issues, work engagement and employee commitment.
It reveals that there is no significant difference among the female employees with
age group of above 4betweenbefore and after SBSBT merger regarding the
consequences of the occupatibstress factors such &smily and social issues,

work engagement and employee commitment.

The findings of all of these investigations indicated that the merger between
SBI and SBT caused a significant amount of stress in the workplace. This stress has
led to a number of unfavorable outcomes for female employees who are over the age
of 45. These outcomes include health problems, psychological and behavioral
problems, a higher intention to leave the company, and a decrease in employee

performance.
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H.0.2.48: There is no significant difference among the female employees with
gualification of graduate betweenbefore and after SBFSBT merger regarding

the consequences of the occupational stress.

Table No.4.42

Consequences of occupational stress among the fmemployeeswith
gualification of graduate before and after SBI SBT merger

SI. . Before merger | After merger
No. Attributes NMean sD Mean SD Gap T test P value
1 |Familyand 1505 1 020 | 341 | 096 | )| 1010 | <0.001
social issue 0.38
2 Health issues| 3.17 0.88 3.58 1.10 0(1)0 0.64 | <0.001**
Psychological
and (+) o
3 behavioural 2.97 0.73 3.41 1.03 0.44 10.32 | <0.001
issues
4 | Work 461 | 094 | 452 | os2 | O 230 | 0.022*
engagement 0.08
5 | Tumover 282 | 063 | 319 | 086 | ()| 1032 | <0.001%
intention 0.37
e | Emplyee 480 | 075 | 466 | 069 | O 3.48 | 0.001*
commitment 0.13
7 | Employee 453 | 061 | 439 | oe6r | O 4.79 | <0.001**
performance 0.13

Source: Primary data
Note: 1. ** indicates significant at 1% level
2. * indicates significant at 5% level

Since the P Jae is less than 0.01, the null hypothesis is rejected at 1% level
with regard to the factors of the consequences of the occupational stress such as
family and social issue, health issues, psychological and behavioural issues, turnover
intention, employeecommitment and employee performance among the female

employees with qualification of graduate before and after theS®B1 merger.

The mean scores reflect that the mean scores of the following categories are
lower before the SBEBT merger than after thmerger: family and social issues,
health concerns, psychological and behavioural issues, and turnover intention. It

implies that as a result of the merger, female employees with graduate degrees will
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encounter a variety of negative professional strese. niban score of the factors
that is, employeeommitment ane&mployee performance are higher before merger
than after merger. It implies that employee commitment, and employee
performances of female bank employees with qualification of graduatebleave

significantly reduced following the merger.

The P value is less than 0.05, so the null hypothesis is rejected at 5% level
with regard to the factor of the consequences of the occupational stress such as work
engagement among the female employees with eeatldn of graduate before and
after the SBISBT merger. The mean score of a factor such as work engagement is
greater before merger than after merger. As a result of the merger, the job
engagement of female bank workers with graduate qualifications has be

significantly reduced.

The aforementioned findings collectively suggest that the SSBI merger
created significant stress within the work environment. As a consequence, graduate
qgualified female employees experienced various adverse effects, inchestit
and psychological concerasd social challenges, increased intention to leave the
organization, diminished work engagement and commitment, and decreased job

performance.
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H.0.2.4.9 There is no significant difference among the female employees with
gualification of post graduate betweenbefore and after SBFSBT merger

regarding the consequences of the occupational stress.

Table No.4.43

Consequences of occupational stress among the femataployeeswith
gualification of post graduate before and afte SBI SBT merger

Source: Primary data

SI. . Before merger | After merger
No. Attributes NMean sD Mean SD Gap T test P value
1 |Familyand 1503 1 095 | 364 | 124 | )| 984 | <0.001+
social issue 0.71
2 Health issues| 3.33 0.87 417 0.95 0(23 12.44 | <0.001**
Psychological
and (+) o
3 behavioural 3.03 0.70 3.97 1.04 0.93 11.18 | <0.001
issues
4 | Work 444 | 093 | 403 | 094 | O 6.61 | <0.001**
engagement 0.40
5 | Tumover 301 | 090 | 376 | 086 | (P | 1003 | <0.001*
intention 0.75
g | Employee 478 | 084 | 464 | 068 | O 1.71 | 0.088'
commitment 0.13
7 | Employee 454 | 070 | 429 | 067 | O 6.79 | <0.001**
performance 0.25

Note: 1.** indicates significant at 1% level
2. NS indicates not significant

Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
with regard to the factors of the consequences of the occupational stress such as
family and social issues, health issues, psychological and behavioural issues,
turnover intention, work engagement and employee performance among the female

employees with quiication of post graduate before and after the-SBIT merger.

The mean scores demonstrate that the mean scores of the following factors
are lower before the SEBBT merger than after the merger: health issues,
psychological and behavioural disordeasid turnover intention. It suggests that

female employees with qualification of post graduate face a varietgfafourable
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professional stress outcomes as a result of the méigemean score of the factors
such aswvork engagement and employee perfongeis higher before merger than
after merger. That means that work engagement and performance of female bank
employees with qualification of post graduate has been drastically lowered as a

result of the merger.

The P value is greater than 0.05 for thedaof employee commitment. So,
the null hypothesis is accepted for employee commitment. It reveals that there is no
significant difference among the female employees with qualification of post
graduatebetweenbefore and after SBSBT merger regarding theonsequences of

the occupational stress factor sucleagployee commitment.

All of these findings indicate that the merger between SBI and SBT caused a
significant amount of stress in the workplace, which has led to a number of
unfavorable outcomes amorfgmale postgraduate employees. These outcomes
include problems with family and social life, health problems, psychological and
behavioral problems, a higher intention to leave the company, a lower level of work

engagement, and a decrease in employee peafure.
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H.0.2.4.10 There is no significant difference among the female employees with

average IT expertise betweerefore and after SBFSBT merger regarding the

consequences of the occupational stress.

Table No.4.44

Consequences of occupational stress amg the femaleemployeeswith average
IT expertise before and after SBI SBT merger

Source: Primary data

SI. . Before merger | After merger
No. Attributes Mean sD Mean ) Gap | Ttest | Pvalue
1 |Familyand 500 1 gg5 | 336 | 116 | D | 6.96 | <0.001%
social issue 0.29
2 Health issues| 3.36 1.01 3.63 1.14 0(+2)7 7.52 | <0.001**
Psychological
and (+) *%
3 behavioural 3.01 0.85 3.38 1.13 0.36 6.06 | <0.001
issues
4 | Work 457 | 099 | 432 | 1.00 | O | 551 | <0.001%
engagement 0.25
5 | Tumover 285 | 075 | 329 | 092 | (D | 9.04 | <0.001
intention 0.44
e | Employee 475 | 0908 | 470 | 076 | O | 065 | 0517
commitment 0.04
7 | Employee 442 | 080 | 423 | 073 | O | 542 | <0.001*
performance 0.19

Note: 1.** indicates significant at 1% level
2. NS indicates not significant

with regard to the factors of the consequences of the occupational stress such as

family and social issues, health issues, psychological and behavioural issues,

Since the P valuesiless than 0.01, the null hypothesis is rejected at 1% level

turnover intention, work engagemteand employee performance among the female

employees with average IT expertise before and after theSBBI merger.

The

mean score reveals that before the -SBII merger, the mean score for the

following factors were lower than they were after the merg@anily and social

issues, health issues, psychological and behavioural issues, and turnover intention. It

implies that as a result of the merger, female employees with average IT expertise
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may encounter a variety of negative professional stiesomesThemean score of

the factors suclas workengagement and employee performance is higher before
merger than after merger. That means that work engagement and performance of
female bank employees with averageelpertise habeen drastically lowered as a

result of the merger.

The P value is greater than 0.05 for the factor of employee commitment. So,
the null hypothesis is accepted for employee commitment. It reveals that there is no
significant difference among the female employees with average IT iepert
betweenbefore and after SBEBT merger regarding the consequences of the

occupational stress factor sucheasployee commitment.

These findings suggest that the SEBT merger caused a lot of work stress,
which had negative effects on female IT woskeith average expertise, including
family and social issues, health issues, psychological and behavioural issues, a
higher intention to leave their jobs, lower work engagement, and lower employee

performance.
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H.0.2.4.11 There is no significant differene among the female employees with
good IT expertise betweenbefore and after SBFSBT merger regarding the
consequences of the occupational stress.

Table No.4.45

Consequences of occupational stress among the femafeployeeswith good IT
expertise before ad after SBI SBT merger

. Before merger After merger

SI. No. | Attributes Mean SD Mean SD Gap T test P value

1 | Familyand 296 | 0.74 3.55 1.02 (*) 12.33 | <0.001*
social issue 0.59

2 | Healthissues| 3.16 | 0.80 | 3.85 | 1.05 o(:s)s 13.57 | <0.001*
Psycholoiral
and (+) *%

3 | penavioural 298 | 065 | 371 | 101 | ;T | 1380 | <0.001
issues

4 | Work 454 | 091 | 437 | 084 () 3.87 | <0.001*
engagement 0.17

5 | Tumover 200 | 074 | 343 | ogo | ) 11.85 | <0.001*
intention 0.52

g | Employee 482 | 066 | 464 | 065 |()0.18| 4.20 | <0.001*
commitment

7 | Employee 459 | 054 | 442 | 057 |()0.17| 576 | <0.001*
performance

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to compare the status of occupational
stress consequences among the employetsgobd IT expertise before and after
the SBISBT merger. Since the P value is less than 0.01, the null hypothesis is
rejected at 1% level with regard to the factors of the consequences of the
occupational stress such as family and social issues, healdsjpsychological and
behavioural issues, turnover intention, work engagement, employee commitment
and employee performance among the female employees with good IT expertise
before and after the SEBBT merger.

The mean score shows that before the-SBT merger, the mean score for
the following factors were lower than they were after the merger: family and social
issues, health issues, psychological bablavioralissues, and turnover intention. It
implies that as a result of the merger, female empgl®yeith good IT backgrounds
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could experience a range of negative occupational stress r&galts. engagement,
employee commitment, and employee performance all have greatemepger
mean scores than pasterger mean scores. This indicates that as dtrekthe
merger, the work engagement, commitment, and performance of female bank
workers with good IT skills have been significantly reduced.

All of these findings indicate that the merger of SBI and SBT brought about
quite a bit of stress in the workpkacThis stress has led to a variety of unfavorable
consequences for female employees who possess excellent IT skills. These
consequences include problems in their personal and social lives, health problems,
issues with their mental and emotional we#ing a stronger desire to leave the
company, reduced engageméarttheir work, diminished commitment to their role,
and decreased performance levels.

H.0.2.4.12 There is no significant difference among the female employees with
service of 10 years betweethe before and after SBISBT merger regarding the
consequences of the occupational stress.

Table No.4.46

Consequences of occupational stress among the femafeployeeswith service
of 10 years before and after SBI SBT merger

Source: Primary data

. Before merge After merger

Sl. No. | Attributes Mean SD Nean ) Gap T test P value
Family and 200 | 073 | 359 | 111 | 13.48 | <0.001*
social issue 0.69
Health issues 3.02 0.84 3.72 1.14 é+7)0 12.33 <0.001**
Psychological
and (+) o
behavioural 2.87 0.74 3.74 1.13 0.86 14.19 <0.001
issues
Work ) ox
engagement 4.75 0.84 452 0.86 0.23 491 <0.001
Turnover 275 | 059 | 340 | 103 | P 1439 | <0.001*
intention 0.65
Employee 404 | 068 | 470 | 062 | O 520 | <0.001**
commitment 0.23
Employee 459 | 053 | 438 | 055 () 6.50 | <0.001*
performance 0.20

Note: ** indicates significant at 1% level
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Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
with regard to the factors of the consequences of the occupational stress such as
family and social issues, health issues, psychological and behavioural issues,
turnover intention, work engagement, employee commitment and employee
performance among the female employees with service of 10 years before and after
the SBISBT merger.

The mean sare shows that before the SBBT merger, the mean score for
the following factors were lower than they were after the merger: family and social
issues, health issues, psychological and behavioural issues, and turnover intention. It
implies that female enigyees with ten years of service may experience a number of
negative occupationatress consequences as a result of the melyerk
engagement, employee commitment, and employee performance all have greater
premerger average scores than pogrger aveage. This indicates that as a result
of the merger, the work engagement, commitment, and performance of female bank

workers with 10 years of service have been significantly reduced.

All of these findings point to the SEBBT merger causing a lot of stress
work, which has had a number of negative effects on female employees with at least
ten years of service, such as family and social issues, health issues, psychological
and behavioral issues, higher intention to leave the company, lower work

engagementpwer employee commitment, and lower employee performance.

19¢



Analysis and Interpretations

H.0.2.4.13 There is no significant difference among the female employees with
service of 11 to 20 years betwednefore and after SBFSBT merger regarding

the consequences of the occupational sg®

Table No.4.47

Consequences of occupational stress among the femafeployeeswith service
of 11 to 20 years before and after SBI SBT merger

SI. . Before merger | After merger
No. Attributes NMean SD Mean SD Gap | Ttest | Pvalue
1 |Familyand 550 1 5gg | 371 | 111 | | 560 | <0.001%
social issie 0.40
2 Health issues| 3.58 0.78 413 1.08 O(+5)5 9.21 | <0.001**
Psychological
and (+) -
3 behavioral 3.43 0.61 3.81 0.98 0.38 4.93 | <0.001
issues
4 | Work 438 | 083 | 311 | 127 | O | 354 | 0.001+
engagement 0.26
5 | lumover 334 | 103 | 344 | 069 | D | 128 | 0201
intention 0.09
e | Employee 453 | 047 | 450 | 058 | O 0.57 | 0.566'
commitment 0.03
7 | Employee 446 | 057 | 440 | o060 | O 1.10 | 0.273%s
performance 0.05

Source: Primary data
Note: 1.** indicates significant at 1% level
2. indicates not significant

The paired sample t test was used to compare the status of occupational
stress consequences among the employees with service of 11 to 20 years before and
after the SBISBT merger. Since the P value is less th@1,0the null hypothesis is
rejected at 1% level with regard to the factors of the consequences of the
occupational stress such as family and social issues, health issues, psychological and
behavioural issues and work engagement among the female emplatyessrvice
of 11 to 20 years before and after the BT merger. The mean scores reveals
that the mean scores of the following factors that family and social issues, health
issues and psychological and behavioural issues are lower before t#&BTEBI

memger than after the merger. It implies that as a result of the merger, female
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employees with service of between 11 and 20 years may experience a number of
negative occupational stresssults. Themean score of the factor suels work
engagement idigher kefore merger than after merger. That means that work
engagement of female bank employees with service of 11 tgeds haseen

drastically lowered as a result of the merger.

The P value is greater than 0.05 for the factors of turnover intention,
employee commitment and employee performance. So, the null hypothesis is
accepted for turnover intention, employee commitment and employee performance.
It reveals that there is no significant difference among the female employees with
service of 11 to 2§earsbetveenbefore and after SBEBT merger regarding the
consequences of the occupational stress factors suampbyee commitment

turnover intention, employee commitment and employee performance.

All of these results point to a high level of workplace stiassight on by
the SBISBT merger, which has negatively impacted female employees with 11 to
20 years of service in a number of ways, including health problems, psychological

and behavioral problems, lower work engagement, and family and social problems.
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H.0.2.4.14 There is no significant difference among the female employees with
service of above 20 years betwedrefore and after SBFSBT merger regarding

the consequences of the occupational stress.

Table No. 4.48

Consequences of occupational stress anpithe femaleemployeeswith service
of above 20 years before and after SBI SBT merger

SI. . Before merger | After merger
No. Attributes NMean SD Mean SD Gap | Ttest P value
1 |Familyand 5 o0 | 575 | 301 | 073 | ()| 148 | 0.140%
social issue 0.05
2 | Healthissies | 3.47 | 090 | 361 | 0.86 0(?4 5.56 | <0.001**
Psychological
and (+) ok
3 | pohavioural | 290 | 062 | 302 | 069 | ;U | 613 | <0.001
issues
4 | Work 416 | 111 | 412 | 090 | O 0.72 | 0.469'
engagement 0.03
5 | Jurnover 283 | 062 | 328 | 066 | M 8.03 | <0.001**
intention 0.44
¢ | Employee 466 | 112 | 469 | 090 | O 0.33 | 0.736"
commitment 0.03
7 | Employee 446 | 092 | 425 | 083 | O 5.19 | <0.001*
performance 0.21

Source: Primary data
Note: 1.** indicates significant at 1% level
2. indicates not significant

The paired saple t test was used to compare the status of occupational
stress consequences among the female employees with service of above 20 years
before and after the SEBBT merger. Since the P value is less than 0.01, the null
hypothesis is rejected at 1% levelhvregard to the factors of the consequences of
the occupational stress such as health issues, psychological and behavioural issues,
turnover intention and employee performance among the female employees with

service of above 20 years before and afteSBBeESBT merger.

The mean score shows that before the-SBT merger, the mean score for

the following factors were lower than they were after the merger: health issues,
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psychological and behaviour@sues, and turnover intention. It implies that as a
realt of the merger, female employees who have worked for more than 20 years
may experience a number of negative occupational stessi#ts. Beforeand after
merger, a factor like staff performance had a higher mean score. This indicates that
as a result othe merger, the performance of female bank workers with service of

more than 20 years has been significantly reduced.

The P value is greater than 0.05 for the factors of family and social issues,
work engagement and employee commitment. So, the null iggistis accepted for
family and social issues, work engagement and employee commitment. It reveals
that there is no significant difference among the female employees with service of
above 20 years between before and after SBSBT merger regarding the
conequences of the occupational stress factors sudanaiyy and social issues,

work engagement and employee commitment.

All of these findings suggest that the SBBT merger created a lot of stress
at work, which had a number of negative effects on femployees with service
of over 20 years, including health problems, psychological problems, behavioural

problems, a higher intention to leave the company, and lower work performance.
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H.0.2.4.15 There is no significant difference among the female emplegs who
receive training occasionally betweenbefore and after SBFSBT merger

regarding the consequences of the occupational stress.

Table No. 4.49

Consequences of occupational stress among the femataployeesvho receive
training occasionally before and #fter SBI SBT merger

Source: Primary data

SI. . Before merger | After merger
No. Attributes NMean sD Mean SD Gap T test P value
1 |Familyand 1594 1 ggs | 334 | 106 | ) | 817 | <0.001+
social issue 0.24
2 Health issues| 3.25 0.90 3.62 1.18 0(26 11.00 | <0.001**
Psychological
and (+) o
3 behavioural 3.01 0.76 3.42 1.07 0.41 9.26 <0.001
issues
4 | Work 452 | 090 | 433 | 089 | O 4.80 | <0.001**
engagement 0.19
5 | Tumover 279 | 068 | 306 | 085 | ) 7.43 | <0.001**
intention 0.27
g | Employee 469 | 090 | 480 | 050 | O 1.69 | 0.092NS
commitment 0.11
7 | Employee 445 | 063 | 441 | o058 | O 1.49 | 0.136 NS
performance 0.04

Note: 1.** indicates significant at 1% level
2. indicates not significant

The paired sample t test was used to compare the status of occupational
stressconsequences among the female employees who receive training occasionally
before and after the SEBBT merger. Since the P value is less than 0.01, the null
hypothesis is rejected at 1% level with regard to the factors of the consequences of
the occupatioal stress such as family and social issues, health issues, psychological
and behavioural issues, work engagement and turnover intention among the female
employees who receive training occasionally before and after th&BBImerger.

The mean score showhkat before the SBEBT merger, the mean score for the
following factors were lower than they were after the merger: family and social

issues, health issues, psychological and behavioural issues, and turnover intention. It
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implies that occasionally trainetemale employees have a range of negative
occupational stress results as a result of the mengank engagemerttad a higher
mean score prior to the merger than it did following it. As a result of the merger, the
level of work engagement among female lbavorkers who occasionally receive

training has been significantly reduced.

The P value is greater than 0.05 for the factors of employee performance and
employee commitment. So, the null hypothesis is accepted for employee
performance and employee commitrhelt reveals that there is no significant
difference among the female employees who receive training occasibabddlgen
before and after SBSBT merger regarding the consequences of the occupational

stress factors such employee performance and emy#e commitment.

The findings indicate that the merger between SBI and SBT caused
significant workrelated stress, resulting in various adverse consequences for female
employees who receive occasional training. These consequences include challenges
in family and social relationships, health problems, psychological and behavioral

issues, an increased desire to quit their jobs, and reduced levels of work engagement.
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H.0.2.4.16 There is no significant difference among the female employees who
receive training frequently between before and after SBFSBT merger

regarding the consequences of the occupational stress.

Table No 4.50

Consequences of occupational stress among the femataployeesvho receive
training frequently before and after SBI- SBT merger

SI. : Before merger | After merger
No. Attributes NMean sD Mean SD Gap T test P value
1 |Familyand 5 g0 | 067 | 358 | 098 | (D | 978 | <0.001%
social issue 0.70
2 Health issues| 3.17 0.79 3.83 0.91 O(J;S)G 8.74 <0.001**
Psychological
and (+) *%
3 | benavioural | 291 | 065 | 351 | 082 | J¢) | 9.06 | <0.001
issues
4 | Work 472 | 088 | 465 | 082 | O 1.83 | 0.069NS
engagement 0.07
5 | rurnover 203 | 066 | 382 | 0690 | M | 1664 | <0.001%
intention 0.88
¢ | Employee 490 | 052 | 463 | 064 | O 6.01 | <0.001**
commitment 0.26
7 | Employee 465 | 055 | 453 | 056 | ) 356 | <0.001*
performare 0.11

Source: Primary data
Note: 1.** indicates significant at 1% level
2. indicatesnot significant

The paired sample t test was used to compare the status of occupational
stress consequences among fémale employees who receive training frequently
before and after the SEBBT merger. Since the P value is less than 0.01, the null
hypothesis is rejected at 1% level with regard to the factors of the consequences of
the occupational stress such as faraitgl social issues, health issues, psychological
and behavioural issues, turnover intention, employee commitment and employee
performance among the female employees who receive training frequently before
and after the SBEBT merger.
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The mean score showisat before the SBEBT merger, the mean score for
the following factors were lower than they were after the merger: family and social
issues, health issues, psychological and behavioural issues, and turnover intention. It
suggests that female employeesowleceive training frequently face a variety of
unfavourable professional stress outcomes as a result of the nférgenean score
of the factors such ammployee commitment and employee performance are higher
before merger than after merger. That imptiest the merger significantly reduced
the commitment and performance of female bank employees who regularly receive

training.

The P value is greater than 0.05 for the factor of work engagement. So, the
null hypothesis is accepted for work engagement.elteals that there is no
significant difference among the female employees with who receive training
frequentlybetweerbefore and after SBSBT merger regarding the consequences of

the occupational stress factor suchwvask engagement.

All of these reslts suggest that the SEBIBT merger caused a lot of stress at
work. This stress has had a number of negative effects on female employees who get
trained on drequentbasis, such as family and social problems, health problems,
psychological and behavionatoblems, a higher intention to leave the company, and

lower employee commitment and performance.
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H.0.2.4.17 There is no significant difference among the female employees who
receive training regularly betweenbefore and after SBFSBT merger regarding

the consequences of the occupational stress.

Table No. 4.51

Consequences of occupational stress among the femataployeesvho receive
training regularly before and after SBI-SBT merger

Before merger | After merger

No. Attributes NMean SD Mean SD Gap | Ttest | Pvalue
Familyand | 593 | 075 | 368 | 116 | () | 7551 | <0.001%
social issue 0.75
Health issues| 3.26 0.94 4.04 1.07 O(+7)7 7.72 | <0.001**

Psychological

and (+) *%
bohavioural | 306 | 074 | 409 | 119 | 4| 849 | <0.001
issues
Work 438 | 104 | 401 | ogo | O 3.48 | <0.001**
engagement 0.36
Turnover 3.01 | 092 | 345 | 1.00 | (+) | 455 | <0.001**
Intention

0.43
Employee 488 | 080 | 440 | 094 | © 0.88 | <0.001*
commitment 0.48
Employee 455 | 075 | 401 | 070 | | 859 | <0.001%
performance 0.53

Source: Primary data
Note: ** indicates significant at 1% level

The paired sample t test was used to compare the status of occupational
stress consequences among the female employees who receive training regularly
before and after the SEBBT merger. Since the P value is Iésan 0.01, the null
hypothesis is rejected at 1% level with regard to the factors of the consequences of
the occupational stress such as family and social issues, health issues, psychological
and behavioural issues, work engagement, turnover intentionplogee
commitment and employee performance among the female employees who receive

training regularly before and after the SBBT merger.
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The mean score shows that before the-SBT merger, the mean score for
the following factors were lower than theeme after the merger: family and social
issues, health issues, psychological and behavioural issues, and turnover intention. It
suggests that female employees who receive training regularly face a variety of
unfavourable professional stress outcomes asesltr of the merger. Work
engagement, employee commitment, and employee performance all have greater
premerger mean scores than postrger mean scores. This indicates that as a result
of the merger, the work engagement, commitment, and performance alé feank

workers who regularlyeceive training have been significantly reduced.

These findings suggest that the SEBT merger has had a significant impact
on the workplace, leading to various negative outcomes for female employees who
regularly undergo réining. These consequences encompass family and social
challenges, health concerns, psychological and behavioral issues, increased turnover
intention, decreased work engagement, reduced employee commitment, and lower

employee performance.
4.2.5.Conclusion

This partcovered the second objective of the study, that to examine the
consequences of the occupational stress suffered by female employees both before
and after the SBEBT merger. Thischapter examined the extent to which women
bank employees expeneed the effects of occupational stress before and after the
SBI-SBT merger, as well as how their sedemographic background influenced

their opinions of the effects of occupational stress.
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PART C

The effects of occupational stress due to SEBT merger on employee and
work related outcomes

4.3.1 Introduction

This partalso addresses the study's secobpctive that is to examine the
effect of occupational stress on employee and weldted outcomes. To achieve
this objective, the Covariance Basednirmatory Factor Analysis (CIEFA) and
Structural Equation Modeling (SEM) techniques have been used. This chapter is
split into three sections. The first section of the chapter covers hypotheses
formulation and conceptual model building. Second secteatsdwithestablishing
various validities and reliabilities of the research instrument using Covariance Based
Confirmatory Factor Analysis (GBFA). The third section contains testing the
Structural Equation Modang (SEM) using validated data. Additiohgl an
introduction to SEM methods is offered here. This section closes with a description

of hypothesis testing and a summary of the results.
4.3.2.0bjective

Objective I: To explore the effects of occupational stress due toeSERI merger

onwomenemployee andheir work-relatedoutcomes.

In order to achieve this objective, the approaches of CovarBased
Confirmatory Factor Analysis (GBFA) and Structural Equation Motileg (SEM)
were applied, using the IBM SPSS AMOS 21 software package.
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Section- A

4.3.3. HYPOTHESES FORMULATION AND CONCEPTUAL MODEL
BUILDING

Influence of occupational Stress on family and social, health and psychological

and behavioural issues

Rachana (2009) concluded stress as the most serious threat to individual
healh and wellbeing in the modertimesin her study. Thirumalleswa 2014)
describe the influence of stress upon the physical and mental Healtily issues
as well as physical and psychological symptoms of job stress were identified by
Shanmugapriyd2018). The stidy conducted by Muzhumathi (201%¢jected the
hypot hesis stating “there 15 no signifioc

psychological and situational wvariables am
Thus, the following hypotheses were proposed:

Hypothesis H1: Occupational stress due to mergers causes family and social issues
Hypothesis H2: Occupational stress due to mergers causes health issues

Hypothesis H3: Occupational stress due to mergers causes psychological and

behavioural issues

Effect d family and social, health and psychological and behavioural issues
on work engagement, turnover intention and commitment and employee
per for mance “High 1level of stress affect s
performance of women nurses in termshait organisational backgrounds like lack
of productivity and interest low involvement and decrease in loyalty and
c o mmi t nihis1 was “established by Thirumalleswari (2014) in her study.
Muzhumathi (2015) revealed about the significant relationship leetwele stress
and the outcome variables such as depression, life satisfaction and QWL among
women professionals. Opie and Henn (2013) indicated in their study that work
family conflict negatively predicts work engagement. So the organizations have a
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respansibility to provide conscientious women, particularly mothers, with adequate
support to ensure that wefamily conflict does not adversely impact their levels of
work engagement. Kwon, K., & Park, J. (2019) states that changing working
environment mayeaduce employee job involvement. Employees' mental health has
been shown to suffer from woflamily conflict, which lowers work engagement

and increases intentions to quit. W.daknily conflict is directly related to intents to
leave, according to Liu et .al(2020) .According to Lee et al. (2018), work
engagement acts as a mediator for the intention to turn over a new employee. When
an employee intends to leave a company over yarkly difficulties, this is
referred to as employee withdrawal. Wdaknily conflict serves as a mediator for
turnover intention, according to Harun et al. (2022). Work and family issues raise
turnover intentions and decrease employee engagement, according to Wang (2018).
Family has a dual role in determining employees' engageahewirk, according to

the survey about nemanager and stafével workers in pharmaceutical firms in
Indonesia of Winarno et al. (2022). Workplace resources such as family can boost
an employee's commitment to their job. Increased work engagement, hohave

the potential to bring about wefkmily conflict, cause workers to withdraw, or
even cause workers to leave their jobs. Erdil and Muceldili. (2014) discovered that
jealousy drives emotional engagement, envy influences propensity to leave, and
emotonal engagement predicts turnover intention. High level positive relationship

between emotional intelligence and job performance was found by {20i29)

Thus, the following hypotheses were proposed:

Hypothesis H4: Family and social issues reduces wogagement

Hypothesis H5: Health issues reduces work engagement

Hypothesis H6: Psychological and behavioural issues reduces work engagement
Hypothesis H7: Family and social issues reduces employee performance

Hypothesis H8: Health issues reduces empl@gormance
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Hypothesis H9: Psychological and behavioural issues reduces employee

performance

Hypothesis H10: Family and social issues enhances turnover intention
Hypothesis H11: Health issues enhances turnover intention

Hypothesis H12: Psycholamal and behavioural issues enhances turnover intention
Hypothesis H13: Family and social issues reduces employee commitment
Hypothesis H14: Health issues reduces employee commitment

Hypothesis H15: Psychological and behavioural issues reduces employee

commitment
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Figure 4.1: Hypothesized conceptual model for the effects of occupational stress due to S8BT merger on employee and work
related outcomes.
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Section-B

4.3.4. CO-VARIANCE BASED CONFIRMATORY FACTOR ANALYSIS
FOR THE RELIABILITY AND VA LIDITY FOR THE RESEARCH
INSTRUMENT

Confirmatory factor analysis is a type of factor analysis that is most often
used to do social research in the field of statistics. It is used to into somewhat a
researcher's idea of what a construct is like matchesithphew that construct is
measured. The CFA, or Confirmatory Factor Analysis, is a statistical method that
looks at how well the measured variables represent a number of different
"constructs.” It is a multivariate method. Exploratory factor analysis (E&#)
confirmatory factor analysis (CFA) use methods that are very similar to each other.
In exploratory factor analysis (EFA), on the other hand, the data is just looked at,
and this gives information about how many factors are needed to explain thia data.
exploratory factor analysis, each of the measured variables is linked to each of the
latent variables. When doing confirmatory factor analysis (CFA), on the other hand,
researchers can figure out how many factors must be in the data, as well as which
measurable variable is linked to which hidden variable. With the help of a tool
called confirmatory factor analysis, or CFA for short, the measurement hypothesis
can be shown to be true or false.

4.3.41 Assessment criteria of the CBCFA models for final reliability and

validity

It is essential, while doing a confirmatory factor analysis, to figure out both
the construct validity (convergent and discriminant validity) and the reliability of the
parameters (Composite reliability). Confirmatory factor analy&l$-A) is a
statistical technique used to verify that a set of observed variables has the predicted
factor structure. CFA enables the researcher to test the hypothesis that there is a
relationship between observed variables and their latent constructs Z809y. The
criteria must indicate that they are sufficiently valid and reliable. These tools are

used to evaluate the measurement model:
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(1) Composite Reliability (CR)
(2) Construct validity (a) Convergent Validity and (b) Discriminant Validity

CompositeReliability (CR) is a measure of the entire construct reliability.
The value is between 0 and 1. Composite reliability values greater than 0.70 are
considered as satisfactory (Hair et al., 2010). itkag0.6 values indicate internal
inconsistency.Conasict validity consists of two methods: convergent validity and

discriminant validity.

Convergent Validity - the components of a concept that serve as indicators or
observable variables must converge or share a substantial proportion of variance.
According b Hair et al.,, convergent validity concerns in the validity analysis
indicate that the observable variables do not adequately describe the latent
component. (2010). According to Malhotra et al., AVE is a more conservative
measure of convergent validity th& R (2001). In this work, the average variance
extracted (AVE) was employed to demonstrate convergent validity. Utilizing
standardised factor loadings, the AVE value is determined. The value of the AVE
threshold is larger than 0.5. Hair et al (2010) Itéamtor loadings are another
evidence of convergent validity (Hair et. al., 2010). In this research, the standardised
factor lording threshold value for demonstrating item validity is more than 0.5.
(2010) If both the standardised factor loadings and AMEegare more than 0.5,

then convergence is satisfactory.

A concept with greatliscriminant validity is unique and captures things
that other constructs do not. If the discriminant validity test fails to provide the
desired findings, it implies that the nables are highly correlated with variables
from other constructs, indicating that the latent variable is better described by factors
other than its own observable variables. The researcher used the conservative
Fornell and Larcker (1981) criteria to tekscriminant validity. The correlations of
the latent variable are compared to the square root of AVE. Each construct's AVE
should have a square root bigger than its latent variable's relationship with other

constructs. This methodology can be employeestablish discriminant validity.
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Confirmatory Factor Analysis for the factors of occupational stress-CFA -I
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Figure 4.2: Confirmatory Factor Analysis for the factors of occupational stress
— CFA-I
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Table 4.52

Model fit indices for Confirmatory Factor An alysis for thefactors of

occupational stress- CFA- |

ATTRIBUTES | CMIN/DF V;-ue GFI AGFI CFlI RMSEA
Study model 3.354 0.000 0.951 0.974 0.984 0.058
Recommended Acce_ptable Greater Greater | Greater Greater| Less
value fit than than 0.9 | than 0.9 than than
[1-5] 0.05 ' ' 0.9 0.08
Literature Hair et al., | Barrett | Hair et al.| Hair et al. ggnatllré? aT'azgoe(;%
support (1998) (2007) | (2006) (2006) (1999) ' )

“Source: Primary data

Table 4.52rovides the CFA model fit indices to assess the overall model fit
The ChiSquare to degrees of freedom ratio needs to be less than 5 for a model to be
declared valid. The value in this case is 3.354, which is considerably lower than the
suggested upper limit. The RMSEA score of 0.058 is far below the permissible
threstold value of 0.08 for the RMSEA. Furthermore, all three fit indicdse GFI,
AGFI, and CF}—are greater than 0.9, with 1.0 representing an exact fit. As a result,

the model fits well and may be applied to further investigation.
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Table 4.53

Final Reliability and Validity of CFA Model for factors of occupational stressl

stpress code | loading | Alpha Final Reliability

Inability to | IAT1 0.82**
adapt with new IAT 2 0.79**

technology IAT 3 0.83** 0.89 0.68 0.89
(IAT) IAT 4 0.84**
SRC1 0.85**
RC 2 .82**

Structural SRC 0.8 0.89 0.70 0.0

changes (SRC) | SRC 3 0.82**
SRC 4 0.85**
RCC1 0.82**
Recurrent RCC 2 0.86**

changes (RCC) | RCC 3 0.87** 0.90 0.72 0.91
RCC 4 0.85**
PRC 1 0.85**

Procedural PRC 2 0.81**

changes (PRC) [ PRC3 | 0.84* 0.39 0.70 0.90
PRC 4 0.84**
CNI 1 0.81**

Centralisation | CNI 2 0.83**

issues (CNI) | CNI3 | 0.72* 0.85 0.59 0.85
CNI 4 0.71**
HRC 1 0.83**

HRMS Changeq HRC 2 0.89**

HRO) U THRCS | 0.89% 091 0.77 0.93
HRC 4 0.90**
IBC 1 0.88**

Improper IBC 2 0.65**

benefit schemeg IBC 3 0.77** 0.89 0.64 0.90

(IBC) IBC 4 0.86**

IBC 5 0.83**
Source: Primary data
** indicates significant at 1% leve

Table 4.53hows that all factor loadings are greater than theffwalue of
0.5, demonstrating the constructs' item validity. Following extensive data collection,
the researcher used the Cronbach's Alpha reliability test. The final Cronbach's Alpha
values are greater than 0.8, indicating that the variables used to measure the
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construct are reliable. The Composite Reliability ratings for all of the constructs are
greater than 0.8, indicating that they have excellent levels of internal consistency
reliability. Furthermore, the Average Variance Extracted (AVE) values are higher
than the recommended threshold value of >0.5. This leads to the conclusion that all
constructs exhibit significant levels of convergence. Because all of the parameters
are withinthe required range, the data is suitable for further analysis and model

construction.

Table 4.54

Discriminant Validity among thefactors of occupational stress-CFA -I

CO”Z”“Ct IAT | SRC | RCC | PRC | CNI | HRC | IBC
AT (0.82)

SRC 0.28 | (0.84)

RCC 0.34 | 0.33 | (0.85)

PRC 032 | 034 | 042 | (0.84)

CNi 037 | 030 | 041 | 033 | (0.77)

HRC 031 | 029 | 041 | 035 | 042 | (0.88)

IBC 048 | 037 | 037 | 022 | 038 | 047 | (0.80)

Source: Primary data

Table 4.54displays correlations between latent constructs as well eas th
square root of AVE values. In order to demonstrate that there is no relationship
between the various construcismbers in parerthesis represent the square root of
the AVE scores, which must be higher than the values of the latent variable
correlation. The preceding table makes it evident that there is nocis®n
between the constructsd it also establishes the discriminant validity of the factors

of occupational stress.
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Confirmatory Factor Analysis factors of occupational stress-CFA - Il
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Table 4.55

Model fit indices for CFA model of factors of occupational stress Il

ATTRIBUTES | CMIN/DF P- GFlI AGFI CFI RMSEA
VALUE

Study model 3.718 0.000 0.961 0.939 0.981L 0.064

Recommended Acce_ptable Greater Greater | Greater Greater| Less

value fit than than 0.9 | than 0.9 than than
[1-5] 0.05 ' ' 0.9 0.08

Literature Hair et al., | Barrett | Hair et al.| Hair et al. ggn%r:: Haallr et

support (1998) (2007) | (2006) (2006 ) (1999) | (2006)

“Source: Primary data

CFA model fit indices are included in Tableb5to assess model fit. The
Chi-Square to degrees of freedom ratidto$ modelis less than Shat 3.718 which
is noticeably within the allowed maximum. The RMSEA sc&®.064, which is
much lower than the 0.0&ut-off. The GFI, AGFI, and CFI are all higher than 0.9,

where 1.0 denotes an exact match. As a result, the model can be studied further.

21¢



Analysis and Interpretations

Table 4.56
Final Reliability and Validity of CFA model of factors of occipational stress—
CFA -1I
Factors of Item Factor Cronba Composite
occupational . ) AVE e
stress code loading Alpha Final Reliability

Inadequate top sl 0.8/
ITS 2 0.85**
management TS 3 0.75%* 0.90 0.72 0.91

support (ITS) 75741 .01~
. IBS1 | 0.70%
Indlfferent IBS 2 0.78
behaviour of IBS 3 0.62% 0.83 0.55 0.83

superiors (IBS) IBS 4 0.85**

IDD 1 0.76**
Improper deeds| DD 2 0.72**
(IDD) IDD3 | 0.71%
IDD 4 0.76**
CRM 1 0.86**
CRM 2 0.81**
CRM 3 0.79**
CRM 4 0.81** 0.90 0.66 0.91
CRM 5 0.79**

Isi VRS 1 0.68**
Compulsion to VRS 2 0.67*

0.82 0.54 0.83

Changes in
CRM (CRM)

take VRS 0.82 0.55 0.83
(VRS) VRS 3 0.66**
VRS 4 0.93**
IFC 1 0.66**
Infrastructure IFC 2 0.81**
changes (IFC) | IFC3 | 0.77* 0.83 0.56 0.83
IFC 4 0.73**
TFI 1 0.65**
: TFI 2 0.78**
Transfer issues 3 0.70% 0.87 0.59 0.88

(TF) TFI 4 0.75**

B TFI 5 0.91**
Source: Primary data
** denotes significant at 1% level

All factor loadings are above the suggesteebffuevel of 0.5, as shown in
Table 4.56 demonstrating item validity. The researcher used Cronbach's Alpha after

collecting data. Over 0.8 Cronbach's Alpha values demonstrate the reliability of the
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construct's vaables. All constructs have strong internal consistency reliability, as
shown by the Composite Reliability, which is better than 0.8. The proposedf cut

of >0.5 is exceeded by AVE readings. High convergence can therefore be predicted.
All requirements ee satisfied, thus the dataready for analysis and modwe].

Table 4.57

Discriminant Validity among the occupational stress constructs CFA- Il

Constructs| ITS | IBS | IDD | CRM | VRS | IFC | TFI
ITS (0.85)

IBS 0.33 | (0.74)

IDD 0.41 | 0.35 | (0.73)

CRM 0.28 | 0.18 | 0.40 | (0.81)

VRS 031 | 034 | 038 | 028 | (0.74)

IFC 050 | 041 | 048 | 041 | 047 | (0.75)

TFI 0.39 | 027 | 045 | 048 | 040 | 035 | (0.77)

“Source: Primary data

The aforementioned table makes clear that there is no relationship between
the constructsand discriminant validity for the variables of occupational sfigess

established.
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Confirmatory Factor Analysis of factors of employee andvork-related

outcomes
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Figure 4.4 Confirmatory Factor Analysis of factors of employee and work

related outcomes
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Table 4.58.
Model fit indices for CFA model of factors of employee and work related
outcomes
ATTRIBUTES | CMIN/DF VAFI)_-UE GFI AGFI CFI RMSEA
Study model 3.597 0.000 0.968 0.941 0.964 0.058
Recommended Acce_ptable Greater Greater Greater Greater| Less
value fit than than 0.9 | than 0.9 than than
[1-5] 0.05 ' ' 0.9 0.08
Literature Hair et al., | Barrett | Hair et al.| Hair et al. ggn%r:: al|—|a(goe(;[6
support (1998) (2007) | (2006) (2006 ) (1999) ' )

“Source: Primary data

CFA model fit ndices are includkin Table 4.580 assess model fit. The
Chi-Square to degrees of freedom ratio of a model should be less than 3.597, which
is obviously within the allowed limit. The RMSEA score is 0.058, which is far
below the 0.08 threshold. The GFI, AGFI, and CFI direigher than 0.9, where 1.0
denotes an exact match. As a result, the model can be studied further.
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Table 4.59

Final Reliability and Validity of CFA model of factors of employee and work
related outcomes

Factors of
employee and Item Factor Cronba AVE Composite
work related code loading Alpha Final Reliability
outcomes
Family and FSiL 0.89™

e FSI 2 0.85**
social issues FSI3 0.80% 0.90 0.71 0.91
(FSH) FSl4 0.81**
Employee EMC 1 0.82**

. EMC 2 0.81**

commitment EMC 3 0.78% 0.89 0.68 0.89
(EMC) :

EMC 4 0.88**

psveholodical PBI1 0.86**
sychologica PB| 2 0.92%

and behavioural PBI 3 0.86** 0.91 0.71 0.92

'(SI;SE‘;IE)’S PBI4 | 0.78"
PBI 5 0.78**
WRE 1 0.85**
Work WRE 2 0.87**
engagement WRE 3 0.69** 0.86 0.64 0.87
(WRE) WRE 4 0.77*
TOI1 0.78**
Turnover TOI 2 0.73**
intention (TOI) | TOI3 | 0.78* 0.85 0.60 0.86
TOl 4 0.80**
HLI 1 0.82**
. HLI 2 0.88**
'(*Hef‘l')th Issues {3 | 0.82% 0.90 0.66 0.91
HLI 4 0.80**
HLI 5 0.75**
Employee EMP 1 0.91*
**
performance EME :29, 832** 0.89 0.69 0.90
(EMP)

EMP 4 0.82**

“Source: Primary data
** denotes significant at 1% level
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All factor loadings are above the suggestedatfitevel of 0.5, as shown in
Table 4.59 demonstrating item validity. The researcher used Cronbach's Alpha after
collecting data. Over 0.8 Cronbach's Alpha values demonstrate the reliability of the
construct's variables. All constructs have strong internal consistency reliability, as
shown by the Composite Reliability, which is better than 0.8. The proposeidfcut
of >0.5 is exceeded by AVE readings. High convergence can therefore be predicted.

All requirements are satisfied, thus theéadis set for analysis and maicg.

Table 4.60
Discriminant Validity among the factors of employee andvork-related
outcomes
Constructs FSI EMC PBI WRE TOI HLI EMP
FSI (0.84)
EMC 0.25 | (0.82)
PBI 0.39 0.38 | (0.84)
WRE 0.41 0.31 0.28 (0.80)
TOl 031 | 017 | 0.37 0.31 | (0.77)
HLI 0.39 0.49 0.47 0.25 0.18 | (0.81)
EMP 0.45 0.13 0.28 0.29 0.50 0.30 (0.83)

~ Source: Primary data

The above table shows that there is no association between the constructs

and discriminant validity for workelated outcome factors is demonstrated.
Section-C

4.3.5CO-VARIANCE BASED STRUCTURAL EQUATION MODELING
4.3.51 Covariance Based Structural Equation Modeling techniques

Structural equation motleg (SEM) is a type of statistical analysis that looks
at how different structures relate to each others la imix of multiple regression
analysis and factor analysis. Many researchers liked this method because it could
figure out how many things depended on each other in one analysis. Most of the
time, this analysis uses endogenous variables (dependent egyiabtl exogenous

variables (independent variable). CovariaBased Structural Equation Modeling is

224



Analysis and Interpretations

a method for testing hypotheses and analysing a structural theory about a
phenomenon. I n this study, the IBM SPSS AMOS 21 software package was used to
runthe CBCFA andSEM.

This section discusses the process of developing a Structural Equation Model
(SEM) for the occupational stress experienced by female employees as a result of
the merger of SBI and SBT. The SEM demonstrates the connection between the
stress thatwomen employees in the bané&xperience on the job and the
consequences that are relevant to both the person and the job. In light of this, the

following hypotheses will be explored extensively.

Table No. 4.61

Hypotheses for model building

H)é?otheses Hypotheses of model building

SM.H1 Occupational stress due to mergers causes family and isscies

SM.H2 Occupational stress due to mergers causes health issues

SM.H3 Occupational stress due to mergers causes psychologica
' behaviouralssues

SM.H4 Family and social issues reduces work engagement

SM.H5 Health issues reduces work engagement

SM.H6 Psychological and behavioural issues reduces work engagemé

SM.H7 Family and social issues reduces employee performance

SM.H8 Healthissues reduces employee performance

SM.HO Psychological and behavioural issues reduces emp
' performance

SM.H10 Family and social issues enhances turnover intention

SM.H11 Health issues enhances turnover intention

SM.H12 Psychological anbehavioural issues enhances turnover intenti

SM.H13 Family and social issues reduces employee commitment

SM.H14 Health issues reduces employee commitment

SM.H15 Psychplogical and behavioural issues reduces emp

commitment

Source: Primary data

SM.H1 to SM.H15 indicates Structural Model Hypotheses
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Table 4.62

Model fit indices for Structural Equation Model

MODEL CMIN/DF | " GFI | AGFI | CFI |RMSEA
VALUE
Study model 4514 0.000 0.918 0.902 | 0.951 0.069
Acceptable
Recommendeq fit Greaterl  Greater | Greater| G/l Less
value [1-5] than | 4han0.9 | thano.g| han | than
0.05 ' ' 0.9 0.08

The SEM model fiindices are shown in Teb4.62 The ratio of a model's
Chi-square to degrees of freedom must be less than 5. In this instance, 4.514 falls
within the maximum allowed range. RMSEA is 0.069, which is less than the 0.08
criterion. GFI, AGFI, and CFI are greater than 0.9, whereirddirates an exact
match. So, SEM works.

4.3.6Path analysis

Table 4.63

Values of path analysis and Rfor the Structural Equation Modeling

Standardized| R? Critical
Constructs path index co-efficient | Value : P value
Ratio
(Beta)
Familv and Occupational
Y stress due to 0.65 0.42 7.68 <0.001**

social issues

merger

Occupational
Health issues stress due to 0.71 0.50 8.55 <0.001**

merger
Psychological Occupational
and stessdueto| gy 0.70 | 11.68 | <0.001*
behavioural merger
issues
Work Family and 058 6.84 | <0.001*
engagement social issues
Work Health issues] 071 | 0.88 | 854 | <0.001*
engagement
Work Psychological 0.75 907 | <0.001*
engagement and
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~ Source: Primary data

behavioural
issues
Employee Family and ] "
performance | social issues 0.54 5.68 | <0.001
Employee ) ] ”
performance <«— | Health issues 0.68 7.94 <0.001
Psychological
Employee and i 0.73 "
performance | * behavioural 0.78 10.58 | <0.001
issues
Turnover Family and .
intention ¢ social issues 0.40 4.98 | <0.001
Turnover <«— | Health issues 0.61 7.01 | <0.001**
intention 074
Psychological '
Turnover and o
intention ‘ behavioural 0.65 7.66 | <0.001
issues
Employee Family and ] -
commitment | social issues 0.55 6.45 | <0.001
Employee ] ] -
commitment | +— Health issues 0.58 077 6.99 <0.001
Psychological '
Employee and ] o
commitment | behavioural 0.66 7.84 | <0.001
issues

** indicates significant at 1% level

4.3.7 Results of path analysis and hypotheses testing

SM.H1: Occupational stress due to mergers causes family and social issues

The standardised beta coefficient of occupational stress due to merger on
family and social issues is 0.65, indicating a panmifiuence of occupational stress
due to merger on family and social issues among women employ&s in
Kerala. The projected positive sign suggests increases in influence, and family and
social issues among SBI female employees would increase bjod.&%ery unit of
standard deviation increase in occupational stress as a result of the merger. At the

1% level, this coefficient value is significant. It demonstrates that if female
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employees experience occupational stress as a result of the mergégggravate

issues in their familand social life.
SM.H2: Occupational stress due to mergers causes health issues

The standardised beta coefficient of occupational stress due to merger on
health issues is 0.71, implying that occupational stress duetgemhas a partial
influence on health issues among women employees of SBI in Kerala. The predicted
positive sign shows aimcreases in influence, and health issues amondgedile
employees would increase by 0.71 as per every unit of unit of standaediate
increases as a result of the merger. This coefficient value is significant at the 1%
level. It reveals that if female employees undergo occupational stress as a result of

the merger, their health problems will rise.

SM.H3: Occupational stress due @ mergers causes psychological and

behavioural issues

The standardised beta coefficient of occupational stress due to merger on
psychological and behavioural issues is 0.84, reflecting that occupational stress due
to merger has a partiasifluence on psyeologicaland behavioural issues among
SBI women employees in Kerala. As a result of the merger, the forecasted positive
sign indicates an increase in influence, and psychological and behavioural troubles
among SBI female employees would increase by 0&brding to the unit of
standard deviation increases. At the 1% level, this coefficient value is significant. It
illustrates that if female employees experience occupational stress as a result of the

merger, their psychological and behavioural issueswatksen.
SM.H4: Family and social issues reduces work engagement

According to the survey, family and social issues affect the work
engagement of women employeesSBI. The standardised beta coefficient of
family and social issues on job engagemen0iS8and captures the partial effects
of family and social issues on work engagement when all other path factors are held
constant. The estimated negative value indicates that such an influence is negative,

and that work engagement of female employees in Blen®uld fall by 0.58 for
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every unit of standard deviation increase in family and social problems, and that this

coefficient value is significant at the 1% level.
SM.H5: Health issues reduces work engagement

According to the study, health issues have armpaich on the work
engagement of SBI's female employees. When all other path factors are held
constant, the standardised beta coefficient of health issues on job engagement is
0.71. This coefficient reflects the partial effects of health issues on jobeangat
The calculated negative value means that such an influence is negative, and that
female employees' work engagement in the SBI would decline by 0.71 for every unit
of standard deviation increase in health problems, and that this coefficient value is
significant at the 1% level.

SM.H6: Psychological and behavioural issues reduces work engagement

Psychological and behavioural issues, according to the research, have an
impact on the work engagement of SBI's female employees. The standardised beta
coeffident of psychological and behavioural issues on work engagemedi7s
when all other path parameters are maintained constant. This coefficient measures
the impact of psychological and behavioural issues on job engagement. The
projected negative resutidicates that such an influence is negative, and that female
workers' work engagement in the SBI would diminish by 0.75 for every unit of
standard deviation increase in psychological and behavioural problems, and that this
coefficient value is significardt the 1% level.

SM.H7: Family and social issues reduces employee performance

The survey indicates that familial and societal factors have an impact on how
well women employees in SBI perform in work. Family and social issues have a
partial impact on jolperformance when all other path factors are held constant, as
indicated by the standardised beta coefficient of family and social issues on job
performance, which is0.54. The predicted negative value suggests that this
influence is negative and that fala employees' job performance in the SBI would
deteriorate by 0.54 for every unit of increased family and social problems. This
coefficient value is significant at the 1% level.
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SM.H8: Health issues reduces employee performance

According to the analysisfemale employees of SBIl's performance are
affected by their health issues. The standardised beta coefficient of-ietatéal
difficulties on employee performance-8.68 when all other path components are
kept constant. The impact of health problemsemployee performance is partially
reflected by this coefficient. The determined negative result reveals an adverse
influence, a performance decline of 0.68 for female employees in the SBI for every
unit of increased standard deviation in health issuessmnificance at the 1% level
for this coefficient.

SM.H9: Psychological and behavioural issues reduces employee performance

According to the research, psychological and behavioural issues affect the
performance of female employees in SBl. When alleothath factors are held
constant, the standardised beta coefficient of psychological and behavioural issues
on employee performance 6.78. This coefficient calculates how psychological
and behavioural problems affect workers' performance. In the &Bhlé workers'
performance would drop by 0.78 for every unit of increased psychological and
behavioural problems, according to the estimated negative result. This coefficient
value is significant at the 1% level.

SM.H10: Family and social issues enhancesrhover intention

According to the investigation, family and social issc&s influence an
employeesintention to leave their job. Family and social issues have a partial
impact on turnover intention when all other path variables are held constant,
according to the standardised beta coefficient of family and social issues on turnover
intention, which is-0.40. The envisaged positivesults demonstrates that this
influence is increasdbe intention of female employees3®I to leave from their
firm by 0.40 for every unit of increased family and social problems. This coefficient
value is significant at the 1% level.

SM.H11: Health issues enhances turnover intention

The study showthat SBIl's female employees' intention to leave is
influenced by theihealth issues. When all other path components are held constant,
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the standardised beta coefficient of heaéttated problems on turnover intentior is

0.61. This component partially reflects the impact of health issues on turnover
intention. With signifcance at the 1% level for this coefficient, the discovered
positive result demonstrates a negative influence that causes the turnover intention to
rise by 0.61 for every unit of increased standard deviation in health issues.

SM.H12: Psychological and behawural issues enhances turnover intention

According to the study, psychological and behavioural issues have an impact
on female employees' intentions to leave SBI. The standardised beta coefficient of
psychological and behavioural issues on turnovemimnis -0.65 when all other
path components are kept fixed. This coefficient estimates the impact of behavioural
and psychological issues on workers' intention to leave their jobs. According to the
projected positive result, female workers' intentiofetve the SBI will rise by 0.65
for every unit more psychological and behavioural issues. At the 1% level, this
coefficient value is significant.

SM.H13: Family and social issues reduces employee commitment

According to the analysis, family and socialuss have an effect on how
committed an employee is. The standardised beta coefficient of family and social
issues on employee commitment, which-Gs55, indicates that family and social
issues have a partial impact on employee commitment when all otheglpments
are held constant. The forecasted negative result indicates that this influence is
adverse and that for every unit of increased family and social problems, the job
satisfaction of female employees in the SBI will reduce by 0.55. At the 1% level
this coefficient value is significant.

SM.H14: Health issues reduces employee commitment

The analysis shows that the health issues of SBI's female employees have an
impact on their commitment. When all other path components are kept constant, the
standadised beta coefficient of healtlklated issues on employee commitment is
0. 58. This variable partially reflects
commitment. Every unit of higher standard deviation in health issues has a
deleterious effect on comtment, with a drop in female employees' levels of
commitment in the SBI of 0.58 and significance at the 1% level for this coefficient.
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SM.H15: Psychological and behavioural issues reduces employee commitment

According to the findings of the research, psytogical and behavioural
factors have an impact on the level of commitment displayed by SBI employees.
The standardised beta coefficient of psychological and behavioural issues on
employee commitment .66 when all other path elements are held constéig.
component determines the extent to which psychological and behavioural issues
influence the level of commitment displayed by workers. According to the negative
result that is estimated, the level of commitment shown by female workers in the
SBI will decrease by 0.66 for every unit of increased psychological and behavioural
problems. At the 1%, this coefficient value is significant.

4.3.8Explanations of Revalues

Examining the R2 values of the variables that are dependent on the structural
equation nodel is one way to evaluate the model's ability for explanation. FThe R
squared coefficient is a measurement that determines what proportion of the
variance observed can be explained by the model (See Model figure). R2 indicates
that there is a coefficiemtf determination of 0.42 for family and social issues. Based
on this number, it may be inferred that occupational stress chysiéd merger
accounts for approximately 42% of the variation in organisational commitment. This
value leads to the conclusiohat other independent variables, in addition to this
independent construct, occupational stress due to merger, are important for
predicting family and social issues. The remaining 58% of the variation in family
and social issues is not explained by thdependent construct.

In a manner analogous to this, the R2 value of health issues is 0.50, the R2
value of psychological and behavioural issues is 0.70, the R2 value of work
engagement is 0.88, the R2 value of employee performance is 0.73, the turnover
intentionis 0.74, and the R2 value of employee commitment is 0.77. Therefore, it is
abundantly obvious that the concept of "work engagement” possesses significant

explanatory power, followed by "employee commitment,” "turnover intention,"
"employee performare,” psychological and behavioural issues, health issues, and
family and social issues in this model. It is clear from this that the primary reasons
behind the adverse effect of work engagement, employee performance, turnover

intention, and employee commmént of employees are concerns pertaining to family
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and social issues, health issues, and their psychological and behavioural issues.
Among these, psychological and social issuesse&a a major reason for this
followed by health issues and family and sbisaues.

Table No. 4.64

Result summary of hypothesis testing

Hypotheses Result of
ypNo Hypotheses of the model developed Hypotheses
' testing
SM.H1 Occ_upatlonal stress due to mergers cause Supported
family and social issues
Occupational stress due tergers causes
SM.H2 health issues Supported
SM.H3 Occupatlonal stress due to mergers cause Supported
psychological and behavioural issues
Family and social issues reduces work
SM.H4 engagement Supported
SM.H5 Health issues reduces work engagement Supportel
Psychological and behavioural issues redy
SM.H6 work engagement Supported
SM.H7 Family and social issues reduces employe Supported
performance
SM.H8 Health issues reduces employee performa Supported
Psychological and behavioural issueduces
SM.H9 employee performance Supported
SM.H10 Famlly and social issues enhances turnove Supported
intention
SM.H11 Health issues enhances turnover intention Supported
SM.H12 Psychological and t_)ehavyoural issues Supported
enhances turnover intention
Family and social issues reduces employe
SM.H13 commitment Supported
SM.H14 Health issues reduces employee commitm Supported
SM.H15 Psychological an_d behavioural issues redu Supported
employee commitment

“Source: Primary data
SM.H1 to SM.H15 indicate Structural Model Hypotheses
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4.3.9Conclusion

In this part of chapter4, fifteen hypotheses were researched, and the results
of those studies were utilised to drive the creation of a model. All of the hypotheses
can be supported by pointing to thenfigvork of this model. The fit indices suggest
that all of the CFA and SEM models have a good level @fifit the data.

23¢



Analysis and Interpretations

PART D

The mediating role of employee commitment in the relationship between job
stress and employee performance

4.4 1Introduction

This part analyses the thiwbjective of the research study, which was to
examine the role that employee commitment plays as a mediator in the relationship
between job stress and employee performance. The IBM SPSS AMOS Graphics 21
softwarepackage was utilised for the development of the mediation model, and the
bootstrapping approach was employed for the purpose of evaluating the

significanceof the mediation in the model.
4.42 Mediation analysis; an overview

A mediation model is a typef statistical model that seeks to identify and
explain the mechanism or process that underlies an observed relationship between an
independent variable and a dependent variable by including a third hypothetical
variable that is known as a mediator vargallhis is accomplished by including the
independent variable as one of the variables in the model (also a mediating variable,
intermediary variable, or intervening variable). Instead of there being a direct causal
relationship between the independent afale and the dependent variable, a
mediation model proposes that the independent variable influences the mediator
variable, which then influences the dependent variable. In other words, the mediator
variable influences the dependent variable rather thanirtiependent variable
directly. As a result, the function of the mediator variable is to provide light on the
nature of the connection that exists between the independent variable and the
dependent variable. The goal of doing mediation analyses is ta dmttter
understanding of a previously established connection by investigating the
mechanism or process by which one variable impacts another variable through the

medium of a mediator variable.

The independent variable in this study is employee job stveste the
dependent variable is employee job performance, and the mediating variable is

employee job commitment. The bootstrapping approach was utilised so that the
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model could be examined for any evidence of a mediation effect, also known as an

indirectimpact.
4.4.30bjective

Objective 1ll . To examine themediating role ofemployee commitmenin the
relationship between job stress and employee performance of the women employees
in the conrext of SBEBT merger.

The bootstrapping method was used for therpose of testing the
significance of the model's mediation function. The creation of the mediation model
was carried out by means of covariafi@sed structural equation moidel utilising
the IBM SPSS AMOS Graphics 21 software package.

Table 4.65

Hypotheses formulation

SI. No. | Hypotheses

MEH.1 | Job stress has negative and direct effe@roployee performance.

MEH.2 | Job stresbas negative and direct effect employee commitment.

Employee commitmenthas positive and direct effect on employ

MEH.3
performance.

Employee commitment has a mediating role in the relationship job

MEH.4
and employee performance
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Figure 4.6. Mediation model which measures the indirect relationship between
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Table 4 .66

Fit indices for testing the mediation model

ATTRIBUTES | CMIN/DF P- GFI AGFI CFI RMSEA
VALUE

Study model 2.987 0.000 0.995 0.981 | 0.999 0.027

Recommended Acc?_ptable Grr? ater Greater | Greater Greater)  Less

value I than than 0.9 | than 09 than than
[1-5] 0.05 ’ 0.9 0.08

Literature Hair et al., | Barrett | Hair et al. Ha;lr et ggn?{;? Ha;lr et

support (1998) | (2007)| (2006) (2066 ) | (1999) (2066 )

The CFA model fit inlices are displayed in Table 4.66 evaluate the overall
mocel fit. For an appropriate model, the ratio of Sguare to degrees of freedom
should be fewer than 5. In this instance, the result is 2.987, which is well inside the
stated upper limit. The RMSEA score is 0.027, which is well below the
recommended minimm level of 0.08. In addition, the GFI, AGFI, and CFI values
are more than 0.9, where 1.0 implies exact match. Thus, it may be stated that the

mediation model fits well.

Table 4.67

Path values of direct effects in the mediation model

Construct Path | Construct Estimate | S.E C.R P-value | Result

Employee | «— | 5 siress| -047 | 0.034 | -8.62 | <0.001** Significant

performance
E(;nn?rlr?ii/riint <«— | Jobstress| -0.89 0.027 | -12.65 | <0.001** | Significant
erforance| “— | commitnen| 046 | 0029 | 8.2 | <0001 | Significant

Source: Primary data
** denotes significant at 1% level
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Figure 4.6 depicts the direct and negative relationship between job stress
and employee performance, jatress and employee commitment, and there is
positive and direct relationship between employee commitment and employee
performance. It can be observed that job stress has a negative and significant effect
on the employee performance with a path valueOgf7, jobstresshas a negative
and significant effect on the employee commitment with a path vale@&83, and
employee commitment has a positive and significant effect on the employee
performance with a path value of 0.46. Standardized regressionceoef are the
values that are associated with each path, and they indicate the amount of change
that occurs in the dependent construct in response to a change in the independent
variable that is equal to one standard deviation unit. The values thatsamased
with each path can be found in the table below.

Table 4.68
Result summary of the hypotheses testing (direct effects) in the mediation
model

Construct Path Construct Hypotheses Result
Emplovee Job stress has negative an

enPorr)rQance ' Job stress direct effect oremployee | Supported
P performance.
Emplovee Job stressas negative and
corr?mi)t/ment «— Job stress direct effect oremployee | Supported

commitment.

Employee Employee Employee commitmerttas

erformance | €| commitment positive and direct effect on Supported
P employee performance.
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Table 4.69

Mediating testing in the Model (direct and indirect effect paths) using
bootstrapping procedure

Indirect
Independent| Mediation Dependent | Direct effect Result
construct construct construct effect | (Mediation
effect)
Employee Employee Employee - - Partial
) -0.47 -0.41 e
| Performance; Commitment| Performance mediation

Source: Primary data

** denotes 1% significant level; Indirect effevalues are computed through
bootstrapping procedure with 5,000 bootstrap samples

Tale 4.69 reveals that the direct and negative effect of job stress and
employee performance of women employees afterSHI merger and indirect and
negative effect (medtion effect) of job stress and employee performance via
employee commitment. The bootstrapping (5000 bootstrap samples) approaches,
together with the IBMSPSSAMOS Graphics-21 software package, are utilised in
this investigation to examine the mediatieffects of various pathways. Although
the direct effect between them continues to be considerable, the findings of the
mediation test indicate that the mediated effect is only partial.

Here, thepartial mediationmplies that there is not only a signifidan
relationship between the mediator (employee commitment) and the dependent
variable (employee performance), but also some direct relationship between the

independent (job stress) and dependent variable (employee performance).

The statistical findings indate that job stress directly diminishes the job
performance of employees after the SBT and SBI merger. In addition to this, job
stress decreases the commitment of employees towards their jobs, which in turn
lowers the job performance of employees of S&raSBT merged with SBI. It
seems that decreased employee commitment is another important factor contributing
to the poor performance of employees following the SBI and SBT merger, in
addition to the stress of their jobs. In order for the bank to achisvgoal of

improved employee performance after the merger, it should strive to reduce the
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stress that employees feel on the job as a result of the merger and increase their level
of commitment to their work. If there is a significant reduction in thesstthat
employees experience on the job, this will help to boost their level of commitment to
their work.

4.4.4Conclusions

Part D ofchapter4 addressed ththird objective, which was to investigate
the role of employee commitment as a mediator in the etween job stress and
employee job performance. The mediation test findings show that there is a negative
and partial mediation effect between job stress and employee performance through
employee commitment. The mediation effects of these routes wweestigated
using bootstrapping (5000 bootstrap samples) techniques and theSPE®

AMOS-21 software package, which validated the mediation effect's significance.
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PART E

The moderating effects of measures taken by the bank to mitigate the stieon

the effect of job stress on work engagement and job performance
4.5.1Introduction

This part covers the fourtbbjective of the research study, which is to
examine the moderating effects of meastwasitigate the stress on the effect of job
stres on work engagement and job performance. In order to investigate the
moderating effects, a software application named IBM SPSS AMOS 21 was utilised.

4.52 Objective

Objectivel V: To extract the moderating effects of measures to mitigate the stress on

theeffect of job stress on work engagement and job performance.
4.53 Moderation analysis: an overview

A moderating variable is one that "alters the effects" of another variable,
such as an independent variable on a dependent variable. Researchers imlthe soc
sciences first used the word "moderator” to describe a variable that "interferes" with
the correlation between an independent variable and the related dependent variable.
The moderator variable in the-X connection, for instance, may be represented by
the letter M. As a result, M's role as a moderator is to "alter" how much of an effect
X has on Y. 2012 (Zainudin)
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4.54 Measures to mitigate stress moderates the effect of job stress on work

engagement and job performance

Table 4.70

Hypotheses formuldion

Hyplc\)lt:eses Hypotheses statements for moderation analysis

MOH.1 | Work engagement will decrease as work stress increases.

MOH.2 | Job performance will decrease as work stress increases.

MOH.3 Work engagement will increase as measures to mitigatesss
' increase.

MOH.4 | Job performance will increase as measures to mitigate stress inc

Measures to mitigate stress has a moderating effect on the strer
MOH.5 . : .
the relationship between job stress and work engagement

Measures to mitigatdress has a moderating effect on the strengt
MOH.6 : . . :
the relationship between job stress and job performance

p
Job Stress 29
48 - S~ -4 Work Engagement
01
45 Measures to mitigate the stress
-45
45 Job Performance
41
Job Stress X
Measures to mitigate the stress 02

Figure 4.7 Unstandardized Regression Coefficientbased Interaction
Moderation Model
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Table 4.71

Model fit indices for examining how independentvariable X affects its
dependent variable Y through a moderating variable W

ATTRIBUTES | CMIN/DF P- GFI AGFI CFl | RMSEA
VALUE
Study model 3.124 0.000 0.982 0.942 | 0.990 | 0.039
Recommended Acce_ptable Greater Greater | Greater Greater| Less
value fit than than 0.9 | than 0.9 than than
[1-5] 0.05 ' ' 0.9 0.08

Table 471 displays the CFA model fit indices that may be used to assess
how well the overall model fits. The GBiquare to degrees of freedom ratio of an
appropriate model should be less than 5. In this casesalhe is 3.124, which is
well inside the acceptable maximum value. The RMSEA score is 0.039, which is
much less than the recommended threshold level of 0.08. The GFI, AGFI, and CFlI

values are all larger than 0.9 and better than 1.0, respectively, ingiaajwod fit.

Table No. 472

Summary of estimates of the moderation model

Construct Path Construct Estimate S.E C.R P-value
Work -
engagement «— Job stress -0.29 0.038 | -4.25 | <0.001
Job Jobstress| -0.45 | 0.041 | -7.65 | <0.001*
performance| <«—
Work Measures tq
engagement mitigate 0.42 0.038 6.84 | <0.001**
9ag ‘ stress
ob |
performance 9 041 0.042 | 6.12 | <0.001**
stress
Job stress
Work Measures td s
engagement| *— | mitigate 0.01 0.021 | 1.21 | 0.425%
stress
Job stress
Job Measurestd 4o | 0023 | 1.42 | 0.318°
performance mitigate
¢ stress

SourcePrimary data
** denotes 1% significance level; NS denotes {Smymificant
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Interaction moderation model shows that work stress has a significant and
negative effect on the work engagement and job performance. Measures to mitigate
stress has a positive asgjnificant effect on work engagement and job performance.
Interaction of job stress and measures to mitigate stress does not have significant
effect on the work engagement and job performance. The details of the moderation

effect from the model are givdaelow.

Table No0.4.73

Summary of moderation effect- |

Construct names Unstandardized Regression Coefficients

Independent Moderator Dependent | Independent Moderator | Interaction
construct construct construct
Measures to Work
it ~ *k *k NS
Job Stress ng::gztse Engagement 0.29 0.42 0.01

“Source: Primary data

** denotes 1% significance level; NS denotes Not Significant

The above table shows that the strength of the relationship between job stress
and work engagement is not significantly moderatgdnkeasures to mitigate stress.
As a moderatonneasures to mitigate stress does not alter the negative relationship
between job stress and work engagement from its negative direct direction to

positive direction.

It appears that the stress caused byStBESBT merger has a negative effect
on the work engagement of women employees workinligerbank. Even though the
banks have been provided with various measures to mitigate the stress and its
consequences, in the form of training, meeting, relaxatiamitaet, honouring of
achievements, management review, proper grievance redressal system, and
improved employee welfare measures, it is not working. The moderation tests make
it clearly obvious that the techniques that have been used by the banks are
ineffective in resolving the issues that are prevalent among the workers due to SBI

SBT merger.
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Graph 4.1 Simple slope test plots of twoway interaction effect for

unstandardized variables for moderation effect |

Moderator

Low Measures to
mitigate stress

High Measures to
mitigate stress

-
=
Q
=
Q
o0
<
o0
=
=
®
é

Low Job stress High Job stress

Figure 4.8 Interaction of job stress and measures to mitigate stress to predict

work engagement

Result of Twoway interaction:The negativeausal link between job stress and
work engagement is unaffected by stress management strategies adopted by the
bank. Itindicates that the bank's effortsrexluce stress among female employees as

a result of the SBEBT merger, including training, meetings, relaxation activities,
recognition of accomplishments, management reviews, an effective grievance
procedure, and improved employee welfare measures,rfeav@een able to reduce

the level of stress among female employees or reverse the negative impact of stress
on employees' work engagement.

Table No. 4.74

Summary of moderation effect- Il

Construct names Unstandardized Regression Coefficients
Independent Moderator Dependent | Independent Moderator | Interaction
construct construct construct

Measures tQ Job
Job Stress | mitigate -0.45** 0.41** 0.02"°
stress Performance

“Source: Primary data
** denotes 1% significance level
NS denotes Not significant
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The above table illustrates that measures to mitigate stressnot significantly
moderates the strength of the association between job atreégeb performance.
Measures to mitigate stress, as a moderator, does not weaker or alter the negative
relationshp between job stressd job performancEigure 4.9shows the results of

a simple slop test to show that moderation effect.

Graph 4.2 Simple slope test plots of toeway interaction effect for

unstandardized variables for moderation effect Il

Moderator

=—=¢==ow Measures
to mitigate
stress

Job Performance

o= High Measures
to mitigate
stress

LOW JOB STRESS HIGH JOB STRESS

Figure 4.9 Interaction of job stress and measures to mitigate stress to predict

job performance

Result of Twoway interaction: The bank's efforts to reduce employee stress as a
result of the merger have had no effect on reducing the negativeddfjebtstress

on job performance. Training, meetings, relaxation activities, recognising successes,
management reviews, a suitable grievance redressal system, and better employee
welfare measures are not capable of eliminating the negative effect of stress on job

performance.
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Table 4.75

Summary of hypotheses testing

Hypotheses statements for moderation

. Result
analysis

Hypotheses No.

Work engagement will decrease as w

MOH.1 ;
stress Iincreases.

Supported

Job performance will decrease as w

MOH.2 :
stress increases.

Supported

Work engagement will increase

MOH.3 . :
measures to mitigate stress increase.

Supported

Job performance will increase as meast

MOH.4 L .
to mitigate stress increase.

Supported

Measures to mitigate stress has
moderating effect on the strehgbf the
relationship between job stress and w
engagement

MOH.5 Not Supported

Measures to mitigate stress has
moderating effect on the strength of
relationship between job stress and
performance

MOH.6 Not Supported

Source: Primary data
4 5. Discussion of moderation effect in the model

The moderation testing demonstrates that the measures implemented by the
bank to mitigate the negative effects of stress on workplace employee engagement
and job performance are not successfupiactice This isthe conclusion drawn
from the results of the moderation testing. It suggests that there is a need for
additional steps that are more effective in order to overcome that issue that is now

prevalent among the female employees of the SBI bank as a ressitnafrger.
4.5.6 Conclusions

In this part we evaluated the moderating effect of interventions to reduce
stress on the effect between job stress and, work engagement and job performance.
According to the findings, the inclusion of measures to allevia¢ssin the model
as a moderator did not have any effect on the negative relationship between job

stress, work engagement, and job performance.
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CHAPTER 5
FINDINGS AND CONCLUSION

FINDINGS

5.1 Introduction

The chapter four deals with the analysis of occupational stress, it's effects, mediating
role of employee commitment in the relationship between job stress and employee
performance and the moderating effects of measorestigate stress on the effect

of job stress on work engagement and job performance due t&SEBImerger
among erstwhile SBT female employees. This chapter covers the major finding
based on these analysis and interpretations. The findings are presetitecbrder

that corresponds to the objectives.

5.2  Occupational stress among the women employees before and after SBI

SBT merger.

Objective I: To investigate the occupational stress among the women employees

before and after SBISBT merger.

The following fourteen constructs are considered as factors of occupational stress

among the employees due to SEBT merger.

1. Inability to adapt with technologies

2. Structural changes

3. Recurrent changes

4, Procedural changes

5. Centralization

6. Human Resource Management Systbanges

7. Improper benefits scheme
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8. Inadequate support from management
9. Indifferent behavior of superiors
10.  Improper deedfrom colleagues

11. Changes in customer relationship
12. Compulsion to take VRS

13.  Transfer

14. Infrastructure changes

HO.1.1: Occupational stresses aong the women employee is at average level
before the SBFSBT merger.

The results reveal that, since the P value is less than 0.01, the null hypothesis
is rejected at 1% for the all factors of the occupational stress suclatakty to
adapt with technaolgies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in customer relationghi compulsion to take VRS, transfer and

infrastructural changemmong the women employees before the-SBT merger.

The mean scores of the all factors are above 3 except the factors that
compulsion to take VRSndifferent behavior of superio@nd impr@er deedsfrom
colleagues. It denotes that occupational stress issues can be seen among the women
employees before SEBBT merger in the factors thamability to adapt with
technologies, structural changes, recurrent changes, procedural changes,
centralizaion, HRMS changes, improper benefits scheme, inadequate support from
management, changes in customer relationship, transfer and infrastructural changes
exceptcompulsion to take VRSindifferent behavior of superiorand improper

deeds from colleagues.
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HO.1.2: Occupational stresses among the women employee is at average level
after the SBI-SBT merger.

Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
for the all factors of the occupational stress suchinability to adap with
technologies, structural changes, recurrent changes, procedural changes,
centralization, HRMS changes, improper benefits scheme, inadequate support from
management, indifferent behavior of superiors, improper deeds from colleagues,
changes in custoen relationship, compulsion to take VRS, transfer and

infrastructural changemmong the women employees after the-SBIT merger.

The mean scores of the all factors indicate that all means scores are above 3.
It denotes that women employee in the banifessi occupational stress issues in

above average level after SBBT merger.

Based on mean ranking, it can be observed that the major cause of
occupational stress among the women employees due to the mergerHRkh&t
changes followed by centralizatipprocedural changes, recurrent changesyility
to adapt with technologies, transfer, structural changes, changes in customer
relationship infrastructuralchanges, improper benefits scheme, inadequate support
from management, compulsion to take VR@pioper deedsrom colleaguesand

indifferent behavior of superiors.

HO0.1.3: There is no significant difference betweelbefore and after SBFSBT
merger regarding the factors of the occupational stress among the women

employees.

The paired sample t test svaised to compare the status of occupational
stress factors before and after the -SBIT merger. Since the P value is less than
0.01, the null hypothesis is rejected at 1% level with regard to all the factors of the

occupational stress.

The mean scores realed that the mean scoresalif the factorssuch as
inability to adapt with technologies, structural changes, recurrent changes,

procedural changes, centralization, HRMS changes, improper benefits scheme,
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inadequate support from management, indiffetettavior of superiors, improper
deeds from colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructural changa® grater after the SEBT merger than before
the mergerlt denotes that employees suffer various negdtctors of occupational

stress following the merger.

HO.1.4: There is no significant difference among the women employees under
the varying sociedemographic background betweerbefore and after the SB}

SBT merger regarding the factors of the occupatioal stress.

Since the P values are less than 0.05, majority of the null hypotheses were
rejected with regard to majority factors of occupational stress by considering socio
demographic variables, there found significant difference between before and after
merger in the stress level of officers , award staffs, married employees, graduates,
postgraduates, employees in the age groups of 25 to 35 and 36 to 45, employees
with average and good IT expertise, employees with different span of service and
employeesgiven with frequent and regular training. In the case of unmarried

employees, there found no significant difference only in the factors such as

3 3

recurrent changes’ and improper deeds fr
in the age groups above 4Bdaemployees given occasional training, there was no

significant difference 1n the factor in d

HO.1.5: There is no significant difference between the soedemographic
backgrounds of women employees with respect to the tacs of occupational

stress due to the SBSBT merger.
It was found that:

There is a significant difference amoage group®f female employees with
regard to the majority of factors of occupational stress due to th&BBImerger
other than structurathanges, procedural changes, centralization, imprope&fiten

schemes, and impropdeeds from colleagues.

There is a significant difference amongarious categorieof women

employeeswith regard to the factors of occupational stress due to theSBIBI
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mergersuch asinability to adapt with technologiestrgctural changesimproper
benefits schemenadequate support from managemeotnpulsion to take VRS
and nfrastructure chargg Female employees with designation of officetsfers
more occupatioriastressthan those with the designation of award staffniajority

of thesefactors of occupational stresgceptinability to adapt with technologies

Thereis significant difference based marital statusof women employees
in majority of the factors obccupational stress other thanocedural changes
centralisation indifferent behaviour of superiors and transfiwe to SBISBT
merger.Based on the mean score, in comparison to unmarried employaegdn
employees have higher occupational stresdlithesefactors of occupational stress
due to SBISBT merger

There is a significant differencbased oneducational qualificationsof
women employees with regard to factors of occupational stress such as recurrent
changes, procedural changes, centrabmatindifferent behaviour of superiors,
changes in customer relationships, and infrastructure changes due to {88TSBI
merger.Based on the mean score, in comparison to graduaissgmduates have

higher occupational stregsall these factors exceprocedural changes.

There is significant differencbased onT expertiseof women employees
with regard to the factors of occupational strdes to SBISBT merger such as
structural changesprocedural changesimproper deeds from colleaguesnd
compusion to take VRSWomen employees with good IT expertise have higher
occupational stresm the factorssuch asprocedural changes anhproper deeds
from colleagues andmployees with average IT expertise have higher occupational
stresdn the factors sth asstructural changes amdmpulsion to take VRS

There is significant difference amogpan of servicef women employees
with regard to all the other factors of occupational stress due t&BBImerger

except Infrastructure changes.

There is signifiant difference amon§requency of training availabilityf

women employees with regard to the factors of occupational stress due-&BTBI
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merger such as Recurrent changes, Procedural changes, Centralization, HRMS
changes, Indifferent behaviour of supesiolmproper deeds from colleagues and

transfer.

5.3 Effects of occupational stress due to SBEBT merger on women
employee and work related outcomes.

Objective II: To explore the effects of occupational stress due to-SBIT merger
on women employee anaork related outcomes

The following constructs are considered as factors cohsequences
ofoccupational stress among the employees due t&8BImerger.

1. Family and social issue

2. Health issues

3. Psychological and behavioral issues
4. Work engagement

5. Turnover ntention

6. Employee commitment

7. Employee performance

HO0.2.1: Consequences of the occupational stress among the women employee is
at average level before the SBEBT

Since the P value is less than 0.01, the null hypothesis is rejected for the all
factors of te consequences of the occupational stress such as family and social
issues, health issues, work engagement, turnover intention, employee commitment
and employee performance. Since the P value is higher than 0.050, the null
hypothesis is accepted for thectiar of consequences of occupational stress such as
psychological and behavioral issues. The mean score for each factor demonstrated
that the average scores of all the factors except the factors behavioral and
psychological issues and turnover intentioa khigher than 3. It indicates that there
were negative effects of occupational strepscifically in relation to family and
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social issues, as well as health issae®ng the female employees of the firm prior

to the mergerAdditionally, it has been detained that the employees of the bank

do not have any intention to leave their jobs, and they only experience an average
amount of psychological and social issues prior to the merger.

HO0.2.2: Consequences of the occupational stress among the women emplayee
at average level after the SBSBT merger.

Since the P value is less than 0.01, the null hypothesis is rejected at
1% for the all factors of consequences of the occupational stress. It demonstrates
that the consequences of waeated stress on womevorkers were either below
average or above average following the mergecording to the mean score, there
is ample proof of negative outcomes caused by weldted stress among female
bank employees following the merger in the case of family and sowtters,
psychological and social issues, and health concerns, mean scores of which are
above the average level. Following the merger, the employees displayed undesirable
characteristics such as low levels of job engagement, employee commitment, and
employe performance. Furthermore, it has been ascertained that the bank's
employees do possess an intention to resign from their current job.

HO0.2.3: There is no significant difference betweethe before and after SBISBT
merger regarding the consequences of ghoccupational stress.

Since the P value is less than 0.01, the null hypothesis is rejected at 1% level
with regard to the factors of the consequences of the occupational stress such as
family and social issues, health issues, psychological and behavisgues,
turnover intention, work engagement, employee commitment and employee
performance. The mean scores show that the mean scores of the following factors
that Family and social issue, health issues, psychological and behavioural issues and
turnoverintention are lower before the SBBT merger than after the merger. It
denotes that employees suffer various negative consequences of occupational stress
following the merger. The mean score of the factosk engagement, employee
commitment, and empyee performance is higher before merger than after merger.

It implies that work engagement, employee commitment, and employee performance
of female bank employees have been significantly reduced following the merger.
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All of these findings point to the fathat the SBISBT merger has caused a
great deal of stress in the workplace, which has led to a number of negative
consequences among tieenale employees such as family and social issues, health
issues, psychological and behavioural issues, higher turimeation, lower work
engagement, lower employee commitment and lower employee performance

HO.2.4: There is no significant difference among the women employees under
the varying sociedemographic background betweerbefore and after the SB}
SBT merger regarding the factorsof consequencesf occupational stress.

Majority of the null hypotheses were rejected with regard to majority factors
of consequences of occupational stress by considering steciwgraphic variables.
There found significant differencéetween before and after merger in the
consequences of occupational stress levels in the case of award staffs, married
employees, graduates, employees in the age groups of 25 to 35 and 36 to 45,
employees with good IT expertise, employees Vsls than Q yearsspan of service
and employees given with regular training.

In the case ofemale officersthere found no significant difference in the
factors such as work engagement and employee commitment. In the case of
unmarriedfemale employees, even thoutitere found no significant difference in
the factors such as family and social issues and employee performance, the mean
scores for job engagement, employee commitment, and employee performance were
greater prior to the merger compared to after the meidgandicates that the
employees' favorable perspectives have diminished as a result of the merger

Both in the case of employees in thge groups above 4&1d employees
with above 20 years span of servicéhere found no significant difference in the
factors such asfamily and social issueswork engagement and employee
commitment.Both in the caseof postgraduatesand employees with average IT

expertise here was no signi f iecnmapnlto ydeief fceornemnictem einnt

In the case of employeestiv 11-20 years span of servicéhere found no
significant difference in the factors such as turnover intentiemployee
commitment and employee performande. the case of employees given with
occasional training, there found no significant differeircéhe factors such as
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employee commitment and employee performaamee in the case acfmployees
given with frequent trainingthere found no significant difference in tifector

13 2

work engagement

Objective II: To explore the effects of occupational steedue to SBISBT merger
on employee and workelated outcomes.

Based on theory and previoespirical study findings, a conceptual research
model was developed, and the model was testedl developed an empirical
research model under the framework of-W@miance Based Structural Equation
Modelling for women SBI bank employees working in Kerala, demonstrating the
interconnection between the factors of stress that women employees in the bank
experience on the job and its consequences on individual and-relarid
outcomes. The following fifteen hypotheses were developed, and each is backed by
a theoretical model. The testing of the hypotheses show that all fifteen hypotheses
are supported with the previous theoretical and empirical relationships and the fit
indices of the model was good fit. The graphical representation of the model is given
below.
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Table No.5.1

Summary of hypothesis testingof Covariance
Based Structural Equation Model

Hypotheses Results of
ypNo Hypotheses of model building hypotheses
. testing

SM.H1 Occupatllor_lal stress due to mergers causes family Supported
and social issues

SM.H2 Occupational stress doe mergers causes health Supported
issues

SM.H3 Occupational stress due to mergers causes Supported

psychological and behavioural issues

SM.H4 | Family and social issues reduces work engageme  Supported

SM.H5 | Health issues reduces work engagement Supported
SM.H6 Ers]él/ggglr(;%irclfl and behavioural issues reduces wda Supported
SM.H7 Egg\cijlrymzr:qdcesocial issues reduces employee Supported
SM.H8 | Health issues reduces employee performance Supported
SM.HO Psychological and behavioliiasues reduces Supported

employee performance

SM.H10 | Family and social issues enhances turnover inten|  Supported

SM.H11 | Health issues enhances turnover intention Supported
SM.H12 Ejsrx(c::/(;lroi%itcee;:bannd behavioural issues enhances Supported
SM.H13 Egnr?ri%t?nnedmsocial issues reduces employee Supported
SM.H14 | Health issues reduces employee commitment Supported
SM.H15 Psychological and behavioural issues reduces Supported

employee commitment

Effects of stress onhie personal life of the employees:The model also
indicates that 42 percent of female bank employees have family and social problems
as a result of the stress they face at work. Employee stress is responsible for 71% of
their health issues and 70% of ithesychological and behavioral issues. It indicates
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that the personal lives of the female bank employees are greatly impacted by the
stress caused on by the SBBT merger.

Effects of stress on the wostelated outcomes of the employeesThe
approach eiphasizes that employees' job engagement is diminished by 88 percent as
a result of familial and social concerns, health problems, and psychological and
behavioral issues. The three elements of family and social concerns, health issues,
and psychological rad behavioral issues have a significant impact on reducing
employee performance by 73%, decreasing job commitment by 77%, and increasing
turnover intentions by 74%.1t indicates that occupational stress and its direct effects
that problems in the personalds of employees, ultimately lead to various negative
organizational outcomes, such as increased intents to leave the organization, reduced
work engagement, declined employee commitment, and poor job performance.

5.4. Mediating role of employee commitmat in the relationship between job
stress and employee performance of the women employees in the conrext
of SBI-SBT merger.

Objective Ill: To examine themediating role ofemployee commitmenin the
relationship between job stress and employee performamdethe women

employees in the conrext of SEBBT merger.

The mediation testing of employee commitment in the relationship between
job stress and employee performance of female employees in the context of-the SBI
SBT merger reveals that there is a directl aregative effect of job stress and
employee performance of female employees following theSSBI merger, as well
as an indirect and negative effect (mediation effect) of job stress and employee
performance via employee commitment. Although the diredcefbetween them
remains significant, the mediation test results indicate that the mediated effect is
only partial. In this case, partial mediation suggests that not only is there a
significant relationship between the mediator (employee commitment) and th
dependent variable (employee performance), but there is also some direct interaction
between the independent (work stress) and the dependent variable (employee
performance). The figure of the modetaion table is given below.
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Figure 5.2 Mediation model which measures the indirect relationship between
job stress and employee performance via employee commitment

It denotes thgbb stress has a direct negative impact on employee job

performance following the merger of SBT and SBI. Furthermore, job strassesed

staff commitment to their jobs, which diminishes the job performance of SBI

employees after SBT joined with SBI. In addition to the stress of their employment,

it appears that decreasing commitment among staff members is another key element

leading toemployees' poor performance following the SBI and SBT merger. To

achieve its goal of increased employee performance following the merger, the bank

should try to lessen the stress that workers experience on the job as a result of the

merger and boost thdevel of commitment to their work. The modertion model was

good fit.
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5.5. Moderating effects of measures to mitigate the stress on the effect of job

stress on work engagement and job performance

Objective 1V: To extract the moderating effects of maess to mitigate the stress

on the effect of job stress on work engagement and job performance.

Moderation hypothesis I: -Measures to mitigate stress has a moderating
effect on the strength of the relationship between job stress and work engagement

Measurs to reduce stress have an insignificant impact on the strength of the
association between job stress and work engagement. Measures to reduce stress, as a
moderator, fail to change a negative relationship between job stress and work
engagement from a negad to a positive direction. It shows that the stress created
by the SBISBT merger has an adverse effect on the work engagement of female
bank employees. Even though banks have been provided with various measures to
mitigate stress and its consequenaeshe form of training, meetings, relaxation
activities, achievement recognition, management review, proper grievance redressal
system, and improved employee welfare measures, it is not working well. The
moderation tests clearly show that the procedusesl by the banks are ineffectual
in resolving the obstacles that have arisen as a result of thR8ESBinerger.

Moderation hypothesis Il: -Measures to mitigate stress has a moderating
effect on the strength of the relationship between job stress andrjompence

The bank's efforts to reduce employee stress as a result of the merger failed
to reduce the adverse effect of job stress on job performance. Training, meetings,
relaxation exercises, recognizing successes, management evaluations, an appropriate
grievance redressal mechanism, and improved employee welfare measures are
insufficient to eliminate the adverse effects of stress on job performance.

In short, the moderation testing reveals that the bank's efforts to alleviate the
negative effects of streson employee engagement and job performance in the
workplace are ineffective in practice. This is the inference derived from the
outcomes of the moderation testing. There is an indication that there is a need for
more efficient measures to address theenurissue faced by female employees of
the SBI bank following its merger.
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The moderation model is depicted in the figure below. The analysis of fit

indices also indicates that the model is a good fit.

1

Job Stress -29

48 - N _ 2 Work Engagement
01

45 Measures to mitigate the stress
-45
45 ' Job Performance
41
Job Stress X

Measures to mitigate the stress e

Figure 5.3 Moderation model

5.6.Conclusion

In recen years, the banking industry has seen significant mergers and
acquisitions. occupational stress among the women employees before and after the
SBI-SBT merger by considering the factors of occupational stress such as
theinability to adapt to technologiesstructural changes, recurrent changes,
procedural changes, centralization, human resource management system changes,
improper benefits schemes, inadequate support from management, indifferent
behaviour of superiors, improper deeds from colleagues, changesstomer
relationships, compulsion to take VRS, transfer, and infrastructure chaages.
examined in this study.was discovered that the SBBT merger caused a great
deal of stress in the workplace, which resulted in a number of negative congsguenc
among female employees, including family and social issues, health issues,
psychological and behavioural issues, higher turnover intention, lower work

engagement, lower employee commitment, and lower employee performance.
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CHAPTER 6
RECOMMENDATIONS

6.1 Introduction

There are several factors to be considered before, during, and after mergers
for the success of the merged organization. As increased stress among employees is
an unintended but expected effect of mergers in the banking sector, governthent an
organisational interventions are important for managing stress. So in order to
implement merger policies in the banking industry, there should be proper adoption,
supervision, assessment, and tito¢ime revision of stress management techniques.
Employees in the banking sector deals with financial aspects and already exposed to
stress. So the organizational restructurings like mergers must be implemented with
at most care to minimize the stress levels of the employees as it further increase the
possibilty of stress among employees. This chapter of the study provides some
suggestions in this regard specific to SBI for reducing the stress aroused among the
women employees of its target bank in the -SBIT merger, as well as to the
banking sector and govenent about the measures to reduce stress while

implementing the merger.
6.2 Recommendationdo SBI

1. As the findings reveal that the stress among the women employees of the
SBT before the merger was due to factors such as the compulsion to take
VRS and impoper deeds from colleagues, it was below average, and after
the merger it was above average. It is recommended to take corrective
measures such as allowing everyone the opportunity to succeed and adopting
a comprehensive strategy for diversity and inclusi®&l) to tackle
disparities among employees on the basis of the organisation from which

they belong.

2. The superiors should recognise and be convinced that the problem of

discrepancy has to be addressed together by everyone, take measures not to
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create annferior feeling among the women employees who came from SBT,

and convey the same message to the SBI employees as well.

Officers should be provided with the capacity to delegate their repetitive
everyday jobs to a great extent, as they suffer more stwes®dactors such
as centralization and HRMS changes after mergers and going through

unofficial overtime work.

Cultural disparities will be there while commencing lasgale
consolidations, which were visible in the SBBI merger as SBT is
headquarteredn Kerala and comparatively small. The work culture is
different in Kerala when compared with other states. As the study identified
transfer as a factor of occupational stress, transferring employees from one
work culture to another must be treated wiie utmost careSo the banks
should consider demographic aspects such as gender, age, education,
department, tenure, ethnic group, personality, cognitive style, and
organisational role of the employees while transferring them to a more
convenient locationwhere it won't interfere with their personal lives or

feelings.

SBI can follow more cordial human resource policies while implementing
strategies like centralization, which was voluntarily happened as a part of the
evaporation of its associate banks dumayger.

2

Banks should consider the employee’s pr

and experience while rotating the employees due to merger.

Participate both officers and clerical cadre (awards staff) employees in
reforming work arrangements, proceduremd policies to fulfil the

requirements of organisational change due to merger.

As t he me a n scor e of t he factor of s
management” was 3.43 after the merger,
organisation's objectives by asseéimip the necessary number of helpful

managers, facilitating communication between managers at all levels,

26¢



10.

11.

12.

13.

14.

15.

Findings and Conclusion

tackling issues quickly, offering flexible work schedules, and focusing on

creating a more welcoming workplace.

The bank can implement health campsalth insurance, yoga, and
meditation facilities that help reduce stress and increase the confidence levels
of employees because the study identified health issues as a consequence of

stress.

The study revealed the ineffectiveness of the measures takeitigate
occupational stress, such as training, meetings, relaxation activities,
honouring achievements, management reviews, grievance redressal systems,
and employee welfare measures. Thus, due attention must be given while
implementing measures to redustess, and the bank should bring in

contemporary performance appraisal methods.

Monitor the employees and give them wtathed, relevant, and productive

feedback on their performance.

Give managersandsupervisorshe appropriatérainingon managingemgoy
eesThis will make it easier for managers to uphold the worth of each
employeeand appreciate their contributions.

Superiors must stay away from intrusions at the end of the financial year and
continuous supervision by maintaining cordial relationship lee adopted as

an alternative.
Team formation programs must be conducted

Findings indicate that employees suffer various negative consequences of
occupational stress, such as family and social issues, psychological and
behavioural issues, turnover intem, work engagement, employee
commitment, and employee performance. To reduce such consequences, the
bank can adopt organisational support practices such as joemrited
leadership behaviour, support from colleagues, and fasnibyportive

organisationbpractices.
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16. Employee wellness programmes should be organised by the bank in order to
reduce family and social issues, health issues, psychological and behavioural
issues, higher turnover intention, lower work engagement, lower employee

commitment and loweemployee performance arouse due to merger.
6.3Recommendationgo Banks

1. The employees suffered stress from procedural changes, structural changes,
and infrastructure changes, even though SBT was acquired by its parent
bank, SBI. So the banks that wehrdugh recent mergers must be very
cautious about these aspects, and anchoring banks should consider the
policies of target banks.

2. While implementing new HR policies in the merged bank, variations in the
working culture of the banks that underwent mergdrsuld be considered

without giving 1import an devel managemkend. “e go ¢
3. For tackling sentient bias, unified identity cards alone must be adopted.
Other serial numbers, codes or anything which reveals the before merger

identity of the employee should be eradicated.

4. In the case of banking mergers, banks should follow the government's
direction to implement best HR practices by considering HR practices of
both acquiring and acquired banks.

5. Evade recurrent transfers.

6. Bank managments should consider the job status of the employees before
merger in the target bank while shifting or transferring them to another office

under an employee of the acquiring bank as a necessity of merger.

7. Provide effective training to the employees topdoy the latest techniques
that suit the merged bank to perform their work in a tbnend manner and

to eliminate the repetition of work.

8. Adopt time management techniques.
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Give counselling facilities to the employees, collect work feedback from
them, anddentify their difficulties to divert the negative effects of stress into

improved performance.

Targets should be realistic and attainable.

6.4 Recommendationgo Government

From the findings it was observed that female employees suffer various
negativefactors of occupational stress following the merger on the factors
such as inability to adapt with technologies, structural changes, recurrent
changes, procedural changes, centralisation, HRMS changes and employee
performance, improper benefits schemejadequate support from
management, indifferent behaviour of superiors, improper deeds from
colleagues, changes in customer relationship, compulsion to take VRS,
transfer and infrastructure changes. So the government should consider all

these aspects whilmplementing restructuring policies like merger.

Workshops, seminars and hands on sessions should be given prior to mergers
to the employees to adapt the organisational changes that may occur as a

result of merger.

Make sure that the government policy 0fb ¢ s t HR practices

S

followed” 1n the banking sector mergers

Several ongoing mergers are in the banking industry. Hence, more effective
government intervention is required in human resource and IT

synchronisationrad in streamlining the merger processes.

Policymakers should be cautious about the privatisation signals provided by
largescale consolidations and their impact on ld@gn employee benefits

to maintain employee morale.
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6.5 Scope for Further Research

1.

Further research would be required dress among women employees of
BharatiyaMahila Bank consequent to merger with SBI as BMB

administrated by women and advanced loan exclusively to women

Another research area uncovered is stress aroused among employees
management and shareholdelge to the recent mergers in the banking
sector like the merger dén public sector banks, nameDriental Bank of
Commerce(OBC)and United Bank of India into Punjab National Bank
(PNB), Syndicate Bank into Canara Bank, AralBank and Corporation
Bank into Union Bank of India, and Allahabad Bank into Indian Bank into

four.

A rights protection march was organised by SBI Employees Federation from
Kasaragod to Thiruvananthapuram on 21st November 2022 to December
16th 2022 demating right to work with dignity and to keep SBI in public
sector.This indicates the signs of distress among employees of SBI about the
privatisation policy in the banking sector. Hence, further research about
privatisation policy in the banking sector ant$ influence on bank

employees is needed.

More research into the demonetization policies of the government as a

stressor for bank employees could increase our knowledge.

6.6 Implications of the study

1.

This study helps the SBI management to recognize ¢hapational stress
factors and its effects due to SBBT merger on female employee, so they
can adopt better strategies to reduce gbless and tamprove employee

performance.

It will also help the banks in general to know key areas of occupationsd stre

factors and its consequences due to merger. As large scale consolidations
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happened recently in the banking sector, the study will help the managers to

formulate proper human resource policies.

3. This study will be helpful to the Government in better impatation of
large scale banking mergers.

4. The study identified that the primary reasons behind the adverse effect of
work engagement, employee performance, turnover intention, and employee
commitment of employees as family and social issues, health issus,
psychological and behavioural issues due to meiy&h the help of the
suggestions of this study, Government authorities can review future policies

like privatization regarding banking sector.

5. The study developed a realistic research model whid¢hbsi helpful to
understand the drawbacks of the measures to mitigate stress taken by the

banks as well as helpful while dealing with the similar endeavors.

6.7 Conclusion

This chapter included recommendations to the various stakeholddrs of t
research such as SBI banks and government, scope for further research and
implications of the study. All of these recommendations will be helpful in the
context of the large scale consolidations in the banking sector
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INTERVIEW SCHEDULE

Dear Madam,

| am Fathima.A.V, Assistant Professor in the P.G Department of Commerce, M.E.S
Ponnani College and Research Scholar in the Research Department of Commerce,
Marthoma College, Chungathara. | afoing a study on stress among women
employees of erstwhile SBT consequent to merger with SBIrequest you to give

me your valuable responses to the questions given below. | also assure you that the
data will be used only for my academic purpose. Placls¢he appropriate box.

PART-A DEMOGRAPHIC PROFILE

1. Location of the branch in which you are working:
Before merger
Panjayath[ ]  Municipality [ ] Corporation [_]
After merger
Panjayath[ ]  Municipality [ ] Corporation [_]
2. Category of employee:
Officer [ ] Award staff (clerical cadre)[ ]
Subordinate cadre []
3. Current marital status:
Married [ ] Unmarried [ ] Divorcee/Separated[ | Widowed[ ]
4. Spouse status:
Professional [] Pvt.Employed ] Govt.employee []
Own business [ ]
5. Age:
6. Highest Educational Qualification :
Up to Secondary school certificate [ ] Diploma []

Higher secondary certificate [] Graduate [ ]
Post graduate and above []
7. Technical/Professional Qualification:
CAIlIB [] B.Tech [] B.Sc []
MB A [] MCA [] CA/ICWA []

8. Expertise in computer/IT:
Poor [] Average [ ] Good [] Excellent [ ]

9. Monthly Salary:



Appendices

10. Span of Service (years):
11.Have you got transfer due to merger?:

Yes [] No []
12.Training Undergone:
In SBT

Never [ ] Occasionally[ | Frequently [ ] Regularly  []
In SBI
Never [ ] Occasionally | Frequently [ ] Regularly  []
13. Family Members:
14.Workload in a week (in hours):

15.Mark your agreement or disagreement regarding the following items before and
after merger

Stress level before
Stress level after merger

merger
> — () > @ > _ (o)) > O
S0 o | | QO |HQ Statements Zolo|T| 2|20
c 2 2] 5 % c > c 9 9 5| 2|c >
e 2l2|2 /L8 23 2l | 2|28

Work Overtime

Inadequate support from
management

Indifferent behaviour of
superiors

Indifferent deeds from
colleagues

Indifferent manners of
customers

Insufficient infrastructural
facility

Inability to fiddle with the
new technology

Recurrent changes

Heavy work load

Works of repetitive nature

Targets are not fedde

Improper Scale of pay

Improper benefit scheme

Compulsory promotion

Job insecurity

Change in job status

Demotion

28¢
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Threat of branch closure

Compulsion to take
VRS(Voluntary retirement
scheme)

Threat of job loss

Lack of Recognition

Lack of Training

Unnecessary or frequent
transfer

PART B -JOB STRESS DUE TO MERGER

Due to merger there may arise a number of changes.odyegd may perceive
changes differently. Each of the following statements are for measurirgjrédss

level of the employees before and after merger .So please respond by ticking the
appropriate column.

16. Inability to fiddle with the new technology

Sl. | Stress level before Stress level after merger
No. merger
[} (O] O] Q
=do|E 2|30 Statements Dol o B | 2|20
c Y Qs oco c 9 Q0 =] o | o
cgolg Slowm o o O = C | ©o®
=S T < L5 9 5| < Y L |50
0 Zlo|n T n =z o |no
Technological changes
1 : oo
make my job more difficult
5 Tecmological break down
creates serious problems
| am forced to deal with ne
3 software which makes me
tedious
| often have to work beyon(
4 the normal working hours
to cope with the new
technologies
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17.  Structural changes lead
Sl. Stress level before Stress level after
No. merger merger
[} (0] ) Q
S0 0| B|LBO Statements So 0| B|LIEC
cQ Q) 5| o|c g cQ Q2 & | O|c g
°cg o|g|8|lcax og O 2 T o @
S5 o < 2 159 Qg <| @2 50
N Z|ano n Z | onDs
1 Ambiguity in job status
2 job insecurity
| believe that this
3 restructuring of job
offers little opportunity
for my career growth.
4 Changed responsibilitie
create stress
18.  Recurrent changes
Sl. | Stress level before Stress level after merger
No. merger
[} (O] O] Q
=d o8 2|30 Statements Dol o B | 2|20
cd Qe 2c o c 9| 2 = D | c O
cgolg Slowm o o O = C | o ®
=S @ < L5 9 S < Y L |50
0 Zlo|n T n Z | n7T
Frequent changes in
1 customer services create
problems
Centralized work demands
2 immediate responses whic
creates stras
3 File management system is
not yet stabilized
4 Role clarity is not yet

attained
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19. Difficulties of procedural changes
Sl. | Stress level before Stress level after merger
No. merger
> I N > — Q>0
EEEIERYEEE Statements 58/ g 8 | 2|58
cgolgl 8|lowm o o D = T | S ®
S < D59 5 d < ) Q59
0) ZlQo|n©o N Z 0 |no
It requires to work overtime
1 to deal with procedural
changes
Heavy workload to deal
2 with the changed
procedures
Leave sanctioning
3 procedure is
hefty and it creates
frustration
4 Insufficient training create

difficulties

20. Centralization

Sl. | Stress level before merger Stress level after merger
No. o o
(B}
gm v | ® o %8 gm o | ® o —;9
| O =] o = o Q0 =] o o
28 2| 8| 5|25 Staements |28 2| 8|5 |25
N Z | O |n®o n Z | O |no
Changes in the
reporting
1 :
authority create
anxieties.
5 Dictatorial form
of leadership
Nonparticipation
3 in decision
making
Limited
4

communication
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21. Difficulties due to changes in Human Resource Management System

Sl. Stress level before merger Stress level after merger
No. o o
_ (D) — ()
%m @ T o —;9 gm a.> T o 7:9
() () e} o)) () () s o
S8 2| 2| 2 |Sg| Saemens |SF 2P| 2| 2 S0
n Z | O |ns n Z | O |nT
Management
sets targets
1 :
which are not
feasible
Changes in
2 responsibilities
creates stress
| am lacking
recognition for
3 the targets |
have
accomplished
There is
4 disparity in
performance
appraisal
22.Improper benefit schemes
Sl. | Stress level before merger Stress level after merger
No. © o
(¢} ()
%m v | ® o 7:9 gm v | ® o —;9
o O = o o O = ()
SR | 2| 2 |£g Saements 5T 2| 2| 9 |S4
n Z | O |no N Z | O |no
1 Improper
scale of pay
Staff loan
2 procedure is
complicated
3 Leave
procedure is
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complicated

Conscious
4 delay in
promotion

Incentives
reduced

23. Inadequate support from management

Sl. Stress level before Stress level after
No. merger merger
[} (0] ) Q
S0l 0| T 20 Statements S0l o | B LI5S0
c 9 Q| 5| O|c g c 9 Q| &5 | O|c g
og o| 2| ®|ow® og o = T |0 @
sl < | 22 |59 sa<| Q|2 |59
n Z|ansT n Z | anT
Inadequate problem
1 solving system for
employees
In the case of transfer,
2 reduced discussionsitiv
employee associations
Preferential approach by
3 management in the case
of performance appraisg
for promotion
Preferential approach
4 towards employee
benefits
24. Indifferent behavior of superiors
Sl. Stress level btore Stress level after
No. merger merger
(O} () ) 0]
SS9 o Bl LR Statements So 0| 8| LIEC
cd Q| 5| o|c g cd Q| & | o|c g
°cg o|g| 8|lcax oSg o| 7z | 8|om
5 a© < QD5 0 S5 < Q|2 |50
n Z|Ono N Z | ono

Unequal treatment in
leave sanctioning.

No guidance from
superiors.
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In my office
subordinates cannot
share their views with

3 the management and th
managers al
share important matters
with the subordinates.
Being a woman, my
4 superiors underestimate
my potentials.
5 My male supeors do
not caoperate with me
25. Improper deeds from colleagues due to branch rationalization, transfer etc
Sl. | Stress level before Stress level after merger
no. merger
o) o )
?Eggg g?g Statements ;:g s E | g ?E%
2823853 32| 3 % B3
0 Zlolno n =z o |no

In our office, there is
differentiation between
employees

In my office we do not shar
our difficulties with each
other.

| have experienced so man
problems from my
colleagues.

| have no cordial
relationship with my group
members.
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26. Changes in customer relationships
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Sl. | Stress level before Stress level after merger,
No. merger
> | = $>9 > — 31 >9
> 8|8 525 Statements 288 £ | 525
o do a © o ®© o oo = © | O ®
S < D59 sl 9 QD59
N Zla|ln©o n Z A |no
1 Customer relationship pattern
not much cordial
Customer relationship patte
2 have reflections in the behavi
of different classes of customers
| often feel hat my work gets
3 disturbed by the interference
customers.
| feel that our customers are nof
4 . ) .
well satisfied with our services.
In my office w
5 .
follow- up with our customers
27. Compulsion to take VRS (vluntary retirement scheme)
Sl. | Stress level before Stress level after merger
No. merger
() () [¢B) ()
S 4o 0D Statements 2ol o] B | 2|50
cyg 9 s olco c oo S D | c o
o g o 8 © | o ®© o DO O = C | ©®
=S @ < L5 9 5 < o L |50
N ZlAln o ) =z O |no
Difficulty to cope up with
1 charges forcing me to tak
VRS
2 Stress demands VRS
Lack of confidence while
3 comparing with colleague
leads to VRS
4 Attractiveness of VRS

package leads to VRS

29t




Appendices

28. Transfer.

Sl. | Stress level before Stress level after merger
No. merger
(O] () Q Q
N TR ] IR s Statements Solo| B | 2|50
g 9|5 o ol o = <)
Sgo|lg 8|low °o o O = T | S ®
=S o < D15 9 5 c < @ QL 59
0) Zlo|n© n z O |n©o
1 Preferential treatment in th
case of transfer
Expenses are increased dy
2 to unneessary or frequent
transfer
Branch
rationalization(Reduction in
3
number of branches) creat
unnecessary transfer
4 Incompetence lead to
transfer creates stress
Reduction in the
discussions about transferg
5 . g
with associabns affects
welfare of employees
29. Changes in Infrastructure facilities
Sl. | Stress level before Stress level after merger
No. merger
> ol 828 > s | 828
o838 525 Statements o8l 8| £ | 5|25
Sgo|g J8|oc S o O 2 | 5@
S < D150 s Q| < ) Q| =50
0 Zlo|nh o n Z Q| Ao
1 Changes in equipments to
be handled with
5 Changes in computerized
programs
3 Changes in office
automation system
Change in file managemen
4 system cause delay in worl
completion
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PART C -CONSEQUENCES OF JOB STRESS DUE TO MERGERDV)
30. Family and social issues

Sl. | Stress level before Stress level after merger
No. merger
>z 228 > = | 3|8
28 9\E5(25 Statements 28 8| £ | 5|25
cgdolgl 8|low °o o O = T | o
S < D159 5 c < ) Q59
0) Zla|n o N Z O |n©o
I can’t atte
1 gatherings due to heavy
workload
5 Transfer leads to sacrifice (
family life
| am fedup with adjusting
3 myself between the dual
role of an office employee
and family person.
| always have to encounter
4 complaints from my family

members.

31. Health issues

Sl. | Stress level before Stress level after merger
No. merger
> | =3 I>9 > — 31 >9
>§ 3|5 525 Statements 28 8| £ | 5|25
o g o 8 © o ® o o O = © | o ®
S d< Q2|5 0 S5 d < Q Q2 50
%) Zl0|n T n P Q| "o
1 Back/Neck/Shoulder
pain/Eye strain
Headache/Fatigue/Fever
3 Upset stomach
Elevated Blood
4 .
pressure/Chest pain
5 Elevated serum cholestero|




32. Psychological and Bedwioral issues
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Sl. | Stress level before Stress level after merger
No. merger
> | = 3 (>Y > — 31 >9
?%8259% Statements 98 o g o) g%
Sgolzg 8|loca S 5 O 3 T | S ®
S g < L5 v S @ < Q N =)
0] Z|lO|n o n Z O |n©o
1 Depression
5 Even if | sleep wiin night,
| feel tired during my work
| feel irritated by the dutie
3 and responsibilities that
shoulder.
| feel that my job is
4 negatively affecting my
emotional consistency.
Due to work tension, | find
5 myself deached from the

social groups.

33. Work engagement

Sl. | Stress level before Stress level after merger
No. merger
o o
= - 3 >3 Statements S .| = 3 >3
> |RE| D|c o > | 2 = D | c o
2|23 5|23 22| 3 | 2|85
S Z O|no S z Q|lno
o 0
1 At my job, | feel strong ang
energetic
5 | can continue working fo
very long periods at a time
3 At my job, | am very
flexible, mentally
At my work | always keep
4 trying, even when things dd

not go well
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34. Effecton employee turnover intentions
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Sl. | Stress level before Stress level after merger
No. merger
> | = 3 [>8 > — 3 1>9
¢ 8|E 525 Statements 28 8| £ | 5|25
S8 ol Zlowm ° o O = T | S ®
S < L5 9 5 c < ) Q59
0] Z|lO|n o N Z 0 |no
1 Thinking about taking VRS
5 Intention to change job int
another sector
3 It is very hard to work with
my new colleagues.
4 Tendency to quit the job

35. Job absorption

Sl. | Stress level before Stress level after mergr
No. merger
[} (O] ) Q
> | = 8>3 > o Q[ 20
288 E 525 Statements 28 8| £ | 5|25
cgolg Slowm o o O = C | O ®
=S T < L5 9 5 < o L |50
0 Zlo|n T n =z O |lno
1 Time flies when I'm
working
5 When | am working, | forge
everything else around me
3 | feel happy when | @
working intensely
4 It is difficult to detach
myself from my job
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. Employee commitment

Stress level before Stress level after merger
merger
[} (0] O] (O]

> =l 0|20 = < O |20
2489|5525 Statements 23 8| £ | 5|25
ocgdolgl f8|lo®m ° o O = T | S ®
S < D159 5 c < ) Q59
0] Z|lO|n o n Z 0 |no

I feel l11ike

organization

| am passionate about my

job

Highly interested to

maintain customer

relationship

Changes in the

administration made me

more byal
. Employee performance

Stress level before Stress level after merger
merger
[} (O] O] Q

> =l 0|20 > < O [0
giggaga Statements g§ g g | 25
cgolg Slowm o o O = C | O ®
=S @ < L5 9 S < Y L |50
0 Zlao|lnT n =z o |no

| am attaining the argets
within the stipulated time

| am successful in achievin
promotion

| am extremely successful
dealing with customers

Increased quality of work
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PART D -MEASURES TAKEN BY THE BANK TO REDUCE STRESS DUE
TO MERGER AND ITS EFFECTIVENESS

38. Training Programmes

Sl. Measures Effectiveness
No. > o - v
= > =
A T2 5| ¢ £ B
s|a| S| @ Statements ESL| € |85 2
S5 g 32 Qo o o |E9 B
< olx| Z 25 > 5 |e% =
(&) L o N (@)
@) > Z
Arranged induction
1 progammes to deal with th
changed working situations
Conducted workshops to g
2 familiarized with the file
management system
Given training to cope up
3 with the new technology,
software etc.
4 Conducted stress reductior|
workshops
39. Meetings
Sl. Measures Effectiveness
No. > g - o
n c > — [T (&) S = S 2
|G| S|o| 2 Statements EE 8| § |38 &
IR I £ o 2 [EQ ©
<|-|g|& X 2| O |9 B
O 2 Z
Meetings with employees t
1 . :
listen their problems.
Meetings with labour union
5 to adapt the employees to
the new working
atmosphere
Meetings with SBI officers
3 for treating SBT employee
impartially
Meetings with SBT officers
4 for eliminating disparity in
hearing grievances
5 Conducted informal
meetings of employees
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40. Relaxation activities
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Sl. Measures Effectiveness
No. > g - o
< > = © =
2|l Sl 2)p 228 2 |£2 B
AREIEIEIE Statements ESL| § |ZE @
|53 32 22| @ |gg ©
< ol |Z LS5 > 5 0% =
[&] N o ) (@]
O > pzd
Conducted branch level
1 icebreaking sessions helping {
improve the relationship amor]
SBT and SBI employees
Organized cultural fests of the
2 ) : -
employees with their families
3 Arranged pleasure trips for
employees
Arranged getogether of staff
4 i .
and their families.
41. Honouring of achievements
Sl. Measures Effectiveness
No. > Q — ©
T >0 B o |8 o 3
>ls|&8|3| @ 22 3| 2 32 §
-1 3 Statements o 3 © o (23 5
<9 38|l Z2 L5 > oo g =
2 we s % |0 S
O > pZd
1 Target achievements were
honoured
Attending training
programmes and workshof
5 for getting familiarized with
the new system were
considered and honoured &
a career achievement.
Ensured employee
3 participation in decision
making
Measures taken to minimiz
4 : )
the delay in promotion
5 Extra time spent was

appreciated
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42. Management reviews
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Sl.
No.

Measures

Always
Often
Occasionally
Rarely

Never

Effectiveness

Statements

Extremely

effective

Somewhat
effective

Very effedive
Effective

Not effective

Management reviews on wor
arrangements and work done

Reviews about new system @
centralization

Ensured sufficient rest time
and recreational facilities in
the office.

Reviews to reduce
inconveniences of transfers

Management made reviews
about VRS

43.

Grievance redressal system

Sl

Measures

No.

Always
Often
Occasionally
Rarely

Never

Effectiveness

Statements

Extremely

effective

Very effective
Effective
Somewhat
effective

Not effective

Taken measures to deal wi
unnecessary transfers

Taken actions to reduce thq
disparities in the treatment
of SBT and SBI employees

Taken measures to tackle
job insecurity aused due to
changed organizational
structure.

Ensured the employees thg
the merger w
demotion to their job
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44. Improved employee welfare schemes
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Sl. Measures Effectiveness
No. > g - q>,)
< > = © =
olclS| > 5 s2 S| 2 €2 B
(e8|l > Statements €3Gl £ 5 |38 Q&
S| E 2 a2 Lol o O (g0 ©
2|98l 2 I~ IS E |58 o
o w® 5| ¥ 0?® 29
O > pzd
1 Introduced employee bene
schemes
5 Measures taken to revise
scale of pay
Staff loan procedure
simplified
4 Leave procedre simplified
Allowances introduced to
5 meet the financial imparitie

aroused due to merger
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