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Abstract— Anxiety have become common problem for human. The purpose of this study was to investigate impact of gender on
employee’s level of anxiety depression and stress at the Industrial level. The descriptive survey research method was used for the
study and the sample consisted of 40 employee (20 male and 20 female) which were selected randomly from Industrial Siddcul area,
Haridwar, Uttarakhand. The scale was used for data collection Anxiety, depression and stress scale (ADSS) by Bhatnagar, Singh and
Pandey (2011) was used to assess anxiety, depression and stress. Where gender was considered as independent variables and anxiety,
depression and stress as dependent variables. data were analysis by Mean, SD and ‘t’ values. The result of the study showed that: (1)
There is significant difference between male and female employee in their anxiety level. (2) There is significant difference between
male and female employee in their depression level. (3) There is significant difference between male and female employee in their
stress level. Based on research findings, researchers suggest that the psychological counselling services of Industrial employee must
be functionalized and improved to moderate employee’s anxiety, depression and stress level.
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I. INTRODUCTION

Anxiety is a state experienced in anticipation of danger or threat, even when such danger or threat is not currently present or cannot
be specified. Anxiety disorder is a mental health condition characterized by excessive and irrational fear and worry. It manifests as
feelings of tension, worried thoughts, and physiological changes like increased blood pressure. According to the World Health
Organization (WHO), 280 million people suffered from anxiety in 2019, including 23 million children and adolescents. Research
conducted by Barlow in 2002 describes anxiety as an uncontrolled, diffuse, unpleasant, and persistent state of negative affect,
accompanied by physical symptoms of stress and heightened alertness.

Depression, on the other hand, is a constant feeling of sadness and loss of interest that interferes with normal activities. In 2019, 280
million people were living with depression, including 23 million children and adolescents. The DSM-5 defines depression as a mood
disorder characterized by persistent feelings of sadness and loss of interest.

According to Thomas G. Plante (2006), depression is a heterogeneous illness with various subtypes. Its explanatory mechanisms are
critical to understand, and multiple factors contribute to its incidence. Psychosocial therapies and antidepressant medications are
commonly used for treating depression. Chronic depression may require a combination of both approaches. The impact of depression
can be both short-term and long-term, affecting work and social life depending on the specific type of depression.

Stress: Nowadays, the definition of stress is the process of interaction resulting from environmental demands. According to the
renowned psychologists Lazarus and Folkman (1984), stress occurs when individuals perceive that the demands from external
situations exceed their coping capacity. The World Health Organization (WHO) defines stress as a state of worry or mental
tension caused by challenging situations. It is a natural human response that compels us to address challenges and threats in our lives.

1. REVIEW OF LITERATURE

Mental disorders are widespread globally, and the prevalence of affected individuals continues to rise (Twenge et al., 2019). Anxiety,
depression, and stress constitute “major disturbances in an individual’s thinking, feelings, or behavior,” leading to challenges in
social, work, or family activities (APA, 2015). Schaefer and colleagues (2017) highlight that the number of individuals who remain
free from mental stress, depression, and anxiety throughout their lifetime is remarkably small. Furthermore, organizations should be
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alarmed by these statistics, as clinical manifestations of mental disorders—such as anxiety, depression, and stress—are among the
most common causes of long-term sickness absence (Mittendorfer-Rutz et al., 2012; Suzuki et al., 2015).

In their study, Steel et al. (2014) examine how clinical diagnoses of three prevalent mental disorders—depression, anxiety, and stress-
related disorders—spread across different organizations through employee mobility and social transmission. Management
researchers have primarily focused on the latter aspect, arguing that work-related stressors, including aversive working conditions
characterized by high job demands, increase the risk of employees developing mental disorders (Joyce et al., 2016; Follmer and
Jones, 2017; Harvey et al., 2017).

Thi and colleagues (Thi et al., 2021) emphasize that organizational employees rely on various factors, such as company objectives,
management style, employee belief systems, and operational environments. Although these employees have varying effects on
motivation levels and performance, they tend to work harder toward achieving company goals when they perceive themselves as
integral parts of the organizational environment. Fakhri and associates (Fakhri et al., 2020) argue that a clan culture—where all
employees have equal power and the staff fosters a family-like mentality—allows team members to feel supported and valued. These
positive feelings enhance employee engagement and well-being.

Saha and Kumar (Saha et.al.2018) support these findings by describing company beliefs as the moderator of job satisfaction and
affective commitment among employees. Highly-satisfied employees tend to be more committed to the success of their organizations.

A researcher Rahawarin analyses and understand the concept of reward for employees who demonstrate organizational values.
Happy employees are more productive and highly engaged in the workplace (Rahawarin et.al 2021). Organizations with more equal
gender opportunity, engaged workers tend to have more revenues compared to those with less-involved ones. Modern-day
organizations endeavor to realize profitability, fast growth, continued improvement, and future preparation. Organizations need to
identify the factors impacting performance to achieve high productivity. In their study on the linkage between corporate equal
opportunity to gender and job enjoyment, Maswani and Rina (Maswani et.al,2019) established that a strong equal opportunity to
workers is a key to good performance. Positive and robust corporate beliefs can encourage brilliant individual performance.
Conversely, weak and negative beliefs may cause demotivation and dissuade outstanding employees from meeting their potential
[Dong.et, al.2020). Employees work hard in environments with good mental health, (Stojanovi, et, al.2020) that have a clear sense
of direction and purpose. Well-coordinated, integrated, and highly consistent environments are a powerful stability source for
employees. Employee performance in such environments often occurs in the form of greater productivity, higher customer
satisfaction levels, reduced turnover, lower absenteeism levels, and higher customer satisfaction rates. The level of adaptability
competence can support positive outcomes related to increased work capability and career success. This competency can also
facilitate organizational results, such as learning, change management, and sustaining shifting customer expectations (Park,
et.al,2019). Due to the pressure of working hard to meet external objectives, this culture may make it challenging for employees to
engage with their work meaningfully (Bhui et.al.2016). Pressure may, in turn, translate to workplace stress and have adverse
repercussions on the mental welfare of workers. Workplace stress increases the risk of burnout, depression, anxiety, and substance
abuse disorders among employees. A scientific study by Gao (Gao, Y.2015) found that clan cultures and free from anxiety,
depression, stress contain unique attributes, such as interpersonal cohesiveness, loyalty, and tradition, which results in a lack of
attention in managing market needs and adversely influences market orientation.

Stress, anxiety and depression are a physical and mental condition that affects a person’s effectiveness, productivity, health, and
quality of work. Indeed, perceived worker’s stress makes workers to decrease their job satisfaction seriously and reduced quality of
worker’s performance. Workplace stress anxiety, depression emerges from different factors, such as workplace conflict, family
issues, role ambiguity, work overload, and a hostile working environment (Mrali et.al 2017). Whatever the cause of stress is within
the workplace, high-stress levels influence the employees’ engagement levels, burnout, and performance. Hence, organizations need
to have well-defined interventions to reduce the impact of workplace stressors on the employee’s well-being and productivity.
According to Patro and Kumar (Patro et.al 2019) engagement in all these stress management strategies & psychological counselling
positively influences the employee’s productivity levels, reduces labor turnover, improves interpersonal relations, reduces
absenteeism, and promotes physical and mental health.

Thus, organizations with influential clan culture promote employee adaptability competency and might reduce the prevalence of
work-related stress, anxiety, and depression among adaptable employees. Based on the findings of the past studies, the current
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researchers reasonably anticipate that clan culture, healthy environment, guidance and counselling from experience psychologist is
more reliable strategy to augment the employee’s adaptability competency and reduce their chances of experiencing work place from
anxiety, depression and stress. Various studies have reported that stress is the prime determinant influencing employee performance.
(Darvishmotevali M., Ali F,2020)

111. OBJECTIVES

To examine the Anxiety among Male and Female employee.

To examine the Depression among Male and Female employee.

To examine the Stress among Male and Female employee.

I1.1. HYPOTHESES

The purpose of the present research was to investigate the following research hypotheses-

e There is no significant difference between Male and Female employee with dimension on anxiety.
e There is no significant difference between Male and Female employee with dimension on depression.
e There is no significant difference between Male and Female employee with dimension on stress.

IV. METHODS
IV.l. POPULATION AND SAMPLE OF THE STUDY

Descriptive survey method was used by the investigator to collect the relevant information for the research. In the present study the
sample consisted of 40 employees (20 male and 20 females selected through random sampling technique from Industrial Siddcul
area, Haridwar, Uttarakhand.

IV.Il. TOOLS USED IN THE STUDY

For the data collection, investigator used the Anxiety, depression and stress scale (ADSS) by Bhatnagar, Singh and Pandey (2011)
This test consists of 48 statements with ‘yes’ and ‘no’

statements are awarded 0, 1 marks respectively. The researcher created a personal information form to collect information of the
subjects, which contained the subject's sex, age, religion, work status, economic status, educational level, family status etc.

IV.111. DELIMITATIONS OF THE STUDY
The present study has been done only on the employees of Siddcul area Haridwar district.

e The study included young people who were between 25 and 45 years old.
e  The study included only people of Hindu religion and not of other religions.
e The study included only employees of Industrial Siddcul area, Haridwar,

V. RESULTS AND DISCUSSION
The data was analyzed by used statistical techniques like, Mean, SD and t-test.
Table-1

Anxiety score of Male and female
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Group Total score N Mean SD SEM DF t-value
Male 39 20 1.95 1.50 0.34 38 3.6814
Female 87 20 4.35 2.50 0.58

It is clear from the above table that 20 male employees of Siddcul area have a mean anxiety of 1.95 and the standard deviation is
1.50. The mean scale of anxiety for a total of 20 Female employees is 4.35. The standard deviation is 2.50. The value of ‘t” obtained
is 3.6814 which is more than the value of t at 0.05 and 0.01 level of significance.

That is, there is significant difference between the anxiety of male and Female employees. The findings of the not supported first
hypothesis

Table-2

Depression score of Male and female

Group Total score N Mean SD SEM DF t-value
Male 25 20 1.25 1.21 0.27 38 2.7964
Female 67 20 3.35 3.13 0.70 95%

It is clear from the above table that 20 male employees of Siddcul area have a mean Depression of 1.25 and the standard deviation is
1.21. The mean scale of Depression for a total of 20 Female employees is 3.35. The standard deviation is 3.13. The value of ‘t’
obtained is 2.7964 which is more than the value of t at 0.05 and 0.01 level of significance.

That is, there is significant difference between the Depression of male and Female employees. The findings of the not supported
second hypothesis.

Table-3

Stress score of Male and female

Group Total score N Mean SD SEM DF t-value
Male 47 20 2.35 2.16 0.48 38 4.4824
Female 123 20 6.15 3.12 0.70

It is clear from the above table that 20 male employees of Siddcul area have a mean Stress of 2.35 and the standard deviation is 2.16.
The mean scale of Stress for a total of 20 Female employees is 6.15. The standard deviation is 3.12. The value of ‘t’ obtained is
4.4824 which is more than the value of t at 0.05 and 0.01 level of significance. That is, there is significant difference between the
Stress of male and Female employees. The findings of the not supported third hypothesis,

Conclusions: (1) There is significant difference between male and female employee in their anxiety level. (2) There is significant
difference between male and female employee in their depression level. (3) There is significant difference between male and female
employee in their stress level. a global study conducted by Kessler et al. (2015) showed that 45.7% of people who suffered from a
depressive disorder in their lifetime had also suffered from one or more anxiety disorders. Sex differences for anxiety and depression
are also observed starting from puberty onwards, with a higher vulnerability among females than males (Altemus et al., 2014; Baxter
etal., 2014; Remes et al., 2016; Lim et al., 2018).

Based on our research findings, we recommend that psychological counseling services for industrial employees be enhanced to
mitigate anxiety, depression, and stress levels. Employers should emphasize employee health wellness and stress-management, while
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making employee participation official. suggest that the psychological counselling services of Industrial employee must be
functionalized and improved to moderate employee’s anxiety, depression and stress level
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