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Abstract

Work pressure is a universal element and every employee in every walk of work has to face it. Work pressure
is considered as the most elusive enemy in the workplace, not just because there is no single way to measure
it, but because no one really knows how to reach the right balance between a healthy work environment and
toxic work pressure. The employees working in different fields have to deal with stress and work pressure.
Bank employees are under a great deal of work pressure due to many reasons such as lack of administrative
support, excessive work demand, problematic customer relations and co-worker's relationship, family-work
life balance and riskiness of job. These work pressures adversely affect the overall performance and efficiency
of bank employees’. This also leads to inactive involvement or participation of employees in various banking
operations. The objectives of the present study are to assess the work pressure of bank employees, evaluate
the employee involvement in strategic banking operations and also examine the relationship between work
pressure and employee involvement in banks. For this, State Bank of India (SBI) and its employees at various
branches in Trivandrum are selected, since SBI is the largest and the strongest bank in India. Present study is
exploratory as well as descriptive in nature and it is based on primary as well as secondary data. The study
concludes that there is an inverse relationship between work pressure and employee involvement. When work
pressure increases, employees’ participation in work decreases.
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resources or employees are considered as lifeblood,

I. Introduction backbone or most valuable asset of every
The positive result of any organization always  Organization.  Today,  every  organizational
depends on several factors like financial capacity, administration learns how to manage and evaluate
availability of physical resources or raw-materials, effectively these precious resources i.e. human
adequate capital, competition, good market share, resources  through applying various strategic
profitability, goodwill of the firm, efficient avenues of Human Resources Management
administrators and good working environment. In  Practices like  Employee involvement  or
the present dynamic business scenario, compared to participation. Doing so helps the officials to
any other factors, the employees are the real and determine strengths, weaknesses and potential
ultimate force for the success of every organization. managerial gaps in the business organization. Thus,
No organization can think without efficient the main objectives of the present study are to assess
employees. Organizational administrators need the work pressure of bank employees at all the
employees that are able to get the work done, levels, evaluate the employee involvement in
because employee performance is critical to the strategic b_anklng operations and finally examine the
overall success of the organization. Hence, Human relationship between work pressure and employee

involvement in bank.
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Il Conceptual framework of Work pressure and Employee involvement
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Figure 1: Relationship between Work pressure & Employee involvement

lll. Work pressure

The terms “work pressure” and “work stress” are
still used interchangeably. They nearly seem to be
used as synonyms. Pressure represents intensity of
external forces at a point whereas stress is the
intensity of internal resisting forces developed at a
point. Work pressure is the sum of the amount of
work (workload) and the time available to finish that
work as compared with the employee’s ability to
make adjustments. That ability to cope depends on
the employee’s personality and is influenced by
circumstances in the home and in the workplace.
When an employee is unable to meet the demands
of work within the time allotted, a work pressure
problem arises that can lead to work stress. Work
stress can eventually cause the employee to feel
excessively tired, exhausted and depressed, as well
as to suffer physical illness.

United States National Institute of Occupational
Safety and Health ["! has defined workplace stress as
“The harmful physical and emotional responses that
occur when the requirements of the job do not
match the capabilities, resources, or needs of the
worker. Job stress can lead to poor health and even
injury.” Workers who are stressed are also more
likely to be unhealthy, poorly motivated, less
productive and less safe at work. At the same time,
their organizations are less likely to be successful in
a competitive market.

Major reasons behind work pressure or work stress
in workplace

1) Lack of administrative support

2) Problematic customer relations

3) Difficulties to balance family life and work
life

4) Lack of better relationship with peer group

5) Work overload

6) Lack of employee involvement and lack of
motivation and training

7) Time management

8) Feeling of inequality

9) Absence of two way communication between
employee and employer

10) Lack of proper dispute settlement system

11) Unawareness of work and absence of needy
information

Employee Involvement

Employee Involvement means that every employee
is regarded as a unique human being, not just a cog
in a machine. Each employee is voluntarily involved
in achieving organizational goals. Employees as
well as management recognize that the active
involvement of each employee is inevitable and
essential for day to day operations of the business
and its success.

Following are the major factors contributing
Employee Involvement in workplace

1) Employee Recognition and timely feedback

2) Career Development opportunities, proper
training and timely promotions to employees

3) Fair salary structure, other allowances and
perquisites of employees
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4) Better communication and supportive work
relationship among employer and employee

5) Efficient HRM and dispute settlement system

Employee  Involvement and Employee
participation appear to be similar in meaning, but
little difference. Employee involvement expresses
the level of voluntary contribution of employees
towards the organization. Employee participation is
an opportunity given to the employees, to participate
in the decision-making process. It is a kind of a
motivational or unity empowerment technique used
by the management to encourage their employees
and to get the maximum contribution towards the
organizational success. Like employee participation,
employee engagement is also another umbrella term
of employee involvement in the workplace. So the
distinction between engagement and involvement
seems to be grounded in the act of reciprocity
or mutual benefit. Employee Engagement is
amutually beneficial interaction or contract by
fitting together between employer and employee
that make a moral commitment in participants and
also feeling valued for their unique contribution.

IV. Review of Literature

Ashfaq Ahmed and Muhammad Ramzan (2013)!,
in their study “Effects of Job Stress on Employees
Job Performance: A Study on Banking Sector of
Pakistan” authors without any doubt clearly says
that, up to a certain level stress is very essential for
increasing performance of employees. In this study
they found that employees do their job regularly but
due to workloads and time constraints their
performance reduces.

B. Kishori and B. Vinothini (2016)%, the
research paper titled “A Study on Work Stress
Among Bank Employees in State Bank of India with
Reference to Tiruchirappalli ”, authors emphasized
that stress in banking sector is mostly due to excess
of work pressure and work life imbalance in the
organization. They also highlighted that productivity
of the workforce is the most decisive factor as far as
the success of an organization is concerned. The
productivity in turn is dependent on the psychosocial
wellbeing of the employees.

Muhammad Naeem Shahid and Khalid Lati, et
al., (2011) ! in their research paper “Work stress
and employee performance in banking sector
evidence from district Faisalabad, Pakistan”
researchers opined that Work overload, risky job
and poor co-worker relations were the major
contributor to job stress in bankers. Due to work
overload and time pressure the bankers are unable to
manage work life with family life which cause some
serious social problems. Therefore, the overstressed
job decreases employee performance and perhaps a
chief contributor to employee dissatisfaction.

There are several studies relating to work stress
and employee performance and productivity in the
banking sector. All these studies came to the almost
same conclusion that employees in the banking
sector were confronted with the problem of heavy
work stress. Present study also agrees with that
statement. Some of the studies opined that job stress
is very essential for increasing the performance of
employees. But the present study titled “Work
Pressure & Employee Involvement in State Bank of
India” entirely differs from this opinion. Study
proves that there is a relationship between work
pressure and employee involvement.

V. Significance of the Study

21% century has witnessed a drastic technological
evolution and several considerable challenges in the
field of Indian banking sector. Banks have been
passing through vast changes in its organizational
working structure due to some sensational factors
such as technical and administrative innovations,
changes in the governmental policies and economic
conditions like demonetization, surge in Non-
Performing Assets and unnecessary political
involvement in priority sectors like agriculture and
Micro Small Medium Enterprises etc. According to
these timely changes banks make changes in their
working strategies by forcefully giving additional
workload and pressure to employees. These rapid
changes may lead to increase in the market share,
goodwill and profitability of banks. But, majority of
bank employees can’t able to run along with these
hectic changes. During the time of data collection,
researcher found that, most of the present SBI
employees are recruited during 1980 to 2005 period.
After this, major recruitment happened during 2008-
2009 only. So, the recent digitalization in banking
works were found very hectic for senior bank
employees who are belongs to the 45 plus age
category. When compared to new generation of
technically qualified employees these senior groups
find it difficult to cope up with new softwares and
banking apps; at the same time they are well
experienced in traditional banking. But these
technical changes created a stressful and unpleasant
work atmosphere; thereby they can’t able to do their
work properly. Improper training, absence of
technical upgradation campaigns, heavy competition
in the market has also created large displeasure
among bankers. And also desegregate them from
their active participation in the workplace. Instead
of traditional banking, a variety of difficult jobs like
cross selling of Mutual Funds and life insurance
products, emerging technologies and poor working
conditions have significantly reshaped working lives
and daily lives of employees. All these imbalances
will adversely affect not only the physical and
mental health of employees but also the
productivity, efficiency and future financial health
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of the bank. In such a scenario, a present study
entitled “Work pressure & employee involvement in
State Bank of India” is more relevant. This study is
made taking into consideration various branches of
State Bank of India (SBI), Trivandrum. While
compared to other banks working in India, SBI is
the most prominent, strongest and largest bank and
it also placed top most position on the basis of
number of employees and branch wise.

VI. Scope of the Study

The present study entitled “Work Pressure &
Employee Involvement in State Bank of India” is an
attempt to examine the Work Pressure and Employee
Involvement of SBI. Hence, the Researcher has
confined the scope in the Thiruvananthapuram district
only. Moreover in the present study permanent
employees of SBI bank are selected; it includes
officers, clerical and other sub staffs.

VII. Objectives of the Study

1) To assess the work pressure among the
bank employees and also evaluate the
employee involvement in SBI.

2) To examine the relationship between work
pressure and employee involvement.

VIII. Research Questions

RQ1: How does bank employees’ work pressure
and employee participation influence the
productivity of the bank (SBI)?

RQ2: Is there any relation between work pressure and
employee involvement in the banking sector?

Result and Discussion

IX. Hypotheses

Following null hypotheses have been framed for the
present study.

Hoi: There is no significant difference between
Work Pressure among the bank employees of
SBI.

Ho,: There is no significant relationship between
Work Pressure and Employee Involvement.

X. Research Methodology

The present study is exploratory as well as
descriptive in nature. The population selected for
this study is employees from State Bank of India in
Trivandrum. Both primary and secondary data
collection was made. To collect the primary data
questionnaire and direct interview method were
used. The questionnaires were directly circulated to
the employees of different branches of SBI in
Trivandrum. Sample respondents are selected using
a convenient sampling method. About 150
questionnaires are being circulated and responses
were received from 100 customers and 50
questionnaires were found to be incomplete. The
questionnaire uses a five point likert scale to test the
impact of all the variables. The secondary data was
collected from research publications, standard
journals, periodicals and websites. Data analyzed
with the help of simple statistical measures such as
percentages, frequency, ANOVA, Regression, etc.

Table 1: Bank Employees Demographics details

SI.No Particulars Categories Frequency Percentage
1. Gender Male 58 58
Female 42 42
Total 100 100
Less than 30 08 08
2. Age 31-40 42 42
41-50 36 36
51-60 14 14
Total 100 100
Engineering Graduation 48 48
Arts/ Science/Commerce/management Graduation 34 34
3 Educational qualification Engineering Post Graduation 02 02
Arts/ Science/ Commerce/management Post 16 16
Graduation
Total 100 100
4. Designation Supervising staff (Officers) 32 32
Award Staff (Clerks, other sub staffs) 68 68
Total 100 100

The number of respondents contacted during the
period of study was 100, out of which majority
i..58% was male and rest (42%) were female.

Majority of bank employees’ i.e.42% belongs to the
age group of 31-40 years category, while second
largest group of 36% belongs to the age category of
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41-50 years. Lowest percentages of respondents are
from the age group of less than 30 years ie 8% only.
Among the bank employees contacted, it is very
clear that, majority (48%) of bank employees are
engineering graduates and only 16% of respondents
are from Arts/ Science/Commerce/ management

Post Graduation background. Likewise, out of 100
respondents, 68% were bank award staff (Clerks,
other sub staffs) and remaining 32% were
supervising (Officers) staff.

Table 2: KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .683

Bartlett's Test of Sphericity

Approx. Chi-Square 1129.355
Df 55
Sig. .000

KMO measure of sampling adequacy is .683, which
shows that there is moderate adequate sample.

The P value of Bartlett's Test of Sphericity is 0.000,
shows that there is association among the sample.

Table 3: Communalities

Major reasons behind the work pressure Initial Extraction
Lack of administrative support 1.000 .929
Problematic customer relations 1.000 .821
Difficulties to balance family life and work life 1.000 777
Lack of better relationship with peer group 1.000 .865
Work overload 1.000 .842
Lack of employee involvement , lack of motivation and training 1.000 .864
Time management 1.000 747
Feeling of inequality 1.000 .908
Absence of two way communication between employee and employer 1.000 .944
Lack of proper dispute settlement system 1.000 .763
Unawareness of work and lack of sharing of needy information 1.000 913

From the above table it is clear that, all communality
values are greater than 75% which shows high

correlation among variables considered.

Table 4: Total Variance Explained

Initial Eigen values

Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 5.643 51.300 51.300 5.643 51.300 51.300
2 1.376 12.506 63.806 1.376 12.506 63.806
3 1.119 10.171 73.977 1.119 10.171 73.977
4 1.055 9.594 83.571 1.055 9.594 83.571
5 .791 7.195 90.767
6 486 4.419 95.186
7 .233 2.122 97.308
8 .157 1.430 98.738
9 .076 .694 99.432
10 .049 447 99.879
11 .013 121 100.000

Above table shows that there are four factors which
can be used to measure the work pressure. Based on
the first factor, 51.30% of work pressure can be
measured. If the second factor joins, it becomes
63.81%.

When the third factor joins it becomes 73.98 %.
And final fourth factor clubs in this group the
cumulative effect would be 83.58%.
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Table 5: Rotated Component Matrix

Major reasons behind the Work Pressure Component
1 2 3 4

Unawareness of work and lack of sharing of needy information .948 .062 .094 .042
Feeling of inequality .946 .032 .013 .107
Absence of two way communication between employee and employer .905 .343 -.006 .091
Time management .821 139 -.198 .120
Lack of employee involvement, lack of motivation and training .820 406 132 -.096
Lack of proper dispute settlement system .802 -.037 323 119
Work overload .626 .531 .384 -.145
Lack of administrative support 143 .949 -.041 .073
Lack of better relationship with peer group -.004 -.075 919 -.121
Difficulties to balance family life and work life 153 .297 .539 441
Problematic customer relations .081 -.006 -.065 .900

Extraction Method: Principal Component Analysis.
Rotation ~ Method:  Varimax  with  Kaiser
Normalization. Rotation converged in 5 iterations

The Coefficient value of the component such as
Unawareness of work and lack of sharing of needy
information is .948, Feeling of inequality is .946,
Absence of two way communication between
employee and employer is .905, Time management is
821, Lack of employee involvement, lack of
motivation and training is .820, Lack of proper dispute
settlement system is .802 and Work overload is .626;
these are falls in the first factor as the coefficient values

The Coefficient value of Lack of administrative
support is .949 which falls under second factor as
the coefficient values are high. Hence, it is called
‘Stumpy administrative support’. Likewise the
Coefficient value of Lack of better relationship with
peer group is .919 and Difficulties to balance family
life and work life is .539, these are falls in the third
factor as the coefficient values are high. Hence,
these components together are called ‘Wretched
Work Life Balance’. And the final component i.e.
problematic customer relations’ Coefficient value is
.900 which falls under fourth factor ‘Deprived
CRM".

are high. Hence, these components together are called
‘Dexterity in the communication’.

Table 6: Regression Analysis prediction of Employee Involvement with support of Work Pressure

M
Model Sum of Squares df ean F Sig.
Square
Regression 156.641 4 39.160 326.369 .000°
Residual 11.399 95 .120 Result
Total 168.040 99 Significant
Model R R Square Adjusted R Square Std. Error of Durbin-Watson
the Estimate
1 .965° .932 .929 .3464 2.036
Unstandardized Standardized
Coefficients Coefficients t Sig.
Model
B Std. Error Beta
1 (Constant) -.762 .253 -3.011 .003
Dexterity in the communication 1.215 .038 .929 31.741 .000
Stumpy of administrative support .136 .048 .081 2.810 .006
Wretched Work Life Balance -.273 .056 -.132 -4.836 .000
Deprived CRM 175 .036 133 4.935 .000

a. Dependent Variable: Employee Recognition

b. Independent variables: (Constant), Deprived CRM, Wretched Work Life Balance, Stumpy of administrative support,
Dexterity in the communication

From the above table, F test was done and P value is for
0.00 (showed significant which implies model is fit

prediction).R Square value 93.2%, which

implies model is predicted with 93.2% true.
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OLS Equation

Employee Recognition = .-762+ Dexterity in the communication *1.215+ Stumpy
administrative support*.136+ Wretched Work Life Balance*-.273+ Deprived CRM*.175

Table 7: Regression Analysis prediction of Employee Involvement with support of Work Pressure

Model Sum of df Mean Square F Sig.
Squares
1 Regression 32.541 4 8.135 13.241 .000°
Residual 58.369 95 .614 Result
Total 90.910 99 Significant
Model R R Square Adjusted R Std. Er_ror of the Durbin-Watson
Square Estimate
1 .598° .358 331 .7838 1.979
Model Unstandardized Coefficients Séz::lf?::;::: t Sig.
B Std. Error Beta

1 (Constant) 2.663 .573 4.649 .000
Dexterity in the communication .518 .087 .539 5.983 .000
Stumpy of administrative support .170 .110 137 1.554 123
Wretched Work Life Balance -.230 128 -.152 -1.801 .075
Deprived CRM -.184 .080 -.190 -2.292 .024

a. Dependent Variable: Career Development opportunities

b. Independent Variable: Deprived CRM, Wretched Work Life Balance, Stumpy of administrative support, Dexterity in the
communication

From the above table F test was done and P value is prediction).R Square value 35.8%, which implies
0.00 (showed significant which implies model fit for model is predicted with 35.8% true.

OLS Equation

Career Development opportunities = 2.663+ Dexterity in the communication *.518+ Stumpy
administrative support*-.170+ Wretched Work Life
Balance*-.230+ Deprived CRM*-.184

Table 8: Regression Analysis prediction of Employee Involvement with support of Work Pressure

Model Sum of Squares df Mean Square F Sig.
Regression 26.409 4 6.602 14.245 .000°
1 Residual 44.031 95 463 Result
Total 70.440 99 Significant
Model R R Square Adjusted R Square Std. Error of the Durbin-Watson
Estimate

1 .612° .375 .349 .6808 1.783

Model Unstandardized Coefficients Sctz::f?:i:':::l ¢ sig.
B Std. Error Beta

(Constant) 3.132 497 6.296 .000
Dexterity in the communication .512 .075 .605 6.807 .000
1 Stumpy of administrative support -.035 .095 -.032 -.372 .710
Wretched Work Life Balance -.179 111 -.134 -1.614 .110
Deprived CRM -.223 .070 -.261 -3.194 .002

a. Dependent Variable: Fair salary structure and other perquisites

b. Independent Variable: Deprived CRM, Wretched Work Life Balance, Stumpy of administrative support,
Dexterity in the communication
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From the above table, F test was done and P value is
0.00 (showed significant which implies model fit for

OLS Equation

prediction). R Square value 37.5%, which implies
the model is predicted with 37.5% true.

Fair salary structure and other perquisites = 3.312+ Dexterity in the communication *.512+
Stumpy administrative support*-.035+ Wretched
Work Life Balance*-.179+ Deprived CRM*-.223

XI. Limitation of the Study

The result cannot be generalized because the study
was carried out only in the banking industry. Not all
the questionnaires given out were retrieved. Some
respondents (bank employees) were reluctant to give
out information about their work pressure and work
participation in the bank because of the fear that such
information will negatively affect their better
relationship ~ with  superiors.  Interviews and
questionnaires were conducted with the employees
for gathering information on their perception about
their organization and the problems. So it is clear
that, majority of the responses are biased.

XIl. Findings and Suggestions

From the present study “Work Pressure & Employee
Involvement In State Bank of India”, it is clearly
found that, there is an inverse relationship between
work pressure and employee involvement in
operations of State Bank of India. When work
pressure increases, employees’ involvement or
participation in work decreases. No one actively
involves or participates in work under heavy
workload and pressure.

Career Development opportunities like proper
training, timely promotion, feedback, fair salary
structure and other perquisites, better communication
and supportive work atmosphere, efficient HRM and
dispute settlement system are the other factors
contributing to Employee Involvement in the
workplace. If bank officials strictly consider all these
factors, employees feel more work satisfaction and
they are ready to work beyond what actually officials
ask them. Majority of the employees are ready to
work efficiently, if they are provided with great
recognition from their superior for their hard work.

Employees are human beings not a physical asset.
Majority of the superiors treat their subordinates just
like a physical asset / machine. They did not consider
the mental and physical capacity or feelings of the
subordinates. Many of these categories believe that
Work pressure is a positive aspect of life and work.
As per this, superiors give heavy instructions and
guidelines, challenging work standards, risky targets
and deadlines that push the employees towards great
depression and worst performance. This will also
negatively affects the growth of market share and
profitability of the organization.

So, it is advisable to every superior, while giving
heavy work load and hectic instructions a
humanitarian consideration must be given instead of
mechanical consideration. While employees perform
well, give recognition and encouragement like giving
lubricants into a machine. By doing this it is sure that
compared to any other machine, human resources
give zen percentage return or more than what is
actually expected by the superiors. Because they are
the real human beings or bodies not embedded with
microprocessor chips/ motors something like that.

XIIl. Conclusion

Now-a-days top authorities are ready to apply any
new innovations and strategies at any cost to raise
their market share, productivity and profitability, at
the same majority of them reluctant to spend for the
betterment of their workforce. Simply, administrators
ready to do anything for achieving their
organizational goal, they are not bothered about
individual goals of employees. This is unethical to
the management theories. Work pressure is
considered as the most elusive enemy in the
workplace. Till now no successful method is found to
eradicate employees' work pressure in the workplace,
actually no one really knows how to reach the right
balance between a healthy work environment and
toxic work pressure. The employees working in
different fields have to deal with a huge amount of
stress and work pressure, day to day it is increasing at
an increasing rate. Bank employees are under a great
deal of work pressure due to many reasons such as
deprived CRM, wretched Work Life Balance, stumpy
of administrative support, dexterity in the
communication etc. It is true that heavy work
pressure adversely affects the overall performance
and efficiency of bank employees’. This also leads to
poor work performance and inactive involvement or
participation of employees in work. This will directly
influence the productivity, profitability and even
existence of banks.

Reference

Ashfag Ahmed, and Muhammad Ramzan (2013).
“Effects of Job Stress on Employees Job
Performance A Study on Banking Sector of
Pakistan” 10SR Journal of Business and

Management (IOSR-JBM) e-ISSN: 2278-487X, p-
ISSN: 2319-7668. Volume 11, Issue 6, PP
61-68



Maya Babu B.P. and Dr. S. Jayadev

27

B. Kishori and B. Vinothini (2016). “A Study on
Work Stress Among Bank Employees in State
Bank of India with Reference to Tiruchirappalli”
DIRST —International Journal for

Innovative Research in Science & Technology]|
Volume 2 | Issue 12 | Dave Macleod (2012).
“Engagement vs. Involvement”. https://www.
thoughtexchange.com/engagement-vs-
involvement/

Dr. (Sr) Christina Bridget (2015). “A Study on
Occupational Stress among Bank Employees
Of ICICI Banks at Trichy District” 1JEMR
Vol 5 Issue 7 - Online - ISSN 2249-2585
Print —-ISSN 2249-8672 Page 1 of 7

Kevin A. Sheridan (2012). “Does Employee
Involvement  Equate to  Engagement?”
https://mww.  workforce.com/2012/10/02/does-
employee-involvement-equate-to- engagement/

Muhammad Naeem Shahid and Khalid Lati, et al.,
(2011). “Work stress and employee
performance in banking sector evidence from
district Faisalabad, Pakistan”. Asian Journal
of Business and Management Sciences, ISSN:
2047-2528 Vol. 1 No. 7 [38-47]

NIOSH (1999). “Stress at Work". http://www.odc.
gov/niosh/docs/99-10/U.S.National
Institute for Occupational Safety and Health.
DHHS (NIOSH) Publication Number99-101.


https://www.thoughtexchange.com/engagement-vs-involvement/
https://www.thoughtexchange.com/engagement-vs-involvement/
https://www.thoughtexchange.com/engagement-vs-involvement/

