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CHAPTER1:COMPANYANALYSIS

1.1 COMPANYOVERVIEW

IspravaVestaisadeveloperofluxuryholidayhomes inGoa,AlibaugandCoonoor.The

companydesignsfurnishandbuildluxuryhomesinIndo-Europeantradition.Isprava

wasstartedin2013andinjustafewyears,theyhavebeenfortunatetoseetremendous

successandhavebuiltanillustriousIspravafamily.Overthelastsixyears,Ispravahas

playedadefiningroleinshapingwhattheuber-luxurytravelerdesiresonaholiday.

Whetheritisofferingtrulyworld-classaestheticsandcurettedservicesorappreciating

localdiscoveries.AndwhileafewfamilieshavehadthechancetoownanIspravahome

inGoa,CoonoororAlibaug,therearehundredsandthousandsofotherswhohavebeen

unabletoexperiencetheuniqueIspravaservice.

Lohonostays,abrandofIsprava,specializesinluxuryholidayhomesegment.The

brandisfocusedonofferingandmanagingarangeofluxurypropertiesacrossthe

world.LohonoStaysbyIspravaoffersover250luxuryhomeswithhospitalityservices

(Isprava Hospitality Pvt.Ltd.).Isprava Hospitality Pvt.Ltd.(IHPL)offerthe most

luxuriousandcomfortableholidayexperiencestotheirguestswiththeirhospitality

serviceinluxuryhomesandvillasinGoa,Alibaugandcoonoor,Mahabaleshwar,Karjat,

Lonavla,Mussoorie,Phuket,Bali,KohSamui.

LohonoStaysbyIspravahasbeencreatedtocraftcontemporary,luxuryvacationsfor

discerning travelers.Lohono isderived from theHawaiian word “lono”which has

associationsofrelaxation,musicandpeace.ForIspravaitmeansdiscoveringthe

pleasuresofanidyllicescape.Wegiveadeepermeaningtoluxuryvacationsthrough

opulenthomesandmeaningfulexperiences.

Theirversionoftheperfectholidayhometicksalltherightboxesofbeingdestination-

specificandchicyetwarm andwelcoming.You’llfindauniquehighlightinevery

individualhomewhetherit’satemptinggazebobythepooloranage-oldbanyantree
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withacharpoylayunderneath.Andifyou'reinthemoodtocelebrate,theirskilled

conciergecanofferexceptionalgourmetandentertainmentexperiencesforyourloved

ones.

VISION

To leave a legacythrough exceptionalstyle,thoughtfulpersonalization and

servicethatgoestheextramile.

MISSION

Tomakeanindelibleimpressionwitheveryhomewecraft.From destinationto

design,craftsmanshiptocuttingedgetechnology,webuild,manageandrent

onlythemostluxuriousandexclusivehomes,eachofwhichembodiesaunique

savoir-faire.Weendeavortocelebrateacarefullypreservedheritagealongsidea

dynamicengagementwithmodernity,toleavebehindalegacythatisuniqueand

unforgettable.

Ourstorydoesnotendwithourhomes–thatisjustwherethejourneybegins.

Ourcustomersbecomeourfamilyandourcommunitiesareempoweredbyour

presence.Weaim tobuildtrustonanunshakablefoundation.Itisnotjustour

missiontosetthestandard,butalsotothenexceedthosestandards.

Ourultimategoalistobeaniconicglobalbrandwhichissynonymouswiththe

largestpurveyorsofluxury,givingourinvestorsthemostlucrativeopportunities

intheluxurylifestylesector,andourclientsanexperienceunlikeanyother.

PRODUCTSOFTHECOMPANY

IspravaVestaPvt.Ltd.(IVPL)isadeveloperofluxuryholidayhomes.The

companydesignsfurnishandbuildluxuryhomesinIndo-Europeantradition.
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IspravaHospitalityPvt.Ltd.(IHPL)isengagedinprovidinghospitalityservices

underthebrandnameLohonostays.Itoffersfullyservicedholidayhomes.

They provide property managementservices i.e.:Property Manager,Guest

relationmanager,permanentcleaningstaff,electrician,plumber,gardener,pool

maintenanceteam,securityguard,caranddriver.

Lohonostaysisanonlineplatform whereinIspravarentsvillaswhicharetaken

onleasefrom thehomeownerswhoowesluxuryvillas.Theyoffer3typesof

villasi.e.standalone(3-4BHKvilla),vaddo(5-6villasinonecompound)and

Estates(LargeVillas).
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1.2 ORGANIZATIONSTRUCTURE
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1.3BUSINESSMODEL

AtLohono,they use time share business modelwherein they partnerwith the

homeownerforarevenueshare.LohonostyletheirhometomatchtheLohonostandard

andmaintainthehomesonhomeowner’sbehalf.Thismodelhasenabledthem togrow

rapidly.

Timesharesare splitownershipmodelsofavacationrealestateoraccommodationin

whichnumerousbuyersholdallotmentsofusuallyinaweek'sincrementwithinthe

sameproperty.

Theterm "timeshare"wascoinedinthe UnitedKingdom intheearly1960s,expanding

onavacationsystem thatbecamepopularafter WorldWarII. Vacationhomesharing,

also known asholidayhomesharing,involved fourEuropean familiesthatwould

purchaseavacationcottagejointly,eachwerehavingexclusiveuseofthepropertyfor

oneofthefourseasons.Theyrotatedseasonseachyear,soeachfamilyenjoyedthe

primeseasonsequally.Thisconceptwasmostlyusedbyrelatedfamiliesbecausejoint

ownershiprequirestrustandno propertymanager wasinvolved.However,notmany

families vacation foran entire season ata time;so the vacation home sharing

propertieswereoftenvacantforlongperiods.

EnterprisingmindsinEnglanddecidedtogoonestepfurtheranddividearesortroom

into1/50thownership,havetwoweekseachyearforrepairsandupgrades,andchargea

maintenancefeetoeachowner.IttookalmostadecadefortimesharesinEuropeto

evolveintoasmoothlyrun,successful,businessventure.
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1.4 SWOTANALYSIS

STRENGTH

 IHPLhaveover250luxuryhomeswithhospitalityservicesmainlyinmost

populartouristdestinations majorly in Goa,Alibaug,Lonavla,Karjat,

MahabaleshwarandMussoorieandalsoinsouthAsiancountries.

 IHPLkeepstrackofmarketandfollowsmarket/industrytrends.

 Theirgoalisnotjustcustomersatisfaction,butcustomerdelight.Asa

team,IHPLconstantlykeepatrackofthemarket.Everyinsightreceivedis

thoughtthrough,augmented and integrated within theirprocesses.

Travelers today seek first-hand experiences – something more

personalized,different,sustainableandlocal.IHPLmakeattemptsand

evolvetoensurethattheircustomersarealwaysdelightedwiththeir

Lohonoexperience.

 NadirGodrejandAnandPiramalinvestedinIsprava.

WEAKNESS

 Lowcustomerswitchingcost:Customerswitchingcostislowasthereare

manysubstitutesavailableinthemarketatcheaperratethanIHPL.

 Low entrylevelbarrier:IHPLhaslow levelentrybarriersbecauseany
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individualmaystartthebusinessbygettingfundsandlistingvillasfrom

homeownerswhoarewillingtorenttheirvillas.

OPPORTUNITIES

 Expand business across the world:IHPL is planning to expand its

businessintheinternationalmarkets.

 Newtechnologies:Thenewupcomingtechnologiessuchasrobotics,VR,

AIsystems,softwarearegreatopportunitiesforIHPLtogrow inthe

competitivemarket.

 Duetopandemicandworkfrom homeculturespeoplearesearchingfor

homesthataresecluded,situatedinbeautifullocationswhichisagood

opportunityforIHPLasmanycompaniesarefacingfinanciallossand

employee turnoverdue to pandemicbutforIHPL ithasbecome an

opportunity

THREATS

 Emergingcompetitors:Thereislow entrylevelbarrier.Itrequiresfewer

fundstostartthisbusinesstherearemanynewupcomingcompaniesand

startupswhichcanbecomethreatforIHPL.

 Negative customerreviews:Negative customerreviews can damage

IHPL’simageandreputation.Mostofthecustomersreadreviewsabout

thecompanyandtheirservicesbeforebooking.

1.5 VRIOANALYSIS

Isitvaluable? Isitrare? Isithardto
Imitate?

Isthe
organization
organizedto?
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Brand Yes,Ispravabrandisa
valuable resource for
IHPLwhichtheyhave
gained overa period
and trust that they
havebuiltmakestheir
brand name valuable
forthecompany.

IHPL’s
international
recognition and
strong brand
name has given
them temporary
competitive
advantage.

It is
imitable,
building
brand
identity and
loyalty is
easier

IHPL has
strengthened its
brand through
quality customer
service and
through
international
business and
marketing
strategies

Temporary
competitive
advantage

Opportunities
intheE-
Commerce
Spaceusing
PresentIT

Yes,the e-commerce
space is rapidly
growing and firm can
leverage the
opportunities

No,mostofthe
competitors are
investinginITto
enterthespace

Itisimitable
aftercertain
timeperiod

IHPL is well
organisedto take
up these
opportunities and
keepupgraded

In the long
run it can
provide
temporary
competitive
advantage

Opportunities
for Brand
Extensions

Yes,new opportunities
are emerging in the
market for brand
extension

No,mostofthe
competitors are
also targeting
those
opportunities

Yes it can
be imitated
by the
competitors

Brand extensions
willrequirehigher
marketingbudget

Temporary
Competitive
Advantage

Location Theyoperatein
unspoileddestinations
thatofferquality
transportation
infrastructure,mobile
connectivity,andeasy
accesstokeyutilities
andamenities. 

No,itisnotrare.
Manycompanies
and even the
competitors are
doing business
in same
locations where
IHPL rents their
villas.

Yes it can
be imitated
by
competitors,
and the
competitors
alreadyhave
propertiesin
those
locations

IHPL is well
organised and is
looking up to
expand its
businessglobally

Temporary
competitive
advantage

Human
resource

IHPLemployeesarea
valuable resource to
the firm.IHPL recruit
significant portion of
the workforce highly
trained professionals
athighcost,andthis
leads to more
productive outputfor
theorganization.

Employees are
highly trained
and skilled.The
better
compensation
and work
environment
ensure that
theseemployees
donotleavefor
otherfirms.

IHPL
employees
are costly
and well
trained,itis
inimitable

It is a good
resourceforIHPL
and they focus
more on
managing their
human capitalto
yield maximum
profit

Sustainable
competitive
advantage

Employee
training

IHPL has in house
training,whichhelpsin
gettinggoodoutputfor
organization which
also helps them to
reducecost

No,mostofthe
companies have
in house or
outsourced
training and
development
centres.

It can be
imitated by
the
competitors

IHPLisorganized
to train their
employees within
theorganization

Sustainable
competitive
advantage
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VALUE

 Brand

IspravabrandisavaluableresourceforIHPLasithelpsthecompanytogrowinthe

market.Ispravahasgainedrecognitionoveraperiodandtrustthattheyhavebuilt

makestheirbrandnamevaluableforthecompanyevenintheinternationalmarkets

andalsohasachievedawards.

 OpportunitiesinE-commercespaceusingpresentIT

E-Commerceplatformsprovidegreatopportunitiestodifferentcompaniesandhelp

them togrowinthemarket.Itisasourceoftemporarycompetitiveadvantage.IHPL

hasE-commerceopportunitiesasitoperatesitsbusinessonline.Homeownerscan

listtheirhomesontheircompanywebsite(Lohono.com)andguestscanbookthe

villasonline.

 Opportunitiesforbrandextensions

ItisavaluableresourcefortheIHPLasitisawellestablishedbrandtheycanuse

thatbrand to launch new productsand servicessuch asproviding hospitality

servicesforcruises.Itistemporarycompetitiveadvantageastheothercompetitors

mightcopytheirideas.

 Location

IHPL operates in unspoiled destinations that offer quality transportation,

infrastructure,mobileconnectivityandeasyaccesstokeyutilitiesandamenities.It

Customer
experience

Itisvaluablebecause
ithelpsIHPLtoattract
morecustomers

As they offer
customers high
brand
engagement
with the
experience that
is memorable
and relevantfor
thetargetgroups

They
provide
unique
customer
experience
which helps
them to
build good
customer
base

They acquired a
lot of growth in
market as their
main motive is
giving customers
a luxurious and
memorable
experience
through their
service

Competitive
advantage
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istemporarycompetitiveadvantageassomeothercompanieswillcomeupinthat

regionwithinfewyears.

 Humanresource

WorkforceisavaluableresourceforIHPLastheyarehighlytrainedandleadsto

moreproductiveoutput.ItisasustainablecompetitiveadvantageforIHPLastheir

employeeshelpsthem tosustaininthecompetitivemarket.

 Employeetraining

IHPL hasin housetraining centerwhich helpsin getting good outputforthe

organizationanditalsohelpsthem toreducecost.Itisasustainablecompetitive

advantagebecausewelltrainedemployeeshelpsorganizationtogrowandsustain

inthemarket.

 Customerexperience

ItisavaluableresourceasithelpsIHPLtoattractmorecustomers.Mostofthe

businesscomesfrom theexistingcustomers.ItisacompetitiveadvantageforIHPL

astheirmainmotiveistoprovideluxuriousexperienceandservicefortheirguests/

customers.

RARE

 Brand

IHPL brand name is known even in the internationalmarket.Its international

recognitionandpresenceandstrongbrandnamehasgiventhecompanytemporary

competitiveadvantageinthemarket.

 OpportunitiesinE-commercespaceusingpresentIT

ItisnotrareasmostofthecompetitorsareinvestinginITtoenterthespaceto

sustaininthemarket.
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 Opportunitiesforbrandextensions

Itisnotrarebecausethecompetitorsarealsotargetingthoseopportunities.Itis

temporarycompetitiveadvantageforIHPL.

 Location

Itisnotrareasmanycompaniesandmostofthecompetitorsaredoingbusinessin

samelocations.

 Humanresource

Employees are highly trained and skilled. Better compensation and work

environmentensurethattheseemployeesdonotleaveforotherfirm.

 EmployeeTraining

Itisnotrare,mostofthecompanieshaveinhousetrainingcentersortheyhave

outsourcedtraininganddevelopmentcenterforemployees.

 Customerexperience

ThisisrarebecauseIHPLofferscustomershighbrandengagementwithexperience

thatismemorableandrelevantforthetargetgroups.

INIMITABILITY

 Brand

Buildingbrandidentityandbrandloyaltyiseasyandisimitablebythecompetitorsin

themarket.ItprovidestemporaryadvantageforIHPL.

 OpportunitiesinE-commercespaceusingpresentIT

Itisimitableaftercertaintimeperiod.Itistemporarycompetitiveadvantagefor

IHPL.
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 Opportunitiesforbrandextensions

Brandextensioncanbeimitatedbycompetitorsinalongrun.Itisatemporary

competitiveadvantageforIHPL.

 Location

ManycompanieshavevillasinthelocationwhereIHPLoperates.Itisatemporary

competitiveadvantage.

 Humanresource

ItiscostlytohireastheyarewelltrainedandIHPLprovidesgoodsalarystructure

comparedtoothercompanies.

 Employeetraining

IHPLhasinhousetrainingcenter,itcanbeimitatedbyothercompaniesbyhiring

employeesfrom IHPL.

 Customerexperience

IHPL provides unique customerexperience which helps them to build good

customerbase.ItprovidescompetitiveadvantageforIHPLasitisexpensiveto

imitate.

ORGANISATION

 Brand

IHPLhasstrengtheneditsbrandthroughqualitycustomerserviceandthrough

internationalbusinessandmarketingstrategies.

 OpportunitiesinE-commercespaceusingpresentIT
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IHPLiswellorganizedtotakeuptheseopportunitiestokeepthecompanyupdated

asperthenewtrends.

 Opportunitiesforbrandextensions

IHPLhasthepotentialforbrandextension.Itrequireshighermarketingbudget.

 Location

Yestheyareorganizedandarelookingtoexpandtheirbusinessininternational

market.

 Humanresource

ItisagoodresourceforIHPLandtheyfocusmoreonmanagingtheirhumancapital

toyieldmaximum profit.ItissustainablecompetitiveadvantageforIHPL.

 Employeetraining

IHPLhaveinhousetrainingcentertotraintheiremployees.Thisisasustainable

competitiveadvantageforIHPL.

 Customerexperience

IHPLiswellorganizedandhaveacquiredalotofgrowthinmarketastheirmain

motiveisgivingcustomersaluxuriousandmemorableexperiencethroughtheir

service.

CHAPTER2:INDUSTRYANALYSIS

2.1INDUSTRYOVERVIEW

Hospitality istherelationshipbetweenaguestandahost,whereinthehost

receivestheguestwithsomeamountofgoodwill,includingthereceptionand

entertainmentofguests,visitors,orstrangers.Hospitalityisalsothewaypeople
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treatothers,thatis,theserviceofwelcomingreceivingguestsforexamplein

hotels.Hospitalityplaysafundamentalroletoaugmentordecreasethevolume

ofsalesofanorganization.

IndianHotelindustryiscontributingtooureconomy.Wehavealargenumberof

internationalbudgethotelchainreadyforastart–upinIndia.Indiagovernment

alsohasapprovedmanyhotelprojectsintheluxurysegment.

India’sTourism andHospitalityindustryis oneofitslargestserviceindustries.It

hastheseventh-largesttourism economyintheworld.India’stourism industry

offersadiverserangeoftourism products-cruises,adventure,medical,wellness,

sports,co-tourism,film,ruralandreligioustourism.Tourism playsaroleof

economicmultiplierandbecomescriticalsinceIndiahastogrowatrapidrates

andcreatejobs.

IfyouvisitIndiayouaresuretobeamazedbyitslandscaperangingfrom snow-

cappedmountainrangestodeserts,plains,rainforests,hillsandplateaus.Itis

theseventh-largestcountrywithanareaof3.3millionsq.km.Indiaoffers

geographicaldiversity,attractivebeaches,30WorldHeritagesitesand25bio-

geographiczones.

2.2PESTLEANALYSIS

Political

 The governmenthas greatinfluence overhospitalityindustry.Ifthe

politicalpartyinpowersetsatravelbanitwillaffectthetourism and

hospitalityindustry.Thegovernmentchargesgreatamountoftaxonthe

luxury and star category hospitality businesses.The government’s

decisiondirectlyaffectsthisindustry.

 Tourism isasourceofrevenueforthegovernment,thereisacomplete

supportforthehospitalityindustryandeventhepoliticalenvironmentis
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encouragingthedevelopmentoftheindustry.

Economical

 GDPgrowthratedeterminesthehospitalityindustry’sabilitytopursueits

longterm growthstrategies.HighGDPalsosignalstheconsumer’sability

tospendmoreontheservicesandproductsoffered.

 Theshareofservicesintheeconomyisconstantlyincreasingcompared

totheshareofmanufacturing,goods,andagriculturesector.

 Economic factors like changes in taxation policies,inflation rates,

economicgrowthandexchangeratesaffecthospitalityindustry.

Social

 Customerspendingpatternisbasedontheirpurchasingpowerofmoney.

Studyingandforecastingtheconsumer’spurchasingpowerbasedon

relevanteconomic indicators is importantto analyze the customer’s

interestsandspendingpatterns.

 Eachsocietyhasdistinctivenormsandvaluesthatplayanimportantrole

inshapingconsumerbehaviours.

 Culturalanddemographicchangesaffectwho,when,andhowpeoplecan

buyvillas.Circumstancessuchas populationgrowth,demographics,and

environmentalfactorsaffectpricesforbuyingvillas.

Technical

 The type oftechnologyaffects how people bookand rentproperties

online. 

 Technologicalfactorslikesmoothfunctioningofmobileappandwebsite,

easy booking and cancellation options,multiple payment modes,

automatedreplies,24/7customersupport,strong messagingsystem,
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reliable verification and authenticating system,etc.are essentialfor

smoothfunctioningofthecompany.

 Thetechnologicaldevelopmentshavechangedthewaysinwhichdifferent

services are provided especially broad bands.These technological

developmentsinfluencedthefunctioningandgrowthofthehospitality

industry.

 Thehospitalityindustrymustusetechnologybeyondstandardswhenit

comes to managing theircompanies and meeting staffneeds.Even

guestsprefertostaywhereitisembeddedwithtechnology.Itisagreat

factorwhichaffectshotelindustry.

Legal

 Hospitalityindustrymustcomplywithallthelawsapplicableinthatregion

orstaterelatedtosafetyandhealthlawsandalsorentalandproperty

lawsneedstobefollowed.

 Thedifferentlegalandlegislativelawsaffectthehospitalityindustry.The

guests/customersgetattractedtoleisurebasedhotelswhicharelegal

andprovidesecureservices.

 Thisindustrymustfollow innkeeperlawswhichensurethewelfareand

safetyofguestsandtheirproperties.

 Theyshouldhavestrongpartnershipwithpolicymakers.

Environmental

 Environmentalchangesandchangesinweatherdirectlyaffecthospitality

industries.Mostoftheenvironmentalfactorsthataffectthisindustryare

floods,heavyrainsandstorms.
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 Theweatheroflocalareaisthedecidingfactorforwhethertheguests

choosetostayatcertainlocality.Theweatherisn’tsomethingthatcanbe

controlledbutthecompaniesmustunderstandseasonaldifferencesbefore

pricingtheirservicesandproducts.

2.3PORTER’SFIVEFORCESANALYSIS

PorterFiveForcesmodelisheavilyborrowedfrom thetraditionalfieldofmicro

economics.Thefiveforcesthatdeterminetheindustrystructureoforganization

are:

1. Bargainingpowerofsuppliers

Ifsuppliershavestrongbargainingpowerthentheywillextracthigherprice.In

hospitalityindustryandvacationrentalthebargainingpowerofsupplierishigh

ashomeownershaveseveraloptionsto collaboratewith astherearehigh

numberofsuppliers.

2. Threatofsubstituteproductsandservices 

Ifthethreatofsubstituteishighthentheyhavetoeithercontinuouslyinvestinto

R&Doritriskslosingouttodisruptorsintheindustry.Forhospitalityindustry

numbersofsubstitutesarehighwhichleadstolowswitchingcost.

3. Threatofnewentrants

Ifthereisstrongthreatofnew entrantsthencurrentplayersareatrisk.For

hospitalityindustrythreatofnew entrantsishighastheinvestmentislessas

everyvillaaggregatororrealestateagencycanenterintothismarket.Barriersto

entryarelowduetoincreaseinfundingculture.
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4. Bargainingpowerofbuyers

Ifthebuyershavestrongbargainingpowerthentheyusuallytendtodriveprice

downthuslimitingthepotentialoftheorganizationstoearnsustainableprofits.

Inhospitalityindustrythebargainingpowerofbuyersishighastherearemany

substitutesavailableinthemarket.

5. Rivalryamongexistingplayers

Ifcompetitionisintensethenitbecomesdifficultforexistingplayerstoearn

sustainable profits.Fororganizations in hospitality industry rivalry among

competitorsishighassustainablegrowthisachallengeandkeepingupwiththe

competitiveadvantageisdifficult.

AspertheanalysisofPorter’sfiveforcesmodel,thestrongestforceisthePower

ofbuyerand theweakestforceisthethreatofnewentrants.

CHAPTER3:PROJECTRESEARCH

EFFECTS OFJOB STRESS ON EMPLOYEE’S WELLBEING

ANDCOMPANY’SPERFORMANCE(Revised)

3.1ABSTRACT

Jobstressinemployeesnegativelyaffectstheirmentalandphysicalhealth

whichleadstolow performanceatworkplaceandlackofconcentrationand

willingnesstowork.Thisstudywillhelptoanalyzewhatarethefactorsand

reasonsofstressatworkplaceandwhataffectstheirperformanceatworkand

effects ofjob stress on employees and organization and take necessary

measurestoeradicatestressatworkplacewhichwillhelptheorganisationto

perform efficiently.IHPL(IspravaHospitalityPvt.Ltd.)beingahospitalityindustry



24

theemployeeshavetoworkevenonweekendsandtherearedifferentshiftsand

irregularworkinghourswhichalsoaffectstheirworklifebalance.

3.2INTRODUCTION

Jobstressisdefinedastheharmfulphysicalandemotionalresponsesthat

occurwhentherequirementsofthejobdonotmatchthecapabilities,resources,

orneedsoftheworker.Jobstresscanleadtopoorhealthandeveninjury.The

conceptofjobstressisoftenconfusedwithchallenge,buttheseconceptsare

notthesame.Challengeenergizesuspsychologicallyandphysically,andit

motivatesustolearnnewskillsandmasterourjobs.Whenachallengeismet,

wefeelrelaxedandsatisfied.Thus,challengeisanimportantingredientfor

healthyandproductivework.

Therealityofworkinglifetodayisthatemployeesareconstantlytryingtojuggle

theirworkandpersonallives.Intheirstruggletobalanceboth,itisoftenthe

influenceortheinterferenceofoneontheotherthatleadstopositiveornegative

‘spillover’. Mauno etal.(2006,p.210)positthat“work-familyconflictis

unavoidableinmodernWesternlife”.Onepossibleexplanationforincreasing

work-lifeproblemsforemployeesandorganisationsaroundtheworldisever

increasingjobstress. Manyorganisationstodayarefacingthepressureof

market-drivenglobalisationandanunwaveringdemandforgrowthandefficiency

(Mauno,etal.,2006).

3.3PROBLEM STATEMENT

Stressnegativelyaffectsemployee’shealthaswellastheirperformanceatwork

suchaslackofconcentrationinwork,lowefficiency,andconflictwithcolleagues

andhealthproblemssuchasmuscularpain,headache,heartattackandmental

disordersetc.Thissometimesleadstoincreaseinattritionrateandabsenteeism.
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IHPLbeingahospitalityindustrytheemployeeshavetoworkindifferentshifts

andirregularworkinghourscanleadtostressandmightaffectemployee’s

healthandwellbeing.

3.4LITERATUREREVIEW

Melanie Bickford.,2005,Stress in the Workplace:A generaloverview of the

causes, the effects, and the Solutions;the study found thatstress is either

directlyorindirectlyresponsibleforearlyanduntimelydeathsthroughheart

attack,stroke,highbloodpressureandamultitudeofotherstressrelatedillness.

Whilethementalandphysicalhealthofemployeesaresufferingduetounhealthy

work environments,stress is stillseen as a sign ofweakness in many

organizationsandiskeptquiet so as to avoid negative consequences.

JohnW.O’Neil,KellyDavis,2011,researchedonworkstressandwell-beinginthe

hotelindustry.Thisstudyonemployeewell-beinginhotelindustryaimedat

findingthemostcommonstressors,whethertherearedifferencesinthetype

andfrequencyofworkstressandtoinvestigatewhetherthestressorswere

linkedwithemployee’shealthandwellbeinginthehotelindustry.Hefoundthat

themostcommonstressorswereinterpersonaltensionsatworkandoverload;

thereweremorestressorsinhotelmanagersthaninthehourlyemployees.More

employeeandco-workerstressorswerelinkedtomorenegativephysicalhealth

symptoms.

Bell,Rajendran&Theiler;JobStress,Wellbeing,Work-LifeBalanceandWork-Life

ConflictAmongAustralianAcademics.,2012;thisstudyhypothesisedthathigh

levels ofperceived job pressure stress and job threatstress willaffect

employee’swork-lifebalanceandincreasework-lifeconflict.Hefoundthatthe

perceived job threattype stress among academics was also a significant

predictorandisassociatedwithpoorerwellbeingandincreasedill-being,but

perceivedjobpressure-typestresswasnotrelatedtoacademics’wellbeingorill-

being.
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Matthew J.Grawith,DavidW.Ballard&KaitlynR.Erb.,2015,Tobeornottobe

(stressed):thecriticalroleofapsychologicallyhealthyworkplaceineffective

stress management;explains in their article how key practices to the

psychologicallyhealthyworkplacecanbeusedto developacomprehensive

approachtostressmanagementincontemporaryorganizations.

Accordingto PrakashB.Kundaragi,Dr.A.M.Kadakol,2015,workstressof

employee:aliteraturereview;showsthatpeoplefacestressindifferentways

andfordifferentreasons.Thereactionisbasedontheindividual’sperceptionof

aneventorsituation.Ifyouview asituation negatively,youwilllikelyfeel

distressedi.e.overwhelmed,oppressed,oroutofcontrol.Distressisthemore

familiarform ofstress.Theotherform,Eustress,resultsfrom a“positive”viewof

aneventorsituation,whichiswhyitisalsocalled“goodstress.”Stressisyour

body’sresponsetochange.

AccordingtoSairaYousaf,MuhammadImranRasheed,ZahidHameed,Rahim

YarKhanandAdeelLuqman.,2019researchedonOccupationalstressandits

outcomes:theroleofwork-socialsupportinthehospitalityindustry;thisstudy

showsthatjob satisfaction isfound to be a mediating mechanism in the

relationshipsbetweenoccupationalstressandjobengagementandoccupational

stress and employee turnoverintentions forfront-line hospitality industry

workers.Therelationshipsbetweenstressanditsnegativeoutcomesareweak

fortheemployeesreceivinghighsocialsupportatwork.

MaiNgocKhuonga,andUngDoanThuyLinha,2020;studiedonInfluenceofwork

-relatedstressonemployeemotivation,jobsatisfactionandemployeeloyaltyin

hospitalityindustrythisstudyshowsthatindividualrelatedstressorspositively

anddirectlyaffectemployeemotivation,jobsatisfactionandemployeeloyalty

whilejob-relatedstressorshaveapositivedirecteffectonemployeemotivation

butindirectlyaffectjobsatisfactionandemployeeloyalty.Thecollecteddata

wasanalyzedbyemployingpartialleastsquares(PLS)technique.

Work-related Stress:Although there are few studies were conducted to
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determine the relationship between occupational stress and employee

motivationformanydecades,theassociationbetweenjobstressandemployee

motivationhavebeenreported.AccordingtothestudyofZeb(2015),employee

motivationplaysamediatingeffectontherelationshipbetweenwork-related

stressandemployeeperformance.Moreover,motivationhelpstoencourageand

boosttheemployee’swillingnesstoaccomplishthetaskwiththeirbestefforts.

Job-related Stressors:In terms ofenvironmentalstressors,they comprise

severalsocialandtechnicalinfluencingfactorsnamely“technologicalchange,

familydemandsandobligations,economicandfinancialconditions,race,caste,

class,ethnicidentity,relocationandtransfers”(Anbazhaganetal.,2013).

Environmentalstressors:Causedduetovariousfactorssuchasdemandsof

family,financialsituation,changesintechnology,issuesrelatedtocaste,ethnic

identity,frequentrelocationsetc.(NaikSandeshJaganath,2019).

Organizationalstressors:Caused due to organisationalfactors such as

organisationalhierarchy,organisationalpolicies,strategies,workingconditions,

peerrelationship,etc.(NaikSandeshJaganath,2019).

Groupstressors:Occurwithintheformalandinformalgroups,towhichone

belongs.Examplesofsuchstressorsarelackofsocialsupport,interpersonal

andintergroupconflict.(NaikSandeshJaganath,2019).

Individualstressors:Individualstressorsareconsideredtobetheinternalones,

forexample,role conflictand ambiguity,personalitytraits,life and career

changes(Anbazhaganetal.,2013).

3.5RESEARCHGAP

Thepreviousresearchworkreviewedonthistopicfocusedonoccupational

stressandmentalandphysicalhealthofemployeesinhotelindustry.Andalso

theyhavestudiedthestressorsthataffectemployee’shealth,motivation,job



28

satisfactionetc.Theresearchshowsthatthereislimitedresearchworkavailable

ofjobstressinholiday/vacationrentalindustryasIHPLprovideshospitality

servicesonlyinluxuryvillaswhicharerentedortakenonleasebyIsprava.

ThereisaneedtostudyjobstressinIHPLasthiscompanyisestablishedin

2018andthereisnopreviousstudyconductedtoassessandanalyzejobstress

inemployees.Thepresentstudyattemptstofilltheresearchgapsidentified

above.

3.6RESEARCHQUESTIONS

 WhatarethereasonsofjobstressinemployeesinIHPL?

 WhatistheimpactofjobstressonwellbeingofemployeesinIHPL?

 HowdoesthejobstressinemployeesaffectIHPL?

3.7RESEARCHOBJECTIVES

 ToidentifythereasonsofjobstressinemployeesinIspravaHospitality

Pvt.Ltd.

 ToanalyzetheimpactofjobstressonwellbeingofemployeesinIsprava

HospitalityPvt.Ltd.

 TostudyhowjobstressinemployeesaffectIHPL

3.8RESEARCHLIMITATION

 Thesurveyconductedwasrestrictedonlytowhitecollaremployeesof

IHPL.

 Itisdifficulttogetcorrectdatafrom theemployeesassomeemployees
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hesitatetosharedata.

 Thereareemployeeswhojoined1-2weeksbeforethesurveytheycannot

participate as they don’thave much knowledge aboutthe working

conditions.

 Outof37employeesonly20employeesrespondedtothesurveydueto

workload.

 Someemployeeswereonleave

3.9RESEARCHHYPOTHESIS

H00:Thereisnosignificantimpactofjobstressonwellbeingofemployees

H01:Thereissignificantimpactofjobstressonwellbeingofemployees

3.10RESEARCHMETHODOLOGY

ThepopulationscoveredinthisresearcharewhitecollaremployeesofIHPL

(IspravaHospitalityPvt.Ltd.).Samplesizetakenforthissurveyis37employees

outofwhich20employeesrespondedtothesurvey.Surveywastakenfrom 22nd

April,2022till29thApril,2022.Andthedatewasextendedtill7thMay,2022.16

daysweregivenfortherespondentstorevertbacktothesurvey.Primarydatais

collectedthroughsurveyandsecondarydataiscollectedbyreferringtoresearch

articles.ThisstudywasconductedfortheperiodofJanuary2022tillApril2022.

3.11RESEARCHDESIGN

5Pointlikertscalemethodisusedinthesurveyquestionnairetocollectdataand

toassessorevaluateexistingworkingpracticesandtoexaminethemental
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health and wellbeing ofemployeesin IHPL.Surveyquestionnaireisshared

throughemailwiththeemployees.AweblinkofGoogleform wasprovidedinthe

email,which directed participants to the online questionnaire.The survey

questionnaireisdividedinto5sections.Firstsectionisaboutdemographic

profile,secondsectionincludesquestionnairetoanalyzethelevelofjobstress,

thirdsectionincludesquestionstoanalysethelevelimpactofjobstresson

employee’shealthandwell-being,fourthsectionincludesquestionnaireforjob

stressmanagementwhichincludesopenendedquestions.

Dependentvariableishealthandwell-beingandindependentvariableisjob

stress.Regression,correlationanddescriptivestatisticstestwillbeconductedto

testthehypothesisandanalyzetheresults.

3.12SURVEYQUESTIONNAIRE

Followingsurveyquestionnairewasusedtofindoutdemographicprofileof

employeescurrentlyworkinginIHPL.Itsmainaim istoidentifythejobstressors

intheorganizationanditseffectsonemployee’smentalandphysicalhealthand

wellbeingandtakenecessarycorrectivemeasurestohelpemployeesmanage

theirstress.

SectionI:DemographicSurvey

Designation:

Department:

Gender:

 Male
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 Female

Age:

 18-30

 31-40

 41-50

 50andabove

Maritalstatus:

 Married

 Unmarried

Educationlevel:

 Highschool

 Diploma

 Bachelor’sdegree

 Master’sdegree

 Ph.D.orhigher

 Other__________

Placeofresidence:

A JOBREQUIREMENT Strongly
Disagree

Moderate
ly
Disagree

NeitherAgree
norDisagree

Moderate
lyAgree

Strongl
yAgree
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SectionII:Toanalyselevelofjobstress

5. Myjobrequiresgreat
dealofconcentration

A JOBREQUIREMENT Never Occasionall
y

Sometim
es

Fairly
often

Very
often

1. Howoftenthereisa
markedincreasedinthe
workload?

2. Howoftendoesyourjob
exposeyouto
confrontationswithclients
orthegeneralpublic?

3. Ihaveverylongworking
hours

4. Ihaveirregularworkdays

B WORKLIFEBALANCE Strongly
Disagree

Moderatel
yDisagree

Neither
Agreenor
Disagree

Moderatel
yAgree

Strongly
Agree

1. Myjobofteninterferewith
myfamilyandsocial
obligationsorpersonal
needs

C CONFLICTATWORK Strongly
Disagree

Moderatel
yDisagree

NeitherAgree
norDisagree

Moderately
Agree

Strongly
Agree

1
.

Thereislackof
mutualassistance&
understandingwithin
theorganisation

D Physical
environment

Very
satisfie
d

Satisfied Neutral Dissatisfied Very
Dissatisfied

1
.

Levelofnoise
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Accordingtoyouwhatarethereasonsforjobstressatwork?

______________

SectionIII:Impactofjobstressonwellbeingofemployees

A. Mentalandphysical
health

Strongly
Disagree

Mode
rately
Disag
ree

Neither
Agreenor
Disagree

Moderatel
yAgree

Strongly
Agree

1. Ifeelthatmyjobis
negativelyaffectingmy
physical/emotional
well-being

SectionIV:Stressmanagement

1.Didtheorganizationtakeanyinitiativesorhaveorganisedprogramsforthe

mentalandphysicalhealthandwellbeingoftheemployees?

2
.

Leveloflighting

3
.

Aircirculation

4
.

Crowdedworkarea

B. Mentalandphysical

health

Never Occasionall

y

Sometimes Fairly

often

Very

often

1. Botheredby

headache

2. Shortnessofbreath

3. Dizziness

4. BackProblem

5. Emotionalproblems
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 Yes

 No

2.Ifyes,whataretheprogramsoreventsyouhaveattended

State:_____________

3.Ifno,thenwouldyouattendprograms/activitiesiforganisedbythecompany

 Yes

 No

4.Whatarethethingsyouwouldliketheorganizationtodotohelpyoucopewith

jobstress?

___________
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CHAPTER4:DATAANALYSISANDINTERPRETATION

1.1DATAANALYSIS

SECTIONI

Table1.1–demographicprofileofWhitecollaremployeesofIspravaHospitalityPvt.

Ltd.(IHPL).

Particulars Frequency Percentage

HumanResources 2 10%

IT 1 5%

HomeOwnerRelation 4 20%

Accountsandfinance 2 10%

Guestrelation 2 10%

FrontOffice 1 5%

Administration 2 10%

Procurement 1 5%

Housekeeping 1 5%

Hospitality 4 20%

District

NorthGoa 20 100%

SouthGoa 0 -

Gender    

Male 14 70%

Female 6 30%

 

Age    

18-30 15 75%

31-40 4 20%

41-50 1 5%

 

Maritalstatus    

Married 5 25%

Unmarried 15 70%

 

Educationlevel    

Master’sdegree 7 35%
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PGDM 1 5%

Bachelor’sdegree 10 50%

Diploma 1 5%

Highschool 1 5%

Table1.1showsthedetailsof20respondents(IHPLWhitecollarEmployees)outof

which 10% (2)employees are from Human Resource Department,Accounts and

FinanceandguestrelationDepartmentrespectively,20%(4)from Homeownerrelation

Departmentand20%(4)HospitalityDepartmentrespectively,20%(4)ofemployeesare

from ITDepartment,Frontoffice,Procurementandhousekeepingeach.

From 20respondents100%employeesarefrom NorthGoa.TheIHPLOfficeisLocated

inNorthGoa.MajorityofemployeeswhoworkinIHPLarefrom NorthGoa.

Accordingtothedataoutof20respondents’majorityrespondentsaremaleemployees’

i.e.70%and30%respondentsarefemaleemployees.

Theabovetableshowsthatthemajorityofrespondentsareofagebetween18-30

i.e.75%,whereas20%respondentsareofagebetween31-40andonly5%respondent

ageisbetween41-50.Mostofthem areunmarriedi.e.70%respondentsandonly25%

respondentsaremarried.

Outof20respondentsmajorityofthem completedtheirBachelorDegreei.e.50%and

master’sdegreei.e.35%.Onlyfew respondentsi.e.15% completedtheirPGDM,High

SchoolandDiploma5%each.

SECTIONII

Table2.1showsthejobrequirementofrespodents(employeesIHPL)

 
JOB
REQUIREMENT Frequency Percentage

1 Howoftenthereisamarkedincreaseintheworkload?

  1 9 45%

  2 3 15%

  3 7 35%

  4 1 5%

  5 0 0

   

2
Howoftendoesyourjobexposeyoutoconfrontationswith
clientsorthegeneralpublic? 

  1 2 10%
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  2 2 10%

  3 5 25%

  4 7 35%

  5 4 20%

   

3 Ihaveverylongworkinghours 

  1 5 25%

  2 6 30%

  3 5 25%

  4 1 5%

  5 3 15%

   

4 Ihaveirregularworkdays 

  1 2 10%

  2 5 25%

  3 3 15%

  4 2 10%

  5 8 40%

Fig.2.1

Intable2.1itisobservedthatmajorityofemployeesi.e.45% fairlyoftenhavemarked

increaseinworkloadwhereas35% employeesfeelthattheysometimeshavemarked

increaseinworkload.Outofwhich15%employeesoccasionallyhavemarkedincrease

inworkloadandonly5%employeeshavemarkedincreaseinworkloadveryoften.

AsgiveninTable2.1,point2showsthat35%ofemployeesareexposedtothe
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confrontationwithclients/generalpublic.25% employeesareoccasionallyand20%

employeesareneverexposedtotheconfrontationwithclients/generalpublic.Outof

which10%ofemployeesareexposedtotheconfrontationwithclients/generalpublic

fairlyoftenand10%areexposedsometimes.

Figure2.1showsthatallthesefactorsnegativelyaffectemployeesmental/physical

wellbeing.Longandirregularworkhoursleadstodissatisfactionatworkplaceasthe

employeeshavetoworkforlonghoursmorethantheirnormalworkinghours.

Table2.2-Jobrequirementofemployees

1

Myjobrequires
greatdealof
concentration  Frequency Percentage 

  1 13 65%

  2 7 35%

  3 0 0

  4 0 0

  5 0 0

Fig.2.2

Table2.2showsthejobrequirementofemployeestodoacertaintaskitvariesontheir

designationandwhichdepartmentstheyworkin.theabovefigure2.2shows

that13(65%)outof20respondentsstronglyagreethattheyrequiregreatdealof

concentrationtoperform theirjobwhereasonly7(35%)respondentsmoderatelyagree

thattheyrequiregreatdealofconcentrationtoperform theirjob.Thisshowsthatgreat

dealofconcentrationleadstojobstressinemployeesastheyhavetoconstantly
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concentrateonthejobwhichcanevenaffecttheirmentalhealth.

Table2.3–worklifebalance

1 WORKLIFEBALANCE    

  Myjobofteninterferewithmyfamilyandsocialobligationsorpersonalneeds

  1 5 25%

  2 5 25%

  3 0 0

  4 6 30%

  5 4 20%

Fig.2.3

Figure2.3showsthatmajorityofrespondentsi.e.30% moderatelydisagreethatjob

interferewiththeirfamilyandsocialobligationsorpersonalneedswhile20%

moderatelyagreeand20%stronglyagreethatjobinterfereswiththeirfamilyandsocial

obligationsorpersonalneeds.Only20%respondentsstronglydisagreewiththeabove

mentionedstatement.Whichshowsthatjobnegativelyaffectsworklifebalanceof

someemployeeswhichcanleadtojobstressastheemployeesarenotabletodedicate

theirtimefortheirpersonallife.

Table2.4–Conflictatwork

1 CONFLICTATWORK  Frequency Percentage 

 
Thereislackofmutualassistanceandunderstanding
withintheorganization    

  1 5 25%

  2 4 20%

  3 0 0%
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  4 4 20%

  5 7 35%

Fig.2.4

Table2.4showsifthereareconflictsatworkplace.Thefigure2.4showsthat35%

employeesstronglydisagreethatthereislackofmutualassistanceandunderstanding

withintheorganizationand25%employeesstronglyagreethatthereisalackofmutual

assistanceandunderstandingwithintheorganization.Minorityrespondentsi.e.40%

outofwhich20%moderatelyagreeand20%moderatelydisagreewiththegiven

statement.

Thisconcludesthatsomeemployeesfacedifficultytoworkwithsomeemployeesin

theirdepartmentas35%disagreewiththestatementand25%stronglyagreewiththe

statement.

SECTIONIII

Table3.1–Toanalyzeimpactofjobstressonwellbeing(physical/mental)of

employees.

sr.No. Well-being Frequency Percentage

1
Ifeelthatmyjobisnegativelyaffectingmy
physical/emotionalwell-being.

  1 4 20%

  2 3 15%

  3 0  

  4 6 30%

  5 7 35%

 

2
Botheredby
headache    

  1 0 0
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  2 7 35%

  3 4 20%

  4 2 10%

  5 7 35%

 

3
Shortnessof
breath    

  1 0 0

  2 3 15%

  3 0 0

  4 0 0

  5 17 85%

 

4 Dizziness    

  1 0 0

  2 1 5%

  3 0 0

  4 0 0

  5 19 95%

 

5 BackProblem    

  1 3 15%

  2 5 25%

  3 6 30%

  4 1 5%

  5 5 25%

 

6
Emotional
problems    

  1 0 0

  2 4 20%

  3 5 25%

  4 0 0

  5 11 55%
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Figure3.1

Figure3.1showsifthejobisnegativelyaffectingmental/physicalwell-beingof

employees.Outof20respondentsmajorityofrespondentsi.e.35%stronglydisagree

thatjobnegativelyaffecttehirphysical/emotionalwellbeingand30%employees

moderatelydisagreewiththestatement.Outofwhich20%stronglyagreeandonly15%

moderatelyagreethatjobnegatevelyaffecttheirphysical/emotionalwellbeing.

Thegraphshowsthatminorityofemployeesfeelsthatjobnegativelyaffects

physical/mentalwell-being.Whereasmajorityemployeesstronglydisagreethattheir

jobhavenegativeeffectontheirmental/physicalwell-being.

Fig.3.2

Figure3.2showstheeffectsofjobstressonemployees.Majorityofemployeesi.e.35%

occasionallybotheredbyheadacheand35%employeesareneverbotheredby

headache.Minorityemployeeswhichis20%sometimesbotheredbyheadacheandonly

10%employeesarebotheredbyheadacheveryoften.

85%employeeshaveneversufferedfrom shortnessofbreathduetostress.Only

minorityofemployeeshaveoccasionallysufferedfrom shortnessofbreathi.e.15%.

Majorityofemployeesi.e.95%haveneversufferedfrom dizzinessduetostresswhile

only5%employeesoccasionallysufferfrom dizzinessduetostress.

30%ofemployeessometimeshasbackproblem while25%employeesoccasionally
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suffersfrom backproblem while25%employeesneversufferfrom backproblem.

Minorityofemployeesi.e.15%hasbackproblem fairlyoftenandonly5%employees

havebackproblem veryoften

Majorityofemployeesi.e.55%neversufferfrom emotionalproblemsduetostress,

while25%employeessometimessufferfrom emotionalproblem.Minorityof

employeeswhichisonly20%occasionallyhaveemotionalproblem.

Theabovegraphconcludesthatmajorityofemployeessufferfrom backproblems,

emotionalproblemsandarebotheredbyheadachemostofthetimesatworkplace.

Minorityofemployeessufferfrom dizzinessandshortnessofbreath.Thisshowsthat

jobstressandworkenvironmentaffectsemployee’sbothphysicalandmentalwell-

being.

SECTIONIV

Jobstressmanagement:

Fig.4.1

Figure4.1showsifIHPLhastakenanyinitiativesorhaveorganizedanyprogramsfor

thementalandphysicalhealthandwellbeing.50%respondedthatmaybeIHPLhas

organizedanyprogramsbecausemostoftheemployeesjoinedtheorganizationless

thanayear.40%feelsthattherehavebeennoprogramsorganizedorinitiativestaken
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byIHPLtotrainormanagejobstressinemployees.Only5%(1)employeesagreedthat

theorganizationhastakeninitiativestomanagestressinemployees.

Willingnessofemployeestoattendstressmanagementprogram

Fig.4.2

Figure4.2showsthepercentageofemployeeswhoarewillingtoattendjobstress

managementprograms.61.1%employeeswhichisthemajorityofemployeesare

willingtoattendjobstressmanagementprogramsoractivitieswhereas33.3%

employeesmayattend.Minorityi.e.5%employeesarenotwillingtoattendanyprogram

onjobstress.

1.2TESTINGOFHYPOTHESIS:REGRESSION

Table:3.2:regressiontest
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Intheabovetablehypothesisisanalyzedusingregressionanalysis.Firstlylookingat

theregressionstatisticstableR20.24%whichmeans24%istheproportionofthe

varianceindependentvariableisexplainedbyindependentvariable.Only24%factors

areanalyzedinthissurveyoutofwhichrest76%factorswerenotcoveredinthis

research.Intheabovetablepvalueislessthan0.5%i.e.0.024thenullhypothesisis

rejectedandalternatehypothesisisacceptedthereisasignificantimpactofjobstress

onwellbeingofemployees.Consideringthecoefficientwhichis0.47showsthatthere

isapositiveimpactofjobstressonwellbeingofemployees,changein1unitofjob

stressaffectswellbeingofemployeesby0.48%.Thiserroriscausedbecausethere

wereinsufficientresponses.

CORRELATION

Table3.2:correlationanalysis

  JOBSTRESS WELLBEING

JOBSTRESS 1

WELLBEING
0.48988731

9 1

Theabovetableshowsthecorrelationofjobstressonemployeewellbeing.Changein

jobstresspositivelyaffectswell-beingofemployees0.48.Thisshowsthatthereis

positiveeffectofjobstressonwellbeingofemployees.Thiserroriscauseddueto

insufficientresponses.

1.3DESCRIPTIVESTATISTICS

Table3.3:descriptivestatistics



46

Aspertheabovetablemeanofwell-being3.95ismorethanthemeanofjobstress2.8.

Asperthesymmetricdistributionmeanandmedianaresame2.8inthecaseofjob

stress.Ifwehavealookatwell-beingmeanis3.95lessthanmedian4.Themeanand

medianbothreflecttheskewnessisnegativeandsothedistributionisskewedleft.The

standarddeviationofjobstress0.755andwellbeing0.750666371measuresthe

averagedistanceindicatedthedatapointstendstobeveryclosetothemeanvalue.

Boththevaluesofkurtosisarelessthan3thereforebothcurvesareplatykurticandthe

dataismoredispersedincentralmean.

CHAPTER5:RESEARCHFINDINGS

Theresearchwasundertakentofindoutthejobstressorsanditsimpactonemployee’s

wellbeing.Andfindoutsolutiontomanagethesestressors.Thisresearchhelpedtofind

outwhatthereasonsfortheirjobstressareandhowitaffectstheirmentalandphysical

wellbeing.Andtohelpthem tocopewiththisstresstheywereaskedtosuggestwaysin

whichthecompanycanhelpthem tocopewiththestress.

Higherstresspredictedpositiveeffectonthephysicalandmentalwellbeingof

employees.Theresearchwasconductedtoanalyzethejobstressorsandhowitaffects

employee’swellbeing.Inthisresearchduetofewerresponsesdatawasnotproperly
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analyzed.

Throughopenendedquestion“Accordingtoyouwhatarethereasonsforjobstressat

workplace?”itwasfoundthatmostoftheemployeeshadconflictswithindepartments,

someemployeesfeelthattheyhadverylongandirregularworkdays,thereareleaves

availablebutduetoworkoverloadtheyarenotabletotakethoseleaves.Sometimes

theyhavetoworkcontinuouslyentireweekwithoutweeklyoff.Somerespondentsfeel

thatthereislackofcommunicationeventhefeedbacksarenottakenconstructively.

Whilesomerespondentsthinkthattheworkingconditionsarenotgood,theyface

issueswiththeplaceastheofficeislocatedinthepublicarea.Eventhereispoortime

managementwhichleadstounnecessarypressureonemployees.

Secondquestionwasasked“Whatarethethingsyouwouldliketheorganizationtodo

tohelpyoucopewithjobstress?”majorityrespondentsfeelthatteam management,

employeeengagementactivitieswillhelptocopewithstressatworkplace.Some

employeesfeelsthatmotivationalspeechesortalks,mentalhealthawareness

programsshouldbeconductedatworkplace.Somefeelsthatthereshouldbeindoor

gamesavailablewhichwillhelpemployeesrefreshtheirmindswhentheyarestressed.

Theyshouldorganizemeetingstounderstandemployeesproblemsandprovidethem

propersolution.

CHAPTER6:CONCLUSIONANDRECOMMENDATION

Throughtheresearchitisfoundthatthereisjobstressisfacedbyalltheemployees.In

thisstudyonlywhitecollaremployeesofIHPLwereanalyzedsomeoftheemployees

didn’trevertbacktothesurvey.Butthroughdataitcanbeseenthatmajorityof

employeesfacejobstressduetoirregularworkdays,longworkinghoursandwork

overload.Thiscanbeduetolackofstaffinthedepartmentwherealltheworkloadfalls

ononeemployeeandthemanagersexpectthem tocompleteitbeforedeadline.Which

affectsemployee’smotivationandwillingnesstowork.Theytendtogoonleavesmore

frequentlysomeemployeesevenleavetheorganizationiftheyfacestressatworkplace.

Toretaintheseemployeesandtohelpthem copewiththestressIHPLshouldorganize

stressmanagementprogramsandactivities.

IHPLshouldhiremoreemployeesaccordingtotheworkload.Andshouldhavemonthly

employeeengagementactivitieslikeonbirthdaycelebrationtheymustorganizesome
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games,telltheemployeesaboutthegoalsofthecompany.Theycanprovidefree

counselingonceaweekatworkplace.Havemeetingstodiscussabouttheproblemsof

employeesandtheirconfrontations.Canhavesmallgymkhanawheretheycanplay

whenevertheyarefree.Provideaspaceforemployeestotakerest.

TodealwithirregularworkdaysIHPLcanallowemployeestoworkfrom homecertain

daysinamonth.Thiswillhelpthem tospendmoretimeforthemselves.Thecompany

shouldrecruitemployeesofdifferentreligionineverydepartment.Thiswillhelpthe

employeestotakeleavewhentheyhavetheirfestivalssothatalltheemployeescan

enjoytheirfestivalswiththeirfamilies.Employeeofthemonthcanbeprovidedwith

somecouponsorgiftvouchersoreventourpackagestoincreasetheirmoraland

willingnesstowork.Whichwillmotivateotheremployeestoworkmoreharderto

achievethegoals.Employeeswellbeingbothmentalandphysicalisveryimportantfor

theorganization.

LEARNINGDERIVED

 DuringmyinternshipIhavelearnedaboutthecompany,itspractices,and

productandservicestheyprovide.

 Ihavelearnedtodothejoiningofvillaattendantsafterselection.

 TofillPFandESIformsofthebluecollaremployees

 ToupdateholidaylistfordifferentstatesofIndiawhereIHPLhasvillasin

HRonesoftware

 Createdattendanceandleavemanagementsystem forIHPLbluecollar

employees

 Ihavelearnedaboutleaveswhicharesanctionedtotheemployeesevery

year

 Joiningofvillaattendants

 Learnedaboutdifferenttypesofleavesassignedtoemployeesatdifferent
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level

 UpdatingnumberofleavesinHRonesoftware

 Filingofemployeesofferletters

 Administrativework

 Learnedabouttheonboardingprocess

 Filledemployeebackgroundverificationforms

 LearnedaboutproblemsfacedbytheHRteam forrecruitmentofvilla

attendants
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