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Abstract
This study is an attempt to examine the influential
relationship between discriminatory working experience
and occupational Stress among women police in Tamil
Nadu as well as moderating role of mode of entry in to the
police department such as Direct recruitment or
Compassionate ground between the relationship of
discriminatory working experience and occupational stress.
A survey method had been adopted in this study among
women police from Tamil Nadu. A well structured
questionnaire had been issued to 400 employees. The
authors got 368 valid responses after the process of data
cleaning for further data analysis and interpretation.
Cronbach’s alpha score was calculated to measure the
reliability of the scale. The alpha value showed higher
internal consistency among the items listed in the
measures. The SPSS, AMOS and Stat tool Package were
used to analyse the gathered data. Structural Equation
Modelling was used to analyse the relationships. This
study clearly revealed that discriminatory working
experience had significant impact on occupational stress
among women police from Tamil Nadu and mode of entry
was significantly playing the moderating role on the
influential relationship between discriminatory working
experience and occupational stress.
Keywords: Gender Subordination & Marginalisation,
Gender Discrimination, Gender Stereotype, Occupational
Stress, Mode of entry, Women, Police, Tamil Nadu
1.

Introduction
Even though women constitute almost half of the
population (47.25%) in India, Still Women are suffering to
face some challenges like “Equal pay for Equal work”,
“Sexual Harassment”, “Discrimination in Promotion
systems or career advancement” etc... that too, working in
police force is really a challenge to the women since it is
traditionally a male dominated profession. According to
the global gender gap report 2017, the World Economic
forum’s Gender Gap Index placed India in the 108 th

position among 144 countries. Hence India has to take
steps to improve gender balance in order to get greater
economic growth. By concentrating on these issues, The
researcher take an attempt to see what is really happening
in the workplace that is how far women are discriminated
in their work and how far that discriminatory working
environment having impact on their Occupational stress
level by taking the Tamil Nadu police force as a study
area. The researcher also tried to examine the moderating
effect of “Mode of Entry in to the police force” in the
relationship between discriminatory working experience
and Occupational stress. Police department consists of two
modes of entry which are Appointment made on Direct
Recruitment and Appointment made on Compassionate
ground. Direct recruitment means getting job through
clearing exams which is conducted by TNPSC (Tamil
Nadu Public Service Commission). Appointment made on
Compassionate ground means appointments are given to
any one of the legal heirs of the deceased Government
Servant.(i.e.) Wife, Husband, Son, Daughter, Divorcee,
Widowed daughter.
2.

Literature
Review
Development

and

Hypothesis

The expansion of the word “POLICE” which was
derived from the Greek word
“POLITIA” is
“Protection Organisation for Life and Investment in Civil
Establishment”. Police is described as the civil force which
has the responsible for maintaining law and order. Law
enforcement is traditionally a male dominated field. Since
more female are entering this male dominated workspace,
more emphasis is given to equal opportunity hiring.
(Jamil,Mohyuddin, & Mohyuddin,2015).
Organizational stress is defined as certain
attributes of the organization and behaviours of its
employees that may give stress to the employees.
Bureaucratic processes, perceived lack of support from the
community and leaders, and lack of promotional
opportunities in the organization are indicated as
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organizational stressors (Stinchcomb, 2004; Burke and
Mikkelsen, 2006)
Operational stressors are inherent in the job itself
which are all faced by law enforcement officers routinely
as part of the job. Violanti and Paton (1999) said that
exposure to traumatic events such as murder, assaults and
shootings are considered as operational stressors.
Dealing with crime victims, the criminal justice
system and shift work are also named as operational
stressors which is inherent in policing job itself(Violanti
and Paton, 1999; Ellison, 2004; Burke and Mikkelsen,
2006).
The routine activities of law enforcement officers
gives more stress to them. It will leads to negative
emotional, physical and psychological effects to them if
they are incapable to manage it. (Chapin et
al.,2008).Hence Operational stress is arising out of the
aspects of police work.
Many studies mentioning that law enforcement
officers has listed some of their workplace stressors such
as workloads, excessive paper works, red tape, completing
the paper work within that time constraints.(Coman and
Evans, 1991; Brown and Campbell, 1994; Violanti and
Aron, 1995).
Sex role spill over theory described that there is
an improper change of stereotyped sexual role behaviour
into the workplace which leads to gender discrimination
and sexual harassment. (Gutek and Dunwoody 1987;
Gutek 1993)
Police women still experience disadvantages with
regards to the duty deployment, career advancement and
training opportunities, though immediate establishment of
1975 Sex Discrimination Act (Jones ,1986).
The researcher Jamil et al (2015) has mentioned
in his study that Women are facing Discrimination at all
places in the society and the discrimination against the
women in police force is high among lower ranked
women polices .
From the reviews of previous studies, it was
understood that there is numerous studies about
occupational stress among police but there was a limited
study of finding the relationship between discriminatory
working experience and occupational stress and examining
the moderating role of mode of entry into police force on
the relationship between discriminatory working
experience and occupational stress.
Based on the above opinions, the following
objectives were formulated
1. To examine the direct and positive impact of
Discriminatory
Working
Experience
on
Occupational Stress
2. To examine the moderating role of mode of entry
in the relationship between Discriminatory
working experience and Occupational Stress.
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To explore the above mentioned objectives, the research
hypotheses were framed as follows,
H01: There is no impact of Discriminatory Working
Experience on Occupational Stress.
H02: There is no moderating effect of mode of entry in the
influence of discriminatory working experience on
occupational stress.
3. Conceptual Framework
Mode of Entry
H02 (β2)
Discriminatory
Working Experience

Occupational
Stress

H01 (β1)
Figure: 1- Conceptual framework

4.

Research Methodology
This study is descriptive in nature and survey has
been conducted among women police in Tamil Nadu
.Study area of this study is Tamil Nadu, India. Tamil Nadu
has pioneered the establishment of ALL WOMEN
POLICE STATION(AWPS) in India and It has
highest(199) number of Women Police stations as well as
highest number of Women police(19590) compared with
other states in India. Respondents were selected by using
simple random sampling. The structured questionnaire was
distributed to 400 women police. The process resulted in
the collection of 368 responses complete on all parameters
for data analysis and interpretation. The response rate is
92%.Questionnaire, Personal interview, observation
technique were used to collect primary data. News papers,
Journals, Magazines, Reports, Books, Internet were used
as sources for secondary data collection.
5. Measures:
The structured questionnaire has 3
sections. In the initial sections, respondents were asked
about their demographic details such as Age, Marital
status, Rank, Mode of entry etc.. The second section is
dealt with discriminatory experiences of women. It was
measured through the Work experience Inventory of
Indiresan (1994) which was used by Sahgal (2007) in his
research.It consists of 3 factors with 5 items each. The
third section is dealt with occupational stress which was
measured by two police stress questionnaires:
Organizational Police Stress Questionnaire (PSQ-Org),
and Operational Police Stress Questionnaire (PSQ-Op) of
McGreary and Thompson (2006) .
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8

Operational Definition of study Variables
Table 1: Operational definitions of the study variables used in this study

Latent

Organizational
Stress

Indicators/Items
The feeling that different rules apply to
different people (e.g. favouritism) has caused stress to
me
Excessive administrative duties has caused stress to me
Staff shortages has caused stress to me
Constant changes in policy / legislation is giving stress
to me
Bureaucratic red tape has caused stress to me
Perceived pressure to volunteer free time is giving
stress to me
Lack of resources has caused stress to me
Unequal sharing of work responsibilities has caused
stress to me
Internal investigations has caused stress to me
Dealing with the court system is giving stress to me
Shift work has caused stress to me

Attribute

Measurement

Exogenous

Scale

Over‐time demands have caused stress to me

Operational
Stress

Risk of being injured on the job has caused stress to
me
Traumatic events (e.g. MVA, domestics, death, injury)
has caused stress to me

Exogenous

Scale

Operationalization
The respondents are asked
about how far they agree
with the statements
related to
Organisational stress by
using the 5 point likert scale
from Strongly agree to
Strongly Disagree

The respondents are asked
about how far they agree
with the statements related
to Operational stress by
using the 5 point likert scale
from Strongly agree to
Strongly Disagree

Managing my social life outside of work has caused
stress to me
Not finding time to stay in good physical condition has
caused stress to me
Occupation‐related health issues (eg back pain) have
caused stress to me
Lack of understanding from family and friends about
your work is causing stress to me
Negative comments from the public has caused stress
to me
Feeling like i am always on the job has caused stress
to me
I am held back from exercising authority due to my
gender
Endogenous
I am interrupted when I am making a point since i am a
women
Gender
Subordination
&
Marginalisation

I am pushed around in my job due to my gender

Scale

The respondents are asked
how far they agree with the
statements related to gender
subordination
and
marginalisation by using the
5 point likert scale from
Strongly agree to Strongly
Disagree

I have no freedom to decide how and what I do in my
job due to my gender
I am dominated by colleagues of the opposite sex
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My ideas are not taken seriously due to my gender
I have been ignored for good/challenging assignments
since i am a women
My achievements are under estimated due to my
gender
My achievements are linked to factors other than merit
due to my gender
It doesn’t matter how hard I try, my work is always
criticized since I am a women
My family suffers when I take my career seriously

Gender
Discrimination

Any mistake I make is linked to my gender

Endogenous

Endogenous

Scale

Scale

If I am competent, I am perceived to be aggressive due
to my gender
Gender
Stereotype

9

The respondents are asked
how far they agree with the
statements related to gender
discrimination by
using the 5 point likert
scale from Strongly agree to
Strongly disagree

The respondents are asked
how far they agree with the
statements related to gender
Stereotyping by using the 5
point likert scale from
Strongly agree to Strongly
disagree

I have problems balancing career and family
I feel helpless in dealing with problems arises due to
my gender in my job

Mode Of Entry

Demographic
Variables

6.1.

Moderating
Variable

Gender
Subordination
Gender
Discrimination
Gender Stereotype
Organisational
Stress
Operational Stress

Control

Ordinal

How old are you?

Rank

Control

Ordinal

From Grade II police to Sub
Inspector of Police

Marital Status

Control

Nominal

Single, Married, Divorce,
Widow

Number of
items
5

Cronbach’s alpha
(α)
0.91

5

0.92

5
10

0.90
0.93

10

0.94

Cronbach’s Alpha Coefficient values for the construct of
subordination,
discrimination
and
stereotype,
Organisational stress and Operational Stress are 0.91,
0.92,0.90, 0.93 and 0.94 respectively. The alpha score is
confirmed that the reliability of the used questionnaire is
good enough.
7. Data Analysis
SPSS and AMOS are used to analyse the gathered
data in this study. James Gaskin (2012) Stat Tool Package
is also used to find out the group differences in the model.
The proposed model is analysed and interpreted in two
ways such as an assessment of measurement model to
know the reliability and validity and an assessment of
structural model.

7.1. Demographic Profile of the respondents
Table 3: Frequency analysis
Whole Sample
S.
Variable
No
Frequency
Percentage

1

Age

1.Direct Recruitment
2.Compassionate Ground

Age

Reliability analysis of the scale
Table 2: Reliability Statistics

Construct

Categorical

Less than 25 years
25 years to 35 years
35 years to 45 years

Sub Samples
Direct
Compassionate
Recruitment(296)
Ground (72)

40
186

10.9
50.5

32
143

109

29.6

94

8
43
15
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More than 45 years
Married
Single
2
Marital Divorced
Status Widow
Grade I
Grade II
3
Rank
HC
SI
SSI
Direct recruitment
Mode
of
Compassionate
4
Entry
ground
Source: Primary Data

33
176
148
23
21
77
182
55
32
22
296

9.0
47.8
40.2
6.3
5.7
20.9
49.5
14.9
8.7
6.0
80.4

72

19.6

The above table 3 shows that 50.5 percentage of the
respondents are in the age category 25 years to 35 years.
47.8 percentage of the respondents are married. 49.5
7.2. Confirmatory Factor Analysis
Table 4: CFA Results
Construct
Subordination and
Marginalisation

Discrimination

Stereotype

Organisational Stress

Operational Stress

Items
GD1_Sub
GD2_Sub
GD3_sub
GD4_Sub
GD5_Sub
GD6_Dis
GD7_Dis
GD8_Dis
GD9_Dis
GD10_Dis
GD11_Ste
GD12_Ste
GD13_Ste
GD14_Ste
GD15_Ste
OS1
OS2
OS3
OS4
OS5
OS6
OS7
OS8
OS9
OS10
OPS1
OPS2
OPS3
OPS4
OPS5
OPS6
OPS7
OPS8
OPS9
OPS10

10

27
154
111
18
13
66
131
45
32
22

6
22
37
5
8
11
51
10
0
0

percentage of the respondents are in the grade II position.
80.4 percentage of the respondents are directly recruited
through TNPSC.

β
0.872
0.872
0.855
0.779
0.737
0.79
0.862
0.872
0.893
0.789
0.9
0.787
0.875
0.843
0.664
0.82
0.934
0.846
0.753
0.739
0.749
0.778
0.595
0.709
0.928
0.785
0.761
0.805
0.803
0.74
0.812
0.828
0.728
0.869
0.826

CR

AVE

0.914

0.680

0.924

0.709

0.909

0.669

0.943

0.626

0.945

0.635
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for CR and AVE respectively. Here the CR and AVE
values are in that recommended limit. From CR and
AVE values, it is understood that the internal
consistency is in satisfactory level.

AVE-Average Variance Extracted

The above CFA result confirms that all the items
showed high standardised loadings on its intended
factors. The recommended values are 0.70 and 0.50

Table 5: Discriminant Validity
μ
1
2
3
4
5

σ

3.9625
3.9962
3.8370
4.0777
3.8043

Organisational Stress
Subordination
Discrimination
Stereotype
Operational Stress

.75215
.77684
.92930
.74376
.80559

Discriminant validity is the extent to which a
construct truly differs from neighbouring constructs
(Hair et al., 2006). Hair et al. (2006) suggest that
average variance shared between a construct and its
measures should be greater than the variance shared
between the constructs and other constructs in the

1
0.791
0.462
0.591
0.485
0.721

2
0.825
0.555
0.567
0.569

3

4

0.842
0.586
0.555

5

0.818
0.451

0.797

model. Thus, discriminant validity is satisfied when
the diagonal elements (square root AVE) are greater
than the off-diagonal elements in the same row and
column. This condition is met as mentioned in the
table 5.

Table 6: Fit indices
S No

Fit Index

Accepted Threshold Levels

1

Chi-square/degrees of freedom (χ2/df)

2

Goodness of Fit (GFI)

3

Comparative fit index (CFI)

4

Tucker-Lewis index (TLI)

5

Root mean square error of approximation
(RMSEA)

<5
(Kline, 1998)
>0.80
(Mac Callum& Hong, 1997)
> 0.90
Hu and Bentler (1999)
>0.90
Hooper et al., (2008)
< 0.07
(Stiger, 1990)

The above table reveals that all the fit indices are
close to acceptable range except χ2 statistic which is
less than 0.05 here but for the good fitted model, χ2
should not be significant at 5% level of significance.
However, the literature suggests that this index is
based on the central χ2 distribution, which often
becomes unrealistic in much empirical research

Constructs
Overall
Occupational
StressGender Disparity

Achieved
Values
4.880
0.711
0.830
0.815
0.1

(Byrne, 2001).Finally the model is considered to be
an acceptable model.
7.3. Hypothesis Testing
Influence of discriminatory working experience
on occupational stress
H01: There is no impact of Discriminatory Working
Experience on Occupational Stress

Table 7: Structural Model Path estimates
Path Coefficients
SE
0.841
0.083

CR
9.714

Sig
***

The above table infer that the discriminatory working experience significantly impact the occupational stress
(β=0.841).
Table 8: Structural Equation Model Fit Indices and their Acceptable thresholds
S No
1

Fit Index
Chi-square/degrees of freedom (χ2/df)

2

Goodness of Fit (GFI)

3

Comparative fit index (CFI)

4

Tucker-Lewis index (TLI)

5

Root mean square error of approximation
(RMSEA)

Accepted Threshold Levels
<5
(Kline, 1998)
>0.80
(Mac Callum& Hong, 1997)
> 0.90
Hu and Bentler (1999)
>0.90
Hooper et al., (2008)
< 0.07
(Stiger, 1990)

Achieved Values
4.873
0.710
0.829
0.795
0.10

IJCEM
www.ijcem.org

IJCEM International Journal of Computational Engineering & Management, Vol. 21 Issue 5, September 2018
ISSN (Online): 2230-7893
www.IJCEM.org

The above table reveals that all the fit
indices are close to acceptable range except χ2
statistic which is less than 0.05 here but for the good
fitted model, χ2 should not be significant at 5% level
of significance. However, the literature suggests that
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this index is based on the central χ2 distribution,
which often becomes unrealistic in much empirical
research (Byrne, 2001).Finally the model is
considered to be an acceptable model.

Figure 3: Structural Model –Influence of discriminatory working experience on occupational stress

The Moderating Effect of mode of entry on the
influence of discriminatory working experience on
Occupational stress

H02: There is no moderating effect of mode of entry
in the influence of discriminatory working
experience on occupational stress.

IJCEM
www.ijcem.org

IJCEM International Journal of Computational Engineering & Management, Vol. 21 Issue 5, September 2018
ISSN (Online): 2230-7893
www.IJCEM.org

13

Figure 4: Model of Influence of discriminatory working experience on occupational stress for Direct Recruitment
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Figure 5: Model of Influence of discriminatory working experience on occupational stress for Compassionate
Ground

Table 9: Structural Model Path estimates-Direct Recruitment
Constructs
Path Coefficients
SE
Overall Occupational StressGender Disparity
0.841
0.089

CR
9.349

Sig
***

Table 10 : Structural Model Path estimates- Compassionate ground
Constructs
Path Coefficients
SE
Overall Occupational StressGender Disparity
0.625
0.287

CR
2.620

Sig
0.09
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From the above table 9 and 10, it is inferred that discriminatory working experience of directly recruited women police has
more influence on occupational stress than discriminatory working experience of compassionate ground recruited women
police.
Table 11: Structural Equation Model Fit Indices and their Acceptable thresholds
S No

Fit Index

Accepted Threshold Levels

1

Chi-square/degrees of freedom (χ2/df)

2

Goodness of Fit (GFI)

3

Comparative fit index (CFI)

4

Tucker-Lewis index (TLI)

5

Root mean square error of
approximation (RMSEA)

<5
(Kline, 1998)
>0.80
(Mac Callum& Hong, 1997)
> 0.90
Hu and Bentler (1999)
>0.90
Hooper et al., (2008)
< 0.07
(Stiger, 1990)

Achieved
Values
3.233
0.661
0.807
0.792
0.07

The above table reveals that all the fit indices are close to acceptable range. Hence, the model is considered to be
an acceptable model.
Table 12: Group Differences result from Stat tool Package

Overall_Stress
Discrimination
stereotype

<--<--<---

Gender_Disparity
Gender_Disparity
Gender_Disparity

Operational_Stress
GD2_Sub
GD3_sub
GD4_Sub
GD5_Sub
GD7_Dis
GD8_Dis
GD9_Dis

<--<--<--<--<--<--<--<---

GD10_Dis

Direct
Estimate
P
0.868
0.000

Compassionate
Estimate
P
1.774
0.000

z-score
1.891*

1.126
0.900

0.000
0.000

1.208
1.456

0.005
0.000

0.182
1.340

Overall_Stress
subodination
subodination
subodination
subodination
Discrimination
Discrimination
Discrimination

1.075
0.993
1.008
0.902
0.836
1.060
1.101
1.227

0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000

1.071
0.838
1.000
0.828
0.820
1.443
1.426
1.383

0.002
0.000
0.000
0.000
0.000
0.000
0.000
0.000

-0.011
-1.301
-0.056
-0.468
-0.093
2.134**
1.741*
0.801

<---

Discrimination

0.978

0.000

0.977

0.000

-0.008

GD12_Ste
GD13_Ste
GD14_Ste
GD15_Ste

<--<--<--<---

stereotype
stereotype
stereotype
stereotype

0.891
1.022
1.008
0.740

0.000
0.000
0.000
0.000

0.827
0.916
0.970
0.781

0.000
0.000
0.000
0.000

-0.563
-1.055
-0.349
0.280

OS2
OS3
OS4
OS5
OS6

<--<--<--<--<---

Organisational_Stress
Organisational_Stress
Organisational_Stress
Organisational_Stress
Organisational_Stress

1.114
1.167
1.282
1.065
1.146

0.000
0.000
0.000
0.000
0.000

1.083
0.996
1.250
1.066
1.174

0.000
0.000
0.000
0.000
0.000

-0.168
-0.909
-0.143
0.007
0.127
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OS7

<---

Organisational_Stress

1.167

0.000

1.175

0.000

0.041

OS8
OS9
OS10
OPS2
OPS3
OPS4
OPS5
OPS6
OPS7
OPS8
OPS9
OPS10

<--<--<--<--<--<--<--<--<--<--<--<---

Organisational_Stress
Organisational_Stress
Organisational_Stress
Operational_Stress
Operational_Stress
Operational_Stress
Operational_Stress
Operational_Stress
Operational_Stress
Operational_Stress
Operational_Stress
Operational_Stress

0.919
0.980
1.087
0.860
1.110
1.146
0.952
1.090
1.192
1.000
1.129
1.115

0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000

0.646
1.353
1.143
1.058
1.240
1.195
0.819
1.289
1.237
1.129
1.170
1.208

0.001
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000

-1.292
1.546
0.302
1.360
0.748
0.276
-0.926
1.102
0.254
0.797
0.262
0.548

Note: ***p-value < 0.01; ** p-value < 0.05; * p-value < 0.10;
It can be observed from the Table 12 that the
group difference between Directly recruited and recruited
through Compassionate ground women police for the
influential relationship of discriminatory working
experience on Occupational stress is significant. This helps
us to conclude that there is a difference in the influential
level of discriminatory working experience on
occupational stress between directly recruited and
compassionate grounded recruited women police.
8. Theoretical and Practical implications
This study had contributed to the existing theories
related to Stress since this study tried to examine the
relationship between discriminatory working environment
and occupational stress and verified the moderating effect
of mode of entry in the relationship between discriminatory
working experience and occupational stress.
8.1. Social Implications
This study described the situations where the
women police is experiencing discrimination and
specifically explains how far the discriminatory working
experience having impact on occupational stress. This
study also tried to check whether directly recruited women
police or compassionate ground appointed women police
are experiencing more discrimination in their working
environment when compared to their male counter parts.
From the findings of this study, it was recommended that
the police administration should take some necessitate
steps to eradicate the discrimination through subordination
& marginalisation, gender discrimination and gender
stereotype. The authorities might consider the physical
problems while deploying the duties to them such as
allotting desk duties during their pregnancy time and
menopause duration.

Conclusion
This study clearly revealed that discriminatory
working experience had significant impact on occupational
stress among women police from Tamil Nadu and mode of
entry was significantly playing the moderating role on the
influential relationship between discriminatory working
experience and occupational stress. Hence there was a
group difference in the impacting level of discriminatory
working experience on occupational stress between
directly recruited and compassionate grounded women
police from Tamil Nadu.
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