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1 
Introduction 

 
 

 he need for Security has been listed as the most primitive psychological need that 

arises next to the crude physiological needs and precedes all the humanistic needs like 

belongingness, esteem needs and need for self-actualization, or simply stated, the need to 

develop oneself up to one's potential and contribute one's best to the society (Abraham 

Maslow, 1943) 

 Hence, in order for a country to prosper, it must fulfil the basic security needs of its 

citizens, so that the citizens can progress in life and contribute their best in different walks of 

life, according to their inner potentials and aptitudes. Every country thus strives hard to 

achieve both internal and external security and thereby reach a state of equilibrium. The 

responsibility to maintain this state of equilibrium lies with every citizen of a nation and in 

order to facilitate citizens develop a common notion of this responsibility, countries develop 

constitutions, rules and laws. However, in every country, there are some members who won't 

abide by laws and norms. Here comes the necessity of a police force in every country, which 

would protect the interest of the mass against internal as well as external attacks and would 

therefore maintain that state of equilibrium which is much needed for a country's peaceful 

existence in relation to external as well as internal environment, growth and development. 

 In India, apart from the Military personnel, who protect our nation from outside 

aversive forces, there exist two types of police forces – State Police Force and Paramilitary 

Force. A force is classified as paramilitary, if it has a degree of military capability, although, 
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strictly speaking, it is not a branch of the army. It is often integrated with the country‘s armed 

police forces. Members of a Paramilitary Force receive basic military training and are 

equipped with firearms often comparable to that of a regular army unit. Many of the world‘s 

police forces have paramilitary forces. The increase in lawlessness and violence has forced 

many countries to raise specialized units like paramilitary forces to deal with serious civil 

disturbances and for checking illegal infiltration and subversive activities on the border.  

 Paramilitary forces operating in India are under the direct control of the Ministry of 

Home Affairs, Government of India. These forces are collectively named as Paramilitary 

Force and will be referred to as PMF henceforth in the thesis. 

 As compared to the State Police Force, the PMF's task is much more diverse and 

critical. In fact, the tasks are so varied, that PMF has ten subdivisions. These are Border 

Security Force (BSF), Central Reserve Police Force (CRPF), Central Industrial Security 

Force (CISF), Railway Protection Force (RPF), Assam Rifles, Indo-Tibetan Border Police 

(ITBP), National Security Guards (NSG), Special Security Bureau (SSB), Rapid Action 

Force (RAF- a distinguished part of CRPF) and Special Protection Group (SPG). Among 

these, the major PMFs are CRPF, BSF, CISF, ITBP and Assam Rifles (Shah, 2004). The 

present study includes members of BSF, CRPF and CISF. 

  BSF was raised under the Border Security Force Act (47 of 1968) to guard our 

international boundary against illegal intrusions. 

 CRPF came into existence in the year 1939 and after independence it got firmly 

established in the year 1949. Central Reserve Police Force basically assists the state police, 

when the latter calls for assistance, to suppress internal disturbances and restoration of order 
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in states and union territories. It is a very equipped and efficient force that frequently moves 

from one territory to another based on urgency. 

 CISF was raised under the Central Industrial Security force Act (50 of 1968) to provide 

security coverage to public sector undertakings. 

 Though the different subdivisions of PMF perform considerably diversified tasks, still 

they have some essence of commonality in the nature of their job.  

 Vigil, round the clock, involves a psychologically stressful work environment filled 

with danger, high demands, ambiguity and encounter with human misery and death. Day-in 

and day-out members of the PMF work under such tough situation and still they will have to 

be very cautious while on job, since a small mistake committed by them may cost as much as 

lives of many people. To add to all these, the members of ―police‖ forces often earn a 

separate identity in society and viewed negatively by the rest of the societal members due to 

the restrictive nature of their job. 

 Also, in addition to all these, members of PMF are in a slightly more disadvantageous 

position than the SPF. This is because their job involves frequent transfers to different states, 

often in places where the basic amenities of life are not available. The members of PMF need 

to make adjustments with the unfamiliar culture, food, weather, language and other aspects of 

those places only to find themselves relocated later. Moreover, they often need to stay away 

from their families. Since family is the primary care-giving agent in one's life, it acts as a 

buffer in the lives of individuals against work-related stress & strain. But in case of PMF 

personnel, though there is no dearth of work-related stress, the ―buffer‖ is often absent 

 Therefore, it is justifiable to assume that the PMF personnel are vulnerable to 

experience a high degree of Turnover Intention and low Sense of Subjective Wellbeing due to 
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their stressful work-environment. However, there must also be certain constructive forces- 

some related to themselves and some related to their job – which work against these stressors 

and contribute positively to reduce their Turnover Intention and strengthen their Sense of 

subjective wellbeing. The focus of the present research was to identify and understand the 

direction of operation of those psychological variables which significantly influence the 

Turnover Intention and Sense of Subjective Wellbeing of PMF personnel. 

 Some of the psychological variables which may be associated with Sense of Subjective 

Wellbeing and Turnover Intention have been included in the present study, based on the pilot 

study conducted in the beginning of this research. These are Affective Organizational 

Commitment, Job Stress, Job Satisfaction, Work Family Role Conflict, Trait Anxiety and 

Trait Anger. 

 In the premise of above mentioned thoughts, the present researcher was inspired to 

conduct a worthwhile study on the PMF population to find out: 

1. The different self-related variables those are associated with Sense of Subjective 

Wellbeing. 

2. The different job-related variables those are associated with Sense of Subjective 

Wellbeing. 

3. The different self-related variables those are associated with Turnover Intention. 

4. The different job-related variables those are associated with Turnover Intention. 

5. The levels of different self-related variables as they are present in the PMF 

personnel 

6. The levels of different job-related variables as they are present in the PMF 

personnel 
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7. Whether the three levels of PMF personnel – High, Middle and Low – differ among 

themselves in terms of the self-related variables 

8. Whether the three levels of PMF personnel – High, Middle and Low – differ among 

themselves in terms of the job-related variables 

9. Whether the three age-groups of PMF personnel differ among themselves in terms 

of the self-related variables 

 The forces under PMF are highly equipped and are often at par with the military force 

in terms of trainings undertaken and skills acquired but are less recognized. The researcher 

had a keen interest in those avid fighters responsible for maintaining internal equilibrium of 

the country. Moreover, their tough working conditions, frequent transfers and nature of job 

presupposes a good degree of flexibility of their personality enabling them adjust quickly to 

physical as well as psychological changes. They are also frequently deprived of regular 

contacts and close touch of a family life. But, irrespective of such hardships, they feel 

privileged to sacrifice all their comforts, and even their lives, for maintaining peace in the 

country. To unravel the mystery of their high spirit, the present researcher analyzed the 

psychological correlates of their sense of subjective wellbeing and their Turnover Intention. 

The researcher further hoped that such an enrichment of knowledge repertoire would 

immensely help all those concerned with the welfare of this precious yet somewhat less-

recognized segment of national human resources. 

 In the next chapter, an attempt would be made to scan relevant literature and report the 

findings of such survey. 
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2 
Survey of Literature 

 

  he Literature review is considered to be essentially the first step when undertaking 

a research project (Neuman, 2006). It is the process which drives the researcher in the right 

direction (Berg, 2004). This chapter is expected to provide a strong theoretical foundation 

upon which the research questions would be based on.  

 This literature review serves four important purposes. First, it helps one to gain a full 

understanding of the existing body of knowledge on the research area; second, it guides the 

researcher towards identifying the key research issues and emerging themes; third, it assists 

the researcher in developing a theoretical framework by overviewing the existing theories and 

models on the topic and finally to establish and rationalize the significance of the research 

problem (Baker, 2000; Cavana, Delahaye & Sekaran, 2001; Leedy, 2001; Perry, 2002). 

 Thus the present section would make an attempt to report available research findings on 

the key terms associated with the research, namely, subjective Wellbeing, Turnover Intention 

and other related variables which would be identified from survey of literature. It would also 

try to establish relationship among these variables. An overview of related theories would 

also be made, so that the present research can draw heavily from the previous works on the 

same field and build up new knowledge based upon those theoretical pillars. 

 The framework which brings together the key variables and issues pertinent to the 

research has four primary purposes (Neck, 2008): 
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(i) To establish the research domain; 

(ii) To identify gaps in the existing body of knowledge on the research problems; 

(iii) To extend the scope of knowledge and explore new fields & find out relationships 

between variables in the newly established context; 

(iv) to develop the research questions and hypotheses to guide the researcher; 

 Law-enforcement has been recognized as an emotionally and physically dangerous job 

(Anderson & Dhillon, 1990, Victor, 1986). Moreover, it is also recognized as the most 

stressful occupation worldwide (Anshel, 2000, Stratton, 1984, Laster & Gallagher, 1980, 

Lester & Mink, 1979). The job involves provocation, ambiguity and ever-present threat of 

psychological and physical injury (Silva, 1990, Shusman, Inwald & Knatz, 1987).  

  Though extensive studies have been conducted in the field of Police Science, but only 

a very small portion of it is devoted to the personnel of paramilitary forces of India or PMF, 

instead of its being such a vast and well-equipped organization with all-India presence. 

Moreover, the little research, that has been conducted prior to the present work, did not deal 

with the subjective wellbeing and its predictor variables. Thus, there is a real dearth of 

literature in the field of the proposed research, particularly in the context of the present 

population. The present research would help the Bureau of Police Research & Development 

and Government of India in identifying factors that potentially uplift the sense of subjective 

wellbeing and reduce the turnover intention. These findings may have serious implications in 

the process of recruitment, reward-selection and training processes of the PMF organizations 

under the Home Ministry of India.  
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 Hence, in the following lines, an attempt would be made to review the works done in 

connection with police force as they seemed to be pertinent to the present research topic. 

First, therefore would be presented the studies on police personnel (Section 2.1). Second, 

literatures on sense of subjective wellbeing and turnover intention have been provided 

(Section 2.2). Then the Job-related variables would be described and their probable links with 

sense of subjective wellbeing and turnover intention would be searched (section 2.3): 

2.3.1. Organizational Commitment (affective, continuance & normative) 

2.3.2. Perceived Organizational Support 

2.3.3. Perception of Communication Satisfaction 

2.3.4. Work-Family Role Conflict 

2.3.5. Job Satisfaction 

2.3.6. Organizational Climate 

2.3.7. Job Stress 

2.3.8. Quality of Work Life 

Finally the researcher went on explaining the Self-related Variables (section 2.4)  

2.4.1. Trait anger 

2.4.2. Trai Anxiety  

2.4.3. Perceived Self-esteem 

2.4.4. Quality of Life 

2.1. Research Findings on Police Personnel: 

The population of the present study is paramilitary force personnel. However, published 

research on psychological aspects of paramilitary personnel could not be found. Thus, 
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available research on police personnel have been reviewed, since, their nature of job is quite 

similar to that of the Paramilitary Force. 

 Historically, the work of police is to protect life and property, the role that come with 

many challenges such as fighting and prevention of crimes. These roles expose police officers 

to different work situations which require different physical and mental ability (Alkus and 

Padesky, 1983; Violanti and Aron, 1994; Anshel, 2000; Rollinson, 2005; Morash et al., 2006) 

to deal with job realities firmly and effectively. While some police officers start their careers 

in excellent physical health, some retire early or even die from job related stress disorders as 

the cumulative impact of stress exacts its toll (Waters and Ussery, 2007). For instance, 

American Army survey on US soldiers serving in Iraq and Afghanistan indicates that, (27%) 

of soldiers suffered anxiety, depression, post-combat stress and other problems of mental 

health. Furthermore in 2007, 121 soldiers committed suicide which shows an increase of 

(20%) over 2006 in suicide cases reported among serving combatants 

(http://www.yahoo.com/news). There are various types of stress that can be encountered by 

police officers in their daily lives. Researchers such as McCarty et al. (2007), Malach-Pines 

and Keinan (2007) and Kwak et al. (2006) have identified the related research on stress. 

The nature of the police work involves patrols, investigations, traffic, accidents attendance, 

scene of crime and internal disturbance such as riots. Other researchers Malach-Pines and 

Keinan (2007) and Waters and Ussery (2007) have also identified these as the roles of police 

officers occurring externally. The nature of the external work environment differs from one 

place to another in the sense that, different localities may not have similar crime. The first 

major source of stress identified in police work is associated with the unique work, usually 

highlighted in most surveys of law enforcement officers and ranked-in order as possible 

stressors. Not surprisingly, the death of a partner or having to take a life in the line of duty is 
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typical among the top stressors identified by officers. Other elements of stress often 

mentioned in the literature include making (Geller and Hobfall, 1994; Stigler and Thweatt, 

1997) violent arrests and seeing gruesome scenes. Overall, violent and unpredictable 

incidents involved in police work are commonly considered to be the leading source of both 

the psychological and physical stress among law enforcement officers (He et al., 2002). Kop 

et al. (1999) for instance support external environmental stress in the context of police work 

as follows, emotionally demanding situation such as informing relatives of a victim‘s sudden 

death, dealing with suicide, fatal accidents, criminal or sexual offence with children are some 

of the stressors. It also include dealing with annoying or dirty people, for example drug 

addicts or drunkards, the use of violence by officers and the danger associated with the study, 

such as violence aggression against officers or risks of diseases ( for example HIV). 

Police officers work stress reactions are always classified as physiological, emotional and 

behavioural reactions (Bartol and Bartol, 2004). Physiological reactions may be termed as 

having higher than normal probability of death from certain illnesses specifically heart attack 

(Morash et al., 2006) and myriad of health problems such as headaches, high blood pressure 

and stomach problems (Jaramillo et al., 2005; Perrier, 1984). On the other hand, emotional 

reactions may include depression and extreme cases of suicide (Loo, 1999; Miller, 2005; 

Violanti, 1996). Emotion reaction can also be so severe which may be termed as 

posttraumatic stress disorder (PTSD) (Carlier et al., 2000; Violanti and Paton, 1999). PSTD is 

always associated to severe and prolonged exposure to a series of traumatic events. This may 

lead to job dissatisfaction, apathy and cynicism (Morash et al., 2006; Perrier, 1984). Whereas 

behavioural reactions may entail reduced level of job performance, errors of judgement, 

irresponsibility, low morale, absenteeism, tardiness, early retirement and quitting the police 

service altogether (Jaramillo et al., 2005; Cooper et al., 1994) at the organisational level, 

however at the individual level they include aggression, violence, isolation, excessive 
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drinking and smoking, alcoholism and drug abuse (Davey et al., 2001; Sigler and Thweatt, 

1997). 

Work environment is one of the sources of police stress. It can be internally and externally. 

Internal work environment include factors that are related to organisational structure and 

climate can be even greater source of stress for the police officers (Cooper et al., 1982; 

Violanti and Aron, 1994; Kirkcaldy et al., 1995), shift schedules that disrupt normal sleep 

patterns and social life, authoritarian management styles, poor interpersonal relationships 

(Norvell et al., 1993; He et al., 2002) with supervisors, interdepartmental politics, lack of 

adequate planning and resources, lack of promotion and transfer opportunities, excessive 

paperwork, lack of autonomy in performing duties and lack of recognition for work 

accomplishments are among the organisational stressors faced by members of the police force 

(Jaramillo et al., 2005; Waters and Ussery, 2007; Cooper et al., 1982; Stotland and Pendleton, 

1989). Many pressures experienced by the officers are a product of environmental factors 

alone (Jaramillo et al., 2005; Violanti and Aron, 1994; Kirkcaldy et al., 1995; Waters and 

Ussery, 2007) or a combination of psychological and environmental variables related to 

occupational issues (Bartol and Bartol, 2004; Waters and Ussery, 2007). For instance, 

changing of work shifts leads to serious health problems. Changing sleep patterns, digestive 

system circadian rhythms and other bodily functions affects both physical and psychological 

well-being. 

Most of the times it is difficult for some male police to seek professional help or help from 

their friends when they experience work-family conflict and negative coping among 

themselves because they think they will be viewed as weak (Graf, 1986). This denial to seek 

help could be as a result of the perception of the officer feeling that such help will only reveal 

to their colleagues (Weisheit, 1987) their weaknesses to withstand challenges that go with 
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their jobs, hence the officers easily fall a victim of stress. Co-workers and family (Potts, 

1983) support and support from the organization may include officers to ensure their lives 

and safety. Consequently, officers may feel that the only people capable of understanding the 

strain and stress of police work may be their fellow officers, for this reason, strong levels of 

perceived peer support and trust among officers would help them better the amount of stress 

experienced. 

Researchers such as Waters and Ussery (2007), McCarty et al. (2007), Malach-Pines and 

Keinan (2007) and Kwak et al. (2006) argue that in order to design functional prevention 

programmes and treat officers at risk, it is important to understand the predisposing factors, 

the nature of the stressful life events experienced by officers and both the transient and long 

term responses to these events. Predisposing factors basically begin with biological status of 

the individual. Although police officers are given pre-service physical tests to determine their 

health status prior to employment, still there is evidence suggesting that the officers after 

joining the service develop stress disorders. The second biological factor, current state of 

health, refers to the influence that being a working officer has on one`s health. Waters and 

Ussery (2007) posit that, the longer the officer has been on the force, the more his resistance 

has been worn away. However, this could leave one wonder, since the expectations is that the 

longer the officers have been in service, the more resilient the officers would be. This could 

mean that new recruits are more likely to suffer from stress more. Psychological traits, states 

and self-expectations all influence officer`s ability to solve the problems and address job 

related challenges and family issues. Police officers are always on duty. Waters and Ussery 

(2007) point out that the officers are perpetually on vigilance, even when off duty, also takes 

its toll on the officer`s level of resilience.  
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2.2. Key Variables 

2.2.1 Sense of Subjective Wellbeing: 

 During its first century, psychologists focused far more on negative emotions, such as 

depression, and anxiety than on positive emotions, such as Subjective Wellbeing and 

satisfaction. That has been gradually changing. “During the 1980s, the number of 

Psychological abstract citation of „wellbeing‟, 'Subjective Wellbeing,' „Happiness‟ and 'life 

satisfaction' quintupled, to 780 articles annually." (David G. Myers and Ed Diener). Social 

scientists, policy makers and lay people express increasing interest in the conditions, traits 

and attitudes that contribute to Subjective Wellbeing. Frequent positive affect, infrequent 

negative affect and a sense of satisfaction with life characterizes Subjective Wellbeing (Myers 

and Diener, 1995).  

              Argyle (2001) presented a tripartite conceptualization of Subjective Wellbeing 

comprising: 1) the average level of satisfaction over a specific time period, 2) the frequency 

and degree of positive affect, and 3) the relative absence of negative affect. 

 Surveys revealed that most people think about Subjective Wellbeing and Happiness, on 

average, at least once a day (Freedman, 1978; Lyubomirsky and Ross, 1990). Moreover, 

while the status of individual differences in personality historically has been a source of 

heated controversy (cf. Mischel, 1968; Bem and Allen, 1974; Epstein, 1979, 1983; Ross and 

Nisbett, 1991), anecdotal evidence and everyday experience alike suggest that one of the 

most salient and important human dispositions is that of Subjective Wellbeing ( Lyubomirsky 

and Leeper, 1997). We can all identify people who are chronically happy, even in the face of 

adversity or people who are consistently unhappy, despite the best circumstances (Myers & 

Diener, 1995). Numerous theories have been proposed in an attempt to identify the causes of 
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the seemingly elusive state (for example, Argyle, 1987; Diener, 1984; Eysenck, 1990; 

Freedman 1978; Myers, 1992; Veenhoven, 1994). Economic forces (Juster & Stafford, 1985), 

activity level (Cummings & Henry, 1961; Lemon et al. 1972) adaptation levels (Brickman & 

Campbell; Michalos 1985; Parducci, 1984) goals (Emmoms, 1986; Omedei & Wearing, 

1990), life events (Headey & Wearing, 1989) and dispositional factors (Costa & Mccrae, 

1980, 1984) have each been viewed as important determinants of Subjective Wellbeing. 

Although most studies have examined how Particular objective variables influence wellbeing, 

almost a century of research suggest that objective circumstances, demographic variables and 

life events are correlated with Subjective Wellbeing less strongly than intuition, or everyday 

experience, tells us ought to be (cf. Diener, 1984; Lyubomirsky and Ross, 1997a). For 

example, naturalistic studies reveal that even extreme events (for example, winning a million 

dollar lottery or becoming paralyzed) exert surprisingly weak effects on Subjective Wellbeing 

(Brickman et al.1978). Such findings lead to the consideration that the importance of 

subjective process in Subjective Wellbeing is much. Researchers within this subjectivist 

approach are thus not surprised that some people consider themselves happy in spite of 

personal obstacles, tragedy or lack of any great love or wealth, while others perceive 

themselves as unhappy despite being surrounded by all of life‘s comforts and advantages 

(Lyubomirsky and Leeper, 1997). Studies also indicated that individuals who perceive 

themselves as happy, also think well of themselves, are optimistic about future, experience a 

predominance of positive emotions, and are extraverted. In addition, happy individuals did 

not appear to be inclined towards depression and neuroticism (Costa & McCrae, 1980; Myers 

& Diener, 1995; Lyubomirsky and Leeper, 1997) 

 The evidence for the impact of personality on Subjective Wellbeing starts with 

heritability. The well-known Minnesota study of separated twins suggests that approximately 

half of the variability in positive and negative affect is due to genetic variance (Tellegen, 
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Lykken, Bouchard,Wilcox, Segal, & Rich, 1988). In contrast, common family environment 

had little effect on negative affect and only a moderate influence on positive affect. The 

genetic influence on emotions can be seen in the temperament of infants. It appears that 

temperament has a biological basis that predisposes a person to experience certain types of 

emotions, and it seems likely that consistency in adult emotions are at least in part due to 

these temperament predispositions. Indeed, Stones and Kozma (1986) concluded from 

longitudinal data that subjective wellbeing is primarily a disposition. Further evidence for the 

effects of personality on subjective wellbeing is that several of the “Big Five” traits are able 

to predict people‘s affective experience. For example, extraversion covaries with positive 

affect (Costa & McCrae, 1980; Emmons & Diener, 1985). Extraverted people experience 

more positive affect both when alone and with others (Pavot, Diener, & Fujita, 1990), when 

living alone or with others, when working in a social or solitary job, and when living in a 

small town or urban area (Diener, Sandvik, Pavot, & Fujita, 1992). In addition, life events are 

often caused by personality. Thus, events are not always an exogenous shock from the 

outside, but in everyday life often may result from the individual‘s personality. Headey and 

Wearing (1992) found that life events tend to repeat themselves. Further, extraversion scores 

predicted later positive life events, and neuroticism scores predicted later negative events. 

This impressive result was replicated using objective events by Magnus, Diener, Fujita and 

Pavot (1993). Further, environmental variables (Plomin & Neiderhiser, 1992) and events such 

as divorce (McGue & Lykken, 1992) are likely to be influenced by genetic factors. Thus, 

although life events and circumstances might be implicated in levels of subjective wellbeing, 

the perception of these events themselves are in part due to personality. 

 Other variables that correlate with subjective wellbeing may also do so because of the 

influence of personality predispositions. For example, although perceived social support 

correlates with one‘s well-being, it may do so because personality predisposes people both to 
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extraversion and to positive affect. Similarly, the relation of subjective wellbeing to coping 

style may reflect the third-variable influence of neuroticism. Thus, neuroticism may influence 

a person‘s style of coping and also the person‘s experience of negative affect and thus create a 

correlation between subjective wellbeing and coping. The case for the link of personality to 

subjective wellbeing would be strong on its own merits, but the fact that situational variables 

are often weak predictors of subjective wellbeing seems to buttress the case further. Diener 

(1996) reports data showing that subjective wellbeing in the United States, Japan, and France 

has not changed since 1946, even though economic prosperity in these nations has risen 

dramatically. If economic booms and recessions have an impact on subjective wellbeing, it 

does not appear in these data. Concomitantly, Diener et al. (1993) show that people whose, 

income has risen or declined over the past decade, do not differ in Subjective Wellbeing.  

 An important resource to college students, physical attractiveness, also has only a 

minuscule relation to their reported well-being (Diener, Wolsic, & Fujita, 1995), as does 

intelligence (Diener, 1984). 

 It appears that life circumstances and events often do not strongly influence long-term 

subjective wellbeing because people adapt to events and eventually return to a baseline that is 

established by their personalities (Headey &Wearing, 1992). 

 However it is important to note that events can strongly influence people‘s emotions in 

the short run, and these effects are important in fully understanding subjective wellbeing. For 

instance, people who win lotteries are genuinely happy immediately afterward, and offenders 

who are jailed are often quite unhappy during their first night of incarceration. Also, Kozma, 

DiFazio, Stones, and Hannah (1992) found that Subjective Wellbeing scales are influenced by 

both long-term dispositional factors and short-term situational variables. 
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 Furthermore, people may require several years to adapt to some situations such as 

widowhood. In addition, situations can be important to subjective wellbeing because people 

do not seem to readily adapt to all circumstances. The caregivers of Alzheimer‟s patients, for 

example, do not return to their happy baseline state as time goes by (Vitaliano, Russo, Young, 

Becker & Maiuro, 1991), perhaps because the patient continues to deteriorate over time. 

Thus, to fully understand subjective wellbeing, one must understand short-term moods as 

well as long term averages, and situations can be powerfully important in this realm. 

 Related to the above point, the influence of personality on subjective wellbeing is 

strong only when one considers long-term levels of average affect. When we examine the 

effect of an individual in a specific situation at a specific point in time, the correlation 

between affect and personality is weaker because situational factors strongly influence a 

person‘s momentary emotions. 

 There exists a contradiction in findings regarding the gender difference in Subjective 

Wellbeing. David G Myers and Ed Diener in their article ―Who is happy?”(1995), stated: 

Although women report slightly greater Subjective Wellbeing than men when only positive 

emotions are assessed (Wood, Rhodes, and Whelan, 1989), the net result is roughly equal 

hedonic balance for women and men. In a meta-analysis of 146 studies, gender therefore 

accounted for less than 1% of people‘s global well-being (Haring, Stock, and Okun, 1984). 

The finding generalizes world-wide. In the 1980s collaborative survey of 16 nations, 80% of 

men and 80% of women said that they were at least ―fairly satisfied‖ with life (Inglehart, 

1990).A similar result appeared in a study of 18,032 university students surveyed in 39 

countries (Michalos, 1991). But this was not supported by Anke Plagnol and Richard 

Easterlin. Their research reveals: Less able to achieve their life goals, women end up 

unhappier than men later in life- even though they start out happier.  



25 

 

2.2.2 Turnover Intention: 

 Work in today's organizations is characterized by increasing complexity, rapid change 

and increasingly competitive business environments (Cascio, 1998). In such a turbulent 

environment, the organizations are facing a gradual shift in the traditional employment 

relationships. Organizational loyalty is reported to be in decline as turnover rates increase, 

average job tenure falls and employees go "job shopping" (Neumark, 2001). The issue of 

turnover has thus received serious attention among the organizational behaviourists. Studies 

on turnover behaviour as it affects job performance effectiveness and organizational 

productivity in terms of goal achievement has been conducted by various researchers across 

countries of the world (Akintayo, 2007; Adewoyin 2002, Price, 1992, Richard 2004). 

According to Soyibo (2002) and Staw (1980), turnover is the degree of individual movement 

across the membership boundary of a social system. This definition reveals the dynamic 

nature of turnover since it shows its concern with movement of worker in and out of 

organization. This is why Panes (2001) regarded turnover as a process type of concept. This 

is also why there is need for codifications of the literature concerning employee turnover. By 

codification, we mean an orderly and compact arrangement of substantive findings or 

procedures. 

 The study of turnover cuts across several disciplines. It was previously noted that 

economics study turnover under the label of ―labour mobility‖. Turnover is one type of labour 

mobility – inter-firm movement. Reference is also commonly made to ―labour turnover‖ 

rather than to ―turnover‖. The label of ―labour turnover‖ is often interpreted as the turnover of 

blue-collar workers. There are probably more turnover data about blue-collar workers than 

about white-collar workers. Unskilled, semiskilled, and skilled workers – all blue-collar 

workers – have been favourite subjects of study by turnover researchers. Clerical, sales, 
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professional and managerial workers – all white-collar workers – have been studied less often 

(Billups, 2002; Staw, 1980). 

 Moreover, voluntary and involuntary turnover are commonly distinguished. Voluntary 

turnover is individual movement across the membership boundary of a social system which is 

initiated by the individual (Akintayo, 2007). The term ―quit‖ is probably the most frequent 

label for voluntary turnover. ―Quit‖ and ―resignations‖ are generally used interchangeably. 

Involuntary turnover is movement not initiated by the individual; examples of which are 

dismissals, layoffs, retirements, and deaths (Onimode, 1999). 

 Soyibo (2000) asserts that most involuntary turnover is probably initiated by the 

organization. Dismissal, layoffs, and retirements are examples of organizationally initiated 

turnover. It is possible, however, for turnover to be initiated by neither the member nor the 

organization. An example might be a wife, who leaves her job at her husband‟s insistence; 

the wife‟s turnover is initiated by her marriage partner. Involuntary turnover is best viewed as 

a residual concept that refers to all movement not initiated by the member. Although there are 

difficult methodological problems involved in distinguishing voluntary and involuntary 

turnover, the distinctions continues to dominate the literature (Price, 1992; Richard, 2004). 

 Even with the extensive amount of previous turnover research, relatively few strong 

generalizations are possible. The causes and correlates of employee turnover intention have 

been studied from many different perspectives. The economist may focus on the relationship 

between average wages and turnover rates by type of industry (Burton & Parker, 2003 

Armknecht & Early, 1992). The human resource planner may look at turnover rates by 

occupational category, length of service etc. (Shadare, 2008). The sociologist may compare 

such variables as occupational groups, work group size, or communication pattern (Price, 

1977). The industrial-organizational psychologist may study such individual determinants of 
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turnover intention as job dissatisfaction (Hulin, 2002), commitment (Mowday, Steers, & 

Porter, 1999), or behavioural intention to leave (Raut, 2005; Mobley, Horner, & 

Hollingsworth, 2002). 

 The Brayfield and Crockelt (2005) analyses report reveal that for 2000 – 2002, the 

finance and health-care industries exhibited the highest total separation rates while 

manufacturing industries exhibited the lowest rates. Price (1977) classifies turnover rates by 

type of organization for 53 studies from 1947-1971. He found that manufacturing industries 

had the highest median separation rate and those goods producing organizations had over 

twice the separation rate of service producing organizations. A comparison of Price‟s 

conclusions and the more recent Brafield and Crockelt data is difficult because of differences 

in time period, criteria, and a sample composition. 

 Reviewers of the turnover literature report a consistent negative relation between age 

and tenure – younger employees have a higher probability of leaving (Muchinsky & Tuttle 

1979; Porter & Steers, 1973; Price, 1977). The age-turnover relationship may be based on a 

number of influences. Younger employees may have more entry-level job opportunities and 

few responsibilities, thus making job mobility easier. They may also have inaccurate 

expectations regarding working which are not fulfilled in their jobs (Porter & Steers, 1973; 

Wanous 1980). 

 Similarly, turnover literature also reports a consistent negative relationship between 

length of service and turnover. Turnover is significantly higher for shorter-tenure employees. 

Mangione (2003), in a national multivariate study, found that length of service is one of the 

best predictors of turnover intention. Hulin (2002) found that in any given cohort of hires, 

two-thirds to three-fourths of the quits will occur by the end of the first three years of service; 

of these, more than half will occur by the end of the first year alone. 
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 Akintayo, (2003) in his study of workers‟ recruitment and retention found that turnover 

occurs at all levels of experience for a variety of reason, including family moves and child-

rearing considerations. A national study reports that a little over a quarter of those who left 

their organizations leave because of a family move or because they need time for 

childbearing or child rearing (Ademoye, 1999). Besides, it was reported that ninety percent of 

the unmarried teachers, but only 45.8 percent of the married teachers, were still working 

(Marso & Pigge, 1995). Lornu and Grissmer (1993) theories that the decision to accept and 

keep a job depends on life cycle factors such as existing family status and change in family 

status. 

 Turnover intention has been acknowledged as the best predictor of actual turnover 

(Mobley, 1977; Horn and Griffeth, 1995; Michaels and Spector, 1982; Mobley et al., 1978; 

Brodie, 1995; Fishbein and Ajzen, 1974). Mobley et al. (1979) observed that behavioural 

intentions to stay or leave are consistently related to turnover behaviour. Also, Wunder et al. 

(1982), in their turnover model, measured intent to leave as a surrogate for actual turnover. 

Turnover intention is a complex phenomenon that depends ~n various factors. Growing body 

of research on employee turnover behaviour indicates that age, job satisfaction, tenure, job 

image, met expectations, organizational commitment are consistently related to turnover 

intentions and the actual turnover (e.g. Arnold and Feldman, 1982; Wotruba and Tyagi, 1991; 

Brodie, 1995). 

 Among various factors influencing the intentions of a person to quit the job, job 

satisfaction has been found to be most influential. Locke (1976) described job satisfaction as 

"a pleasurable or positive emotional state resulting from the appraisal of one's job or job 

experiences". The process how job dissatisfaction leads to thoughts of quitting is well 

explained by Mobley's (1977) turnover model which posits that job and working conditions 
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affect job satisfaction which in turn leads to the prevention of thought of quitting, to evaluate 

the utility of searching behaviour, job search. evaluation of alternatives, comparison of 

alternatives to present job, intention to quit or stay, and finally to turnover or retention 

behaviour. Research findings have shown that people who are relatively satisfied with their 

jobs, will stay in them longer, i.e. lower turnover, and be less absent (Jewell and Segall, 1990; 

Locke, 1976). 

 While examining the predictors of intentions to leave a job Harrington et al. (2001) 

observed that emotional exhaustion, lower levels of intrinsic job satisfaction and 

dissatisfaction with salary and promotional opportunities were the main predictors. 

 The literature reviewed for study revealed that various studies have been conducted on 

correlates of labour turnover which include marital status, length of service, relocation and 

life cycle (Ademoye, 1999; Marso & Pigge, 1995, Lornu & Grissmer, 1993 etc). However, 

little or no efforts have been directed to identify the self-related and job-related factors that 

may influence the turnover of PMF personnel.  

2.3. Job-related Variables 

2.3.1 Organizational Commitment (Affective, Continuance & 
Normative):  

 The concept of organizational commitment has become a hot topic in the literature of 

industrial/organizational psychology and organizational behavior in the past decade (Unuvar, 

2006). Organizational commitment represents the attachment that individuals form to their 

employing organizations (Ketchand & Strawser, 2001). An organization benefits from its 

employees‘ commitment in terms of lower rates of job movement, higher productivity and 

work quality, or both (Mathieu & Zajac, 1990). There are several different ways of defining 
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and measuring organizational commitment. The common theme in these various definitions 

and measures is that organizational commitment is a bond or link of the individual to the 

organization (Mathieu & Zajac, 1990). Organizational Commitment is defined as a strong 

desire to remain a member of a particular organization, a willingness to exert high levels of 

efforts on behalf of the organization and a definite belief in, and acceptance of the values and 

goals of the organization (Mowday, Porter and Steers, 1982). 

The most commonly investigated type of organizational commitment is attitudinal and 

describes a state in which an individual identifies with a particular organization and its goals 

and wishes to maintain membership in order to facilitate these goals (Mowday, Porter & 

Steers, 1982). Individuals are linked to the work context so as to gain some rewards from the 

organization in attitudinal commitment.  

Employees can be committed to an organization when they invest what they value to 

the organization. The investments such as time, effort, and money are perceived as losses 

when they give up working for the same organization. This notion of an individual‘s cost or 

loss is defined as calculative commitment. Calculative commitment is a structural 

phenomenon which occurs as a result of individual-organizational transactions in investments 

over time (Hrebiniak & Alutto, 1972).  

Another type of commitment is normative commitment. The idea lying behind 

normative commitment is an employee‘s moral obligation to reciprocate for benefits received 

from the organization. It is defined as the totality of internalized normative pressures to act in 

a way which meet organizational goals and interests (Wiener, 1982). To stay in the company 

is morally right from the point of view of the committed employee without considering 

rewards or positive outcomes gained through his or her tenure.  

Meyer and Allen (1991) insist on three distinct components of organizational 

commitment in order to maintain membership in an organization: a desire (affective 
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commitment), a need (continuance commitment), and an obligation (normative commitment). 

They note that all three forms of organizational commitment are dependent on the 

opportunity the organization provides to employees to feel motivated towards growth and to 

achieve some self-actualization.  

Affective commitment (a desire) refers to the employee‘s emotional attachment to, 

identification with, and involvement in the organization. The desire to maintain membership 

in an organization is due to mostly work experiences. Employees with a strong affective 

commitment continue employment with the organization because they want to do so. 

Continuance commitment (a need) refers to an awareness of the costs associated with 

leaving the organization. Employees whose primary link to the organization is based on 

continuance commitment remain because they need to do so. A lack of other viable 

alternatives, the threat of losing attractive benefits, giving up seniority-based privileges might 

be some of the reasons associated with continuance commitment.  

Finally, normative commitment (an obligation) reflects a feeling of obligation to 

continue employment. Employees with a high level of normative commitment feel that they 

ought to remain with the organization.  

The common theme in organizational commitment is the view that commitment is a 

psychological attachment to the organization with underlying dimensions of compliance, 

identification and internalization (O‘Reilly & Chatman, 1986). According to Mathieu and 

Zajac (1990)‘s meta-analysis, the antecedents of organizational commitment are personal 

characteristics, job characteristics, group leader relations, organizational characteristics, and 

role states. Personal characteristics include age, gender, education, marital status, position 

and organizational tenure, perceived personal competence, ability, salary, Protestant work 

ethic, and job level. 

The second group of antecedents, namely job characteristics, include skill variety, task 
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autonomy, challenge, and job scope. Job scope has the highest positive correlation among 

these antecedents. Group cohesiveness, task interdependence, leader initiating structure, 

leader consideration, leader communication, and participative leadership constitute the third 

group of group leader relations. The next category of antecedents, namely organizational 

characteristics, includes size and centralization. The final antecedent, role states,  include role 

ambiguity, role conflict, and role overload. 

Kristof-Brown et al. (2005)‘s meta-analysis investigated the relationships between 

person-job fit in order to provide a meaningful way of assessing how such a fit influenced 

individuals‘ attitudes and behaviors. Organizational commitment was found to be influenced 

with person-job fit and performance was strongly associated with person-job fit. Their results 

suggested that having a poor person-job fit was a reason for trying to develop skills, change 

jobs internally, or even be demoted.  

Ketchand and Strawser (2001) suggested personal and situational factors as two main 

categories of antecedents of organizational commitment. While an employee enters an 

organization with his or her personal characteristics, situational factors are composed of job 

quality, degree of participative leadership, and co-worker commitment.  

Meyer and Allen (1991) find different antecedents for each component of 

organizational commitment. Personal characteristics such as demographic information (age, 

gender, tenure, and education), personal dispositions such as the need for achievement, 

affiliation, autonomy, higher order need strength, work ethic, locus of control, and central life 

of interest are considered as antecedents of affective commitment. Work experiences and 

organizational structure are found to have much stronger relationships, particularly with 

affective commitment. Affective commitment has the strongest correlation with other work 

behaviors (i.e., attendance, job performance, Organizational Citizenship Behaviour), followed 

by normative commitment. Continuance commitment is found to negatively related or 
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unrelated to these work behaviors. 

Dunham et al. (1994) identified job characteristics such as task autonomy, task 

significance, task identity, skill variety, and supervisory feedback as antecedents of affective 

commitment. For continuance commitment, anything that increases perceived costs could be 

considered as an antecedent (Meyer & Allen, 1991). Dunham et al. (1994) argued that, on the 

contrary, factors such as age and tenure are potential antecedents to continuance commitment, 

rather than affective commitment. They also added career satisfaction and intent to leave to 

these potential antecedents. 

According to Dunham et al. (1994), tenure might indicate such benefits as skills 

unique to an organization, relationships with co-workers, and retirement investments that are 

non-transferable when leaving. Moral and social pressures that a person encounters through 

family and cultural interactions while entering the organization are considered as antecedents 

of normative commitment (Meyer & Allen, 1991). Social pressures found within the 

organization and a sense of moral obligation to reciprocate to the organization as a result of 

some organizational practices such as participatory management are reasons that could also 

be added to such pressures (Dunham et al., 1994). 

The consequences of organizational commitment are of great importance to 

organizations. Lower rates of job movement and higher productivity or work quality are 

important consequences of organizational commitment (Mathieu & Zajac, 1990). 

Organizational commitment is used to predict employees‘ absenteeism, performance, 

turnover, and other behaviors. Turnover intentions and rates, absenteeism, and low 

performance result from the deficiency of organizational commitment. Intentions to leave 

yield the highest negative correlation with organizational commitment (r = -.46, Mathieu & 

Zajac, 1990).  

Mathieu and Zajac (1990) indicate that Katz and Kahn (1966) provided evidence 
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suggesting that employees who were committed would be more likely to engage in more 

creative and innovative behaviours which would enhance their performance and keep the 

organization competitive.  

Among the three dimensions, it may be stated, beyond doubt, that Affective 

organizational commitment is the most desirable and valuable asset to employers, as the 

outcomes of the affective commitment is most positive in terms of employee productivity and 

reduced turnover intention (Lee, 2008). Continuance commitment, on the other hand, is a 

burden to the employer, as it is found to be associated with non-performers, incapable of 

finding out better jobs. Both continuance and normative commitment had been found to have 

association with reduced effort towards the job.  

The current employee work environment is one in which at least two specific issues 

pertaining to Affective organizational commitment come to the forefront. One of those issues 

is that employees work in a multiple-commitment world. The job itself, the organization, and 

the profession compete for employees‘ loyalty. 

Employees may develop affective commitment to a boss or to professional association 

membership (Morrow & McElroy, 1993; Randall & Cote, 1991; Tyree, 1996). Employees 

may also experience different degrees of commitment to various organizational aspects such 

as organizational philosophy (Meyer & Allen, 1997). 

The second issue is that research indicates that some writers raised a concern as to 

whether or not Affective Organizational Commitment was a reasonable expectation for 

employers to hold for their employees in today's work environment where changes in 

leadership and organizational focus may occur rapidly.  

Morrow and McElroy (1993) reported, however, that the notions concerning the lack 

of commitment to organizations today have served as a catalyst for the further study of 

organizational commitment. The maintenance of employee organizational commitment 
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remains as a viable organizational goal. Organizations that are downsized and are 

characterized by organizational change still need a core of employees, especially leaders, who 

are committed to the values and goals of the organization (Caudron, 1996; Meyer & Allen, 

1997). Thus, Affective Organizational commitment remains as a suitable topic for study in 

today's rapidly changing work world. 

Little research with respect to affective organizational commitment has been 

conducted with employees of Indian Paramilitary Force. Industrial, organizational, and 

occupational psychologists have most frequently studied the general subject of organizational 

commitment, mostly in the foreign setting (Mueller, Wallace, & Price, 1992).  

Links between Organizational Commitment and Sense of Subjective Wellbeing: 

 Organizational commitment involves the employees‘ emotional attachment to the 

organization and identification with the goals of the organization. Thus it is definitely a 

positive emotional state which assigns a meaning to a person‘s life. The review of previous 

literature could not identify any work that links affective organizational commitment to sense 

of subjective wellbeing. The researcher considered to be an opportunity to explore such link 

and thus contribute to the existing body of knowledge. 

Links between Organizational Commitment and Turnover Intention: 

 Employees with high affective commitment strongly identify with the goals of the 

organization and express desire to remain a part of the organization. Thus, with  Affective 

Commitment, employees serve the organization, because they ―want to‖ (Mayer & Allen, 

1982). Affective Organizational Commitment has been found to have significant negative 

correlation with turnover Intention. (Lee, 2008) 
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 According to Meyer and Herscovitch (2001), at any point of time, an employee has a 

commitment profile that reflects different levels of these three mind-sets which influence 

different job-related behaviour, such as job-performance, absenteeism and turnover Intention. 

 Meyer et al. (1993) discussed the nature & origin of the three components, while 

affective commitment arises from job conditions and met expectations, continuance 

commitment is produced by the lack of available alternative job and Normative Commitment 

comes from the employees' personal values.. Meyer & Allen (1997) also noted that different 

components of commitment relate differently to performance. Affective and Normative 

Commitment are associated with better job-performance but continuance commitment are 

associated with lower performance ( Hackett et. al., 1994; Shore, Barksdate & Shore, 1993). 

Individuals who believe they must keep their job tend to put reduced effort and perform 

poorly in the job. The poor performance further lead themselves to believe that they won‘t 

find another job (Spector, Paul & Wiley, 2000) and their continuance commitment further 

increases. 

 Hence commitment toward the organization may be regarded as an index of Turnover 

Intention, both constructs being inversely related. 

2.3.2 Perceived Organizational Support: 

Perceived Organizational Support may be defined as the employees‘ perception about the 

goodwill of the employer behind their policies and rewards. Hence Perceived Organizational 

Support gets influenced by the various aspects of an employee‘s treatment by the 

organization and would, in turn, influence the employee‘s interpretation of organizational 

motives under such treatments. This implies that there will be agreement in the degree of 

support that the employee will expect of the organization in a variety of situations. This 
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would include the organization‘s likely reaction to the employee‘s illness, mistakes and 

superior performance and the organization‘s willingness to pay a fair salary and make the 

employee‘s job meaningful and interesting. Perceived support would increase the employee‘s 

expectancy that the organization would reward greater effort towards meeting organizational 

goals. Buchanan (1974) found that the organization‘s reputation as a ―fair employer‖ 

correlates significantly with high level of affective commitment among employees. Cook and 

Wall (1980) reported that employee‘s trust in the management that they would treat 

employees fairly relate positively with loyalty, identification and attachment. Patchen (1960) 

found that Perceived Organizational Support negatively predicts absenteeism. Eisenberger 

and others (1986) report that Perceived Organizational Support strengthens employees‘ effort-

outcome expectancy, resulting in greater efforts towards fulfilling the organizational goals. 

Links between Perceived Organizational Support and Sense of Subjective Wellbeing: 

Employees who perceive that the management is fair and consequently their effort-outcome 

expectancy is met, would probably experience greater sense of wellbeing as compared to 

those who perceive their organizations to be unfair. However, research findings could not be 

found supporting this claim. 

Links between Perceived Organizational Support and Turnover Intention: 

Employees who have lower degree of Perceived Organizational Support are likely to 

experience greater degree of turnover intention and are likely to switch to an organization 

which they perceive to be fair.  

2.3.3  Perception of Communication Satisfaction: 

Two types of satisfaction have been identified in communication research; 

communication satisfaction and relational satisfaction. For the purpose of this research study 
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only communication satisfaction will be considered, since the concept will be explored in 

organizational context. Interpersonal communication satisfaction is based in the feelings of 

―positive expectation fulfillment‖ (Hecht & Marston, 1987, p. 62) experienced by one or both 

individuals during or subsequent to a communication interaction. Communication 

Satisfaction may be essentially considered as a positive feeling that leads to wellbeing and 

sense of satisfaction within a person. Thus satisfaction from communication with superior or 

subordinates not only make the work enjoyable, but also leads to an overall wellbeing of the 

person. 

Links between Perceived Communication Satisfaction and Sense of Subjective 

Wellbeing: 

Employees who experience communication Satisfaction with superiors and subordinates are 

likely to experience greater sense of subjective wellbeing. 

Links between Perceived Communication Satisfaction and Turnover Intention: 

Employees who experience communication Dissatisfaction with superiors and subordinates 

are likely to experience greater Turnover Intention. 

2.3.4 Work-Family Role Conflict:  

 In the last three decades, a great deal of attention was focused on learning more about 

WFRC and its influence on a variety of outcomes (Carlson & Perrewe, 1999). Studies suggest 

that conflict between work and family responsibilities are associated with adverse 

psychological and physical outcomes for employees (Burki, 1988; Bedian, Burke &  Moffet, 

1988; Greenhaus & Parasuraman, 1986; Frone, Russel, Cooper 1992; Greenhaus, 1988; Pleck 

et al. 1980) and their families (Frone et al. 1992). Indeed the National Institute for 

Occupational Safety and Health now identifies work and family conflict as one of the 10 

major stressors in the workplace (Sauter, Murphy & Hurrel, 1990). 
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 Work-Family Role Conflicts may also be defined as ―forms of friction in which role-

pressures from work and family domains are mutually incompatible in some respects‖ 

(Cinamon and Rich, 2002). Fatigue due to role playing in one domain spills into the other due 

to inadequate rest pauses. Researchers suggest work-family conflicts and family-work 

conflicts are two distinct but related forms of Work-Family Role Conflict (Greenhaus and 

Bentell, 1985). Work-to-family role conflict may be defined as ―a form of inter-role conflict 

in which the general demands of, time devoted to, and strain created by the job interfere with 

performing family-related responsibilities‖ (Netemeyer et al., 1996, p. 401). Similarly, 

family-to-work conflict is defined as ―a form of inter-role conflict in which general demands 

of, time devoted to, and strain created by the family interfere with performing work-related 

responsibilities‖ (Netemeyer et al., 1996, p. 401). Work-to-Family Role Conflict has also 

been labelled as Work-Interfering-Family (WIF) Role Conflict (Kelloway, 1999), while, 

Family-to-Work Role Conflict has been labeled as Family-Interferigng-Work (FIW) Role 

Conflict (Kelloway, 1999). 

 According to Kahn et al. (1964), roles are the result of expectations of others about 

appropriate behavior in a particular position. Role conflict is described as the psychological 

tension that is aroused by conflicting role pressures. Role theory suggests that conflict occurs 

when individuals engage in multiple roles that are incompatible (Katz and Kahn, 1978). 

 Greenhaus and Beutell (1985) introduced a tripartite classification of the types of work-

family conflict—time-based, strain-based and behavior-based conflict. Time based conflict is 

experienced when time pressures associated with one role prevent one from fulfilling the 

expectations of the other role. For example, the hours and scheduling of work can disrupt or 

limit participation in the family role (Nieva, 1985). Strain-based conflict is experienced when 

strain or fatigue in one role affects the performance in the other. For example, consistent with 
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the spill over hypothesis (Barling, 1990; Zeddeck & Mosier, 1990), stress experienced in the 

work role has been shown to affect marital functioning (Macewen, Barlin & Kelloway, 1992) 

and marital satisfaction (Kelloway and Barlin, 1994). Finally, behavior based conflict, as 

defined by Greenhaus and Beutell (1985), is a form of conflict, in which “specific patterns of 

in-role behaviors may be incompatible with expectations regarding behavior in another 

role.” For example, a confrontational approach of solving work-problems may be applied 

inappropriately to family problems (Eckenrode & Gore, 1990; Greenhaus & Beutell, 1985; 

Pearlin & Schooler, 1978). Behavior based conflict signifies a form of spill over in which 

behavior developed in one domain influences behavior in the other domain, with the added 

condition that the transferred behavior inhibits role performance in the latter domain. It is 

interesting to note that behavior based conflict need not entail conflicting demands. Rather it 

merely requires that behavior developed in one domain interfere with role performance in 

another domain (Edwards & Rothbad, 2000) 

 There are several variables that mediate the experience of WFRC. There are personality 

variables, family variables and organizational variables. Amongst Personal factors, Negative 

affectivity (NA) is positively related to WFRC. Negative Affectivity is an individual‘s 

predisposition to experience high levels of subjective distress, depression, nervousness, 

anxiety and feelings of anger, contempt, disgust and fear. As Stoeva, Chiu and Greenhaus 

studied the relationship between Negative Affectivity and WFRC among 148 senior civil 

servants in Hong Kong, they found that individuals with high Negative Affectivity experience 

more work-to-family as well as family-to-work role conflict. From their laboratory 

experiments with MBA students, Greenhaus and Powell concluded that the salience or 

importance an individual attaches to his or her work and family roles has a substantial effect 

on how individuals allocated their time. Unproportionate time allocation makes one domain 

suffer and subsequently Conflict results in when the person fails to meet the role expectations 
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of that domain. 

 Self-efficacy has been found to be related to WFRC. Self-efficacy has been defined as 

“people‟s judgments in their capabilities to organize and execute courses of action required 

to attain designated types of performance” (Bandura, 1986). It is found that individual‘s self-

efficacy beliefs regarding his or her work and family responsibilities can help to reduce the 

role-conflict one may experience (Bandura, 1986; Erdwins et al. 2001). 

 Self-awareness also helps reduce conflicts. Individuals vary in their relative importance 

they attach to different parts of their self-identity (for example, family, work, leisure & 

community service). Clarity about the relative importance of the domains help individuals 

make effective decisions about allocation of time and motion to different roles and 

application of resources from one role to enhance the quality of life in the other role 

(Friedman and Greenhaus, 2000). 

 Familial factors also affect WFRC. Employees with significant dependent care 

responsibilities (young children, elderly people, unproductive or disabled family members to 

look for) tend to report higher levels of WFRC (Frone, Russel, Cooper, 1992; Greenhaus & 

Beutell, 1985; Scharlach & Boyd, 1989). Married people are found to experience more 

WFRC. Additionally a system approach suggests that when one of the partners in a couple 

experience WFRC, the other partner also tends to experience it (Hammer et al. 1997). These 

work and family “crossover” effects of stress and strain from one member of a dyad to the 

other have been recently presented in a theoretical model developed by Westman (2001). 

Conversely, individuals whose parner help with children or provide extensive personal 

support or career support tend to perceive lower WFRC (Friedman and Greenhaus, 2000). 

 Organizational factors also hugely affect a person‘s experience of WFRC. For 
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example, the impact of workplace culture on employees‘ perception to WFRC has been 

widely noted (Galinsky et al. 1996; Greenhaus & Beutell, 1985; Scharlach & Boyd, 1989). 

Factors like extensive, irregular or inflexible work hours, extensive travel, work overload & 

other forms of job stress that especially characterizes IT sector, interpersonal conflict at work, 

career transitions, and unsupportive supervisor also produce extensive WFRC (Greenhaus, 

2003). 

 A controversy has arisen over the impact of multiple roles on WFRC. Much of the 

research on WFRC has been based on the premise that multiple roles inevitably create strain 

(For example, Chapman, Ingersoll, Dayton & Neal, 1994; Frone et al. 1992; Goff, Mount & 

Jamison, 1990; Hammer, Allen & Grigsby, 1997) as suggested by role theory (Katz and 

Kahn, 1978) & role scarcity (Goode, 1960). However, there is a growing body of research 

which has found evidence of positive spillover, both from work to home and from home to 

work. Multiple roles may be life enhancing in that they provide additional sources of social 

support, increased skills & heightened self-esteem and well-being. Baruch & Barnett (1987), 

for example, found that women who had multiple life roles (for instance, mother, wife, and 

employee) were less depressed and had higher self-esteem. However, it is the quality of a 

person‘s multiple roles (for example, having an interesting & challenging job and a very 

happy home life), that leads to greater their self-esteem (Barnett & Hyde, 2001). 

 Role conflict was originally conceptualised as an incompatibility between competing 

demands within a role, for example work (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964). 

Role ambiguity is caused when an employee is unsure what type of job behaviour to execute 

in a given work situation (Boles, Johnston, & Hair, 1997). Research has indicated that role 

conflict and role ambiguity affect a wide range of attitudes and behaviours across a variety of 

work settings (Boles et al., 1997). Further, Kahn et al. (1964) noted that employees could 
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experience conflict between work and other life roles (e.g., family, leisure etc.). 

 Goode (1960) defined role strain as ―the felt difficulty in performing role obligations‖ 

(p.483), and the scarcity approach suggests that people have a limited quantity of time, 

energy and attention. Consequently, being involved in multiple roles can quickly deplete a 

person‘s resources if they are not allocated properly, with Goode (1960) suggesting that 

people with greater number of roles are more likely to deplete their resources, and thus result 

in role overload or role conflict. This role strain is similar to inter-role conflict (Kahn et al., 

1964). The scarcity approach is a useful introduction to work-family conflict, which relates to 

the conflict between an employee‘s job and their home responsibilities (Greenhaus & Beutell, 

1985).  

 The work-family literature has a focus on the negative impacts of work-family 

demographic changes, including increased participation rates of women and parents. In 

addition, employees report escalating demands on their time (Aryee, Srinivas, & Tan, 2005), 

which further intensifies and stigmatizes the work-family interface. Frone (2003) asserted 

that as a result of these changes, more families now have to juggle both the demands of 

dependent care with the demands of the job. Indeed, the negative outcomes associated with 

work-family conflict have been well explored, and there is universal agreement that work-

family conflict can be detrimental (Haar, 2004). 

 WFRC has got impact on important individual & organizational outcomes, such as 

absenteeism (Barling, MacEwen, kelloway & Higginbottom, 1994; Goff et al. 1990; Hepburn 

& Barling, 1996; Kossek, 1990; Kossek & Nicole 1992; Thomas & Ganster, 1995), 

intensions to leave work( aryee 1992; Burke, 1988), employee burnout and turn over 

(Bacharach, Bamberger & Conley, 1991; Burke, 1989; Frone et al. 1992; Good, Sisler & 
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Gentry1988), decreased job, family and life satisfaction (Bedian et al. 1988; Boles, Johnston 

& Hair, 1997; Burke, 1988; Higgins, Duxbury & Irving, 1992; Kossek & Ozeki, 1998; 

Thomas & Ganster, 1995; Wiley, 1987). Moreover, Negative mental health and physical 

health outcomes have been related to high levels of WFRC ( Bernett & Rivers, 1996; Boles et 

al. 1997; Frone, 2000; Frone et al. 1997; Thomas & Ganster, 1995). Additionally, WFRC was 

found to be related to increased cigarette smoking and alcohol consumption (Barnes & 

Farrell, 1994; Frone et al. 1997) 

 Links between Work-Family Role Conflict and Sense of Subjective Wellbeing: 

 Researchers have shown that conflict between work and family role can lead to a 

decrease in overall sense of wellbeing and satisfaction, including life satisfaction, marital 

satisfaction and job satisfactions (Netemeyer, Boles and Mcmurrian, 1996).Additionally, 

Williams and Alliger (1994) noted a spillover of negative moods from work to family 

conflict. Thus work-family conflicts produce negative affect and diminish Subjective 

Wellbeing from one‘s life, which in turn negatively affect one‘s mental and physical health. 

Frone, Barnes, and Farrell (1994) suggested that work-family conflict reflects the overall 

goodness-of-fit between an employee‘s job and family life, and this conflict is an important 

source of stress that can influence an employee‘s wellbeing. 

 WFRC has been found to be a negative predictor of employee‘s well-being (Vallone & 

Donaldson, 2001) and several studies have shown that it is a mediator between work and 

family roles and individual wellbeing (Aryee et al. 1999; Frone et al. 1997a). Also, it has 

been empirically shown to lead to psychological depression (Googins, 1991), Physical 

ailments (Frone et al. 1997a), Lower life satisfaction (Aryee, 1992), Lower quality of family 

life (Higgins et al. 1992) and lower energy levels (Googins, 1991). Additionally it is 

negatively related to employee job satisfaction (Boles et al. 2001). 
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 Links between Work-Family Role Conflict and Turnover Intention: 

 The notion that higher work-family conflict would lead employees to consider leaving 

their organisation is well supported. Indeed, turnover intention is amongst the most studied 

outcomes in the work-family conflict literature (e.g. Anderson, Coffey, & Byerly, 2002; 

Cohen, 1997; Good, Page, & Young, 1996; Maertz, 1999; Shaffer, Harrison, Gilley, & Luk, 

2001). Despite this interest, and the only recent emergence of positive spillover, there has 

been a lack of positive spillover exploring turnover intention (for an exception see Wayne, 

Randel & Stevens 2006). Cohen (1997) asserted work-family conflict could cause employees 

to quit their job, and his claim has been supported (Good, Sisler, & Gentry, 1988). The 

rationale is that employees experiencing greater conflict in their workplace would seek 

employment elsewhere, perhaps to a potentially ‗less stressful‘ place. Mowday, Porter, and 

Steers (1982) argued that issues outside the home might also influence turnover intentions, 

and as such, intentions to leave a job are positively related to work-family and family-work 

conflict (Grandey & Cropanzano, 1999). 

2.3.5 Job Satisfaction:  

 Job satisfaction is one of the most researched attitudes in the literature of 

industrial/organizational psychology, social psychology, and organizational behavior 

(Alotaibi, 2001; Parnell & Crandall, 2003). It is certainly a vital component of the work 

environment to measure and monitor for any employer. Job satisfaction is essential for 

organizations interested in developing and retaining productive employees for organizational 

success (Siegel & Lane, 1974). It is defined by Locke as a pleasurable and positive emotional 

state caused by the appraisal of one‘s job or job experience (1976, p. 1300). Such a definition 

suggests that job satisfaction contains an affective component (emotional state) and a 

nonaffective or cognitive component (appraisal) (Organ, 1988b; Organ & Konovsky, 1989).  
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Affect refers to the individual‘s immediate feeling state. On the other hand, the cognitive 

component shows that satisfaction is tied to the expectations and standards of comparison in 

terms of which current circumstances are being evaluated. The person‘s work values that 

refer to what a worker wants or desires to attain from work are important for determining 

work satisfaction (Siegel & Lane, 1974). 

 The determinants of job satisfaction are analyzed in two general categories in the 

literature: dispositional (personal) characteristics and work motivation (Pool, 1997). Ability, 

experience, knowledge, work history, and work ethic are some of the factors that constitute 

the individual characteristics category. Positive/negative affect distinction is important for 

personal factors according to Arvey et al. (1989). The capacity a person has to experience 

enthusiasm about his or her job and to experience feelings of trust towards the organization 

describes positive affect, while negative affect involves how much a person tends to be 

worried, suspicious, fearful, or dissatisfied towards an organization. 

 According to some researchers, personal traits have a secondary role with respect to 

situational or motivational factors (e.g., Pool, 1997). Work motivation, leadership behaviors 

of consideration and initiating structure, task substitutes, and organizational characteristics 

such as cohesive work groups, advisory support from staff, formalization, inflexible rules, 

and rewards are considered to be strong predictors of job satisfaction. Security, advancement, 

benefits, information on success or failure, type of work, vacation and holiday practices, and 

working conditions are factors that are related to job satisfaction (Siegel & Lane, 1974). Pay 

is also an important factor that cannot be neglected since it is both a satisfier of basic needs 

such as food, shelter, clothing, and a symbol of status. Furthermore, considerate supervisors 

who are supportive, warm, and employee-centered rather than hostile, apathetic, and job-

centered are also considered as a source of satisfaction from the point of view of employees 
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(Hamner et al., 2007). The best supervisor-employee relationships occur when the supervisor 

helps the employee satisfy his or her values or perceived needs and the attitudes and values of 

the supervisor match closely those of the employee. Kreitner and Kinici (2003) argued that 

need fulfilment, discrepancies between expectations and receipts, value attainment, equity 

and dispositional/genetic components were five major factors that contributed to an 

employee‘s job satisfaction. Recognition, achievement, the work itself, and responsibility 

advancement are considered as important motivators that increase satisfaction. 

 Need fulfillment constitutes the basis for job satisfaction. The need satisfaction model is 

used to understand job satisfaction as a theoretical framework (Salancik & Pfeffer, 1977). 

The need-satisfaction model asserts that people have basic, stable, relatively unchanging, and 

identifiable attributes, including needs and personalities. In addition, jobs have stable, 

identifiable, and relatively unchanging characteristics that are relevant to needs of 

individuals. Job satisfaction is considered as a result of the match between the needs of the 

individual and the characteristics of the job. 

 The lack of job satisfaction results in high absenteeism, high turnover, low 

performance, and decreased productivity (Koys, 2001). Relevant literature also suggests that 

job satisfaction should more strongly affect subjective wellbeing than the other antecedents 

(Organ et al., 2006). 

 Job satisfaction makes the person more likely to perform a job when the characteristics 

of the jobs are compatible with the needs of the person (Salancik & Pfeffer, 1977). Jobs that 

fulfill a person‘s needs are satisfying and those that do not are not satisfying. Salancik and 

Pfeffer stated that  
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“If the person is satisfied with his/her job, it is presumably because the job has 

characteristics compatible with his/her needs. If the person is unhappy with his/her job, it is 

because the job presumably not satisfying his/her needs‖ (Salancik & Pfeffer, 1977, p. 428). 

 Locke pointed out that 

“A job is not an entity but complex interrelationships of tasks, roles, responsibilities, 

interactions, incentives and rewards. Thus, an understanding of job attitudes requires that 
the job be analyzed in terms of its constituent elements” (Locke, 1976, p. 1301). 

  Katz (1964) considered a link between job satisfaction and job enlargement. While he 

claimed that the development of intrinsic job satisfaction was essential for the motivational 

pathway to high productivity, he suggested structural changes in tasks such as job 

enlargement for securing higher motivation to produce. 

 Strong empirical support exists for the relationships between the job characteristics and 

job satisfaction (Boonzaier et al., 2001). Researchers such as Kemp and Cook (1983), 

Champoux (1991), and Renn and Vanderberg (1995) report that the job characteristics 

strongly correlate with satisfaction. 

 Job satisfaction refers to the degree to which one feels positive about one's job, 

resulting from an evaluation of its characteristics. This means that an employee's assessment 

of how satisfied or dissatisfied s/he is with the job is a complex summation of a number of 

discrete job elements like pay, nature of work, supervision, promotion, opportunity, relation 

with co-workers and so on ( Robbins & Judge, 2007). However, besides these job-related 

factors, it has been found that personal factors also play a crucial role in determining job 

satisfaction. These are age, health, tenure of service, emotional stability, social relationships, 

motivation and aspiration etc. (Schultz & Schultz, 2002). This explains why some people are 

satisfied while others are dissatisfied on the same job. Twin studies reveal that job 
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satisfaction is more influenced by genetic endowment than by features of the work 

environment (Schultz & schultz, 2002).  

Links between Job Satisfaction and Sense of Subjective Wellbeing: 

 Job satisfaction is also closely related to life satisfaction as a whole and the former in 

influenced by the latter. A study of 479 police officers reveal that life satisfaction was 

influenced by satisfaction with their job (Hart, 1999).  

 Judge and Watanabe (1993) studied the life satisfaction-job  satisfaction relationship 

and found that job satisfaction and life satisfaction are significantly and reciprocally related. 

As a matter of fact, this reciprocity of relationship has been highlighted by many authors. 

Smith, Kendall, and Hulin (1969) suggested that the extremely different conditions that each 

worker brings to the job must be considered. To Smith et al. (1969), job satisfaction is a 

function of the perceived characteristics of the job in relation to an individual's frame of 

reference. Alternatives available to the individual, expectations that the individual has, and 

the experiences that the individual brings to the job all play important roles in job 

satisfaction. 

 Thus, it may be said that job satisfaction is an important construct in relation to the 

sense of subjective wellbeing and the two variables are closely related. 

Links between Job Satisfaction and Turnover Intention: 

 In a meta-analysis, Carsten and Spector (1987) found a significant negative correlation 

of -.26 between job satisfaction and turnover. Similarly, Hellman (1997) conducted a meta-

analysis and found the relationship between job satisfaction and intent to leave was 

significantly different from zero and consistently negative. In an investigation, Hulin (1966) 



50 

 

compared clerical workers who subsequently quit, to a matched sample of those who did not 

quit and found that turnover was clearly negatively related to job satisfaction. In a follow-up 

study, Hulin (1968) made changes in the jobs to correct some of the dissatisfying factors 

mentioned by those who quit. He observed that these changes led to significant decreases in 

turnover.  

 According to Lee and Mowday (1987) and Tett and Meyer (1993) high job satisfaction 

leads to lower turnover, while low satisfaction leads to higher turnover. However, Weitz 

(1952) argued that job dissatisfaction would be more predictive of turnover, if it was 

considered in the light of an individual's predisposition to be satisfied with everyday life 

events.  

2.3.6  Organizational Climate: 

―Organizational climate is the study of perceptions that individuals have of various aspects of 

the environments in the organization‖ (Owens, 1987). Organizational Climate is 

interchangeable with the term psychological environment of the organization. It is concerned 

with the structure, autonomy, reward structure, tolerance and conflict, need for innovation, 

warmth, support, consideration, job stress, job satisfaction, leadership style etc. 

organizational climate is the term frequently employed to describe the psychological structure 

of organization and their sub units. Every Paramilitary Organization has uniqueness or 

climate of its own. Among the various interactions taking place in the college system, the 

interaction between the principal and the teachers decides or contributes to a large extent in 

determining the atmosphere or the climate. This climate affects the behaviour of the 

individual living and working in the environment which in turns influences their 

performance. Thus the environment of an organization is an important factor, which 

influences the behaviour and activities of the role participants.  
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Various researchers have defined organizational climate in different ways, but there 

seems to be consensus on what constitutes organizational climate. Freiberg and Stein (1999) 

assert that ―organization climate is the ‗heart and soul‘ of organization; the feature of an 

organization that motivates employees to love the organization and desire to be there every 

day. The heart and soul are used metaphorically to underscore the importance of 

organizational climate; it motivates and gratifies employees that they feel comfortable 

making them to be attracted to the organization.‖ In view of this, climate is the aspect of the 

organization that gives it life and reveals values that the organization cherishes. 

Organizational climate is a concept that deals with staff members‘ perceptions of the working 

environment. This climate is directly influenced by administrators which in turn affects the 

motivation and behaviours of the entire staff. More specifically, climate is a relatively 

enduring quality that is experienced by employees, influences their behaviour, and is based 

on their collective perceptions (Hoy and Forsyth, 1986). 

Links between Organizational Climate and Sense of Subjective Wellbeing: 

Organizational climate is a relatively enduring quality of the organization that is experienced 

by employees. Hence it definitely has a great impact upon the sense of subjective wellbeing 

of the employees.  

Links between Organizational Climate and Turnover Intention: 

Organizational climate which are not suitable for an employee may lead to turnover intention 

as well.  
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2.3.7   Job Stress:  

 Stress is defined as the physiological and psychological responses to excessive and 

usually unpleasant stimulation and to threatening events in the environment (Schultz & 

Schultz, 2002). Job stress is usually thought of as the work demands that exceed the workers' 

ability to cope (Rice, 1978). From an interactionalists' point of view, stress is the interaction 

of work conditions with workers' characteristics that change normal psychological and/or 

physiological functions (Beehr & Newman, 1978). 

 Job stress results from ―characteristics of the job environment which pose a threat to the 

individual (Chaplan et. al., 1975). The threat may be due to either excessive demands of the 

job or to insufficient supplies to meet the workers' need. The first factor is operational and 

depends on the nature of the job while the second factor is usually organizational and varies 

from one organization to another, depending on the management policies of the organization. 

The first factor is usually described as ―overload‖ and the second factor is related to job 

outputs like salary, job satisfaction and opportunity for growth (Rice, 1987) 

 While some stress can be a positive motivator, it is generally regarded as destructive 

and even life threatening (Kwak et al., 2006). Furthermore, the highest level of associated 

stress are related to organisational factors such as management style, poor communication, 

lack of support, inadequate resources and work overload (Kop et al., 1999). The documented 

symptoms of stress include digestive orders, cardiovascular diseases, alcoholism, domestic 

violence, post-traumatic stress disorder, depression and suicide. There are various types of 

stress that can be encountered by police officers in their daily study. Researchers such as 

McCarty et al. (2007), Malach-Pines and Keinan (2007) and Kwak et al. (2006) have 

identified the related research on stress. 
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 Stress affects all levels of PMF personnel, while the lower level employees are 

considered to be the most stressed out (Crank et. al., 1993), the middle level officers 

experience stress from all sides, from unsupportive superiors above and disobedient 

subordinates below. The high level officers also report stress due to the criticality of their job. 

 PMF personnel are stressed due to the constant exposure to violence, negative or 

confrontational interactions with individuals, a sense of personal endangerment, fear of 

revenge from enemies and watchful media (Bruke, 1994; Brown & Campbell,1994; Gaines & 

Jermis, 1983; Ganster, Pagon & Duffy, 1996; Sewell, 1983). In contrast, if they are deployed 

in a safe zone and asked to do mundane office works, they feel that their skills are going to be 

wasted. Thus there is an inherent paradox in the lives of PMF personnel, known as ―police 

paradox‖ (Cullen et. al., 1983). 

 Links between Job Stress and Sense of Subjective Wellbeing:  

  Fairbrother and Warn (2003) confirm that occupational stress is negatively related to 

sense of wellbeing as well as job satisfaction. Occupational stress, hence, is found to be a 

mental and physical condition that calls in a detrimental effect on the individual's 

productivity, effectiveness, personal health and quality of work (Comish and Swindle, 1994).   

Furthermore, occupational stress can also lead to stress-related illness, emotional distress, 

cardiovascular disease, alcoholism, and even suicide among workers (Karasek & Theorell, 

1990). 

 Links between Job Stress and Turnover Intention: 

 Employees who start to feel the ―pressure to perform‖ can get caught in a downward 

spiral of increasing effort to meet rising expectations which ultimately leads to turnover 

intention (Mosadeghrad, 2013). The relentless requirement to work at optimum performance 
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takes its toll in turnover intention, reduced efficiency, illness and even death (Mosadeghrad, 

2013). Within organizations, occupational stress may manifest itself as absenteeism, staff 

turnover, turnover intention and reduced performance (Clarkson & Hodgkinson, 2007). 

2.3.8 Quality of Work Life 

 Quality of Work Life [QWL] is a process by which an organization responds to 

employee needs by developing mechanisms to allow them to share fully in making the 

decisions that design their lives at work. Vigorous domestic and international competition 

drives organizations to be more productive. Proactive managers and HR departments respond 

to this challenge by finding new ways to improve production. Some strategies rely heavily 

upon new capital investment technology while others seek changes in employee relation 

practices. HR departments are involved with efforts to improve productivity through changes 

in employee relations. QWL means having good supervision, good working conditions, good 

pay & benefits and an interesting, challenging and rewarding job. 

 A group of workforces that is greatly affected in QWL as a result of dynamic changes 

in work environment is Information Technology (IT) professionals.  

 As the work culture changes drastically in the recent years, the traditional concept of 

work to fulfill humans‘ basic needs are also fading out. The basic needs are continued to 

diversify and change according to the evolution of the work system and standards of living of 

a workforce. Thus a definition by Suttle (1977) on the QWL as the degree to which work is 

able to satisfy important personal basic needs through their experience in the organization is 

no longer relevant.  

 Generally jobs in the contemporary work environment offer sufficient rewards, benefits, 

recognition and control to employees over their actions. Although to some extent 
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contemporary workforce are compensated appropriately, their personal spending practices, 

lifestyles, leisure activities, individual value systems, health and so forth can affect their 

levels of need. It is similar to the argument posted in the Maslow‘s hierarchy of needs in 

which each individual has different level of needs because in reality what is important to 

some employees may not be important to others although they are being treated equally in the 

same organization. This definition, focusing on personal needs has neglected the fact that the 

construct of QWL is subjective and continuously evolves due to ever-growing needs of each 

and every employee.  

 Hackman and Oldhams (1980) further highlighted the constructs of QWL in relation to 

the interaction between work environment and personal needs. The work environment that is 

able to fulfill employees‘ personal needs is considered to provide a positive interaction effect, 

which will lead to an excellent QWL. They emphasized the personal needs are satisfied when 

rewards from the organization, such as compensation, promotion, recognition and 

development meet their expectations. Parallel to this definition, Lawler (1982) defines QWL 

in terms of job characteristics and work conditions. He highlights that the core dimension of 

the entire QWL in the organization is to improve employees‘ well-being and productivity. 

The most common interaction that relates to improvement of employees‘ well-being and 

productivity is the design of the job. Job design that is able to provide higher employee 

satisfaction is expected to be more productive. However, he accepted the fact that QWL is 

complex, because it comprises physical and mental wellbeing of employees.  

 Later definition by Beukema (1987) described QWL as the degree to which employees 

are able to shape their jobs actively, in accordance with their options, interests and needs. It is 

the degree of power an organization gives to its employees to design their work. This means 

that the individual employee has the full freedom to design his job functions to meet his 
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personal needs and interests. This definition emphasizes the individual‘s choice of interest in 

carrying out the task. However, this definition differs from the former which stresses on the 

organization that designs the job to meet employees‘ interest. It is difficult for the 

organization to fulfill the personal needs and values of each employee. However if the 

organization provides the appropriate authority to design work activities to the individual 

employees, then it is highly possible that the work activities can match their employees‘ 

needs that contribute to the organizational performance.  

 In the same vein Heskett, Sasser and Schlesinger (1997) define QWL as the feelings 

that employees have towards their jobs, colleagues and organizations that ignite a chain 

leading to the organizations‘ growth and profitability. A good feeling towards their job means 

the employees feel happy doing work which will lead to a productive work environment. This 

definition provides an insight that the satisfying work environment is considered to provide 

better QWL. Proceeding to previous definitions, Lau, Wong, Chan and Law (2001) 

operationalized QWL as the favorable working environment that supports and promotes 

satisfaction by providing employees with rewards, job security and career growth 

opportunities. Indirectly the definition indicates that an individual who is not satisfied with 

reward may be satisfied with the job security and to some extent would enjoy the career 

opportunity provided by the organization for their personal as well as professional growth.  

 The recent definition by Serey (2006) on QWL is quite conclusive and best meet the 

contemporary work environment. The definition is related to meaningful and satisfying work. 

It includes (i) an opportunity to exercise one‘s talents and capacities, to face challenges and 

situations that require independent initiative and self-direction; (ii) an activity thought to be 

worthwhile by the individuals involved; (iii) an activity in which one understands the role the 

individual plays in the achievement of some overall goals; and (iv) a sense of taking pride in 
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what one is doing and in doing it well. This issue of meaningful and satisfying work is often 

merged with discussions of job satisfaction and believed to be more favorable to QWL. 

 This review on the definitions of QWL indicates that QWL is a multi-dimensional 

construct, made up of a number of interrelated factors that need careful consideration to 

conceptualize and measure. It is associated with job satisfaction, job involvement, 

motivation, productivity, health, safety and well-being, job security, competence 

development and balance between work and non-work life as is conceptualized by European 

Foundation for the Improvement of Living Conditions (2002).  

 To summarize, QWL is viewed as a wide-ranging concept, which includes adequate and 

fair remuneration, safe and healthy working conditions and social integration in the work 

organization that enables an individual to develop and use all of his or her capacities. 

Majority of the definitions aim at achieving the effective work environment that meets with 

the organizational and personal needs and values that promote health, wellbeing, job security, 

job satisfaction, competency development and balance between work and non-work life. The 

definitions also emphasize the good feeling perceived from the interaction between the 

individuals and the work environment. 

 Understanding the nature of work in the contemporary environment, we define QWL as 

the effectiveness of work environment that transmit to the meaningful organizational and 

personal needs in shaping the values of the employees that support and promote better health 

and well-being, job security, job satisfaction, competency development and balance between 

work and non-work life. 

 A number of researches have been conducted to gain insight into the construct and 

identify the factors that determine such experiences at work (Dejamott, Talcezawa 1984; 
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Chernn, 1978; Thompson, 1983; Taylor, 1985; Cooper, 1980; Mirvis & Lawler, 1984; 

Mirvis, 1986; Sirgy et al., 2007)Lawler 1982; Kerce & Boothkewelcy, 1993). Seashore 

(1975) stated ―a significant byproduct of the approach to the QWL has been the identification 

of those aspects of job environment that influences most strongly job satisfaction, job 

performance and lifelong experiences of those who are so employed‖. 

 Dr. Dockery from his research findings has concluded that work has a very large impact 

upon people‘s feelings of wellbeing. Moreover, it is not just the state of being in work that 

affects wellbeing, but rather the quality of one‘s working life. (Happiness, Life Satisfaction 

and the Role of Work: Evidence from two Australian surveys- Dr. Alfred Michael Dockery.) 

 The role of work environment and employee wellbeing is of utmost importance. There 

is evidence that a democratic work environment increases QWL (Cooper, 1980). 

Links between Quality of Work Life and Sense of Subjective Wellbeing: 

QWL includes positive aspects of work-life and leads to work-related wellbeing. Since, work 

life may be considered as a very important part of the total life, higher QWL might be related 

to higher sense of subjective wellbeing. 

Links between Quality of Work Life and Turnover Intention:  

QWL essentially comprises of positive aspects of life. Hence, people who experience high 

QWL, staying in the PMF job, might be less probable to change the organization. Thus QWL 

and Turnover intention might be inversely related to each other. 
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2.4. Self-related Variables: 

2.4.1 Trait Anger 

 Anger is an emotional state that arises when a person perceives another person or an 

object or event as causing some obstacle to a goal, without justification and perceives an 

opportunity to change the anger-eliciting context (Harmon-Jones & Allen, 1998). The neural 

processes underlying a limited set of about six basic emotions (Ekman, 1994; Izard, 1977; 

Panksep, 2000), including anger, are innate and universal. Basic anger, like other basic 

negative emotions, typically consists of a relatively brief emotion activation-

feeling/motivational action episode. Some individuals anger more frequently and intensely 

than others. This individual proneness to experience anger more or less frequently is termed 

as trait anger. Stable individual differences in anger arousal exist from the 1st year of life 

(Denham, Lehman, Moser, & Reeves, 1995; Izard, Libero, Putnam, & Haynes, 1993; 

Lemery, Goldsmith, Klinnert, & Mrazek, 1999; Sullivan, Lewis, & Alessandri, 1992). 

 Links between Trait Anger and Sense of Subjective Wellbeing:  

 Review of literature suggests that enduring negativity in affect impedes sense of 

subjective wellbeing to a great extent (Diener et al., 2003; Mukherjee, 2012). Trait Anger, in 

particular, has also been linked with reduced level of Happiness and sense of subjective 

wellbeing (Diener, 1996). 

 Links between Trait Anger and Turnover Intention: 

 Review of existing literature does not suggest any particular link between trait anger 

and turnover intention. However, the present researcher is curious about the relationship 

between these two variables in policing context. It might be that people with high trait anger 
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find an expression of their anger in this particular job and thus they are less prone to quit such 

jobs. The researcher finds it to be worthy of exploring in the present research. 

2.4.2 Trait Anxiety: 

 Trait Anxiety is a general tendency to exhibit anxiety. Individuals with high trait 

anxiety are predisposed to perceive a wide range of situations as dangerous or threatening, 

and respond to those situations with increased state anxiety. 

 Anxiety is a psychological and physiological state characterized by somatic, emotional, 

cognitive, and behavioral components (Seligman, Walker, & Rosenhan, 2001). 

  Trait anxiety is ingrained in a person's personality and individuals with high trait 

anxiety tend to view the world as a dangerous and threatening place. These individuals tend 

to worry more than most people and feel inappropriately threatened by several things in the 

environment. For example, in a situation where most people would react in an anxious way, 

individuals with trait anxiety would react in an overly, almost debilitating, anxious manner. 

Trait anxiety denotes relatively stable individual differences in anxiety proneness and refers 

to a general tendency to respond with anxiety to perceived threats in the environment 

 Trait anxiety refers to a general level of stress that is characteristic of an individual, that 

is, a trait related to personality. Trait anxiety varies according to how individuals have 

conditioned themselves to respond to and manage the stress. What may cause anxiety and 

stress in one person may not generate any emotion in another. People with high levels of trait 

anxiety are often quite easily stressed and anxious. 

 Sigmund Freud was the first person to consider anxiety to be a critical component of 

personality. Anxiety, for Freud, was ‗something felt‘ – a specific unpleasant emotional state 
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or condition of the human organism that included experiential, physiological and behavioural 

components. 

 The term anxiety is currently used to refer to at least two related, yet logically quite 

different constructs. Empirically, anxiety is perhaps most often used to describe an 

unpleasant, emotional state or condition. Anxiety is also used to describe relatively stable 

individual differences in anxiety-proneness as a personality trait. In the first sense of the term, 

it is called state anxiety while the term trait-anxiety is used to denote the second sense of the 

term. The concepts of state and trait anxiety were first introduced by Cattell (Catell & 

Scheier, 1963) and have ben elaborated by Spielberger (Spielberger, 1966). According to 

Spielberger, Trait-anxiety refers to relatively stable individual differences in anxiety 

proneness, that is, to differences between people in the tendency to perceive stressful 

situation as dangerous and threatening and to respond to such situations with elevations in the 

intensity of their state anxiety reactions. Moreover, the stronger the trait-anxiety in an 

individual, the more probable it is for him/her to experience state-anxiety with greater 

frequency and higher intensity. 

 Links between Trait Anxiety and Sense of Subjective Wellbeing:  

 Review of literature suggests that enduring negativity in affect impedes sense of 

subjective wellbeing to a great extent (Diener et al., 2003; Mukherjee, 2012). Trait Anxiety, 

in particular, has also been linked with reduced level Happiness and sense of subjective 

wellbeing (Diener, 1996). 

 Links between Trait Anxiety and Turnover Intention:  

 Since the PMF job requires ‗nerves‘, patience and vigilance (Waters and Ussery, 2007), 

the researcher assumes that it will be particularly difficult for people with high level of 
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anxiety. Thus, individuals with high level of trait anxiety will find the PMF job to be 

especially difficult and thus, they will probably be high on turnover intention. The 

relationship between these two variables are only hypothesized and not supported by existing 

literature. 

2.4.3 Perceived Self-Esteem 

Self-Esteem refers to the confidence in one‘s capacity to achieve values (Branden, 1970). It 

reflects how the individual views and values the self at the most fundamental levels of 

psychological experiencing (Bednar & Peterson, 1995). 

Theoretical work in the area of self-esteem began a century ago with seminal works by James 

(1892) and Cooley (1902), whose theories continue to guide and influence present work on 

the subject. James (1892) contended that self-esteem was based on one‘s perceived 

competency in valued domains, whereas Cooley (1902) focused on the importance of social 

acceptance and the reflected appraisals of others. For James (1890), who is the father of 

American psychology and credited with the initial formal study of self-esteem, the self is 

―part of me‖ that is one‘s body, abilities, reputation, strengths and weaknesses, and 

possessions. If any of those components is diminished or enhanced, people can react as they 

were diminished or enhanced because they have indeed defined the part as the self. 

Therefore, each person emphasises on what James called self-feeling or self-love on the basis 

of successes and failures in what has been chosen as being the most true self. All the other 

possible selves not chosen become irrelevant to the one‘s self-esteem. Whatever one choose 

to identify as a goal for oneself – a reputation by which one would like to be known or an 

attribute that one would like to have- become one of one‘s pretensions. The degree 

determines one‘s self-esteem in that particular sphere of experience. 
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According to James (1890) three major elements of the self are there from which pretensions 

are chosen: the material self, the social self and the spiritual self. The material self refers to 

objects and pretensions that are considered as one‘s personal property or one‘s identification: 

body, clothes, family, home, car etc. If the material realm prospers, the individual feels 

enlarged. On the contrary, if one‘s possessions are damaged or lost, the person feels smaller. 

The social self is connected with a person‘s reputation or share of recognition. Person may 

have many social selves – being son or daughter to parents, being students in school, or friend 

of someone and so forth. According to James (1890) three major elements of the self from 

individual‘s pretensions or goals will depend on age and personality. For preschool children, 

recognition from parents will be dominant while for adolescents, peers affirmation will be 

weighted heavily. For adults and working people, opinions of significant others, superiors 

and colleagues will matter the most. 

Finally, the spiritual self is the inner or subjective being of individual. One‘s recognition is 

related to what he/she thinks about things and those thoughts have continuity over time. It 

may be defined as ―the innermost center of one‘s being‖.  

Bednar and Peterson (1995) considered self-esteem in terms of a general and a specific 

aspect. Although there are some individual fluctuations caused by daily encounters, there is 

an average expression of self-esteem that one develops over time. If a person has succeeded 

consistently over a period or has experienced repeated failures, the general level of self-trust 

or distrust may shift. 

Cooley‘s conceptualization from more sociological perspective than James, about self in 

which function to unify and stimulate behavior, was an innate or instinctual. It was motivated 

toward self-appreciation and promoting survival (Wells & Marwell, 1976). To Cooley 

(1902), the self has several aspects and the most dominant one is social self. This social self-
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arises from the one‘s observations of how others react to the self. That is, people learn to 

identify themselves by the perceptions of others, termed as the looking-glass self. 

 Freud‘s psychoanalytic theory contributed to the widespread concern with the self. 

Although Freud never used the term self or self-esteem directly, the concept of ego in 

Freudian theory had much in common with the notion of self as viewed by a number of other 

theorists. In psychoanalytic theory, conscious awareness was largely considered under the 

concept of ego. Therefore, the defense mechanism, the relationship of consciousness to the 

external world and the inculcation of moral values – all of them are figured in Freudian 

theory – became topics of interest for the self-theorist (Gergen, 1971). 

 Although Adler did not discuss self-esteem directly like Freud, he explained a universal 

tendency toward an inferiority feeling apparently innate. Finally he found that major goal of 

the individual was a striving for superiority (Wells & Marwell, 1976). He believed that each 

person has a unique view of reality through the creative self. This creative self tries to make 

sense of life and to plan for achieving goal of completeness and perfection. The motivation of 

this creative self was named as striving for superiority. In other words, the creative self lives 

within a style of life or a way of interpreting reality consistent with one‘s life goals chosen 

early in life. Each of us is engaged in striving for superiority toward a goal of completeness 

or perfection (Bednar, & Peterson, 1995). The positive responds of significant others, with 

acceptance and encouragement, or negative responds of significant others including excess, 

either support or undermine the development of self-esteem in the child. To Adler, 

development of the one‘s social interest or involvement in society allows a person to achieve 

self-acceptance (Coopersmith, 1967). 

According to Horney (1942), an individual wish to value to oneself and to be valued by 

others that led to either self-esteem or self-alienation. She differentiated between idealized, 
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potential and actual states of self. The person‘s inherent potentialities were named the ―real 

self‖, while actual qualities were termed the ―actual self‖. The ―self ideal‖ guides to person‘s 

actions. On the other hand, the ―idealized self‖ is defined based on neurotically idealized 

image of one‘s capacities and goals that is considered. 

Social-psychological perspectives come from the areas of social psychology within both 

psychology and sociology. One of the primary theorists or researchers in self-esteem is the 

sociologist Rosenberg. who emphasized especially on the dynamics of the development of 

positive self-image during adolescence. He searched for examining the development of self-

evaluative behavior within the social environment of the family and the relation of self-

esteem to subsequent social behaviors (Wells and Marwell, 1976). 

Links between Self Esteem and Sense of Subjective Wellbeing: 

High self-esteem makes one feel good from within. Moreover, research shows that People 

with high self-esteem also receive more respect from others (Diener, 2009). Hence, higher 

self-esteem is associated with higher sense of subjective wellbeing (Diener, 1996). 

Links between Self Esteem and Turnover Intention:  

People with high self-esteem behave in a respectable way, so that others around them also 

find them able and efficient. Hence, people with high self-esteem often may find it easier to 

get them adjusted with the colleagues; they are also more prone to the challenges of the job 

and believe that they are capable of meeting those challenges. However, if they find that the 

job is not suitable for them, they also tend to have higher turnover intention, because they 

believe that they are capable of finding out better jobs  

2.4.4  Quality of Life 

Researchers investigating the older populations‘ QOL have broadly measured constructs such 
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as health, happiness, self-esteem and life satisfaction (George & Bearon, 1980). Several 

definitions and models of QOL have been postulated, defining QOL as the ―goodness of life‖ 

(Zautra & Goodhart, 1979, p. 2), or as including happiness, morale and life satisfaction 

(Okun, Olding & Cohn, 1990). A multi-dimensional definition of QOL, employed extensively 

in gerontology research, differentiates the objective and subjective dimensions of QOL. This 

definition includes objectively-defined health status and socioeconomic status, and 

subjectively-defined life satisfaction and self-esteem (George & Bearon, 1980). 

Early researchers inferred QOL through objective indicators such as the percentage of 

the unemployed labour force and crime rates (Land, 1999). These indicators assess living 

conditions (Browne et al., 1994; Diener & Suh, 1997), and are normative to a population or 

group (Cummins, 1997a). Objective indicators are unlikely to be contaminated by socially 

desirable responses, as they are not contingent on an individuals‘ perceptions of their QOL 

(Farquhar, 1995). These indicators may be risky however, for populations such as the older 

population who may be objectively disadvantaged (i.e., health difficulties), yet report 

happiness and satisfaction (Stewart & King, 1994). Subsequently, researchers investigated 

QOL at the level of the individual, focussing on their perceptions of their living conditions 

(Flanagan, 1978). These perceptions such as satisfaction with health and satisfaction with 

material well-being, constitute the subjective dimension of QOL (Browne et al., 1994; 

Cummins, 1997a). As individuals‘ levels of subjective QOL may diverge from their level of 

objective QOL (Cummins, in press-b) both dimensions may be essential to obtain insight into 

an individuals‘ QOL (Lawton, 1991; Romney, Brown & Fry, 1994). 

Subjective QOL can be measured as a single entity or as consisting of several domains. A 

single-item measure assesses QOL through administering the question ―how do you feel 

about your life as a whole?‖ (Andrews & Withey, 1976). Although single item questions are 

brief and simple, they are contingent on an individuals' integration of the domains that form 
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their QOL (Diener, 1984). Hence, whereas one individual may assess their life as a whole by 

focussing on their employment status, another individual may focus on their relationships 

with their family and friends. It cannot be ascertained however, which domains of QOL have 

been considered in their evaluation, and whether their level of subjective QOL would change 

if they considered other domains (Diener, 1984). To reduce the influence of individual 

differences in the conceptualisation of QOL, researchers have attempted to identify the 

constituent domains of QOL. Although the domains have been given various labels, there are 

similarities among them (Felce & Perry, 1995). Cummins (1996) reviewed 27 definitions of 

QOL identifying emotional well-being in 85% of the definitions, health (70%), intimacy 

(70%), material well-being (59%), productivity (56%), safety (22%), and community (30%). 

Specifically, in response to the question ―what things give your life quality?‖ older people 

referred to their emotional well-being, health and functional ability, social contact and 

activities, adequacy of material circumstances, and suitability of the environment. The 

empirical support provided for these domains has facilitated a definition of QOL as: ―both 

objective and subjective, each axis being the aggregate of 7 domains: material well-being, 

health, productivity, intimacy, safety, community and emotional well-being. Objective 

dimensions comprise culturally relevant measures of objective well-being. Subjective 

dimensions comprise domain satisfaction weighted by their importance to the individual‖ 

(Cummins, 1997b, p.5) 

Links between Quality of Life and Sense of Subjective Wellbeing: 

The concept of QOL is inherently related to that of Subjective Wellbeing. It includes material 

wellbeing, health, productivity, intimacy, safety, community and emotional wellbeing. Thus, 

people with higher degree of QOL will also experience higher subjective wellbeing  

Links between Quality of Life and Turnover Intention:  

QOL is essentially a positive aspect of life. Hence, people who experience high QOL, staying 
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in the PMF job, might be less probable to change the organization. Thus QOL and Turnover 

intention might be inversely related to each other. 

2.5. Research Gaps & Justification of the research: 

1. There is a dearth of literature in the field of Paramilitary Forces. No study till date has 

focused on the sense of subjective wellbeing of the personnel of Paramilitary Forces. The 

researcher recognized that due to the challenging nature of their job, PMF personnel‘s sense 

of subjective wellbeing forms an important area of research, which is worth exploring. 

2. Culture and values have an inevitable impact upon attitudes and behaviors of job 

incumbents (Hofstede, 1980). Attitudes, thoughts, norms, values, behaviors, job role 

definitions are different between people in different nations (Lam, Hui & Law, 1999). Most 

research in the organizational behavior literature, involving police personnel has been done 

within the North American cultural context (Aycan, Kanungo, Mendonca, Yu, Deller, Stahl 

& Kurshid, 2000). It is not known well whether these North American-centered 

characteristics, attitudes and behaviors will apply to other countries/cultures (Mengüç, 2000). 

Thus the present study brings the Indian cultural context into focus and explores the 

challenges and strengths of PMF personnel in Indian context. 

3. Though Organizational Commitment have become a hot topic in the literature of 

industrial/organizational psychology in the past decade (Unuvar, 2006), the link between  

Organizational Commitment and sense of subjective wellbeing remained unexplored yet. 

However, since Affective Organizational Commitment represents a positive emotional bond 

with the organization and an alignment of personal and organizational goals, which helps one 

derive meaning and purpose in life, it may be a contributing factor to sense of subjective 

wellbeing. The present research would explore the relationship between these two variables. 
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4. The review of literature suggested that Trait Anger and Trait Anxiety have not been yet 

linked to turnover intention. The present research would explore whether these dispositional 

variables contribute to turnover intention in either direction. 

The above research gaps clearly justify the need for the present research. The researcher also 

hopes that the present study would not only contribute to the field of existing knowledge but 

would also have practical implications, as it would reach the Bureau of Police Research & 

Development, under which all these Paramilitary Force organizations come. If the findings of 

the study give a direction to the Bureau of Police Research & Development on enhancing the 

sense of subjective wellbeing of the paramilitary Force personnel and reducing the turnover 

intention, the investigator would consider her efforts to be worthy. 

Therefore, armed with the thoughts that emerged from survey of literature, the researcher 

decided to venture out with the objectives of (a) empirically validating the conjecture that job 

and self-related variables of the study are really relevant to the sense of subjective wellbeing 

and turnover intention; (b) to ascertain empirically which of the job-related and self-related 

variables, the study would focus upon (simply because of the fact that altogether fourteen 

such variables have been reported in this section and the sheer quantity of them would not be 

practicable to be used in the study); (c) to determine the probable differential contribution of 

each variable in making up the variances of sense of subjective wellbeing and turnover 

intention. 
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3 
Plan of the Study 

 

3.1. Statement of the Problem 

 Impact of Job-related and Self-related Variables upon Turnover Intention and Sense of 

Subjective Well-being among Personnel of Paramilitary Forces 

3.2. Objective 

 The objectives of the present investigation may be stated as follows: 

1. To ascertain levels of different Independent & Dependent Variables within the psyche 

of PMF personnel, posted at Kolkata. 

2. To ascertain the effect of official ranks of PMF personnel on each of the two 

Dependent Variables of the study. 

3. To ascertain the effect of age on any of the two Dependent Variables of the study 

4. To ascertain the effect of experience on any of the two Dependent Variables of the 

study 

5. To assess the relative contributions of the job-related and self-related variables toward 

the Sense of Subjective Well-Being. 

6. To gauze the relative contributions of the job-related and self-related Independent 

Variables towards turnover intention. 
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3.3. Phases of The Study 

The research may broadly be divided into two phases – a) for ascertaining the choice 

of Independent Variables of the study according to their relative weightages (on the basis of 

ratings by experts) & b) The second phase assesses the impact of job & self-related psycho-

social variables upon sense of subjective wellbeing and turnover intention among PMF 

personnel.  

Since the study needs demanded firstly finding out  a set of relevant variables for 

indication of the extent to which the PMF personnel experience sense of subjective wellbeing 

and turnover intention; it was further felt by the researcher that psychologists would be the 

proper judges to express their valuable opinion regarding magnitudes of importance or 

relevance of the independent variables in relation to the two dependent variables of the study. 

Among the different alternatives, the method suggested by Troops (1944) and Nagle (1953) 

as well as James (1973) would be used here. The underlying principle of the method is to 

weigh the variables using ―expert‖ judgements. It requires a number of experts to examine 

the variables and assign a weigh to each, in accordance with their own perception of 

respective importance of individual variables. Selection of experts is also a very crucial 

decision in this method. 

3.4. Variables of the Study 

 A variable is something that varies. It has been defined as any measurable attribute of 

objects, things, or beings. (D’Amato 1970). Kerlinger (1973) defined it as “property that 

takes on different values.” 

 The Independent Variable (IV) is one which is either manipulated or selected (From 

Nature) by the researcher to observe its effect on the behavior measure. It is also called 
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stimulus variable. (Underwood 1966). 

 The Dependent Variable (DV) is one about which the researcher makes a prediction. It 

is also called Response Variable. (Underwood, 1966) 

 The Extraneous Relevant Variables are those which the experimenter needs to 

control, since its uncontrolled presence may contaminate the emerging research findings. 

Dependent Variables: 

Turnover intentions refer to an individual's estimated probability that they will leave an 

organisation at some point in the near future.  

Sense of Subjective Well Being may be defined as the subjective experience of wellbeing. 

SWB has both an affective (emotional) and a cognitive (mental) component. 

Independent Variables: 

i. Job-related Independent Variables: 

Affective Organizational Commitment refers to the employee‘s emotional attachment 

to, identification with, and involvement in the organization.  

Normative Organizational Commitment is an employee‘s moral obligation to 

reciprocate for benefits received from the organization 

Continuance Organizational Commitment refers to an awareness of the costs 

associated with leaving the organization.  

Perceived Organizational Support may be defined as the employees‘ perception about 

the goodwill of the employer behind their policies and rewards.  

Organizational climate is the study of perceptions that individuals have of various 

aspects of the environments in the organization 

Perceived Communication Satisfaction may be defined as the sense of satisfaction that 
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the employee experiences from communication with superiors. 

Work Family Role Conflict may be defined as a form of inter-role conflict in which the 

general demands of, time devoted to, and strain created by the job [or family] interfere 

with performing family-related [or job-related] responsibilities 

Job satisfaction refers to the degree to which one feels positive about one's job, resulting 

from an evaluation of its characteristics 

Job stress refers to a negative experience emerging from characteristics of the job 

environment which pose a threat to the individual  

Quality of Work Life [QWL] is a process by which an organization responds to 

employee needs by developing mechanisms to allow them to share fully in making the 

decisions that design their lives at work.  

ii. Self-related Independent Variables: 

Trait Anger is the individual's proneness to experience anger more or less frequently  

Trait Anxiety is a general tendency to exhibit anxiety. Individuals with high trait anxiety 

are predisposed to perceive a wide range of situations as dangerous or threatening. 

Self-esteem  is a concept that aperson has regarding his own self which consists of any 

evaluation that he makes of himself or whatever feelings he has of himself  

Quality of Life may be defined as the degree to which a person enjoys the important 

possibilities of his/her life. 

Relevant Extraneous Variables which were finally treated as Independent Variables: 

Operational Definition of the Ranks: 

High: All the gazetted officers are included in this stratum. Some examples of ranks being 

Director General, Inspector General, Deputy Inspector General, Commandant, Assistant 

Commandant etc. 

Middle: The Inspectors and Sub-inspectors are included in this stratum. 
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Low: The Assistant sub-inspector, Head constables and constables come under this stratum. 

 Operational Definition of Age-groups:  

Upper: Employees with age ranging from 42-50 years at the time of data collection. 

Middle: Employees with age ranging from  33-41 years at the time of data collection. 

Lower: Employees with age ranging from 24-32 years at the time of data collection. 

 Operational Definition of experience-categories: 

Higher: employees with 18-25 years of service tenure in the present organization 

Moderate: employees with 10-17 years of service tenure in the present organization 

Lesser: employees with 2-9 years of service tenure in the present organization 

3.5.  Hypotheses of the  Study 

1. The three ranks of PMF personnel  differ among themselves in respect of Dependent 

Variables: 

a. Sense of Subjective Wellbeing  

b. Turnover Intentions  

2. The three age-groups of PMF personnel differ among themselves in respect of each of 

the two dependent variables: 

a. Sense of Subjective Wellbeing  

b. Turnover Intentions  

3. The three experience-categories of PMF personnel differ among themselves in respect 

of each of the two dependent variables: 

a. Sense of Subjective Wellbeing  

b. Turnover Intentions  

4. The job-related Independent Variables contribute  to: 

a. Sense of Subjective Wellbeing  
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b. Turnover Intentions  

5. The self-related Independent Variables contribute to: 

a. Sense of Subjective Wellbeing  

b. Turnover Intentions  

3.6. Design of the Study 

The design of the present study would be a comparative correlational study (D’ 

Amato, 1970). Since, the variables of interest cannot be directly induced or manipulated by 

the investigator; rather, they are already present, in varying degrees, in the psyche of the 

study population while correlational studies can suggest that there is a relationship between 

the Independent & the Dependent variables, it cannot imply causal relationships between the 

two. Cronbach (1957) regards correlational research to be the best alternative to experimental 

psychology where rigorous control is not feasible. Cronbach, himself an arch-correlational 

psychologist, states that correlational studies not only improve immediate decisions but also 

guides experimentations (Cronbach, 1957).  

 It may also be labeled as an “Ex Post Facto” Design according to the terminology of 

Kerlinger (1933) 

3.7. Sampling 

 The investigator would consider multistage stratified random sampling for the 

present research. 

Multistage sampling refers to sampling plans where the sampling is carried out in 

stages using smaller and smaller sampling units at each stage. In a multistage sampling 

design, a sample of primary units is selected and then a sample of secondary units is selected 
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within each primary unit and so on. Stratified random sampling can be viewed as special 

cases of multistage sampling. In this method, the secondary sampling units are again divided 

into strate and then random sampling is carried out within each stratum. 

3.8. Collection of Data 

It took about a year to collect data for pilot study and assemble them for suitable 

analysis. Data were collected from the three major forces under PMF, namely, the Central 

Reserve Police Force (CRPF), Border Security Force (BSF) and Central Industrial Security 

Force (CISF). Prior to data collection, rapport was established with the employees of each 

force. The purpose of the study was partially explained, though the term ‗Turnover Intention‘ 

was deliberately avoided.  

3.9. Tools to be Used 

 Perceived Organizational Support Scale by Eisenberger et al., 1986 

 Perception of Communication Satisfaction Questionnaire by Hecht, 1977 

 The Operational Police Stress Questionnaires developed by McCreary & Thompson 

2006. 

 Self Esteem Inventory by Prasad and Thakur, 1988 

 Work-Family Role Conflict scale by Netemeyer et al., 1996.  

 Occupational Climate Inventory (Form B) by Chattopadhyay & Agarwal, 1976 

 State-Trait Anger Expression Inventory by Spielberger, 1996 (only Trait subscale) 

 State-Trait Anxiety Inventory (Form Y) by Spielberger, 1995 (only Trait subscale) 

 Job Satisfaction Survey by Spector, 1994 

 Professional Quality of Life Scale by Stamm, 2009 (Measures QoL & Burnout) 

 Flanagan Quality of Work Life Scale by Flanagan, 1970 
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 Organizational Commitment Questionnaire by Meyer and Allen (1997) 

 Subjective Well Being Inventory by Sell & Nagpal, 1992 

 Turnover Intention Scale by Lee, 2008 

3.10. Statistical Analysis 

First hand-scoring would be done for all the scales. Then, Descriptive statistics like 

Mean, Median, Mode, SD & Correlation would be computed for three levels of the PMF 

personnel. ANOVA may be used to determine the effect of Age, Experience and Rank on 

each of the two DVs.  For knowing the extents to which the different Independent 

Variables have been contributive to the Dependent Variables of the study, multiple 

regression analysis might be considered as the most suitable statistical tool. 
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4 
Procedure 

 

o accomplish the research objective of the present study it was decided to follow the 

steps described below one by one: 

4.1. Ascertaining Independent Variables 

Professors of Psychology and Applied Psychology Departments of University of Calcutta were listed. 

From the list, ten teachers concerned with teaching Industrial Psychology and Organizational 

Behaviour were selected and retained to serve as the ―panel of experts‖. A discussion with twelve top-

ranking PMF personnel as well as Literature Survey findings were used to create a pool of sixteen 

probable operationally definable independent variables of the study. They were Affective, 

Continuance and Normative Organizational Commitment, Perceived Organizational Support [POS], 

Perception of Communication Satisfaction [PCS], Perceived Self Esteem [PSE], Work-Family Role 

Conflict [WFRC], Family-Work Role Conflict [FWRC], Organizational Climate [OC], Job 

Satisfaction [JS], Operational Police Stress [OPS], Trait Anxiety [TAnx], Trait Anger [TAng], 

Quality of Life [QoL], Quality of Work Life [QoWL] 

4.2. Obtaining sample 

A selected number of persons or objects from a well specified and identifiable population 

are known as sample. It represents as closely as possible the population attributes, about 

which the researcher is concerned. 

The present investigation utilized the multistage disproportionate stratified random 
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sampling covering following stages: 

1.  Three PMF organizations were chosen by lottery out of all the Paramilitary organizations 

available under the jurisdiction of Kolkata Municipal Corporation. They were Border 

Security Force (BSF), Central Reserve Police Force (CRPF) and Central Industrial 

Security Force (CISF).  

Name of 
Organization 

No. of 
Branches 

Employee 
Strength 

CISF 3 3150 
CRPF 4 2300 
BSF 2 1200 

 

2. The researcher randomly selected three brunches, one from each of the organization. Thus 

three PMF offices constituted the major strata.  

3. From official records, the researcher obtained a list of names of all the high, middle and 

low-ranking employees working therein and serially numbering all names in each. Thus 

rank became the second strata.  

4. For ascertaining the Independent Variables, ten professors of Psychology and Applied 

Psychology Departments of Calcutta University were to serve as rators. 

5. For final study, 60 individuals were randomly selected, 20 from each rank within each 

presented offices of the Paramilitary Force, yielding the following sample structure.  

Force 
Name Ranks 

Stratum 
Size 

Nos. 
Selected 

BSF 
High 32 20 

Middle 45 20 
Low 300 20 

CISF 
High 25 20 

Middle 39 20 
Low 800 20 

CRPF 
High 47 20 

Middle 65 20 
Low 600 20 
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Thus it was application Multistage Disproportionate stratified random sampling. 

4.3. Nature of the samples 

Variations in age, experience and ranks were there as extraneous variables. They were treated as 

IVs by the researcher.  Since Marital Status may be another important Extraneous Variable, the 

investigator has decided to include only married employees in the present study. All the 

participants were male and had minimum of 2 years of work-experience. 

4.4.  Tools 

 In the present study, data were obtained through the following questioners: 

 Sense of Subjective Wellbeing 

Sense of Subjective Wellbeing was assessed through the scale ―Assessment of Subjective 

Wellbeing‖ developed by Sell and Nagpal (1992). The test-retest reliability for each factor 

ranged from moderate to high. The reliability was assessed though a sample of 113 from 

Indian population at the time of the development of the scale. The test has also been reposted 

as sufficiently valid in Indian context. There are 40 items in the test and the scoring of each 

item ranges from 1 to 3. Hence the range of the scale is 40 to 120. Low score indicates low 

sense of subjective wellbeing and high score indicate high sense of subjective wellbeing. The 

scale contains both positive and negative items. In the psent study context, the reliability 

coefficient has been found to be 0.68. 
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Turnover Intention: 

The Turnover Intention scale has been developed by Professor Lee in the year 2008. The 

scale consists of 6 items and each item is scored on a 5-point scale. Hence for the entire scale, 

the score ranges from 6 to 30. The researcher used Lee‘s turnover intention scale because it 

reports a high alpha reliability coefficient (0.92) and is based on two other valid scales. Four 

of the items in the Lee‘s scale were adopted from Shore and Martin (1989) and the other four 

were adopted from Simmon, Cochran, & Blount (1997). 

Affective Organizational Commitment : 

Nineteen survey questions originated by Meyer and Allen (1997) probe into three different 

dimensional organizational commitments: affective, continuance, and normative. All items 

consist of a 1-5 Likert scale with a rating of 1 indicating ―strongly disagree‖ and a rating of 5 

indicating ―strongly agree.‖ This study, however, used only six affective commitment items 

since existing literature has empirically supported the contention that affective commitment is 

the best determinant of actual turnover and Turnover Intentions.  The Cronbach‘s alpha 

reliability coefficient for the affective commitment items was reported to be 0.805 (Lee, 

2008) 

Work-family conflict: 

 Work-family conflict was assessed by using two scales, Work-To-Family conflict 

[WFC] and Family-To-Work conflict [FWC] scale, both developed by Netemeyer et al. 

(1996). The WFC and FWC scales each consists of five items. The WFC and FWC subscales 

had high coefficient alpha. Netemeyer at al.(1996) tested construct validity for the WFC and 

FWC scales by making predictions regarding their relationships to various on-job and off-job 

constructs. The researchers exposed the relationship of WFC and FWC to 16 constructs such 

as life satisfaction, job satisfaction, role conflict and role ambiguity. Life satisfaction and job 
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satisfaction were negatively related to WFC and FWC, while role conflict and role ambiguity 

were positively related to WFC and FWC. Additionally the interrelationship between WFC 

and FWC was 0.33; suggesting that WFC and FWC are distinct but related constructs. Using 

a 7-point Likert scale, participants are asked to indicate the extent to which they agree with 

each item. The responses ranges from 1(strongly disagree) to 7(strongly agree). High scores 

indicate high levels of Work-family conflicts. 

Trait Anxiety: 

The trait anxiety was assessed in the present research by the trait scale from the Form Y of 

the State-Trait Anxiety Inventory (STAI) developed by Spielberger (1980). Though the 

inventory consists of two scales, state and trait, only the trait scale has been used for the 

purpose of the present research. The scale consists of 20 items. The scoring for each item 

ranges from 1 to 4. The scoring for the entire inventory thus ranges from 20 to 80. The scale 

consists of 11 positive and 9 negative items. A low score indicates low anxiety and high score 

indicates high anxiety. The form Y is used, since Spielberger describes it as the ‗purer‘ 

measure of anxiety which is free from items measuring psychometric properties. Speilberger 

also suggested the use of this scale for screening military recruits. The sample of his study 

also included a group of military personnel. 

Trait Anger: 

The Trait Anger has been measured by the State-Trait Anger Expression Inventory developed 

by Spielberger (1996). The scale consists of several scales like State Anger, Trait Anger, 

Angry Temperament, Angry Reaction, Anger-in, Anger-out, Anger Control and Anger 

Expression. For the present research only the Trait-anger scale has been used. The HS form 

of the inventory has been used and the researcher manually scored all the items. The scale 



85 

 

consists of 10 items and the scores of each item ranges from 1 to 4, from ‗almost never‘ to 

‗almost always‘. Thus the score of the entire inventory ranges from 10 to 40. The reliability 

of the test is sufficiently high, with an Alpha coefficient of .82 for male adults. High scores 

on Trait-Anger scale indicates high level of Trait Anger in the individual. 

Job satisfaction: 

The Job satisfaction was assessed through the Job Satisfaction Survey developed by Spector 

(1985). The Job Satisfaction Survey, JSS is a 36 item, nine facet scale to assess employee 

attitudes about the job and aspects of the job. Each facet is assessed with four items, and a 

total score is computed from all items. A summated rating scale format is used, with six 

choices per item ranging from "strongly disagree" to "strongly agree". Hence, score may 

range from 36 to 216. Items are written in both directions, so about half must be reverse 

scored. The nine facets are Pay, Promotion, Supervision, Fringe Benefits, Contingent 

Rewards (performance based rewards), Operating Procedures (required rules and 

procedures), Coworkers, Nature of Work, and Communication. The reliability of the test was 

assessed through alpha coefficient and for the entire test, reliability was found to be 0.91. 

Stress: 

The job stress of the CAPF personnel was assessed through the Police Stress Questionnaire 

(PSQ) developed by McCreary and Thompson (2006). Though scale consists of two 

subscales, operational and organization, only the operational subscale has been used in the 

present study. Both forms of the PSQ have been reported as reliable and also demonstrate 

construct validity, discriminant validity, and concurrent validity. The operational scale 

consists of 20 items and the scores of each item range from 1 to 7, 1 indicating ‗No stress at 

all‘ and 7 indicating ‗A lot of Stress‘. The scale is unidirectional and consists of positive items 
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only. The scoring for the entire questionnaire ranges from 20 to 140. 

4.1. Data Collection 

 It took about one year to collect all the data and assemble them for suitable analysis. 

 Data were collected from the three major forces under CAPF, namely, the Central Reserve 

Police Force (CRPF), Border Security Force (BSF) and Central Industrial Security Force 

(CISF). 

 Prior to data collection, rapport was established with the employees of each forces. The 

purpose of the study was partially explained, though the term ‗Turnover Intention‘ was 

deliberately avoided. The participants who had expressed willingness to participate were 

included in the sample. 

 Each of the participants was interviewed by the researcher, which not only ensured that 

each item of the questionnaire was answered by the participants but also helped the 

interviewer to have deeper insight into the problem. 

4.2. Statistical Treatment of Data 

Prior to the analyses, all variables were examined for accuracy of data entry, missing values, 

and the fit between their distributions and the assumptions of multivariate analysis. Missing 

cases were excluded from the data while carrying out analyses using the statistical software‘s 

default options. For the present study, SPSS 17 was used by the investigator to analyze the 

data statistically. 

For testing the hypotheses, One Way ANOVA and Multiple Regression was used by the 

researcher. 
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One Way ANOVA: 

In the present research, the investigator employed One-Way ANOVA to test whether 

significant difference exist in terms of the Dependent Variables between Paramilitary 

Personnel with different a) official ranks (High, Medium, Low) b) Age-groups (upper, 

middle, lower) and c) experience (higher, moderate, lesser). 

 One-Way Analysis of Variance is widely used in research to analyze the difference 

between means either in a between-subject design or a repeated-measures design. It may be 

thought of an extension of t-test to situations where there are more than two groups or levels 

of a single Independent Variable (One-Way) or where there is more than one Independent 

Variable (Factorial Design). In the present context, one-way design was used. ANOVA is a 

technique in which a ratio is formed between the difference between the means of the groups 

and the error variance. A larger ratio indicates that the actual difference between the groups 

are greater than the error or ‗noise‘ which occurs within the group due to chance factors. This 

ratio is called F statistic. If it is found to be large enough, considering the sample size, the 

null hypothesis is rejected. 

Multiple Regression: 

 The predictive relationship of Job-related and self-related variables with outcome 

variables was tested using multiple linear regression analysis. Since, the rationale of research 

involves exploratory case as a base of paucity of research evidence in our cultural context; 

therefore, methodology of regression analysis- Entry method was preferred. Pallant (2007) 

suggested that standard multiple regression analysis is preferable as it treats set of 

independent variables as a group and evaluates the predictive power of each of the 

independent variable. The exact reflection of population data might not be a case with small 
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sample; therefore, values of Adjusted R square will be interpreted instead of R square. 

Nicola, Richard, and Rosemerg (2006) suggested that Adjusted R square provides useful 

estimate of the success of the models as it takes into account the number of predictor 

variables in the model and the number of participants.  
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5 
Result & Discussion 

 

5.1. First Phase 

As has been already mentioned, the first phase of the study was devoted towards 

identifying the relevant IVs which needs to be explored in the present study context. 

For this purpose, ratings were collected from 10 subject experts in order to determine 

the relevance of fifteen proposed variables which might contribute towards subjective 

wellbeing or turnover intention of PMF personnel. The average weights assigned against each 

variable has been presented below: 

 

Table 1: The list of proposed IVs along with their Weights 

Variable Weights 
Affective Organizational Commitment [AOC] 5.0 

Continuance Organizational Commitment [COC] 2.5 
Normative Organizational Commitment [NOC] 2.3 

Perceived Organizational Support [POS] 2.5 
Perception of Communication Satisfaction [PCS] 2.4 

Perceived Self Esteem [PSE] 2.9 
Work-Family Role Conflict [WFRC] 6.3 

Organizational Climate [OC] 2.3 
Job Satisfaction [JS] 5.4 

Job Stress [S] 6.9 
Trait Anxiety [TAnx] 4.7 
Trait Anger [TAng] 4.0 

Quality of Life [QoL] 2.9 

Quality of Work Life [QoWL] 2.3 
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Figure 1 : Graph Showing the list of proposed IVs along with  Weights 

 
Thus, on the basis of the above findings, only those Variables were retained as 

Independent Variable which had weights above the cut-off (vide table 1a and figure 1). Others 

were rejected. The names of selected and rejected variables are presented in the table below. 

Table 2: Table depicting IVs selected & rejected in pilot study 

 Independent Variables 
Selected 

Independent Variables Rejected 

Job -
Related 

Affective Organizational 
Commitment [AOC] 
Job Stress [STRESS] 
Job Satisfaction [JSATIS] 
Work-family Role Conflict 
[WFRC] 

Normative Organizational Commitment 
Continuance Organizational Commitment 
Perceived Organizational Support 
Perceived satisfaction from communication with 
superiors 
Burnout 
Perceived Quality of Work Life 
Perception of Organizational climate 

Self-
Related 

Trait Anxiety [TANX] 
Trait Anger [TANG] 

Perceived Self-esteem 
Perceived Quality-of-Life 

Definitions of each of the selected variables have been provided below for quick references: 

Affective Organizational Commitment refers to the employee‘s emotional 

attachment to, identification with, and involvement in the organization. The desire to 
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maintain membership in an organization is due to mostly work experiences. Employees with 

a strong affective commitment continue employment with the organization because they want 

to do so. 

 Work Family Role Conflict may be defined as a ―type of inter-role conflict in which 

the role demands stemming from one domain (work or family) are incompatible with role 

demands stemming from another domain (family or work)‖ (Hammer & Thompson, 2003). 

 Job Satisfaction is defined by Locke as a pleasurable and positive emotional state 

caused by the appraisal of one‘s job or job experience (Locke, 1976). 

 Job stress is usually thought of as the work demands that exceed the workers' ability to 

cope (Rice, 1978). Job stress results from ―characteristics of the job environment which pose 

a threat to the individual (Chaplan et. al., 1975). 

 Trait Anger is referred to as individual proneness to experience anger more or less 

frequently. 

 Trait Anxiety is a general tendency to exhibit anxiety. Individuals with high trait 

anxiety are predisposed to perceive a wide range of situations as dangerous or threatening, 

and respond to those situations with increased state anxiety. 

5.2. Second phase 

The results obtained from the data collected from the PMF personnel are given below: 

5.2.1 General Characteristic features of the sample in terms of descriptive statistics:   

As noted earlier, the data were collected from married male employees with a minimum 

of 2 years of experience, employed in various PMF organizations like CISF, BSF, CRPF etc. 

The treatment was done in two different sections. Section 1 comprises of analysis on the basis 
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of descriptive statistics and section 2 consists of hypothesis testing through inferential 

statistics. 

Before going into the sections, the general characteristic features of the employees in terms 

of age, tenure of service and marital status is given below to maintain the specificity of 

population/ sample. 

Table 2a: General profile of the sample in terms of descriptive statistics 
Position in the 
Organization 

No. of 
employees 

Age (Mode 
value) 

Tenure of service 
(Mode Value) 

Marital 
status 

High 54 48 22years Married 
Middle 54 34 9 years Married 

Low 54 26 3 years Married 
 

Table 2b&2c: Rank-wise distribution of age and experience 
 

  
High 
Rank 

Middle 
Rank 

Low 
Rank Total 

 

  
High 
Rank 

Middle 
Rank 

Low 
Rank Total 

Upper Age 41 8 2 51 
 

Higher Experience 38 14 1 53 

Middle Age 10 26 16 52 

 

Moderate 
Experience 

14 29 11 54 

Lower Age 3 20 36 59 
 

Less Experience 2 11 42 55 
Total 54 54 54 162 

 
Total 54 54 54 162 

 
Table 3: Mean and SD of variables in lower, middle and higher ranks of PMF 

 
Name of 
Variables 

Lower Rank Middle Rank Higher Rank 
Mean SD Mean SD Mean SD 

SSWB 86.39 12.77 90.70 10.04 94.76 9.13 
TI 16.80 3.62 12.48 3.63 10.17 3.21 

WFRC 62.61 11.98 49.56 10.23 38.85 6.60 
STRESS 92.13 14.03 109.15 14.03 84.43 9.76 

AOC 13.22 7.64 19.09 4.17 16.52 5.73 
JSATIS 123.76 20.53 132.72 15.93 140.56 17.82 
TANX 44.46 11.74 42.61 13.72 35.70 9.97 
TANG 18.89 5.16 18.44 6.04 16.78 4.57 

 

As can be inferred from the Table 3, Sense of Subjective Wellbeing and Job 

Satisfaction are highest among the higher rank personnel, medium among the middle rank 

officers and lowest among the lower rank personnel. The Turnover Intention, Trait Anxiety, 

Trait Anger and Work-Family Role Conflict are lowest among High rank officials, medium 

among Middle rank employees and highest among lower rank personnel. Occupational Stress 
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is Highest among Middle rank employees, medium among lower rank personnel and lowest 

among High rank officials. Affective Organizational Commitment is Highest among Middle 

rank employees, medium among higher rank officials and lowest among lower rank 

personnel. F-ratio has been computed and reported in section 2 to know whether these 

differences among PMF personnel are significant or not. 

Fig.2: Descriptive Statistics- Mean & SD of lower, middle and higher ranks of PMF 

 

 
 

5.2.2 Verification of Hypotheses 1: The three ranks of PMF personnel differ among 
themselves in respect of Dependent Variables  

Table 4a: Mean, SD and F-ratio of variables in lower, middle and higher ranks of PMF 

Name of 
Variables 

High Rank Middle Rank Low Rank 
F Ratio 

Significanc
e Mean SD Mean SD Mean SD 

SSWB 94.76 9.13 90.7 10.04 86.39 12.77 8.175 0.01 
TI 10.17 3.21 12.48 3.63 16.8 3.62 50.164 0.01 
N 54 54 54 

 
Table 4a represented the mean, Standard Deviation and F-ratio of the all variables among 

the PMF personnel. From the F-ratio data, it became evident that there existed a significant 

difference among the three levels of hierarchy in terms of both the Dependent Variables, So, it 
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could be said that null hypotheses H01a and H01b were rejected with high statistical significance 

[p<0.01] and consequently the alternative hypotheses were accepted. Thus the three levels of 

PMF employees significantly differed among themselves in respect of Sense of Subjective 

Wellbeing and Turnover Intention. This might be explained in the light of the differential nature 

of job among the three levels. The lower level employees are forerunners with no decision-

making authority. They perform a job in which their life is endangered but they have little say in 

it. This might impair their Sense of Subjective Wellbeing and increase their turnover intention, as 

because the human beings have an innate urge to have some control over their environment and 

this perceived sense of control was not there in the lowest ranking personnel. The Higher rank 

personnel perform in strategic positions which are inherently stimulating, have decision making 

authority and are regarded very highly inside as well as outside the offices. This might help them 

to have greatest Sense of Subjective Wellbeing. 

Verification of Hypotheses 2: The three age-groups of PMF personnel differ among 

themselves in respect of each of the two dependent variables 

Table 4b: Mean, SD and F-ratio of variables in lower, middle and upper age groups of PMF 

Name of 
Variables 

Upper Age Middle Age Lower Age 
F Ratio Significance 

Mean SD Mean SD Mean SD 
SSWB 93.08 10.97 91.21 11.97 87.97 10.36 3.02 Insignificant 

TI 10.1 3.58 12.77 3.69 16.12 3.77 36.93 0.01 
n 51 52 59 

 
The Table 4b represented the mean, Standard Deviation and F-ratio of both the DVs 

among the PMF personnel of different age-group. From the F-ratio data, it became evident that 

though there existed a significant difference among the three age-groups in terms of Turnover 

Intention, there is no significant effect of Age on sense of subjective wellbeing, So, it could be 

said that null hypothesis H02a was accepted while H02b was rejected with high statistical 

significance [p<0.01] and consequently the alternative hypothesis H12b were accepted. Thus 

the three age-groups of PMF employees significantly differed among themselves in respect of 
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Turnover Intention. The youngest group had Highest Turnover Intention, while the oldest group 

had least level of turnover intention. The middle-age personnel lied in between. This finding is 

supported by previous literature (Werbel & Bedeian, 1989). Therefore it could also be said that 

age is inversely related to Turnover Intention, that is, lesser the age, more intense is the TI, 

perhaps because, in youth hood when they have just joined the force, the emotional reaction of 

disliking the job is greater. But as the individual settles down in the job, due to passage of time 

adaptation effect sets in and the dislike usually fades away. 

Verification of Hypotheses 3: The three experience-categories of PMF personnel differ 

among themselves in respect of each of the two dependent variables the PMF personnel with 

different experience-categories. 

Table 4c: Mean, SD and F-ratio of variables in less, moderate and higher experience 
categories of PMF 

Name of 
Variables 

Higher 
Experience 

Moderate 
Experience 

Less 
Experience F Ratio Significance 

Mean SD Mean SD Mean SD 
SSWB 93.3 9.89 92.19 11.06 86.96 11.28 5.37 0.01 

TI 9.7 2.69 12.94 3.72 16.55 3.55 56.31 0.01 
n 53 54 55 

 
The Table 4c represents the mean, Standard Deviation and F ratio of both the DVs among 

the Null Hypotheses H03a and H03b were rejected and the alternative hypotheses Ha3a and 

Ha3b were consequently accepted both with high statistical significance [p<0.01]. On further 

exploration, it was found that the Sense of subjective wellbeing increases with experience or job 

tenure. This might be due to the fact that Paramilitary jobs require life-style changes and more 

experienced the employees are more adapted they became. They have successfully coped up with 

the job demands and therefore have higher sense of subjective wellbeing as compared to those 

who have lesser experience or lesser time to cope. Turnover Intention seems to be highest among 

the lowest experienced group, intermediate among the moderately experienced group and lowest 

among the highly experienced group. This might be a reflection of the same coping problems 



97 

 

among the less-experienced group which leads to higher turnover intention. On the other hand 

those who are working for a longer time and thus have become more equipped to cope up with 

job-demands and lower level of turnover intention. 

For the sake of Convenience, Hypotheses 4 & 5 have been merged. 

Verification of Hypotheses 4&5: The job-related Independent Variables contribute to each 

of the two Dependent Variables & The self-related Independent Variables contribute to each of 

the two Dependent Variables 

Since one of the key objectives of this research was to identify the predictor variables of 

Sense of subjective wellbeing among PMF personnel and also to identify and isolate the predictor 

variables which contribute to Turnover Intentions of PMF personnel, multiple regression analysis 

was conducted. Multiple Regression analysis was used to determine the predictive value of 

scores of all job-related and self-related variables in relation to scores on sense of subjective 

wellbeing. First a standard procedure was employed that allowed to determine total variance 

in the Dependent Variable accounted for by the scores of all the job-related variables. The 

result indicated that these variables accounted for a significant portion of the variance in the 

Dependent Variable. The same procedure was followed to determine the predictive value of 

self-related variables on Subjective Wellbeing. 

Table 5: Coefficients of the Regression Model 
 

Reg. 
Statistics 

JIVs on SSWB SIVs on SSWB JIVs on TI SIVs on TI 

High Middle Low High Middle Low High Middle Low High Middle Low 
Multiple 

R 
0.86 0.83 0.75 0.24 0.07 0.11 0.56 0.68 0.87 0.20 0.29 0.38 

R Square 0.75 0.68 0.57 0.06 0.01 0.01 0.31 0.46 0.76 0.04 0.09 0.15 
Adj. R 
Square 

0.72 0.66 0.53 0.02 0.03 0.03 0.25 0.42 0.74 0.00 0.05 0.11 

F Ratio 35.77† 26.34† 16.01† 1.5 0.13 0.29 5.46† 10.39† 38.09† 1.05 2.37 4.39* 

 
 

However, the result indicated no significant contribution of Self-related variables upon the  

* Indicates significant at 0.05 level       †indicates significant at 0.01 
level 
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sense of subjective wellbeing. Therefore the Alternative Hypothesis H14a was accepted while 

H14b were rejected.  

Therefore the researcher could infer with confidence that job-related Independent 

Variables contributed significantly to the sense of Subjective Wellbeing. 

Next entry method was used to assess which of the independent Variables (Job-related) 

were the significant predictors of Sense of Subjective Wellbeing. The findings indicated that 

scores on the JS and AOC were Positive predictors of the Sense of Subjective Wellbeing while 

Stress and WFRC negatively predicted Sense of Subjective Wellbeing, that is to say, Job 

Satisfaction and Affective Organizational Commitment promoted Subjective Wellbeing while 

Job Stress and Work-Family Role Conflict reduced sense of Subjective Wellbeing. Previous 

research also suggests this kind of relationship between Job Satisfaction and Sense of 

Subjective Wellbeing (Hart, 1999). Affective Organizational Commitment also inevitably 

promotes positive emotions, thereby promoting sense of subjective wellbeing. Overall, Job-

related variables explained a good percentage of the total variance of the outcome variable, 

Sense of Subjective Wellbeing in the present case. However none of the self-related variables 

were found to be significant individual predictors of Sense of Subjective Wellbeing. 

In relation to the other Dependent Variable of the study, i.e., the Turnover Intention, 

Multiple Regression analysis was again used to determine the predictive value of scores of all 

job-related and self-related variables in relation to scores on Turnover Intention. The result 

indicated significant contribution of Job-related Variables upon the Turnover Intention across 

the three levels. Previous research also suggested negative relationship of Job Satisfaction 

and Organizational Commitment to Turnover Intention (Lee, 2008). Stress has also been 

linked up with turnover intentions in previous studies (McCormick, 1996)  However, Self-

related Variables could not account for a significant portion of the variance in the Dependent 

Variable at two levels, viz., High and Middle, but it accounted for a significant portion of the 
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variance in turnover intention for the lower level. Thus, H05a of the present study was 

rejected and H05b was partially accepted. As such, H15a was accepted and H15b was 

partially rejected. Thus the job-related Independent Variables contribute significantly to the 

turnover intention of the PMF personnel.  

Therefore, it could be inferred that job-related variables occupied a more important 

position within the individual‘s mind while telling upon their sense of subjective wellbeing as 

well as development of a desire to leave the job or on the contrary, stick to it. The so called 

self-related variables namely trait anxiety and trait anger, however, played a more important 

role while determining turnover intention in the lowest ranking personnel of the PMF. 
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6 
Summary and Conclusion 

he primary objective of the present study was to examine whether and to what 

extent and in which way the job-related variables, namely, Affective Organizational 

Commitment, Work-family Role Conflict, Job Satisfaction, Job Stress and the self-related 

variables, namely, Trait Anger and Trait Anxiety were contributive or detrimental to the sense 

of subjective wellbeing among Paramilitary personnel of Kolkata. It also sought to examine 

the contribution of all these job-related and self-related variables to the Turnover Intention of 

Paramilitary Force personnel. It also examined whether i) Official ranks, ii) Age and ii) 

Experience of employees cast an effect on sense of subjective wellbeing and turnover 

intentions and whether the three groups of each of these three variables differed from each 

other in respect of magnitudes of the Dependent Variables already mentioned. 

An extensive survey of literature suggested that most of the Independent variables are 

indeed related to the sense of subjective wellbeing and turnover intention in different 

professional and cultural context. This has provided a strong foundation for the present study. 

The researcher identified research gaps and tried to meet those gaps through the present 

research. 

 The study was divided in two phases, in the first phase, about fourteen Independent 

Variables were listed (based on discussion with top ranking PMF personnel & literature 

survey) and then ten experts were asked to rate their relevance with the two Dependent 

Variables. Depending on the weightages assigned by the experts, six Independent Variables 

were retained in the second phase to further explore such relationships, The second phase was 
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concerned with the contribution of the Independent Variables towards the Dependent 

Variables. It also examined the difference between employees varying in terms of age, 

experience and official ranks, in the context of the Dependent Variables.  

 The sample for the present study was Paramilitary personnel of Kolkata, who were 

married for at least one year, were engaged in this profession for at least two years, and were 

aged between 22 and 52 years. Data were collected by administering questionnaires, There 

were ten hypotheses in the study, among which, eight alternative hypothesis were retained 

with high level of statistical confidence. 

6.1. Trend of Findings 

 The official ranks of PMF personnel did seem to have an effect upon the employees‘ 

sense of Subjective Wellbeing and Turnover Intention. The three groups indeed differ with 

respect to these two dependent variables. The high rank officials are found to have the highest 

level of sense of subjective wellbeing and lowest level of turnover intention. The middle rank 

lies in between the two ranks in the context of both the Dependent Variables. The lower rank 

reportedly experiences lowest level of subjective wellbeing and highest level of turnover 

intention. 

The three age groups also seem to differ in terms of their turnover intention. The upper 

age group has lowest level of turnover intention, while the lower age-group has highest level 

of turnover intention. Employees of different age group do not differ in terms of sense of 

subjective wellbeing. 

Employees with differential experience also seem to differ in terms of subjective 

wellbeing and turnover intention. The experienced employees with higher tenure of service 

seemed to have already coped up with the challenging nature of this job and consequently 
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experienced higher level of subjective wellbeing and lower level of turnover intention. 

Employees with lesser years of experience encounter more challenges and experiences lower 

level of subjective wellbeing with high intention to leave the organization. 

The Job-related variables, i.e. Job Satisfaction, Affective Organizational Commitment, 

Occupational Stress and Work-Family Role Conflict significantly contribute to the sense of 

subjective wellbeing as well as turnover intentions of employees. While Job satisfaction and 

Affective Organizational Commitment contribute positively toward the sense of subjective 

wellbeing, they also serve as protective factors against turnover intention. On the other hand, 

Job Stress and Work-Family Role Conflict threatens the sense of subjective wellbeing among 

PMF personnel and they also lead to higher level of turnover intention among employees. 

These findings have serious implication. It seems that PMF personnel are over-burdened and 

suffers from Role conflict. This must be handled with care in order to enhance the subjective 

wellbeing among employees and also to reduce their turnover intention. 

The self-related Variables, Trait Anger and Trait Anxiety contribute to the turnover 

intention of lower rank employees. Thus, these two variables may be assessed at the time of 

selection and thereby the turnover intention of employees may be controlled to some extent. 

6.2. Limitation of the Study 

 The population of this study is PMF personnel situated in Kolkata. The findings might 

have been different if PMF personnel from other regions of India could be taken. An 

all-India level study with this population is highly recommended. 

 Due to the small scope of the study, only three key PMF forces were included. 

However, there are other forces like ITBP, RPF etc. which could have been included 

in the study. 

 Since there is a dearth of research with this population, the investigator intended to 
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carry out an explorative study in order to identify variables which could be associated 

with the study group‘s sense of subjective wellbeing and turnover intention. Each 

variable could be dealt with more deeply and such a study would be recommended by 

the investigator. 

  The sample size was relatively small in the study, hampering the capacity for 

generalization.  

 The family members of the respondents could be a rich source of information, and 

their inclusion in the study could throw light, especially upon the variable work-

family role conflict.  

 Gender of the participants could not be encompassed by the study, since females are 

very few in the forces as compared to the males and not even equally distributed 

among forces. Hence inclusion of females would pose methodological problems.  

 Individual‘s belief in a Just World (Glasre and Dalbert, 2009) influences his turnover 

intention and sense of subjective wellbeing, but this variable could not be included in 

the study. 

 Locus of Control has been found to have impact upon Wok-Family Role Conflict 

(Noor, 2006), but this was not included in this research 

 Religious faith(Kim-Prieto & Diener, 2009), culture (Diener, Oishi, Lucus, 2003) 

and social comparison(Smith, Richard & Diener, 1989), each of these three have 

been found to be related to a person‘s sense of subjective Wellbeing. The scope of this 

study did not permit the researcher to include all these variables. 

 The researcher aspires to carry out a more elaborate study in this area, including some 

of these relevant variables in future during her post-doctoral research endeavour. 
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6.3. Applicative Value 

 Forces having a degree of military capability, though not a regular branch of army, are 

called Paramilitary Force. Receiving basic military training and being equipped with 

sophisticated firearms, their performance and role in maintaining both internal and external 

security is crucial and distinguished. They constitute a significant segment of the vast national 

Human Resources. The problem of high turnover intention coupled with low sense of subjective 

wellbeing appears to be highest in the lowest rank of personnel. It calls for implementing 

conditions promoting subjective wellbeing and reducing turnover intention. The present study has 

depicted the scenario and has also suggested a number of factors that contribute towards 

promoting subjective wellbeing and reducing turnover intention. 

Also, while working in a close collaboration with Bureau of Police Research and 

Development, the investigator herself has conducted workshops with CISF middle level 

officers with a hope to promote wellbeing among them. The Bureau, recognizing the 

importance of the study, also asked the researcher to communicate the implications of the study 

to the personnel engaged in the Training and Development branch of various PMF offices. The 

researcher sincerely hopes that the T&D personnel would implement the suggestions made by 

the researcher at the time of recruitment and training. 

The PMF personnel should receive equivalent respect and prestige from the general population 

as the army men, since they are also serving the nation at the cost of their lives. Moreover, all 

the PMF camps should have facilities like Employee assistance Programs, so that the personnel 

may seek counselling as and when necessary in order to combat the job stressors and thereby 

achieve flourishing lives. 

Awareness programs may be organized with general public, so that PMF personnel get better 

recognition from the general population. The researcher has noted that PMF personnel are little 
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unhappy with the fact that their efforts and sacrifices go unsung and little recognition is given 

to them by the general population.   

  



108 

 

 
 

 
References 

 
 

  



109 

 

References 
 

1. Ademoye, M.O (1999). Child, rearing & child bearing. Lagos: University Press. 

2. Adewoyin, F.A. (2002). Labour turnover and organizational goal achievement in selected 
industries in Oyo State. Unpublished Ph.D. Thesis, University of Ibadan, Ibadan. 

3. Adrian F. & Irene C. (2007), ―Personality traits, emotional intelligence, and multiple 

happiness‖, North American Journal of Psychology.  

Age-Job Satisfaction Relationship", Psychology and Aging, Vol. 2, pp. 261-265. 

4. Akintayo, D.I. (2003). Analysis of correlates of labour turnover behaviours in work 
organization: Journal of Industrial Education, 4, (2), 46-54. 

5. Akintayo, D.I. (2007). Impact of labour turnover on organizational effectiveness in 
selected industries in Lagos State, Nigeria. Journal of Institute of Educational 
Planning and Administration (Ghana. 8(2), 58-67. 

6. Alkus, S. and C. Padesky, (1983). Special problems of police officers: Stress related and 
male law enforcement officer. Counselling Psychologist, 11: 55-64. 

7. Allen, N. J., and Meyer, J.P. (1996). Affective, continuance, and normative commitment to 
the organization: An examination of construct validity. Journal of Vocational 
Behavior, 49, 252-276. 

8. Alotaibi, A. G. (2001). Antecedents of organizational citizenship behavior: A study of 
public personnel in Kuwait. Public Personnel Management, 30, 363-376. 

9. Anand, S.P.(1977), "School Teachers: Job Satisfaction Vs xtraversion and Uroticism", 
Indian Educational Review, Vol. 12, No.2, pp. 68 - 78. 

10. Anshel, M.H., (2000). A conceptual model and implications for coping with stressful 
events in police work. Criminal Justice Behaviour, 27: 375-400. 

11. Armknecht, P.A. and Early: (1992). Quit in manufacturing industries. A study of their 
causes. Monthly Labour Review, 95:31-37. 

12. Arnold, H. J.; and Feldman, D. C. (1982), "A Multivariate Analysis of the Determinants 
of Job Turnover", Journal of Applied Psychology, Vol. 67, pp. 350-360. 

13. Arvey, R. D., Bouchard, T. J., Segal, N. L., & Abraham, L. M. (1989). Job satisfaction: 
Environmental and genetic components. Journal of Applied Psychology, 74(2), 187-
192. 



110 

 

14. Awino, J.O. and J.E. Agolla, (2008). A quest for sustainable quality assurance 
measurement for universities: Case of study of the university of Botswana. 
Educational Research, 3: 213-218. 

15. Baker, M.J. (2000) Writing a Literature Review, The Marketing Review, 1, 21-47 

16. Bartol, C.R. and A.M. Bartol, (2004). Introduction to Forensic Psychology. 1se Edn., 
Thousand oaks, Sage, CA,. 

17. Becker, HS (1960). Notes on the concept of commitment. Am. J. Sociol. Vol. 66, (pp.- 
32−40). 

18. Berg, B.L. (2004). 'Designing Qualitative Research, in Qualitative Research Methods. 
Boston: Pearson. 

19. Billups K.A. (2002). A meta analysis of why workers remain in organizations. Harvard 
Review, 46, 19-27. 

20. Boles, J., Madupalli, R., Rutherford, B. & Wood, A.J. (2007) ―The relationship of facets 

of salesperson job satisfaction with affective organizational commitment‖, Journal 

of Business & Industrial Marketing, vol. 22, Issue 5, Page 311-321 

21. Boonzaier, B., Bernhard, F., & Braam, R. (2001). A review of research on the job 
characteristics model and the attendant job diagnostic survey. South African Journal 
of Management, 32, 11-24. 

22. Boyar, S.L, Maertz, C.P & Pearson, A.W (2005), ―The effects of work-family conflict 
and family-work conflict on non-attendance behaviours‖, Journal of Business 

Research, vol.58 (7), pp 919-925 

23. Brayfield, A. H.; and Rothe, H. F. (1951), "An Index of Job Satisfaction", Journal of 
Applied Psychology, Vol. 35, pp. 305-311. 

24. Brayfield, A.H. and Crockelt, W.H (2005). Employee attitude and employee 
performance. Psychological Bulletin, 52, 396-424. 

25. Brodie, A. S. (1995), Salesforce Turnover in Direct Selling Organizations in the United 
Kingdom and France, Masters Thesis, Keele University. 

26. Burton J.F. and Parker J.E. (2003). Inter industry variation in voluntary labour mobility. 
Industrial Labour Relations Review, 22, 199-216 

27. Carlier, I.V.E., Lamberts, R.D. and B.P.R. Gersons, (2000). The dimensionality of 
trauma: A multidimensional scaling comparison of police officers with and without 
posttraumatic stress disorder. Psychiatry Research, 97: 29-39. 

28. Carsten, J. M.; and Spect~r, P. E. (1987), "Unemployment, Job Satisfaction, and 
Employee Turnover: A Meta-Analytic Test of the Muchinsky Model", Journal of 
Applied Psychology, Vol. 72, pp. 374-381. 



111 

 

29. Cascio, W. F. (1998), Applied Psychology in Human Resource Management, Upper 
Saddle River, NJ: Prentice Hall. 

30. Cavana, R.Y., Delahaye, B.L. & Sekaran, U. (2001).  Applied Business Research: 
Qualitative and Quantitative Methods, Singapore: John Wiley & Sons. 

31. Champoux, J. E. (1991). A multivariate test of the job characteristics theory of work 
motivation. Journal of Organizational Behavior, 12, 431-446. 

32. Chen, Z, Powell, G., and Greenhaus, J., (2009) "Work-to-family conflict, positive 
spillover, and boundary management: A person-environment fit approach" Journal 
of Vocational Behavior 74, pp.82-93 

33. Ciarrochi, J. & Scott,G.(2006) ―The Link Between Emotional Competence and Well-
being: a longitudinal study‖ British Journal of Guidance & Counselling, vol.34(2), 

pp.231-243 

34. Clark, A.; Osward, A.; and Warr, P. (1996), "Is Job Satisfaction is U Shaped", Journal of 
Occupational and Organizational Psychology, Vol. 69, pp. 57-81. 

Commitment. Job Satisfaction and Turnover among Psychiatric Technicians", 
Journal of Applied Psychology, Vol. 59, pp. 603-609. 

35. Cooper, C. L., M.J. Davidson and P. Robinson, (1982). Stress in the police service. 
Journal of Occupational Medicine, 24: 30-36. 

36. Cooper, C.L., B.D. Kirkcaldy and J. Brown, (1994). A model of job stress and physical 
health: The role of individual differences. Personality Individual Differences, 16: 
653-655. 

37. Cooper, D.R. & Schindler, P.S. (2003). Business Research Methods (8th ed.), McGraw 
Hill, Irwin. 

38. Crank, J., Culberton, R., Hewitt, J. and Regoli, B. (1993). An assessment of work stress 
among police executives. Journal of Criminal Justice, Vol. 21(pp.- 313-324). 

39. Crank, J., Culberton, R., Hewitt, J. and Regoli, B. (1993). An assessment of work stress 
among police executives. Journal of Criminal Justice, Vol. 21, (pp.- 313-324). 

40. Crank, J., J. Hewitt, B. Regoli & R. Culbertson. (1993). "An Assessment of Work Stress 
among Police Executives" Journal of Criminal Justice Vol. 21, (pp.- 310-321). 

41. Crawford, N. & Devries, H.M (2005) ―Relationship between Role Perception and 

Wellbeing in Married female Missionaries‖, Journal of Psychology and Theology, 

vol. 33 (3), pp 187-197 

42. Cronbach, L. J. (1957). The two disciplines of scientific psychology. American 
Psychologist, Vol. 12, (pp.- 671–684). 



112 

 

43. Cullen, F., B. Link, L. Travis & T. Lemming. (1983). "Paradox in Policing: A Note on 
Perceptions of Danger" Journal of Police Science and Administration, Vol. 11, (pp.- 
457-62). 

44. D'Amato, M. R. (1970). Experimentation in psychological research. In Experimental 
psychology: Methodology, psychophysics, and learning. New York: McGraw-Hill. 

45. Davey, J.D., P.L. Obst and M.C. Sheehan, (2001). It goes with the Job: Officers' insights 
into the impact of stress and culture on alcohol consumption within the policing 
occupation. Drugs Education & Prevention Policy, 8: 141-149. 

46. De Gieter S, Hofmans J, Pepermans R. (2011). Revisiting the impact of job satisfaction 
and organizational commitment on nurse turnover intention: an individual 
differences analysis. International Journal of Nursing Studies, 48:1562–9. 

47. Derek, R. (2006). Turnover intentions: The mediation effects of job satisfaction, affective 
commitment and continuance commitment. Unpublished Masters Thesis, University 
of Waikato. 

48. Diener, E, Oishi S, Lucas, R.E, (2003), ―Personality, Culture, and Subjective Well-Being: 
Emotional and Cognitive Evaluations of Life‖, Annual Review of Psychology, 

vol.54, pp.403-425. 

49. Diener, E. (1996) ―Traits Can Be Powerful, but Are Not Enough: Lessons from 

Subjective Well-Being‖, Journal of Research in PersonalityVolume 30, Issue 3, pp. 

389-399  

50. Diener, E. (2009). ―Positive Psychology: Past, Present, and Future‖, In Oxford Handbook 

of Positive Psychology editted by C.R. Snyder & Shane J. Lopez Oxford University 
Press 

51. Diener, E., & Ryan, K. (2009). ―Subjective well-being: a general overview‖, South 

African Journal of Psychology, vol.39(4), pp.391-406 

52. Diener, E., Emmons, R.A., Larsen, R.J., & Griffin, S. (1985). The satisfaction with life 
scale. Journal of Personality Assessment, Vol. 49, (pp.-  71-75). 

53. Diener, E., Ng, W., & Tov, W. (2009). ―Balance in life and declining marginal utility of 

diverse resources‖, Applied Research in Quality of Life, vol.3, pp.277-291 

54. Diener, E., Scollon, C. N., & Lucas, R. E. (2004). ―The evolving concept of subjective 

well-being: The multifaceted nature of happiness‖, In Advances in cell aging and 

gerontology editted by P. T. Costa & I. C. Siegler., Vol. 15 (pp. 187-220). 
Amsterdam: Elsevier 

55. Dockery, A.M, (2003) ―Happiness, Life Satisfaction and the Role of Work: Evidence 
from Two Australian Surveys‖, Conference Paper, available: 

www.melbourneinstitute.com/hilda/Biblio/cp/conf-hd05.pdf 



113 

 

56. Dua, J.K., (1994). Job stressors and their effects on physical health, emotional health and 
job satisfaction in a university. Journal of Education Administration, 32: 59-78. 

57. Dunham, R. B. (1976). The measurement and dimensionality of job characteristics. 
Journal of Applied Psychology, 61(4), 404-409. 

58. Dunham, R. B., Grube, J. A., & Castaneda, M. B. (1994). Organizational commitment: 
The utility of an integrative definition. Journal of Applied Psychology, 79(3), 370-
380. 

59. Eliseo, Chico & Libran, (2006), ―Personality Dimensions and Subjective Well-Being‖, 

The Spanish Journal of Psychology, vol 9, No.1, pp38-44. 

60. Fishbein, M.; and Ajzen, I. (1974), "Attitudes Toward Objects as Predictors of Single and 
Multiple Behavioral Criteria", Psychological Review, Vol. 81, pp. 59-74. 

61. Foley, S., Linnehan, F., Greenhaus, J. and Weer, Christy (2006) "The impact of gender 
similarity, racial similarity, and work culture on family-supportive supervision." 
Group and Organization Management vol.31, pp:420-441 

62. Geller, P.A. and S.E. Hobfall, (1994). Gender differences in job stress, tedium and social 
support in the workplace. Jounal of  Social Personality Relationships, 11: 555-572. 

63. George, J. M. & Brief, A. P. (1992). Feeling good-doing good: A conceptual analysis of 
the mood at work-organizational spontaneity relationship. Psychological Bulletin, 
112, 310-329. 

64. Gibbons, R.M. and B. Gibbons, (2007). Occupational Stress in the cheff professional. 
International Journal of Contemporary Hospitality Management, 19: 32-42. 

65. Glenn, N. D.; Taylor, P. A.; and Weaver, C. N. (1977), "Age and Job Satisfaction Among 

66. Goel, R (1987), Job Satisfaction and its Correlates: An Exploratory Study, Unpublished 

67. Goode, W. J. (1960). A theory of role strain. American Sociological Review, 25, 483-496. 

68. Graf, F.A., (1986). The relationship between social support and occupational stress 
among police officers. Journal of Police Science & Administration, 14: 178-186. 

69. Greenhaus, J. (2008) "Innovations in the Study of the Work-Family Interface: 
Introduction to the Special Section " Journal Of Occupational And Organizational 
Psychology vol.81.3, pp:343-348 

70. Greenhaus, J. and Allen, T.  "Work-Family Balance: A Review and Extension of the 
Literature" Handbook of Occupational Health Psychology, 2nd.Edition Editted by J. 
C. Quick and L. E. Tetrick. Washington, DC:American Psychological Association. 

71. Greenhaus, J. and Powell, G. (2006) "When work and family are allies: A theory of work-
family enrichment" Academy Of Management Review 31.1 (Jan 2006):72-92  



114 

 

72. Guilford, J.P., Fruchter, B. (1981) ―Fundamental Statistics In Psychology and Education‖. 

Sixth edition, McGraw-Hill. 

73. Harmon-Jones, E., &Allen, J. J. B. ~1998!. Anger and frontal brain activity: EEG 
asymmetry consistent with approach motivation despite negative affective valence. 
Journal of Personality and Social Psychology, Vol. 74, (pp.- 1310–1316). 

74. Harrington, D.; Bean, N.; Pintello, D.; and Mathews, D.(2001), "Job Satisfaction and 
Burnout: Predictors of Intentions to Leave a Job in a Military Setting", 
Administration in Social Work, Vol. 25, No.3, pp. 1-16. 

75. Hart, P.M. Predicting employee life satisfaction: A coherent model of personality, work 
and non-work experiences, and domain satisfactions. Journal of Applied 
Psychology, 1999, 84(4), (pp.- 564–84). 

76. He, N., J. Zhao and C.A. Archbold, (2002). The convergent and divergent impact of work 
environment, work-family conflict and stress coping mechanisms female and male 
police officers. International Journal of Police Strategies Management, 25: 687-708. 

77. Healy, M. C. et al.( 1996), "Age and Voluntary Turnover: A Quantitative Review", 
Personnel Psychology, Vol. 48, pp. 335-339. 

78. Heiman, M. (1975). "Police Suicide" Journal of Police Science and Administration 3:267-
73. 

79. Hellar, D. & Watson, D., ―The dynamic spillover of satisfaction between work and 

marriage: The role of time and mood.‖ Journal of Applied Psychology, vol. 90(6), 

pp. 1273-1279 

80. Hellman, C. M. (1997), "Job Satisfaction and Intent to Leave", Journal of SociaI 
Psychology, Vol. 137, No.6, pp. 677-689. 

81. Hennesy, K.D, (2005) ―Work-Family Conflict Self-Efficacy: A Scale Validation Study‖, 

unpublished thesis. Available at 
www.lib.umd.edu/drum/bitstream/1903/2526/1/umi-umd-2410.pdf 

82. Herzberg, F.; Mausner, B.; Peterson, RO.; and Capwell, D.F. (1957), Job Attitudes: 
Review of Research and Opinion. Psychological Service of Pittsburgh, Pittsburgh. 

83. Hofstede, G. (1980). Culture‘s consequences: International differences in work-related 
values. Beverly Hills, CA: Sage. 

84. Hom, P.W.; and Griffeth, R. W. (1995), Employee Turnover, OH : South-Western 
College, Cincinnati. 

85. Hrebiniak, L. G. & Alutto, J. A. (1972). Personal and role-related factors in the 
development of organizational commitment. Administrative Science Quarterly, 17, 
555-573. 



115 

 

86. Hulin, C. L. (1966), "Job Satisfaction and Turnover", Journal of Applied Psychology, 
Vol. 50, pp. 280-285. 

87. Hulin, C. L. (1968), "Effects of Changes in Job Satisfaction Levels on Employee 
Turnover", Journal of Applied Psychology, Vol. 52, pp. 122-126. 

88. Hulin, C.L. (2002). Effects of changes in job satisfaction levels on employee turnover. 
Journal of Applied Psychology, 52:122-126. 

89. Ibid, Spielberger, C.D.  (1966). Theory and research on anxiety Chap. 1, (pp. 3-20). 

90. Jackofsy, E. F.; and Peters, L. H. (1983), "Job Turnover versus Company Turnover : 
Reassessment of the March and Simon Participation Hypothesis", Journal of 
Applied Psychology, Vol. 68, pp. 490-495. 

91. Jaramillo, F., R. Nixon and D. Sams, (2005). The effects of law enforcement stress on 
organisational commitment. International Journal of Police Strategies Management, 
28: 321-336. 

92. Jewell, L. N.; and Segall, M. (1990), Contemporary Industrial/Organizational 
Psychology, West Publishing Company, St. Paul. 

93. Jose, L., Bernardo, M.J, Eva, G.H, Cecilia, P.P, (2004), ―Personality and subjective well-
being: big five correlates and demographic variables‖, Personality and Individual 

Differences vol.38, pp.1561–156 

94. Judge, T. A. (1993), "Does Affective Disposition Moderate the Relationship between Job 

95. Kanter, R. (1968). Commitment and social organization: A study of commitment 
mechanisms in utopian communities. American Sociological Review, Vol. 33, (pp.- 
499-517). 

96. Kanter, R. M. (1989). The new managerial work. Harvard Business Review, 4, 85-92. 

97. Katz, D. & Kahn, R. L. (1966). The social psychology of organizations. New York: 
Wiley. 

98. Katz, D. & Kahn, R. L. (1966). The social psychology of organizations. New York: 
Wiley. 

99. Katz, D. (1964). The motivational basis of organizational behavior. Behavioral Science, 
9, 131-146. 

100. Katz, D. (1964). The motivational basis of organizational behavior. Behavioral Science, 
9, 131-146. 

101. Kelloway, E.K., Benjamin H.G., and Lisa B, (1999), ―The Source, Nature, and Direction 
of Work and Family Conflict:A Longitudinal Investigation", Journal of 
Occupational Health Psychology, Vol. 4, No. 4, pp.337-346 



116 

 

102. Kemp, N. J. & Cook, J. D. (1983). Job longevity and growth need strength as joint 
moderators of the task design-job satisfaction relationship. Human Relations, 
36(10), 883-898. 

103. Ketchand, A. A. & Strawser, J. R. (2001). Multiple dimensions of organizational 
commitment: Implications for future accounting research. Behavioral Research in 
Accounting, 13, 221-253. 

104. Kim-Prieto, C. & Diener, E. (2009). ―Religion as a source of variation in the experience 

of positive and negative emotions‖, Journal of Positive Psychology, vol.4, pp.447-
460 

105. Kirkcaldy, B., C.L. Cooper and P. Ruffalo, (1995). Work stress and health in a sample 
of US police. Psychological Representative, 76: 700-702. 

106. Kop, N., M. Euwema and W. Schaufeli, (1999). Burnout, job stress and violent 
behaviour among dutch police officers. Work Stress, 13: 326-340. 

107. Koys, D. J. (2001). The effects of employee satisfaction, organizational citizenship 
behavior, and turnover on organizational effectiveness: A unit-level, longitudinal 
study. Personnel Psychology, 54, 101- 114. 

108. Kreitner, R. & Kinicki, A. (2003). Organizational Behavior: Key concepts, skills & 
practices. Boston: McGraw-Hill/Irwin. 

109. Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of 
individuals' fit at work: A meta-analysis of personjob, person-organization, person-
group, and person-supervisor fit. Personnel Psychology, 58(2), 281-343. 

110. Kroes, W. (1976). Society's Victim, The Policeman: An Analysis of Job Stress in 
Policing. Springfield: C. Thomas. 

111. Kuppens, P., Realo, A., & Diener, E. (2008). ―The role of positive and negative 

emotions in life satisfaction judgment across nations‖, Journal of Personality and 
Social Psychology, vol.95, pp.66-75. 

112. Kwak, D.H., M. Morash and R. Haarr, (2006). Gender differences in the predictors of 
police stress. International Journal of Police Strategies Management, 29: 541-563. 

113. Larsen, R.J., Diener, E., Emmons, R.A., (1985), ―An Evaluation of Subjective Well 

Being Measures‖ Social Indicators Research. 

114. Lee, T. W.; and Mowday, R. T. (1987), "Voluntarily Leaving an Organization: An 
Empirical Investigation of Stress and Mowdays Model of Turnover", Academy of 
Management Journal, pp. 721-743. 

115. Lee, Won-Jae and Beto, Dan R (Spring 2008). Factors Associated with Adult Probation 
Officer Turnover in Texas. Executive Exchange, (pp.- 3-11). 



117 

 

116. Lee, Won-Jae, Joo, Hee-Jong and Johnson, W. Wesley (June 2009). The Effect of 
Participatory Management on Internal Stress, Overall Job Satisfaction and Turnover 
Rate among Federal Probation Officers. Federal Probation, (pp.- 33-40). 

117. Leedy, P.D. (2001). Practical Research: Planning and Design, New Jersey: Prentice- 
Hall. 

118. Lenaghan, J.A., Buda, R. & Eisner, A.B (2007). ―An examination of the role of 

emotional intelligence in work and family conflict‖, Journal of Managerial Issues. 

119. Lindstorm, K. (1988), "Age-Related Differences in Job Characteristics and in their 
Relation to Job Satisfaction", Scandinavian Journal of Work, Environment and 
Health, Vol. 14, No.1, pp. 24-26. 

120. Locke, E. A. (1976), "The Nature and Causes of Job Satisfaction", In M. D. Dunnette 

121. Locke, E. A. (1976). The nature and causes of job satisfaction. In M.D. Dunette (Ed.), 
Handbook of industrial and organizational psychology (p. 1297-1349). Chicago: 
Rand McNally. 

122. Loo, R., (1999). Police Suicide: The Ultimate Stress Reaction. In: Police Trauma: 
Psychological Aftermath of Civilian Combat, Violanti, J.M. and D. Patton (Eds.). 
C.C. Thomas, Sprinfield, IL., pp: 241-284. 

123. Lord, V. (1996). "An Impact of Community Policing: Reported Stressors, Social 
Support, and Strain among Police Officers in a Changing Police Department" 
Journal of Criminal Justice, Vol. 24, (pp.- 503-22). 

124. Lornu, D.L. and Grissmer, P.M. (1993). Workers‟ decision to quit: Whose fault . 

Journal of Occupational Psychology, 21 (2), 41-52 

125. Lyubomirsky, S., King, L., & Diener, E. (2005). ―The benefits of frequent positive 

affect: Does happiness lead to success?‖ Psychological Bulletin, vol.131, pp.803-
855 

M. A. Dissertation in Psychology, University of Delhi, Delhi. 

126. Magione, W. (2003). Turnover: Some psychology and demographic correlates. The 
1969-1970 survey of working conditions (eds.) Robert P. Quim and Thomas, W. 
Mangione. Ann Abbor: Final report to employment standard admin., U.S. Dept. 
Labour, survey research center, University of Mich. 

127. Malach-Pines, A. and G. Keinan, (2007). Stress and burnout in Israel police officers 
during palestinian uprising (Intifada). International Journal of Stress Management, 
14: 160-174 

128. March, J. G.; and Simon, H. A. (1958), Organizations. Wiley, New York. 



118 

 

129. Marso, R. & Pigge, F. (1995). Characteristics associated with teacher attrition: Pre-and 
post-preparation teaching concerns of candidates teaching or not teaching five years 
after graduation. Paper Presented at the Aannual Meeting of the Midwestern 
Educational Research held at Chicago, Illinois. 

130. Maslow, A.H. (1943). "A Theory of Human Motivation," Psychological Review 50(4): 
(pp.- 370-396) 

131. Mathieu, J. E. & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, 
correlates, and consequences of organizational commitment. Psychological Bulletin, 
108(2), 171-194. 

132. Mathur, S. (1997), ―Correlates of role stress in working women‖, in Pestonjee, D.M., 
Pareek, U. (Eds), Studies in Organizational Role Stress and Coping, Rawat 
Publications, Jaipur, pp. 182-190 

133. Mayers, D.G., (1996), In Pursuit of Happiness, Avon Publishing. 

134. McCarty, W.P., J.S. Zhao and B.E. Garland, (2007). Occupational Stress and burnout 
between male and female police officers. Are there any gender differences. 
International Journal of Police Strategies Manage., 30: 672-691. 

135. McCormick, J. (1996). Occupational Stress of Teachers: Biographical Differences in a 
Large School System. Journal of Educational Administration, Vol. 35, No.1, (pp. 
18-38). 

136. McCreary, D.R., & Thompson, M.M. (2006). Development of two reliable and valid 
measures of stressors in policing: The Operational and Organizational Police Stress 
Questionnaires. International Journal of Stress Management, Vol.13, (pp.- 494-518).  

137. McElwain, A.K, Korabik, K & Rosin, H.M, (2005), ―An examination of gender 

differences in Work-Family Role Conflict‖, Canadian Journal of Behavioural 

Science, Oct, Vol. 37(4), pp. 283-298 

138. Meyer, J P and Allen, N J (1991). A three-component conceptualization of 
organizational commitment: Some methodological considerations, Human Resource 
Management Review, 1, (pp. 61-98). 

139. Meyer, J. P. & Allen, N. J. (1984). Testing the ―Side-Bet Theory‖ of organizational 

commitment: Some methodological considerations. Journal of Applied Psychology, 
69, 372-378. 

140. Meyer, J. P. & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and 
application. Thousand Oaks, CA: Sage. 

141. Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of 
organizational commitment. Human Resource Management Review, 1, 61-89. 



119 

 

142. Meyer, J. P., Allen, N. J., & Smith, C.A. (1993). Commitment to organizations and 
occupations: Extension and test of a three component conceptualization. Journal of 
Applied Psychology, 78, 538-551. 

143. Michaels, C. E.; and Spector, P. E. (1982), "Causes of Employee Turnover: A Test of 
the 

144. Miller, L., (2005). Police suicide: Causes, prevention and practical intervention 
strategies. International journal of Emergency Mental Health, 7: 101-114. 

145. Mitchell, J. & G. Everly. (1993). Critical Incident Stress Debriefing: An Operations 
Manual. Ellicott City: Chevron. 

146. Mobley, Griffeth, Hand and Meglino Model", Journal of Applied Psychology, 

147. Mobley, W. H. (1977), "Intermediate Linkages in the Relationship between Job 
Satisfaction and Employee Turnover", Journal of Applied Psychology, Vol. 62, pp. 
237-240. 

148. Mobley, W. H. (1977). Intermediate linkages in the relationship between job satisfaction 
and employee turnover. Journal of Applied Psychology, 62(2), (pp.- 237-240).  

149. Mobley, W. H. Horner, S. O. & Hollingworth, A. T. (2002). An evaluation of precursors 
of hospital employee turnover. Journal of Applied Psychology, 63, 408-414. 

150. Mobley, W. H., Griffeth, R. W., Hand, H. H., & Meglino, B. M. (1979). Review and 
conceptual analysis of the employee turnover process. Psychological Bulletin, 
86(3), (pp.- 493-522). 

151. Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation of 
precursors of hospital employee turnover. Journal of Applied Psychology, 63(4), 
(pp.- 408-414). 

152. Mobley, W. H.; Griffeth, R. W.; Hand, H. H.; and Meglino, B. M. (1979), Review and 
Conceptual Analysis of the Employee Turnover Process", Psychological Buletin, 

153. Mobley, W. H.; Horner, S. 0.; and Hollingsworth, A. T. (1978), "An Evaluation of 
Precursors of Hospital Employee Turnover", Journal of Applied Psychology, Vol. 
63, pp. 408-414. 

154. Morash, M., Haarr, R. and Kwak, D. (2006). Multilevel influence of police stress. 
Journal of Contemporary Criminal Justice, 22: 26-43. 

155.  Mosadeghrad A. M. (2013) Occupational Stress and Turnover Intention: Implications 
for Nursing Management. International Journal of Health Policy Management, 1(2): 
169–176. 

156. Mosadeghrad A. M. (2013). Quality of working life: Antecedents to employee‘s 

turnover intentions. International Journal of Health & Policy Management. 1:49–58 



120 

 

157. Mosadeghrad AM, Ferlie E, Rosenberg D. (2012). A Study of relationship between Job 
satisfaction, organizational commitment and turnover intention among hospital 
employees. Health Service Management Research. 21:211–27. 

158. Mowday, R. T., Porter, L. W. Steers, R. M. (1999). When employees feel betrayed: A 
model of how psychological contract violation develops. Academy of Management 
Review, 22, 226-256. 

159. Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employeeorganization linkages: 
The psychology of commitment, absenteeism, and turnover. New York: Academic 
Press. 

160. Mowday, R. T.; Porter, L. W.; and Steers, R. M. (1982), Employee – Organization 
Linkages: The Psychology of Commitment. Absenteeism and Turnover, Academic 
Press, New York. 

161. Mowday, R., Porter, L., and Steers, R. (1981). Employee Organization Linkages. New 
York: Academic Press. 

162. Muchinsky, P. M. Tuttle, M. L. (1979). Employee turnover: An empirical and 
methodological assessment. Journal of Vocational Behaviour, 14, 43-77. 

163. Myers, D.G and Diener, E (1994) ―Most People Are Happy‖, Psychological Science Vol 

6, No.1 (January 1995) 

164. Myers, D.G, & Diener, E(1995), ―Who Is Happy?‖ Psychological Science, Vol 6, No. 1.  

165. National Institute of Justice. (1991). On the Front Lines: Police Stress & Family Well-
Being. Wash DC: US GPO. 

166. Near, J.P., Rice, R.W., & Hunt, R.G. (1978).  Work and extra-work correlates of life and 
job satisfaction.  Academy of Management Journal, Vol. 21, (pp.- 248-264). 

167. Neck, P.A. (2008). 'How to Structure Your DBA Thesis', a Presentation during the DBA 
Symposium, Unity College International, November. 

168. Netemeyer, R.G., Boles, J.S. and McMurrian, R. (1996). Development and validation of 
work family conflict and family-work conflict scales. Journal of Applied 
Psychology, Vol. 81, (pp. 400-10). 

169. Netemeyer, R.G., Brashear-Alejandro, T. and Boles, J.S. (2004). A cross-national model 
of job-related outcomes of work role and family role variables: a retail sales context. 
Journal of the Academy of Marketing Science, Vol. 32, No. 1, (pp.- 49-60). 

170. Neuman, W.L. (2006).  Social Research Methods: Qualitative and Quantitative 
Approaches, Pearson, Allyn and Bacon. 

171. Neumark, D. (2001), On the Job: Is Long-Term Employment a thing of the Past ?, Sage, 
New York. 



121 

 

172. Ng, W., Diener, E., Harter, J., & Arora, R. (2009). ―Affluence, feelings of stress, and 

well-being‖, Social Indicators Research, vol.94, pp.257-271 

173. Nicholson, N.; Brown, C. A.; and Chandwick, T. K. (1976), "Absence from Work and 
Job Satisfaction", Journal of Applied Psychology, Vol. 61, pp. 728-737. 

174. Niederhoffer, A. (1969). Behind the Shield. New York: Doubleday. 

175. Noor (2006) ―Locus Of Control, Supportive Workplace Policies And Work-Family 
Conflict‖, Psychologia, vol. 49, pp 48-60 

176. Norvell, K.K., H.A. Hills and M.R. Murrin, (1993). Understanding stress in female 
officers. Journal of Police Science & Administration, 15: 137-144. 

177. O‟Driscoll, M. P. & Brough P. (2003). Job stress and burnout. In M. O‟Driscoll, P. 

Taylor, & T Kalliath (Eds.). Organizational psychology in Australia and New 
Zealand (p 188-211). Melbourne, Australia: Oxford University Press. 

178. Okun, M. A., and Stock, W. A. (1987) ‗‗Correlates and Components of Subjective Well-
being Among the Elderly.‘‘ Journal of Applied Gerontology 6, no. 1, (pp.- 95–112) 

179. Onimode, B. (1999). The effects of labour turnover on individual organization and 
society, Paper Presented at the 34th Annual Meeting of the Academy of 
Management, Seattle. 

180. O'Reilly, C. & Chatman, J. (1986). Organizational commitment and psychological 
attachment: The effects of compliance, identification, and internalization on 
prosocial behavior. Journal of Applied Psychology, 71, 492-499. 

181. Organ, D. W. & Konovsky, M. (1989). Cognitive versus affective determinants of 
organizational citizenship behavior. Journal of Applied Psychology, 74, 157-164. 

182. Organ, D. W. & Lingl, A. (1995). Personality, satisfaction, and organizational 
citizenship behavior. The Journal of Social Psychology, 135, 339-350. 

183. Organ, D. W. & Ryan, K. (1995). A meta-analytic review of attitudinal and dispositional 
predictors of organizational citizenship behavior. Personnel Psychology, 8, 775-802. 

184. Organ, D. W. (1977). A reappraisal and reinterpretation of the satisfaction-causes-
performance hypothesis. Academy of Management Review, 2, 46-53. 

185. Organ, D. W. (1977). A reappraisal and reinterpretation of the satisfaction-causes-
performance hypothesis. Academy of Management Review, 2, 46-53. 

186. Organ, D. W. (1988a). Organizational citizenship behavior. The good soldier syndrome. 
Lexington, MA: Lexington Books. 

187. Organ, D. W. (1988b). A restatement of the satisfaction-performance hypothesis. 
Journal of Management, 14, 547-557. 



122 

 

188. Organ, D. W. (1990). The motivational basis of organizational citizenship behavior. 
Research in Organizational Behavior, 12, 43- 72. 

189. Organ, D. W. (1994). Personality and organizational citizenship behavior. Journal of 
Management, 20, 465-478. 

190. Organ, D. W. (1997). Organizational citizenship behavior: It's construct clean-up time. 
Human Performance, 10(2), 85-97. 

191. Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2006). Organizational citizenship 
behavior: Its nature, antecedents, and consequences. Thousand Oaks, CA: Sage. 

192. Panes, A.C. (2001). Is all well with teachers in public school? Journal of Educational 
Research, 21 (1), 88– 96. 

193. Parasuraman, S. and Greenhaus, J. (1997) ―Integrating work and family‖, Challenges 

and Choices for a Changing World Westport, CT:Quorum Books 

194. Parnell, J. A. & Crandall, W. (2003). Propensity for participative decision-making, job 
satisfaction, organizational commitment, organizational citizenship behavior, and 
intentions to leave among Egyptian managers. The Multinational Business Review, 
11, 45-65. 

195. Paton, D. and R. Flin, (1999). Disaster stress: An emergency management perspective. 
Disaster Prevention Management. 8: 261-267. 

196. Paton, I.C. Jackson, Y.O. and Johnson, E.T. (2003). Organizational, work and personnel 
factors in employee turnover and absenteeism. Psychological Bulletin, 80,151-176. 

197. Pattanayak, B. (2004), Human Resource Management, 2 nd edition, Prentice-Hall of 
India, New Delhi. 

198. Patterson, B. (1992). "Job Experience and Perceived Job Stress among Police, 
Correctional, and Probation/Parole Officers" Journal of Criminal Justice and 
Behavior 19: (pp.- 260-85). 

199. Pavot, W., & Diener, E. (2008). ―The Satisfaction with Life Scale and the emerging 
construct of life satisfaction‖, The Journal of Positive Psychology, vol.3, pp.137-
152 

200. Perrier, D.C., (1984). Police stress: The hidden foe. Canada Police College Jounal. 8: 
15-26.   

201. Perry, C. (2002). A Structured Approach to Presenting Theses: Notes for Students and 
Their Supervisors, Study Guide, Southern Cross University. 

202. Pool, S. W. (1997). The relationship of job satisfaction with substitutes of leadership, 
leadership behavior, and work motivation. The Journal of Psychology, 131(3), 271-
283. 



123 

 

203. Porter, L. W. Steers, R. M. (1973). Organizational commitment, job satisfaction and 
turnover among psychiatric technicians. Journal of Applied Psychology, 59:603-
609. 

204. Post, J. (2004). Leaders and their Followers in a Dangerous World. NY: Cornell Univ. 
Press. 

205. Potts, L.W., (1983). Equal employment opportunity and female employment in police 
agencies. Journal of Criminal Justice, 11: 505-523. 

206. Powell, G. and Greenhaus, J (2006). "Managing incidents of work-family conflict: A 
decision-making perspective" Human Relations 59, pp.1179-1212  

207. Powell, G. and Greenhaus, J., (2006). "Is the opposite of positive negative? Untangling 
the complex relationship between work-family enrichment and conflict." Career 
Development International 11, pp:650-659  

208. Powell, G.,and Greenhaus, J.H. (2009) "Sex, Gender, and the Work-Family Interface: 
Exploring Negative and Positive Interdependencies" Academy Of Management 
Journal,  

209. Price, J. L. (1977), Study of Turnover. Lowa State Press, Ames, IA. 

210. Price, J.L. (1977). The study of turnover. Ames, Iowa: Iowa State University Press. 

211. Price, J.L. (1992). A Handbook of organizational measurement. Lexington: D.C. Health. 

212. Raut, R.S. (2005). Organizational leadership: Theory and practice. New York. Johnhalt 
House. 

213. Raymond C, ‗Stress the real millennium bug‘, Stress News, Vol. 12 No.4, 2000. 

Retrieved from : http://www.isma.org.uk/stressnw/millbug.htm# 

214. Renn, R. W. & Vanderberg, R. J. (1995). The critical psychological states: An 
underrepresented component in job characteristics model research. Journal of 
Management, 21(2), 279-303. 

215. Richard, D.O. (2004). Investigation of teachers‟ behaviour in schools. Journal of Social 

Studies and Development. 23, 98-112. 

216. Rokeach, M. (1973). The Nature of Human Values. New York: The Free Press 

217. Rollinson, D., (2005). Organisational Behaviour and Analysis: An Integrated Approach. 
3rd Edn., Pearson Education Limited, London, ISBN: 978-0-273-68578-4. 

218. Rothbard, E., Nancy P, (2000) ―Mechanisms Linking Work and Family: Clarifying the 

Relationship Between Work and Family Constructs‖, 2000, Academy of 

Management Review, Vol.25, No.1, pp.178-199. 



124 

 

219. Salancik, G. R. & Pfeffer, J. (1977). An examination of need-satisfaction models of job 
attitudes. Administrative Science Quarterly, 22, 224- 456. 

Satisfaction and Voluntary Turnover?", Journal of Applied Psychology, Vol. 78, pp. 

Satisfaction-Turnover Relationship", Journal of Applied Psychology, Vol. 66, 511-
514. 

220. Saunders, M., Lewis and A. Thornhil, (2007). Research Methods for Business Students. 
4th Edn., Pearson Education Limited, Prentice Hall, London, ISBN: 0-273-70148-7. 

221. Sell, H. and R. Nagpal: 1992, Assessment of Subjective Well-being: The Subjective 
Well-Being Inventory (SUBI) (World Health Organization, Regional Office for 
South-East Asia, New Delhi, India). 

222. Selye, H. (1975). Stress without Distress. New York: Lippincott. 

223. Shadare, D.A. (2008). Labour turnover and organizational effectiveness: moderating 
effects of job classification, career mobility and job complexity. Journal of 
Management, 9 (2), 77-86. 

224. Shore, L. M.; and Martin, H. J. (1989), "Job Satisfaction and Organizational 
Commitment in relation to Work Performance and Turnover Intentions", Human 
Relations, Vol. 42, pp. 625-638. 

225. Siegel, L. & Lane, I. M. (1974). Psychology in industrial organizations. Homewood, IL: 
Irwin. 

226. Sigler, R.T. and D.R. Thweatt, 1997. Religiosity and stress for police officers. Journal of 
Police & Criminal Pycholology. 12: 13-24. 

227. Singh, A.K (2002) Tests, Measurements and Research Methods In Behavioural 
Sciences, Third Edition, Bharati Bhawan. 

228. Smith, R. H.; Diener, E.; Wedell, D.H.(1989), ―Intrapersonal and social comparison 

determinants of happiness: A range-frequency analysis‖, Journal of Personality and 

Social Psychology. Vol 56(3), pp.317-325 

229. Snyder, R. A.; and Mayo, F. (1991), "Single versus Multiple Causes of the Agel Job 
Satisfaction Relationship", Psychological Reports, Vol. 68, No.3, pp. 1255-1262. 

230. Solinger, O. N., van Olffen, W., & Roe, R. A. (2008). Beyond the three-component 
model of organizational commitment. Journal Of Applied Psychology, 93(1), (pp.- 
70-83) 

231. Soyibo, S.A. (2000). Economic factors in worker turnover behaviour. Journal of 
Economic and Development, 16 (2), 71-83. 



125 

 

232. Soyibo, S.A. (2002). Ecological correlations and labour turnover, American 
Sociological Review. 15:341-347. 

233. Spector, P. E. (1997) Job satisfaction: Application, assessment, cause and consequences 
Thousand Oaks, CA: Sage New York: John Wiley & Sons, Inc. 

234. Spencer, D. G.; and Steers, R. M. (1981), "Performance as a Moderator of the Job 

235. Spielberger C. (1983) Manual for the State-trait Anxiety Inventory (Form Y). Palo Alto, 
Calif : Consulting Psychologists Press. 

236. Spielberger, C. S. (1966).  Theory and research on anxiety.  In C. S. Spielberger 
(Ed.), Anxiety and Behaviour, Academic Press, New York, (pp.- 3-20). 

237. Spielberger, C.D.  (Ed.)  (1972). Anxiety:  Current trends in theory and research (Vol. 
1). New York:  Academic Press. 

238. Spielberger, C.D., & Fish, D.E. (1976). Standards for selection of police officers.  The 
Florida Police Chief, Vol. 2, (pp.-  19). 

239. Spielberger, C.D., & Perdue, O.  (1966). Anxiety and the perception of punishment.  
Mental Hygiene, Vol. 50, (pp.- 390-397). 

240. Spielberger, C.D., & Sarason, I.G.  (Eds.)  (1975). Stress and anxiety (Vol. 1).  
Washington, DC. Hemisphere/Wiley. 

241. Spielberger, C.D., Gaudry, E., & Vagg, P. (1975).  Validation of the state-trait 
distinction in anxiety research.  Multivariate Behavioral Research, Vol. 10, (pp.- 
331-341). 

242. Spielberger, C.D., Sharma, S. & Singh, M.  (1973). Development of the Hindi Edition of 
the State-Trait Anxiety Inventory.  Indian Journal of Psychology, Vol. 48, (pp.- 11-
20). 

243. Srivastava, G. P. (1978), "A Study of Some Determinants of Job Satisfaction Among 
Underground Colliery Workers", Indian Journal of Industrial Relations, Vol. 14, pp. 
131-140. 

244. Staw, B.M. (1980). The consequences of turnover. Journal of Occupational Behaviour, 
(1) 253-273. 

245. Steers, R.M. and Mowday, R.T. (1981). Employment turnover and post decision 
accommodation process. In B.M. Shaw and L.L. Cummings (Eds) Research in 
organizational Behaviour. London: Prentice Hall. 

246. Stephen P.R. (2005) Organizational Behaviour, 11th edition, Prentice-hall Of India Pvt 
Ltd 



126 

 

247. Stoeva, A.Z, Chiu, R.K, Greenhaus, J.H, (2002),  ―Negative Affectivity, Role Stress, 

and Work–Family Conflict‖, Journal of Vocational Behaviour. 

248. Stotland, E. and M. Pendleton, (1989). Workload, stress and strain among police 
officers. Behavioural Medicine, 15: 5-17. 

249. Terry, W. Clinton. (1985). Policing Society. New York: Wiley. 

250. Tett, R. P.; and Meyer, J. P. (1993), "Job Satisfaction, Organizational Commitment, 

251. Tett, R.P., & Meyer, J.P. (1993). Job satisfaction, organizational commitment, turnover 
intention, and turnover: Path analyses based on meta-analytic findings. Personnel 
Psychology, Vol. 46, (pp.- 259-293). 

Turnover Intention and Turnover: Path Analysis based on Meta Analytic Findings", 

252. Violanti, J. & F. Aron. (1995). "Police Stressors: Variations in Perceptions among 
Police Personnel" Journal of Criminal Justice, Vol. 23, (pp.- 280-91). 

253. Violanti, J. (1996). Police Suicide: Epidemic in Blue. Springfield: C. Thomas. 

254. Violanti, J.M. and D. Paton, (1999). Police Trauma: Psychological Aftermath of Civilian 
Combat. 1st Edn., Springfield, IL: Charles C., Thomas, ISBN: 0-398-06954-9. 

255. Violanti, J.M. and F. Aron, (1994). Ranking police stressors. Psychological 
Representative, 75: 824-826. 

256. Violanti, J.M., (1996). Police Suicide: Epidemic in Blue. 1st Edn., Springfield, IL: 
Charles C., Thomas, ISSN: 00332941. 

257. Wanous, J. P. (1980). Organization entry: Recruitment, selection and socialization of 
newcomers. Reading mass: Addison – Wesley. 

258. Waters, J.A. and W. Ussery, (2007). Police stress: History, contributing factors, 
symptoms and interventions. International Journal pf  Police Strategies 
Management. 30: 169-188. 

259. Weer, C., Greenhaus, J.H. and Linnehan, F (2009). "Commitment to nonwork roles and 
job performance: enrichment and conflict perspectives" Journal of Vocational 
Behavior. Vol. 86, pp. 493-522. 

260. Weisheit, R.A., (1987). Women in the state police: Concerns of male and female. 
Journal of Police Science & Administration, 15: 137-144. 

261. Weitz, J. (1952), "A Neglected Concept in the Study of Job Satisfaction", Personnel 
psychology, Vol. 67, pp. 53-59 

262. Werbel, J. D. & Bedian, A. G., (1989), Intended Turnover as a Function of Age and Job 
Performance, Journal of Organisational Behavior, Vol. 10, (pp. 275-81) 



127 

 

263. Werner, J. M. (1994). Dimensions that make a difference: Examining the impact of in-
role and extra-role behaviors on supervisory ratings. Journal of Applied Psychology, 
79, 98-107. 

264. White, A. T.; and Spector, P. E. (1987), "An Investigation of Age Related Factors in the 

265. Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of 
Management Review, 7, 418-428. 

266. Wiener, Y. 1982. Commitment in organizations. A normative view. Academy of 
Management Review. Vol. 7(3). (pp.- 418-428) 

267. William P., Diener, E., (1993), ―Review of the Satisfaction With Life Scale, 

Psychological Assessment‖ Psycarticles; Vol.5. 

268. Williams. L. J. & Anderson. S. E. (1991). Job satisfaction and organizational 
commitment as predictors of organizational citizenship and in-role behaviors. 
Journal of Management, 17(3), 601-617. 

269. Wirtz, D., Chiu, C., Diener, E., & Oishi, S. (2009). ―What constitutes a good life? 

Cultural differences in the role of positive and negative affect in subjective well-
being.‖ Journal of Personality, vol. 77, pp.1167-1196 

270. Wotruba, T. R.; and Tyagi, P. K. (1991), "Met Expectations and Turnover in Direct 
Selling", Journal of Marketing, Vol. 55, pp. 24-25. 

271. Wunder, R. S.; Dougherty, T. W.; and Welsh, M. A. (1982), "A Causal Model of Role 
Stress and Employee Turnover", Academy of Management Proceedings, pp. 297-
301. 

272. Zammunier, V.L & Galli, (2005), ―Wellbeing: causes and consequences of emotion 

regulation in work-settings‖, International Review of Psychiatry, Vol. 17 (5), pp. 

355-364 

  



128 

 

 

 
Appendix 

Appendix 1: Scale for 
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Kindly evaluate the following concepts in terms of their probable conceptual links with the 

sense of subjective wellbeing and turnover intentions of Paramilitary Force employees. 

Please remember that the magnitude of relationship is the only concern and not the direction 

of relationship. All the variables, including sense of subjective wellbeing and turnover 

intention are defined in the next page (attached). You are requested to refer to the definitions 

before you start with your ratings and also as and when you find it necessary. 

Please use the seven-point rating scale given below and assign your rating for each variable 

in the corresponding box. 

 1= Not at all Important 
 2= Unimportant 
 3= Somewhat Unimportant 
 4=Can‘t say 
 5=Somewhat Important 
 6= Important 
 7= Very Important 

Variable Rating 
Affective Organizational Commitment [AOC]  

Continuance Organizational Commitment [COC]  

Normative Organizational Commitment [NOC]  

Perceived Organizational Support [POS]  

Perception of Communication Satisfaction [PCS]  

Perceived Self Esteem [PSE]  

Work-Family Role Conflict [WFRC]  

Organizational Climate [OC]  

Job Satisfaction [JS]  

Job Stress [OPS]  

Trait Anxiety [TAnx]  

Trait Anger [TAng]  

Quality of Life [QoL]  

Quality of Work Life [QoWL]  
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Definition of Variables 

A. Turnover intentions refer to an individual's estimated probability that they will leave an 

organisation at some point in the near future.  

B. Sense of Subjective Well Being may be defined as the subjective experience of wellbeing. 

SWB has both an affective (emotional) and a cognitive (mental) component. 

C. Affective Organizational Commitment refers to the employee‘s emotional attachment to, 

identification with, and involvement in the organization.  

D. Normative Organizational Commitment is an employee‘s moral obligation to reciprocate 

for benefits received from the organization 

E. Continuance Organizational Commitment refers to an awareness of the costs associated 

with leaving the organization.  

F. Perceived Organizational Support may be defined as the employees‘ perception about the 

goodwill of the employer behind their policies and rewards.  

G. Organizational climate is the study of perceptions that individuals have of various aspects of 

the environments in the organization 

H. Perceived Communication Satisfaction may be defined as the sense of satisfaction that the 

employee experiences from communication with superiors. 

I. Work Family Role Conflict may be defined as a form of inter-role conflict in which the 

general demands of, time devoted to, and strain created by the job [or family] interfere with 

performing family-related [or job-related] responsibilities 

J. Job satisfaction refers to the degree to which one feels positive about one's job, resulting 

from an evaluation of its characteristics 

K. Job stress refers to a negative experience emerging from characteristics of the job 

environment which pose a threat to the individual  

L. Quality of Work Life [QWL] is a process by which an organization responds to employee 

needs by developing mechanisms to allow them to share fully in making the decisions that 

design their lives at work.  
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M. Trait Anger is the individual's proneness to experience anger more or less frequently  

N. Trait Anxiety is a general tendency to exhibit anxiety. Individuals with high trait anxiety are 

predisposed to perceive a wide range of situations as dangerous or threatening. 

O. Self-esteem  is a concept that aperson has regarding his own self which consists of any 

evaluation that he makes of himself or whatever feelings he has of himself  

P. Quality of Life may be defined as the degree to which a person enjoys the important 

possibilities of his/her life. 
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Appendix 

Appendix 2: Scale for 
Subjective Well-Being 
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Subjective Well-being Inventory 
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Appendix 

Appendix 3: Scale for Turnover 
Intention 
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N (%) Mean Std. Dev.

1=Strongly disagree 24 (12.1)
2=Disagree 44 (22.1)
3=Neither 38 (19.1)
4=Agree 54 (27.1)
5=Strongly Agree 39 (19.6)

1=Strongly disagree 27 (13.6)
2=Disagree 52 (26.3)
3=Neither 20 (10.1)
4=Agree 66 (33.3)
5=Strongly Agree 33 (16.7)

1=I definitely will not leave. 34 (17.1)
2=I probably will not leave. 50 (25.1)
3=I am uncertain. 55 (27.6)
4=I probabley will leave. 31 (15.6)
5=I definitely will leave. 29 (14.6)

1=It is very unlikely that I would ever consider leaving this organization. 19 (9.6)
2=As far as I can see ahead, I intend to stay with this organization. 64 (32.3)
3=I have no feeling about this way or the other. 27 (13.6)
4=I am seriously considering leaving in the near future. 63 (31.8)
5=I am presently looking and planning to leave. 25 (12.6)

1=I prefer very much to continue working for this organization. 30 (15.1)
2=I prefer to work here. 76 (38.2)
3=I don't care either way. 28 (14.1)
4=I prefer not to work here. 47 (23.6)
5=I prefer very much not to continue working for this organization. 18 (9.0)

1=It is very important for me to spend my career in this organization. 34 (17.1)
2=It is fairly important. 42 (21.1)
3=It is of some importance. 33 (16.6)
4=I have mixed feelings about its importance. 59 (29.6)
5=It is of no importance at all. 31 (15.6)

Total Average 198 3.00 1.096

1.314

I often think about quitting my job. 198 3.13 1.342

As soon as I can find a better job, I will quit at this organization. 199 3.20

1.289

How do you feel about leaving this organization? 198 3.06 1.239

Which of the following most clearly reflects your feelings about your future 
with this organization in the next year?

199 2.85

1.233

How important is it to you personally that you spend your career in this 
organization rather than some other organization?

199 3.06 1.349

If you were completely free to choose, would you prefer or to not prefer to 
continue working with this organization?

199 2.73
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Appendix 

Appendix 4: Scale for Affective 
Organizational Commitment 
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N Mean* Std. Dev.

I would be very happy to spend the rest of my career in this organization. 197 2.95 1.259

1=Strongly disagree 28 (14.2)
2=Disagree 53 (26.9)
3=Neither 39 (19.8)
4=Agree 54 (27.4)
5=Strongly Agree 23 (11.7)

I really feel as if this organization's problems are my own. 198 2.30 1.103
1=Strongly disagree 56 (28.3)
2=Disagree 67 (33.8)
3=Neither 36 (18.2)
4=Agree 37 (18.7)
5=Strongly Agree 2 (1.0)

I do not feel like "part of the family" at my organization. ® 198 2.94 1.235
1=Strongly disagree 29 (14.6)
2=Disagree 52 (26.3)
3=Neither 35 (17.7)
4=Agree 65 (32.8)
5=Strongly Agree 17 (8.6)

I do not feel "emotionally attached" to this organization. ® 199 2.95 1.203
1=Strongly disagree 28 (14.1)
2=Disagree 52 (26.1)
3=Neither 32 (16.1)
4=Agree 75 (37.7)
5=Strongly Agree 12 (6.0)

This organization has a great deal of personal meaning for me. 199 3.08 1.112
1=Strongly disagree 19 (9.5)
2=Disagree 45 (22.6)
3=Neither 49 (24.6)
4=Agree 73 (36.7)
5=Strongly Agree 13 (6.5)

I do not feel a strong sense of belonging to my organization. ® 199 2.99 1.221
1=Strongly disagree 29 (14.6)
2=Disagree 44 (22.1)
3=Neither 42 (21.1)
4=Agree 67 (33.7)
5=Strongly Agree 17 (8.5)

Total Average 196 2.88 1.096

® indicates a reverse-keyed item (scoring is reversed)
* Responses to each item are made on a 5-point scale with anchors labeled (1) strongly disagree  and (5) 
strongly agree
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Appendix 5: Job Satisfaction 
Scale 
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 JOB SATISFACTION SURVEY  
Paul E. Spector 

Department of Psychology 
University of South Florida 

 Copyright Paul E. Spector 1994, All rights reserved. 

 

  
PLEASE CIRCLE THE ONE NUMBER FOR EACH 

QUESTION THAT COMES CLOSEST TO REFLECTING 
YOUR OPINION 

ABOUT IT. 
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 1   I feel I am being paid a fair amount for the work I do.            1     2     3    4     5     6 

 2 There is really too little chance for promotion on my job.            1     2     3    4     5     6 

 3 My supervisor is quite competent in doing his/her job.            1     2     3     4    5     6 

 4   I am not satisfied with the benefits I receive.            1     2     3    4     5     6 

 5 When I do a good job, I receive the recognition for it that I 
should receive. 

           1     2     3     4    5     6 

 6 Many of our rules and procedures make doing a good job 
difficult. 

           1     2     3    4     5     6 

 7 I like the people I work with.            1     2     3     4    5     6 

 8 I sometimes feel my job is meaningless.            1     2     3    4     5     6 

 9 Communications seem good within this organization.            1     2     3     4    5     6 

10 Raises are too few and far between.            1     2     3    4     5     6 

11 Those who do well on the job stand a fair chance of being 
promoted. 

           1     2     3     4    5     6  

12 My supervisor is unfair to me.            1     2     3    4     5     6 

13 The benefits we receive are as good as most other organizations 
offer. 

           1     2     3     4    5     6 

14 I do not feel that the work I do is appreciated.            1     2     3    4     5     6 

15 My efforts to do a good job are seldom blocked by red tape.            1     2     3     4    5     6 

16 I find I have to work harder at my job because of the 
incompetence of people I work with. 

           1     2     3    4     5     6 

17 I like doing the things I do at work.            1     2     3     4    5     6 

18 The goals of this organization are not clear to me.            1     2     3    4     5     6 



145 

 

 

  
PLEASE CIRCLE THE ONE NUMBER FOR EACH 

QUESTION THAT COMES CLOSEST TO REFLECTING 
YOUR OPINION 

ABOUT IT. 
 Copyright Paul E. Spector 1994, All rights reserved. 
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19  I feel unappreciated by the organization when I think about what 
they pay me. 

           1     2     3    4     5     6 

20 People get ahead as fast here as they do in other places.             1     2     3     4    5     6 

21 My supervisor shows too little interest in the feelings of 
subordinates. 

           1     2     3    4     5     6 

22 The benefit package we have is equitable.            1     2     3     4    5     6 

23 There are few rewards for those who work here.            1     2     3    4     5     6 

24 I have too much to do at work.            1     2     3    4     5     6 

25 I enjoy my coworkers.            1     2     3     4    5     6 

26 I often feel that I do not know what is going on with the 
organization. 

           1     2     3    4     5     6 

27 I feel a sense of pride in doing my job.            1     2     3     4    5     6 

28 I feel satisfied with my chances for salary increases.            1     2     3     4    5     6 

29 There are benefits we do not have which we should have.            1     2     3    4     5     6 

30 I like my supervisor.            1     2     3     4    5     6 

31 I have too much paperwork.            1     2     3    4     5     6 

32 I don't feel my efforts are rewarded the way they should be.            1     2     3    4     5     6 

33 I am satisfied with my chances for promotion.             1     2     3     4    5     6 

34 There is too much bickering and fighting at work.            1     2     3    4     5     6 

35 My job is enjoyable.            1     2     3     4    5     6 

36 Work assignments are not fully explained.            1     2     3    4     5     6 
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Appendix 6: Job Stress Scale 
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Job Stress Questionnaire  
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Appendix 

Appendix 7: Work-Family 
Role Conflict Scale 
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Work-Family Role Conflict Scale 

Below are some statements with which you may agree or disagree. Using the 1-7 scale below, 
indicate your agreement with each item by circling the appropriate number. The words 
―work‖ and ―job‖ refer to all work-related activities that you do as part of your paid 
employment. The word ―family‖ refers to the following family roles that pertain to you 

including being a parent, being a spouse/partner, and overall home-life. 
 
1= strongly disagree 
2= disagree 
3= slightly disagree 
4= neither agree nor disagree 
5= slightly agree 
6= agree 
7= strongly agree 
 
 

1. The demands of my work interfere with my home and family life. 
 
                         1        2        3        4        5        6        7 
 

2. The amount of time my job takes up makes it difficult to fulfill my family 
responsibilities. 

                              
                       1        2        3        4        5        6        7 
 

3. Things I want to do at home do not get done because of the demands my job puts on 
me. 

 
 
                      1        2        3        4        5        6        7 
 

4. My job produces strain that makes it difficult to fulfill family duties. 

 
 
                  1        2        3        4        5        6        7 
 

5. Due to work-related duties, I have to make changes to my plans for family                          
activities. 

 
 
                       1        2        3        4        5        6        7 

 
6. The demands of my family or spouse/partner interfere with work-related activities. 

 
 
                             1        2        3        4        5        6        7 
 

7. I have to put off doing things at work because of demands on my time at home. 
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                                1        2        3        4        5        6        7 
 
 

8. Things I want to do at work don‘t get done because of the demands of my family or 

spouse/ partner. 
 
                                  1        2        3        4        5        6        7 
 

9. My home life interferes with my responsibilities at work such as getting to work on 
time, accomplishing daily tasks, and working overtime. 

 
 
                                  1        2        3        4        5        6        7 
 

10. Family-related strain interferes with my ability to perform job-related duties. 
 
 

1        2        3        4        5       6        7 
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Appendix 

Appendix 8: Trait Anxiety 
Scale 
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Trait Anxiety Scale 
 

A number of statements which people have used to describe themselves are given below. 
Read each statement and circle the one that describes how you generally feel. Do not spend 
too much time on any one statement. 
 

No Statements Not 
at 
all 

Somewhat Moderately 
so 

Very 
much 
so 

1 I feel Pleasant     

2 I feel tired quickly     

3 I feel like crying     

4 I wish I could be as happy as others 
seem to be 

    

5 I am loosing out on things because I 
cant make up my mind soon enough 

    

6 I feel rested     

7 I am ―calm, cool and collected‖.     

8 I feel that difficulties are piling up 
so that I cannot overcome them 

    

9 I worry too much over something 
that really doesn‘t matter. 

    

10 I am happy     

11 I am inclined to take things hard.     

12 I lack self-confidence     

13 I feel secure     

14 I try to avoid facing a crisis or 
difficulty. 

    

15 I feel depressed.     

16 I am content     

17 Some unimportant thought runs 
through my mind and bothers me. 

    

18 I take disappointments so keenly 
that I can‘t put them out of my 

mind. 

    

19 I am a steady person     

20 I become tense and upset when I 
think about my present concerns. 
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Appendix 9: Trait Anger Scale 
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Trait Anger Scale 
 

A number of statements that people use to describe themselves are given below. PLEASE 
CIRCLE THE ONE NUMBER FOR EACH QUESTION THAT COMES CLOSEST TO 
REFLECTING YOUR OPINION ABOUT IT.  
 
1 =  Almost Never 
2 =  Sometimes 
3 =  Often 
4 =  Almost Always  
 

Sl no Statements Response categories 

1 I am quick-tempered 1 2 3 4 

2 I have a fiery temper 1 2 3 4 

3 I am a hot-headed person 1 2 3 4 

4 I get angry when I am slowed down b others' mistakes 1 2 3 4 

5 I feel annoyed when I am not given recognition for doing 
good work. 

1 2 3 4 

6 I fly off the handle 1 2 3 4 

7 When I get mad, I say nasty things 1 2 3 4 

8 It makes me furious when I am criticized in front of others 1 2 3 4 

9 When I get frustrated I feel like hitting someone 1 2 3 4 

10 I feel infuriated when I do a good job and get a poor 
evaluation 

1 2 3 4 

 
 

 


