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Abstract  
The present study was conducted to find out the relationship between occupational stress, job 

characterises and Motivation Factors of higher education college teachers working in government 

and private educational institutions in Rayalaseema region of Andhra parades. A Sample of 443 

teachers were selected by use of stratified randomly sampling from the selected degree and 

engineering colleges in the study area. The tools used were Occupational Stress Index (OSI) by 

Srivastava & Singh (1984) and Job Satisfaction Scale by Singh and Sharma (1986) and Herzberg’s 

Motivation-Hygiene Scale. The data was analyses by Pearson’s Product Moment correlation. 

Result of the study revealed that there is significant and positive relationship between occupational 

stress, job characterises and Motivation Factors.  

Keywords  

Motivation, Job Characterises, Job Satisfaction and Occupational Stress.  

Introduction  
Introduction India's higher education system is the world's third largest in terms of students, next 

to China and the United States. In future, India will be one of the largest education hubs. India's 

Higher Education sector has witnessed a tremendous increase in the number of 
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Universities/University level Institutions & Colleges since independence. The ‘Right to Education 

Act’ which stipulates compulsory and free education to all children within the age groups of 6-14 

years, has brought about a revolution in the education system of the country with statistics 

revealing a staggering enrolment in schools over the last four years. The involvement of private 

sector in higher education has seen drastic changes in the field. Today over 60% of higher 

education institutions in India are promoted by the private sector. This has accelerated 

establishment of institutes which have originated over the last decade making India home to the 

largest number of Higher Education institutions in the world, with student enrolments at the second 

highest (Shaguri & Obadya Ray, 2013).  

The number of Universities has increased 34 times from 20 in 1950 to 677 in 2014. Despite these 

numbers, international education rating agencies have not placed many of these institutions within 

the best of the world ranking. Also, India has failed to produce world class universities. Today, 

Knowledge is power. The more knowledge one has, the more empowered one is. However, India 

continues to face stern challenges. Despite growing investment in education, 25 per cent of its 

population is still illiterate; only 15 per cent of Indian students reach high school, and just 7 per 

cent graduate (Masani & Zareer, 2008). The quality of education in India whether at primary or 

higher education is significantly poor as compared to major developing nations of the world. As 

of 2008, India's post-secondary institutions offer only enough seats for 7 per cent of India's college-

age population, 25 per cent of teaching positions nationwide are vacant, and 57 per cent of college 

professors lack either a master's or PhD degree (Newsweek, 2011). As of 2011, there are 1522 

degree-granting engineering colleges in India with an annual student intake of 582,000 (Science 

and Technology Education, 2009) plus 1,244 polytechnics with an annual intake of 265,000. 

However, these institutions face shortage of faculty and concerns have been raised over the quality 

of education (Mitra & Sramana, 2008)). Despite these challenges higher education system of India 

equally has lot of opportunities to overcome these challenges and have the capability to make its 

identity at international level. However, it needs greater transparency and accountability, the role 

of universities and colleges in the new millennium, and emerging scientific research on how people 

learn is of utmost important. India provides highly skilled people to other countries therefore; it is 

very easy for India to transfer our country from a developing nation to a developed nation. 
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Concept and Definition of Job Satisfaction 

Job satisfaction is the way an employee feels about his or her job. It is a generalised attitude 

towards the job based on evaluation of different aspects of the job. Job satisfaction indicates the 

satisfaction derived from the being engaged in a piece of work. It is essentially related to human 

needs and their fulfilment through work. Job satisfaction is the resulting feeling of satisfaction 

which the employee gains from the job following the fulfilment of his needs and desires. By 

working on a job, most men gratify many of their needs. Work in this regard, is a potent source of 

need gratification of all types such as physical, security, social and ego needs.  

The term Job satisfaction has been given different connotation by different authorities on the 

subject. Job satisfaction referees to an individual’s subjective experience, on one’s work situation 

–one’s responses and feelings towards different facets of his work role. Hoppock (1935) was the 

first industrial psychologist to provide the concept “job satisfaction “, a logical definition. He 

defined job satisfaction as any combination of psychological, physiological and environmental 

circumstances, which cause a person to truthfully say “I am satisfied with my job”.   

According to Cranny, Smith and Stone (1992) define job satisfaction as employees‟ emotional 

state regarding the job, considering what they expected and what they actually got out of it. In fact, 

an employee with low expectations can be more satisfied with a certain job than someone who has 

high expectations. If one’s expectations are met or exceeded by the job, then one is happy and 

satisfied with the job. 

REVIEW OF LITERATURE  

The term ‘job characteristics’ refers to the content and the nature of the job tasks. According to 

Luthans (2005), the nature of the job performed by employees has a significant impact on the level 

of job satisfaction. The most important influence on a person’s job satisfaction experience comes 

from the nature of the work. Thus, if the job entails adequate variety, challenge, discretion and 

scope for using one’s own abilities and skills, the employee is more likely to experience job 

satisfaction (Sharma & Bhashkar, 1991). 

In the past half century, investigators such as Herzberg et al. (1959) and Hackman and Oldham 

(1976) have argued that an individual’s job satisfaction is determined by the degree to which the 
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job characteristics fulfil the person’s needs. Many studies that have investigated the correlation 

between job characteristics and job satisfaction and results have consistently shown that job 

characteristics significantly correlate with job satisfaction (Hackman & Oldham, 1975; Judge & 

Church, 2000). Hackman and Oldham (1975) proposed that the major determinants regarding the 

job itself are the autonomy of work, skills variety, feedback, task identity and task significance. 

They added that the work itself might provide opportunities for employees to develop new ideas 

and to improve skills. 

Job variety is one of the core dimensions of job characteristics and entails different activities and 

involves a range of different skills. This is based on the view that skill variety has strong effects 

on a job, implying that the greater the variety of skills that employees are able to utilise in their 

jobs, the higher their level of satisfaction (Ting, 1997). Workers appear more satisfied with jobs 

that allow them variety rather than repetition in their job (Johnson & Johnson, 2000; Lambert, 

Hogan, & Barton, 2001).A study by Grant et al. (1990) studied police women and found having a 

variety of assignments correlates strongly with job satisfaction. 

Robbins (2001) maintains that workers like jobs that use their competencies in different tasks and 

that are mentally stimulating. Indeed, variety at work provides a change in mental activity and 

physical well-being by movement and changes in body posture. In addition, it can contribute to 

preventing tasks from becoming too routine ( (Robbins, 2001; Wright & Davis, 2003). For 

instance, employees who experience greater variety in their day-to-day work have been shown to 

be less likely to lose interest in their job or become bored whereas individuals who regularly do 

the same task are likely to feel bored, frustrated, unchallenged and unsatisfied.  

Job significance usually means the effect a job has on other people. It focuses on the extent to 

which the job makes a significant impact on the lives and work of other people inside or outside 

the organisation (Hackman & Oldham, 1975; Spector P. , 2008). Employees receives recognition 

from their organisation if they can make important contributions to the organisation. As the 

'meaningfulness', commonly referred to as job significance, of employees’ experience at work, 

increases, so too does job satisfaction since employees gain opportunities to fulfil their higher 

order needs, such as self-esteem and self-actualization (Hackman & Oldham, 1975). According to 

Ting (1997), if workers perceive task attributes positively they are more likely to find their work 

meaningful and, consequently, be satisfied with their job.  
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Autonomy refers to freedom, independence, authority and discretion in performing and planning 

the work that a job entails (Hackman & Oldham, 1975; Mullins, 2006). This usually leads to 

feelings of responsibility (Spector P. , 1997). Schultz (1978) agreed that much dissatisfaction may 

derive from the lack of responsibility or lack of autonomy. Culpin and Wright (2002) concluded 

that increased task responsibilities are related to overall job satisfaction, and according to Reskin 

and Padavic (1994), “workers value authority in its own right and having authority increases 

workers’ job satisfaction”. Spector (1986) conducted a meta-analysis that demonstrated there are 

significant relationships between autonomy and a variety of outcome variables including job 

satisfaction, organisational commitment, and job performance.  

Payment can be seen by an employee as an indication of achievement, as a source of recognition 

and much more than this (Locke E. , 1976), while for another worker it can mean security, as in 

the case of underdeveloped nations (Al-Saadi, 1996). As demonstrated by Aksu and Aktas (2005), 

workers are incredibly sensitive to payment problems due to their impact on living standards and 

their notable inclination to believe that payment is a sense of security. 

Compensation was analyzed by some researchers who tried to examine their results for job 

satisfaction. This thought was the direct result of the old conviction that to satisfy workers, it was 

necessary to pay them more. As indicated by Luthans (2005), compensation is a tool to achieve 

the dual higher and lower order needs of individual. Herzberg and his associates (1959) considered 

the compensation factor as a "hygienic factor" that protects the employee from being satisfied. 

However, Kreitner and Kinicki (2006) show that some hygienic factors act as source of job 

satisfaction among the employees. 

Herzberg et al. (1959) classified the recognition factor be one of the Motivational factors in 

Herzberg Motivational-Hygiene Theory. For example, recognition may be one month per month 

or, possibly, an annual award for district achievement, an official letter of thanks or gift. The 

psychological on the recognition of good work are conclusions of enjoyment within the 

organisation; these feelings strongly influence their job satisfaction with the job. For example, 

Spector (1997) states that if a worker received recognisation for good work, it is perceived by the 

employee it will cause certainly increases in job satisfaction.  

Mitchell (2000) argues that the lack of presence and the absence of legitimate recognition of a job 

well done by a worker is, in all respects, a topic worthy of mention for some organizations. For 
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example, employees who have seen and faced with the absence of assistance and lack of 

recognition will likely find dissatisfaction and frustration. 

The issue of financial rewards is another source of job satisfaction for the worker in the workplace 

(Lambert, Hogan and Barton, 2001). Monetary awards are considered one of the techniques by 

which organisation’s expand the performance and efficiency of their workers (Al-Fadley, 1996). 

Therefore, the lack of presence and absence of these benefits in the working situation would 

contribute significantly to the negative feelings of the workers regarding their work.  

Vroom (1982) contended that promotional opportunity is a goal that most employees need and that 

an individual's performance is related to how much the individual trusts in the raising that is 

identified to the individual desires the promotion and with what determination the individual needs 

advancement. Employee satisfaction research has seen the recognized promotional opportunities 

as an antecedent characteristic of job satisfaction (Ting, 1997; Fosam, Grimsley, & Wisher, 1998; 

Ellickson & Logsdon, 2001). 

An examination conducted by Bennett (1997) among police forces in three nations found 

promotional opportunities significant and critical impacts on job satisfaction. Purohit (2004) states 

that even if people seek satisfaction in their workplace, they also relate the importance of the 

opportunities for progress offered by these jobs. For example, if the job offers the opportunity to 

progress later, it gives and provides more satisfaction. If the opportunity for such promotion is 

limited, this diminishes satisfaction. According to Schneider et al. (1992), employees who see a 

couple of opportunities to progress have negative mental state of attitude towards their work and 

their organizations. 

 

Ting (1997) found that workers who appreciate a strong association with their immediate 

supervisor are increasingly experiencing higher levels of job satisfaction than those who do not. 

In any case, when trust and communication with the leader are lacking, workers can feel stressed 

with this relationship and this, in the long run, can generate dissatisfaction (Wech, 2002). Of 

course, the study of job satisfaction as a much of the time focuses on the fact that supervisors 

provide workers with satisfactory help and work together to complete their tasks. The supervisory 

factor contains a couple of interesting much of the time focuses that affect the level of job 

satisfaction of the worker. These are consolidated by incorporating workers into the essential 

leadership process, getting valuable criticism and directing the performance appraisal. 
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Feedback factors is helping the workers and also provide an opportunity to know the subsequent 

effects of their work and the result of their work. Hackman and Oldham’s (1975) job characteristics 

theory is maintained as such and considers feedback as one of the five center dimensions of to the 

qualities of work that influence the level of job satisfaction. Unquestionably, it is extraordinary to 

anticipate that people will improve their performance in case they do not know there are 

performance problems. People will improve performance when they receive feedback from their 

supervisor about how they get along (Riley, 1996).  

As stated by Robbins (2003), feedback serves as a guide for employee behavior at work. Emmert 

and Taher (1992) show that positive feedback increases employee satisfaction and work 

engagement, both vertically between managers and employees, and between workers. 

Authors such as Dale et al. (1997) and Evans and Lindsay (1996) show that employee satisfaction 

can be improved if employees see an high level of feedback on execution of work. 

As Ellickson and Logsdon (2001) have shown, it was felt that the relationship with the colleagues’ 

factor was a sample among the most crucial components of job satisfaction. 

Ting (1997) discovered empirical evidence that relationship with colleagues have dependably 

influenced the job satisfaction of federal government workers in the United States. In any case, 

Vroom (1964) reported that individuals who are in separated positions have a higher turnover rate 

than those in positions that incorporate a specific measure of cooperation.  

Price and Mueller (1981) explicit that whatever the position of workers in an organisation, 

irrespective of whether or not managers or blue-collar employees, the nature of the relationship 

among co-workers is principal to the job satisfaction of employee. Having the help and support of 

different workers and colleagues, both superiors and subordinates, will with the aid of and big 

make feelings of satisfaction within the organisation.  

Herzberg (1968) describes job security as the degree to which an organization is perceived as 

stable employment for employees. Undeniably, people are more pleased with the work that 

provides them with state medical assistance, stability in the workplace, insurance, terminal benefits 

and pensions. This desire for security, according to Argyle (1989), can increase among unskilled 

or semi-skilled specialists or workers with lower salaries. Herzberg's theoretical hypothesis 

considers safety at work as a factor of hygiene, whose lack of attention can cause satisfaction in 

work. 
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An examination conducted by Spector et al (1999) in a wide variety of countries found that having 

a secure job is a determining factor for job satisfaction. Likewise, Yousef (1999) states that job 

stability has been questioned lately in light of the fact that it has a vital impact on business results. 

For example, job security is a determining factor for workers' well-being and psychological well-

being, employee turnover and retention, job satisfaction and organizational commitment. 

Yousef (1999) also reports that job security has been an incredible concern for most UAE 

managers in recent times in their efforts to reach a reasonable level of satisfaction with the job 

security of their employees' workplace. 

Job Stress  

Antonovsky (1985) defines stress as a “demand made by the internal or external environment of 

an organism that upsets its homeostasis, restoration of which depends on non-automatic and not 

readily available energy expending action”. Put simply, with regard to job satisfaction, stress is 

the inability to cope with one’s job pressure (Ganster & Schaubroeck, 1991), which is associated 

with impaired individual functioning in the workplace (Fairbrother & Warn, 2003). Stress in the 

workplace can have many causes or it can stem from one single event. For example, sources of 

stress might come from within the organisation (for example, workload), management issues (for 

example, work outside of one’s field specialisation), and relationships with co-workers, or might 

originate in an employee’s family and social life. 

Stress can deeply affect individuals, groups and organisations. According to Djebarni (1996), the 

impact of stress or the stressor affects not just the stressee, but each and every level of living 

systems, such as organism, community and society. Researchers like Djebarni (1996) and Cooper 

and Cartwright (1994) indicate that stress or unfavourable job conditions can affect employee 

health and performance. Therefore, this can result in serious losses to the organisation in terms of 

valuable human resources and, consequently, financial resources. 

The literature supports the view that work stress is associated with low levels of job satisfaction 

(Deborah, Michelle, & Linda, 1993; Fairbrother & Warn, 2003; Fletcher & Payne, 1980). Fletcher 

and Payne (1980) indicate that since a lack of satisfaction can be a source of stress, high levels of 

satisfaction can alleviate the effects of stress. Based on a meta-analysis of seven studies covering 

2,659 individuals it was found that perceived stress has a strong negative relationship with job 

satisfaction (Kreitner & Kinicki, 2006). Stress can differ between occupations. Miner (1992) 
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pointed out that job satisfaction is relatively low in stressful professions, such as the police and 

health-care workers. 

Many researchers link work-related stress with the outcome of job satisfaction, organisational 

commitment and employee withdrawal behaviour (Naumann, 1993; Sullivan & Bhagat, 1992). In 

addition, several studies have found that job stress is related to organisational change and have 

pointed out that a stressful work environment is negatively associated with a worker's level of job 

satisfaction (Spector P. , 1997; Terry, Nielsen, & Perchard, 1993). Moreover, job stressors were 

found to be predictive of job dissatisfaction and turnover (Cummins, 1990). Greenberg and Baron 

(1997) and Matteson and Ivancevich (1982) demonstrated that job stress has negative effects on 

the work place in the following ways: (1) a reduced performance efficiency, (2) a decreased 

capacity to perform the job well, (3) a dampened initiative and reduced interest in working, (4) a 

lack of concern for the organisation and colleagues, and (5) a loss of responsibility. 

Nonetheless, stress is not always harmful, and a limited amount of stress can act as a stimulus, 

making the work more challenging, interesting, satisfying, and worthwhile. Stress begins to have 

a negative effect on an individual's social, emotional, and work life only when it is at a high level 

over a relatively prolonged time. Therefore, when measuring job stress, an investigator should 

quantify the amount and duration of the stress in order to study the level of satisfaction at different 

levels of stress. 

Spector (2008) states that role ambiguity and role conflict, usually referred to as role stressors, and 

are the most studied stressors in occupational stress research. Researchers have shown that workers 

who have a clear understanding of their job role feel less uncertain about the nature of their job 

and accommodate themselves with more ease and less error to their workplace (Spector P. , 1997). 

Role theory, as formulated by Katz and Kahn (1966), is composed of at least two parts: role 

ambiguity and role conflict. 

Statement of the problem  

Work occupies an important place in the life of an individual and nobody is ever fully satisfied 

with the work he does. Thought satisfaction or dissatisfaction with the work in hand is a personal 

matter, to a great extent, yet it exerts a strong influence upon the efficiency of the worker and with 

persistent dissatisfaction with his job, the worker loses faith in him as well in the job.  
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Teacher is an integral component of the society, and is conditioned by the ethos and culture of the 

society in which he lives. The constitutional goals, the directive principles of the state policy, the 

socio-economic problems, the growth of knowledge, the emerging expectations and the changes 

operating in education etc. influences the teacher to a larger extent in building up of his efficiency. 

The job of teacher profession is an important as the other profession rather it is considered more 

valuable and honest profession. A teacher, who is happy with his job, plays a pivotal role in the 

uplift of society. A teacher, who is dissatisfied, can become irritable and may create tensions which 

can have negative influence on the student learning process.  

Stress is an outside factor or event that has an effect on our body or mind. The same is true in the 

context of a teacher also. It is an established fact that the performance of a teacher mainly depends 

upon his psychological state of mind. Occupational stress affects the physical and psychological 

wellbeing of the teacher and influences his efficiency and performance. The proper balance 

between emotions and occupation provides health promotion of purity and is essential for his job.  

Occupation related stress among working people is drastically increasing worldwide. Stress at 

work place has become an integral part of everyday life it is called by the World Health 

Organization as worldwide epidemic. In USA, approximately one quarter of the working 

population suffer from work related stress. The figures for India are not readily available but there 

is not much doubt that the occupational stress affects a significant number of workers and costs 

heavy financial losses, human sufferings and mental illness. 

Objectives of the Study  

The specific objectives of the present study are:  

 To Assess the level of occupational stress among teachers working in private and 

government educational institutions  

 To identify the relationship between Motivational factors and occupational stress  

 To Examine the relationship between Job characteristics and occupational stress      

Hypothesis of the Study  

 There is no statistically significant difference between government and private teachers 
with regard to occupational stress  

 There is no statistically significant correlation between motivational factors and 
occupational stress  

 There is no statistically significant correlation between job characteristics and 
occupational stress  
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Research Design   

In the present investigation the researcher adopted a descriptive as well as explanatory research 

design. 

Population  

The target population in this study include teachers working in government and private higher 

educational institution in Anantapur, Chittoor, Kadapa and Kurnool cities of Rayalaseema Region 

in Andhra Pradesh.    

Selection of Higher Educational Institutions 

In each city of Rayalaseema region of Andhra Pradesh two higher educational institutions are 
selected all the selected educational institutions are autonomous in administration. 

Table 1 Selected private and government owned higher educational institutions 

S.No City Nature of 
Ownership 

Name of the Institution 

1 Kurnool 
Government Government Degree College for Men Kurnool 

Private G Pulla Reddy Engineering College 

2 Kadapa 
Government Government Degree College for Men 

Private 
Kandula Sreenivasa Reddy Memorial College of 
Engineering 

4 Anantapur 
Government Government Degree College for Men 

Private Chiranjeevi Reddy Institute of Engineering & Technology 

3 Chittoor 
Private Sree Vidyanikethan Engineering College 

Government  Government (PVKN) Degree College 

 

Sampling Method and Sample Size  

The sampling method that was considered appropriate for the present study was disproportional 
stratified random sampling in this study the target population is divided into two strata that is 
government and private educational institutions from each stratum sample respondents are 
disproportional selected from across various cadre such as professor, associated professor and 
assistant professors.  

The sample size for the present study is determined based on the following formula.  

s = X 2NP (1− P) ÷ d 2 (N −1) + X 2P (1− P) 

s = required sample size. 

X2 = the table value of chi-square for 1 degree of freedom at the desired confidence level 

(3.841). 

N = the population size. 
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P = the population proportion (assumed to be .50 since this would provide the maximum 

Sample size). 

d = the degree of accuracy expressed as a proportion (.05). 

=
�.���×����×�.��(���.�)

�.��×�.��(������)��.���×�.�(���.�)
 

Required sample size is = 304.49 

Sample taken for the study =443 

 

Table 2 Sample size for the study   

 
Sources of Data  

The study is mainly based on primary data. The secondary data is used to supplement the primary 
data. 
 

Tools of Data Collection  

For this purpose of collecting primary data from the sample respondents, a well-structured 
questionnaire has been designed and administered on sample respondents. 

Reliability of the instrument  

In this study, the coefficient alpha analysis is performed on each subscale and on the entire scale. 
The coefficient alpha values are more than the threshold value more than .65 are shown in the table 
no 3. 

Table 3 Cronbach's Alpha Coefficient for Constructs 

 

S.no Constructs 
No.of 

items 

Cronbach Alpha 

(α) 

Cronbach Alpha 

(α) 

S.no Ownership of the Institute  Professor  Associate Professor  Assistant Professor  

Population Sample Population Sample Population Sample 

1 Government  414 125 426 128 156 47 

2 Private  67 21 268 81 134 41 

Total 481 146 694 209 290 88 

International Journal of Scientific Research and Review

Volume 8, Issue 1, 2019

ISSN NO: 2279-543X

Page No: 18



 
 

1 Intrinsic Motivation/Motivational 

Factors  
28  

.865 

1.1 Achievement 4 .914 

1.2 Recognition 3 .714 

1.3 Work itself 6 .814 

1.4 Responsibility  5 .824 

1.5 Advancement 6 .689 

1.6 Autonomy 4 .688 

2 Job characteristics  21  .887 

2.1 Skills Variety 5 .866 

2.2 Feedback 4 .774 

2.3 Task Identity  7 .785 

2.4 Task Significance 5 .786 

3 Job satisfaction 7 .792  

4 Occupational stress  12 .719  

 

Variables in the Study  
In this study, the following dependent and independent variables were included 

Dependent variable 

Occupational stress  

Independent variables  

Motivational Factors  

Job characteristics 
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Tools of Analysis  

After collecting information from the sample respondents, the data were analysed according to the 

objectives and hypothesis stated. In this study data analysis is carried out with the help of Statistical 

Package for Social Sciences (SPSS 17 version). The statistical analysis used in this study can be 

categorized into two groups; descriptive and inferential statistics. 

Results and Discussion  
Table 4 Perceived self-reported level of stress among government and private teachers 

 
S.No. 

Occupational stress  
Mean  

Sd. 

Deviation   
1 Private Teacher  8.5 2.34 
2 Government Teacher  5.71 2.56 

Note: Level 1 – 3 = Low, Level 4 – 7 = Average, Level 8 – 10 = Extreme (American Psychological 

Association, 2011). 

From the above table 4 it is inferred that the perceived self-reported occupational stress among 

private and government teachers working in higher educational institute are from average to 

extreme occupation stress. From the results it is inferred that private teachers experienced extreme 

occupational stress with mean value is 8.50 (SD 2.34) and the government teacher experience 

average level of stress in their occupation with the mean value 5.71 (SD 2.56).   

  

Table 5 Comparison of occupational stress for government and private teachers 

Group  n Mean  Std.Deviation t-value  p-value  

Government   300 2.80 .582 .614 . 434 

Private   143 2.78 .598   

Degree of freedom =441 

 

An independent-sample t-test was conducted to compare the mean score of occupational stress 

among government and private teachers (See Table 5). The test result was not significant, t (.614) 

= .434, p>. 0.05. The mean occupational stress score for government teachers are (M = 2.80, SD = 

.58) was significantly higher than that for Private teachers are (M = 2.78, SD = .59). The 95% 

confidence interval for the difference in mean occupational stress scores ranged from -.090 to - 

.092. 
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Table 6  Correlation between motivation factors and occupational stress  

Occupational stress n R Sig. 

Achievement 443 .820** .000 

Recognition 443 .819** .000 

Work It Self 443 .747** .000 

Responsibility 443 .823** .000 

Advancement 443 .851** .000 

Autonomy 443 .896** .000 

**. Correlation is significant at the 0.01 level (2-tailed).    

*. Correlation is significant at the 0.05 level (2-tailed).    
 

The results presented in table number 6  indicate that the correlation coefficient for the relationship 

between occupational stress and Motivational Factors are direct, linear and positive ranging from 

moderately high correlation (r=0.60 to 0.79) to high correlation (r=0.80 to 0.1 ) significant 

correlation were shown to exit between  Achievement and occupational stress (r=0.82, p<0.01), 

Recognition and occupational stress (r=0.82, p<0.01),Work it Self and occupational stress (r=0.74, 

p<0.01), Responsibility and occupational stress (r=0.80, p<0.01),Advancement and occupational 

stress (r=0.85, p<0.01) and finally, Autonomy and occupational stress (r=0.89, p<0.01). 

Table 7 Correlation between Job characteristics and occupational stress  

Occupational stress n R Sig. 

Skills Variety 443 .866** .000 

Feedback 443 .821** .000 

Task Identity  443 .812** .000 

Task Significance 443 .787** .000 

**. Correlation is significant at the 0.01 level (2-tailed).    

*. Correlation is significant at the 0.05 level (2-tailed).    
 

From the table 7 it is found that a significant correlation was shown to exit between Skills Variety 

and occupational stress (r=0.86, p<0.01), Feedback and occupational stress (r=0.821, p<0.01), 

Task Identity and occupational stress (r=0.812, p<0.01) and finally, Task Significance and 
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occupational stress (r=0.786, p<0.01). From the results, all the following null hypothesis are 

rejected. 

 There is no statistically significant correlation between motivational factors and 
occupational stress  

 There is no statistically significant correlation between job characteristics and 
occupational stress  
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