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ABSTRACT 

Employee job stress and job satisfaction are significant issues in the education 

sector. Moreover, employee stress has cost implications on the stakeholders, i.e. 

employers and employees alike. Thus, the purpose of this paper is to examine the impact 

of job satisfaction and job stress among the women faculty in Tiruchirappali district. A 

sample of 287 women faculty across different levels was selected through random 

sampling from a population of approximately 498 employees from 15 selected affiliated 

colleges in Tiruchirappali. The details regarding the name of women faculty were kept 

confidential to comply with the research ethics and to protect their academic interests. 

It utilizes a sequential mixed-method approach to measures the study variables through 

phenomenography and then validates their causal relationship through structural 

equation modeling using AMOS-SEM. Satisfaction with pay and co-workers directly 

predicted a decline in job stress. Contrary to the authors’ expectations, the authors 

could not find any significant effect from promotion to job stress and promotion to job 

stress. In identifying how job satisfaction factors and job stress are linked together 

previous empirical research on the relationship between job satisfaction factors and job 

stress. 
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1. INTRODUCTION 

Due to the increased reach of work; increasing job demands and job stress have become a big 

problem recently. In the workplace, longer working hours and increased job responsibilities are 

becoming progressively more frequent. There are more single-parent families, dual-career 

families, and working individuals who are the breadwinners for their elders and children, which 

necessitates family changes (Razak et al., 2014; Gopinath, 2011a). Furthermore, work stress is 

produced by a worker's job requirements and demands being irrelevant or mismatched. Both 

employees and organizations understand job stress as a physical and psychological concept 

since it affects workers and leads to health issues and work-family conflict (Gopinath & Chitra, 

2020). Workplace stress causes high worker turnover, poor job quality, high absenteeism, and 

low productivity (Chang et al., 2017). 

The hotel industry works round the clock and during the peak business season it has to hire 

casual or temporary staff. However, it is pertinent to note that the regular employees are 

responsible for the core areas, such as customer care, including room service, catering food and 

beverages, etc. The customers’ expectations coupled with employers’ performance demand 

make their job very stressful and challenging (Dsere and Relebohile, 2015). Such intense 

customer focus may have a direct impact on the employees’ work-life balance and consequently 

a silent regressive impact on the individual as well as organizational effectiveness (Gopinath, 

2011b). 

Stress management has become a major problem for both individuals and businesses in 

recent years. A recent study has underlined the need of understanding the implications and 

repercussions of workplace stress, which eventually affects WLC, individual well-being, and 

organizational performance in the wider context (Gillespie et al., 2001; Razak et al., 2014; Ross 

& Vasantha, 2014; Gopinath,2019). Because of the rapid economic development and large 

population, Asian employment accounts for a significant percentage of the worldwide working 

population, highlighting the importance of Asian economies for research and practice 

(Gopinath, 2016).  

Becoming a teacher was one of the most popular jobs in Indian particular Tamilnadu. 

Teachers in particular were highly respected by Indian society. Teachers were considered the 

great givers fulfilling their students’ knowledge and influencing their student’s well-being. 

Becoming teachers helped ones raise their social status and career advancement (Gopinath, 

2014a). Teacher occupation was also considered one of the high job security careers. Most top-

score students were expected they become teachers after graduated.  The teacher career was not 

popular. The salary of teachers in India was observed to be lower than other careers. The 

teachers in the western countries were rich while those in India were not. Thai teachers needed 

to work hard to get higher professional development degree to get a better salary (Gopinath & 

Ganesan, 2014). 

2. REVIEW OF LITERATURE 

2.1. Demographic Factors and Job Satisfaction 

It is well known in the research domain that demographic factors such as age, gender, marital 

status, etc., play an important role as independent variables in defining the concepts and for 

construction of theories on job satisfaction and job stress. Several of the earlier studies have 

argued that such demographic variables have impacted employees’ job satisfaction (Abdulla et 

al., 2011; Davis, 1992; Zeffane, 1994). Job satisfaction, one of the most widely studied issues 

in the relevant literature, may be defined as ‘the pleasurable emotional state resulting from the 

appraisal of one's job as achieving or facilitating the achievement of one's job values’ (Locke, 

1969).  



Impact of Job Satisfaction and Job Stress Among the Women Collegiate Teachers: An Empirical 

Study Using Sem 

https://iaeme.com/Home/journal/IJM 4195 editor@iaeme.com 

It is considered as a multidimensional construct involving for example, perceptions about work 

content, relationships with co-workers and supervisors, job control, job security, rewards, 

career opportunities, promotion and advancement, physical work environment, customers and 

feelings such as self-accomplishment and self-advancement (Lu et al., 2012). On the basis that 

various factors can influence job satisfaction, the misfit between what is expected and what is 

actually received, drives the level of job satisfaction (Gopinath & Kalpana, 2019; Gopinath et 

al., 2020). However, observations differ and there is hardly any unanimity in the current 

literature with regards to relationships between demographic variables and other dependent 

variables such as, job satisfaction and job stress. While, in their study in five-star hotels, Kara 

et al. (2012) have found significant gender differences in job satisfaction of employees, 

Hashemi et al. (2015) found no significant difference between gender of hotel employees in 

Iran and their job satisfaction. 

A similar study in 2012 was conducted by Ravichandra and Dalvi on the IT and 

manufacturing sectors in India. The authors did not find any significant differences between 

employees’ age groups, gender, marital status, years of working experience and their level of 

job satisfaction. In an earlier study, Brush et al. (1987) conducted meta-analysis of more than 

10,000 individuals from 21 organizations and found that the correlation between education and 

job satisfaction ranged from negative to positive. Al Ajmi (2001) found that managers with 

post-graduate degrees were more satisfied with their jobs than those with lower levels of 

education. 

2.2. Demographic factors and job stress 

The demographic variables influencing the level of job stress and quality of life of software 

employees were assessed by Ranjit & Mahespriya (2012). There was evidence of significant 

relationship between stress and age, experience qualifications and marital status found by 

Kavita & Hassan (2018) in primary and secondary school teachers. Anitha Devi (2007) noticed 

lower level of job stress among older women in different professions and levels of income and 

education are associated with level of stress. He found that low personal incomes and low levels 

of education were also associated with higher stress. For instance, shift, part-time, and non-

white collar workers were more likely to have high-stress jobs. The employees with such jobs 

perceived their work to be physically demanding and less satisfying. Osmany & Khan (2003) 

found unmarried working women have higher level of job stress than their married counterparts. 

The authors found that unmarried working women reported high stress at work place due to 

political pressure and for married women, it was due to poor peer relation. It is evident from 

the above review that levels of job stress depend on different demographic factors, and 

apparently the pattern of dependency is not similar across different occupations or professions. 

Do the aforesaid patterns bear similarity with women employees in the academic, especially 

with those working in arts and Science College? The literature does not provide any significant 

evidence in this regard and this warrants further research inquiry. 

2.3. Job Satisfaction and its Linkage with Job Related Stress 

In a pressure work environment and stressful routine, the chances of reduction in job 

satisfaction, organizational commitment, and increase in burnout are high (Gopinath et al., 

2020). Oneybu & Omotayo (2017) found that pay, promotion, reward system, job security, 

favorable working environment, co-worker support, working conditions and recognition turned 

out to be influential factors that positively affect job satisfaction of hotel employees in Nigeria. 

The authors agreed that apart from demographic factors, organizational or work-related factors 

too have an impact on employees’ job satisfaction (Abdulla et al., 2011; Kavith & Gopinath, 

2020). Some of the studies claim that unlike demographic factors, work-related factors are 

better predictors of job satisfaction. 
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Individuals with longer working experience have higher respect for their jobs and are more 

satisfied than those with comparatively lesser experience (Bilgic, 1998). Role ambiguity was 

found to be negatively related to job satisfaction (Kemery et al., 1985). Similarly in another 

study among branch managers of private sector commercial banks in Pakistan revealed that role 

overload and role conflict directly and negatively influenced employees’ job satisfaction. In 

contrast, Smith (1976) developed the index of organizational reactions to measure the 

employee’s satisfaction with eight different facets of work, i.e. supervision, company 

identification, kind of work, amount of work, co-workers, physical work conditions, financial 

rewards and career future. Based on this review of satisfaction measures, the authors decided 

to adopt five facets for the present study, namely satisfaction with pay, promotion, co-workers, 

supervision and job security have been used to measure job satisfaction for this study. 

3. RESEARCH METHODS 

3.1. Conceptual Framework 

The conceptual framework and the hypotheses of the present study are exhibited in Figure 1. 

The five facets of job satisfaction, i.e. satisfaction with (a) pay, (b) promotion, (c) co-workers, 

(d) supervision and (e) job security, have been modeled as independent variables, and Job stress 

has been modeled as the dependent variable for the present study.  

3.2. Sample and Data Collection 

A sample of 287 women faculty across different levels was selected through random sampling 

from a population of approximately 498 employees from 15 selected affiliated colleges in 

Trichirappali. The details regarding the name of women faculty were kept confidential to 

comply with the research ethics and to protect their academic interests. A questionnaire was 

mandatory for the deductive analysis and was designed with appropriate tested scales and 

distributed through personal visits to the selected colleges and by sending soft copies through 

e-mail. The response rate was 57 percent which meant that from 287 respondents only 211 duly 

filled-in questionnaires were returned, out of which 14 questionnaires were not filled 

completely and were excluded from processing. Hence, the effective sample size for the study 

was 287 respondents.This study uses five facets of satisfaction, namely, (a) pay, (b) promotion, 

(c) co-workers, (d) supervision and (e) job security. A single-item measure for each facet of 

satisfaction (the facet name itself is the corresponding item name) is used in the questionnaire, 

and respondents were requested to rate the satisfaction with each facet on a five-point Likert 

scale of 1 being very dissatisfied to 5 being very satisfied. The use of single-item to measure 

each facet of satisfaction is advantageous because it takes less time for the respondents to fill 

in the questionnaire, more flexible and might contain better face validity than that of multiple 

item scales measuring the same facets of satisfaction (Ramamoorthy et al., 2016). In addition, 

the single-item measures of satisfaction facets are highly correlated with its multi-item 

measures of satisfaction facets (Gopinath, 2017). This implies that both single-item and 

multiple-item scales of satisfaction facets sufficiently measure the same phenomena. 

Job stress. An eight-item scale developed by Tate et al. (1997) was adapted to measure job 

stress. This scale assesses both psychological and physiological features of stress. Many 

researchers have widely used this scale, such as Firth Siong et al. (2006), and exhibited good 

psychometric properties. A sample item of psychological features includes “I feel frustrated at 

my job,” and a sample item of physiological features includes “Job-related problems make my 

heart beat faster than usual”. A five-point Likert scale, where 1 = “strongly disagree” to 5 = 

“strongly agree,” has been used to rate the items on this scale. The scales Cronbach’s alpha for 

this study is 0.835, and the composite reliability is 0.819. 
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4. RESULTS 

4.1. Confirmatory Factor Analysis 

Job satisfaction facets have been excluded from CFA due to the facets not being latent 

constructs. For job stress, we developed a first-order latent construct where the composite 

variable of the psychological and physiological features of stress has been used as the indicators 

of the overall job stress. For job stress, we used the items themselves as the indicators of the 

latent variable. Then, CFA for both job stress and job satisfaction has been conducted together. 

Hair et al. (2018) recommended that the researchers should provide one absolute fit index and 

one incremental fit index in addition to providing chi-square (X2) and its associated degrees of 

freedom (df) statistics in determining the model fit. Hence, we incorporate the root mean square 

error of approximation (RMSEA) test, an absolute fit index measure, the comparative fit index 

(CFI) test and an incremental fit index measure to evaluate the fitness of the CFA model. The 

CFA models’ fit statistics include X2 = 10.322, df = 7, p = 0.171 (>0.05), X2/df =  1.475 (<3), 

RMSEA = 0.042 (<0.07) and CFI = 0.994 (>0.96). The modified CFA model satisfies the 

proposed criteria of Gopinath et al. (2020) and indicates that the model provides an adequate 

fit for the data. 

4.2. Convergent validity 

Convergent validity refers to the degree of agreement in two or more measures of same 

construct Gopinath et al, (2019) indicated that convergent validity is not established because 

variance extracted values are less than 0.5. The results reported in Table II indicated that the 

variance extracted from the items ranged from 0.615 to 0.701. It is inferred that the scale used 

for job satisfaction and job stress convergent validity and thus the structural path for the same 

is validated. 

4.3. Discriminant validity 

Discriminant validity is adequate when the constructs have an AVE loading greater than 0.5. 

This implies that at least 50 percent of measurement variance was captured by the construct. In 

addition, discriminant validity was also confirmed as the diagonal elements were higher than 

the off-diagonal values in the corresponding rows and columns. The diagonal elements are the 

square root of the AVE score for each construct (i.e. job satisfaction and job stress). 
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Table: 1 Composite Reliability 

S.No Scale Composite Reliability 

1 Pay 0.877 

2 Promotion 0.921 

3 Co-Workers 0.874 

4 Supervision 0.925 

5 Job Security 0.898 

6 Job Stress 0.954 

The diagonal values shown in Table III are higher than the off-diagonal values in the 

corresponding rows and columns. The results indicate that the constructs of job satisfaction ( 

pay, promotion, co-workers, supervision, job security) and job stress  discriminant validity. It 

is inferred that the standard scales of job satisfaction (pay, promotion, co-workers, supervision, 

job security) and job stress constructs are different from each other and thus the structural path 

for the same is validated. 

Table: II Composite Reliability and AVE 

S.No Scale Composite Reliability AVE 

1 Pay 0.877 0.622 

2 Promotion 0.921 0.689 

3 Co-Workers 0.874 0.729 

4 Supervision 0.925 0.701 

5 Job Security 0.898 0.640 

6 Job Stress 0.954 0.615 

4.3. Structural Equation Modeling 

Lastly, we tested our specific research model using a bootstrapping sample with the use of 

AMOS. Specifically, this analysis tested the theoretical model, in which the five factors of job 

satisfaction differently predict the job stress. Hence, we examined whether job stress the 

relationship between five job satisfaction factors. Figure 2 illustrates the structural analytical 

model of this study, and the dashed lines represent all the non-significant in the model. 

 

Figure 2: Structural Model 
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The X2 of the structural analytical model is 28.508, df =19, p =0.074 (>0.05) with X2/df = 

1.500 (<3), RMSEA = 0.043 (<0.07) and CFI = 0.979 (>0.96). All of these tests fulfill the 

proposed criteria of Hair et al. (2018) and indicate that this structural analytical model provides 

a satisfactory fit for the data. Next, the data were assessed for univariate and multivariate 

normality by checking Mardia’s coefficients of multivariate skewness and kurtosis. Univariate 

normality describes the distribution of only one variable in the sample, while multivariate 

normality describes all variables’ joint distribution. Based on the skewness and kurtosis critical 

ratio range of greater than _1.96 and lower than þ1.96 (Gopinath et al., 2020; Hair et al., 2018), 

only the data of pay, promotion, job stress and turnover intention is normally distributed. Hence, 

all the variables do not satisfy the univariate normality. Additionally, the multivariate normality 

critical ratio is 5.103, which is not within the aforementioned range. Therefore, we conducted 

Bollen-Stine bootstrapping to assess the validity of the model in the presence of non-normal 

data. 

H1(a–e) states that job satisfaction factors have negative direct effects on job stress, where 

a = pay, b = promotion, c = co-workers, d = supervision and e = job security. Among the five 

factors of satisfaction, only supervision (β = -0.21, p < 0.01) and job security (β = -0.23, p < 

0.01) have significant direct effects on job stress but not from the pay, promotion and 

coworkers. Moreover, job security has been identified as the strongest predictor of job stress, 

followed by supervision. In view of the above findings, H1 (d) and H1 (e) are supported by the 

present study. 

5. LIMITATIONS AND FUTURE RESEARCH DIRECTIONS 

The current study is not without limitations. Since this study was a cross-sectional survey, 

reverse causality cannot be ruled out. Hence, future studies should explore this research line 

with longitudinal research designs to capture the causality implied by this research. 

Longitudinal research may capture the dynamic nature of job satisfaction factors in a more 

meaningful manner than the cross-sectional design used in the present study. The second 

limitation of this study was that the data were collected from only Trichirappali district college’s 

women faculty and have developed an industry-specific mediation model. 

6. CONCLUSION 

This study helps to understand the deeper drivers of job satisfaction among employees by 

focusing on work-related stress and the relationship it has with the women faculty satisfaction 

with their job (Gopinath, 2014b). Prior studies have examined the impact of job satisfaction 

factors on employees’ intention to quit their job. However, the intervening role of job stress in 

this relationship has been less explored. Hence, this study tries to fill the gap and enhance the 

understanding of job stress’s role in the relationship between job satisfaction factors among 

women faculty, who are highly vulnerable to the stress inherent in their occupation. 

Specifically, the effects of supervision and job security on through job stress (Gopinath, 2011b). 

Contrary to our expectations, we could not find any significant effect from promotion to job 

stress and promotion to the job. 
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