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Abstract 

Occupational stress has the adverse effects on personal and work-related life 

of workers. Public prosecutors experience specific stressors at work, but no 

scale has yet been designed to measure occupational stress among public 

prosecutors.  The present study was carried out to construct and validate an 

indigenous Occupational Stress Scale for Public Prosecutors in Pakistan. An 

inductive approach was used for item generation. After ensuring the construct 

fidelity and content validity: the items of the scale were subjected to principal 

axis factoring, using a varimax rotation method on a sample of 416 public 

prosecutors and 32 items were retained in a well-defined 5 factor structure, 

which collectively accounted for 54.39 percent of the variance. Moreover, a 

confirmatory factor analysis on a sample of 350 public prosecutors was 

performed through AMOS modeling and the final scale consisted of 26 items 

was obtained. The relationship of scale with job satisfaction was found to be 

the negative (r = -.30, p<.01) that determined its divergent validity. 

Furthermore, the relationship of the scale with Health and Safety Executive 

Management Standard Indicator Tool was found to be the positive (r = .52, 

p<.01) that determined its convergent validity. The final scale is a promising 

measure with good items homogeneity, internal consistency and optimum 

validity. 

Keywords: Occupational stress; Reliability; Validity; Public prosecutors; 

Scale development. 

 

 

1. Introduction 
Occupational stress pertains to the tasks of an individual at workplace, and has 

become widespread and prevails in the organizations irrespective of their 

categories (Ahmad & Ahmad, 1992). It usually results from the 

responsibilities and pressures that are unexpected and mismatch with person‘s 

knowledge and skills leading towards the perceived inability to deal with such 

a situation. Occupational stress is assumed to increase in intensity when 

employees are not helped out by their senior colleagues or they feel little 

control over their work processes (WHO, 2020). 

The major approaches and models of stress define and explain stress 

differently, as the transactional model of stress states that stress is the result of 

a transaction between a person and their surroundings (Lazarus & Folkman, 

1987). However, the appraisal of this person-environment transaction that 
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offers a pathway of dealing with the stressor, highlights the whole process and 

experience (Lazarus et al., 2001). The effort-reward imbalance theory (ERI) 

portrays that the imbalance between a person‘s input (efforts) and the reward 

and opportunities he gets-can result in a stress or distress (Siegrist, 1996). The 

person-environment fit (PEF) theory suggests that when there is a misfit 

between an individual's abilities, skills, and resources and the demands of his 

work environment, the work-related stress arises (Caplan, 1987). The job 

demand-control (JDC) theory supports the view that a conflict between a 

person‘s job-related demands (psychological, cognitive, emotional, workload 

demands, etc.) and the job control (amount of control s/he has over her/his job 

(e.g., authority, decision-making power, and autonomy) can cause work-

related stress (Karasek, 1979).   

Most of the models and empirical studies claim that occupational stress is 

associated with a variety of factors including workload issues, adapting to 

change, resources and support, and work-life balance (Singh et al., 2020). The 

factors  including the stressful working conditions ; the lack of necessary skills 

to perform usual tasks ;  uncertainty regarding the job role ; poor supportive 

management by superiors and not having adequate opportunities for career 

advancement define stress (Kaburi et al., 2019). Nawaz and Ashraf (2016), 

classified an occupational stress into four constructs (i.e., support at work, 

pressure at work, job satisfaction, and nature of job). 

One major underlying cause of occupational stress (OS) is workplace 

violence for example; harassment, mobbing, ostracism, and stalking (Rasool et 

al., 2020). 

Occupational stress has always been an important subject because of its 

effect on psychological well-being, burnout, work-life balance, and the various 

aspects of job performance. A higher degree of occupational stress relates with 

poorer mental status and hypertension in workers, and occupational stress may 

have an effect on job burn-out, hypertension and depression symptoms (Yong 

et al., 2020).  

Empirical work on police officers, law enforcement workers, lawyers, 

prosecutors, and public defenders directs that every department has its own 

indicators of occupational stress. A study to assess occupational stress among 

police officers and its risk factors reveals that the major stressors in service 

operations were personal relationships outside work, injury risk, bureaucracy, 

tiredness, and lack of leisure for family and friends; and in service sector of 

organization; lack of personnel; lack of sources; inappropriate equipment; 

inappropriate distribution of responsibilities, and lack of meritocracy are the 

major stressors. Moreover, police officers working out of office were prone to 

more occupational stress than in-office police officers (Galanis et al., 2019). 

Moreto (2016), found that the law enforcement rangers were exposed to 

several task-related, internal, external, and occupation-related personal strains. 

In traffic police officers, the main influencing factors of job demand control 

and effort reward imbalance were education, monthly income level; work 

experience; marriage, and average weekly hours. However, gender and age 
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also played the significant role in influencing effort reward imbalance related 

occupational stress (Rong et al., 2019). 

However, these studies   also found the role of demographics in stress for 

example, Welch (2018), concluded that stress was moderately higher among 

female public defenders than for male defenders. Moreover, the prevalence of 

stress-related psychopathology was found to be more in women (Savic, 2020). 

Women were more vulnerable to organizational and operational stressors in all 

operational service roles than men. However, men were more vulnerable to the 

organizational stressors in the interior department (Acquadro et al., 2015).   

An age also affects the perceived stress and emotional exhaustion for example, 

public defenders with age 60 and the above perceived lesser stress and lesser 

emotional exhaustion than the younger ones (Welch, 2018). 

Public prosecutors have their unique job-related stressors that demand in-

depth exploration of nature and kind of their stress. Prosecutors ensure the 

social justice, but their role as an advocate is much deeper and complex. They 

are intensely dedicated to the outcomes of their cases and justice. They can 

assist in recognizing and correcting wrongful convictions, and also initiate 

policies to stay away from wrongful convictions in the first place (Bishop & 

Osler, 2015).  

Prosecutors are prone to high levels of role overload, and that overload 

leads to considerable strain. These conditions also have the several impacts 

upon the administration of justice (Gomme & Hall, 1995).  In addition to 

examining the causes and predictors of occupational stress in public 

prosecutors, its impact and outcomes also served as the basis of interest for 

many researches. A study attempting to explore the causes and consequences 

of job-related stress in prosecutors, and found that the organizational support, 

and job demands play the key roles in explaining the occupational stress of 

prosecutors. Job-related stressors did not directly lead to turnover intention, 

but indirectly through work-stress and job satisfaction (Na et al., 2018). 

 

1.1 Rationale and Objectives of the Study 

The previous studies have used a generic tool to measure stress in the different 

professions. An indigenous literature indicates that the multiple occupational 

stress scales had been developed in Pakistan for specific professions (e.g., for 

banking sector, medical doctors, school, and university teachers, etc.,), but 

there is no scale available that focuses to measure stress level and stress 

domains of public prosecutors. Ignoring the fact that public prosecutors have 

very different work set-up and job demands, which make their job-related 

stressors unique, it is common practice to measure their stress with the generic 

stress measuring tools. Measuring stress related to a specific job with a generic 

measure- can make our results biased and misleading that is why the present 

study was designed to fill the gap and develop the valid and reliable tool to 

measure occupational stress of public prosecutors in Pakistan in the different 

domains. 
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2. Methodology 

The valid and reliable occupational stress scale for public prosecutors 

(OSSPP) was developed in two independent studies: for the study 1, items of 

the scale were generated and factor structure of the scale was explored via 

exploratory factor analysis (EFA) and in the study 2, confirmatory factor 

analysis (CFA) was run and construct validity established in this manner. 

 

2.1 Study 1: Development of Occupational Stress Scale for Public 

Prosecutors (OSSPP) 
 

2.1.1 Phase 1: Items Generation and Evaluation 

Initially, items pool was generated through a qualitative exploration that 

included semi-structured interviews of 12 public prosecutors (9 men and 3 

women), working as 17th and 18th grade officers with 3 to 15 years of service 

experience in the different districts of Punjab (e.g., Lahore, Faisalabad, 

Multan, Chiniot, Kasur, and Sheikhupura). Via thematic analysis, major 

themes (viz., Lack of Facilities; Structural Issues; Workload Pressures; 

Workplace Challenges; Interdepartmental Relationships; Personal Life and 

Health Issues; Financial Strain, and Administrative Issues) were extracted. A 

set of 49 items were generated. 

The items were further, discussed and improved by taking experts‘ 

opinion in a group of experts (viz., a lecturer in psychology, an organizational 

psychologist; and 3 public prosecutors). Finally, we retained 41 items, and 

eight items were dropped due to redundancy, irrelevance, and ambiguity. In 

the pilot study, 4 out of 41 items were excluded due to non-normality and 

redundancy and 37 items were selected for factor structuring of the scale. 
 

2.1.2 Phase II: Factor Structuring of Scale (OSSPP) 

Phase II of the study 1 aimed to explore the factor structure and determine the 

psychometric properties of the scale. 
 

2.1.2.1 Sample. Using a purposive sampling technique, a sample of 450 public 

prosecutors (395 men and 55 women) of grades 17th and 18th was selected 

from 10 cities of Punjab (Lahore, Okara, Kasur, Gujrat, Sargodha, Sahiwal, 

Narowal, Attock, Gujranwala, and Sialkot). Public prosecutors had been 

serving as ADPP and DDPP (assistant district public prosecutor and deputy 

district public prosecutor) for the last 3 to 15 years in the prosecution 

department.  

 

2.1.2.2 Procedure. Public prosecutors were approached at their workplaces by 

the first author.  The permission   was taken from the public prosecutors prior 

to data collection. A questionnaire consisting of 37 items was distributed 

among the participants. Out of 450 participants, 416 completed the 

questionnaire, which were found an appropriate to be included in the analysis. 

In EFA, fourteen more cases were excluded because of some missing values in 

the data. All the assumptions given by Field (2005) were checked.  
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2.1.2.2 Results. Exploratory factor analysis is used when researcher has a 

slight idea about the primary mechanism of the target issue, but is an unsure 

about how the variables will function with the each other. EFA helps to 

investigate the latent factors that can the best account for the differences and 

interrelationships among established variables (Henson & Roberts, 2006). 

Data of 416 participants (370 men and 46 women) were subjected to EFA by 

using the varimax rotation method. Principal Axis Factor (PAF) yielded 5 

factor solutions. The criterion of Kaiser (1960) was followed to retain items. 
 

Table 1 

Mean, Standard Deviation, Rotated Factor Loadings and Communalities for 

Occupational Stress Scale for Public Prosecutors (N=416). 

Original items   Factors    

 M SD 1 2 3 4 5 h
2 

 

1. Due to non-availability of 

lockers, the responsibility 

falls on me to keep the files 

of cases at a safe place. 

3.40 1.15 .76 .05 .06 .09 .01 
.7

4 

 

2. We are deprived of fringe 

benefits (vehicle and home 

facilities). 

4.08 .82 .72 .06 -.01 -.07 -.05 .68 

3. Due to non-conducive office 

environment, I have to take 

work to home to complete 

my office assignments. 

3.78 
1.1

0 
.68 .17 .11 -.05 -.03 .84 

4. Inefficient procedures such 

as excessive paperwork and 

record keeping make my job 

burdensome. 

3.83 .99 .62 -.03 .25 .04 .21 .58 

5. Unequal distribution of work 

among prosecutors by heads 

of districts is stressful. 

3.41 
1.1

2 
.20 .06 .13 -.01 .02 .42 

6. There is no proper sitting 

place in courts during trial. 
3.97 .99 .50 -.06 .26 .09 .20 .47 

7. There is limited access to 

updated literature regarding 

departmental laws, books 

and amendments. 

4.36 .65 .46 .02 .29 -.06 .15 .79 

8. Congested office seating 

causes discomfort. 
4.02 

1.1

3 
.50 .02 .63 -.19 .19 .95 

9. Provision of office 

accessories (printing, 

stationery, etc.) is limited. 

4.24 .66 .38 .04 -.08 .02 .22 .53 

10. There is lack of support 

(clerical staff) for office 

work. 

4.01 .60 .35 -.08 .20 .09 .16 .36 

11. I do not have an independent 
3.89 1.6 .32 -.02 .117 .12 .19 .27 
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office. 9 

12. Private lawyers are not 

cooperative. 
3.26 1.05  .16 .81 .03 .12 .06 .93 

13. Public underestimates the 

services of public 

prosecutors. 

3.09 1.15 -.03 .79 .10 .21 .09 .92 

14. It is always challenging to 

deal with police for a case. 
3.51 1.49  .22 .72 -.12 .22 .29 .92 

15. I receive threats from 

accused. 
2.84 1.11 -.14 .71 .40 .16 -.13 .92 

16. I receive threats from 

complainants. 
2.44 .84 -.06 .66 .08 -.09 -.02 .86 

17. Private lawyers are hostile 

towards public prosecutors. 
3.14 1.06  .04 .64 -.02 .05 -.08 .75 

18. Public prosecutors receive 

threats from private lawyers. 
3.75 .87 .28 .24 .21 .27 -.10 .76 

19. I have to take judges‘ 

negative and embarrassing 

criticism over my work even 

if I do not deserve it. 

3.40 
1.1

1 
.48 .36 .45 .08 .24 .89 

20. There is no recognition for 

good quality work. 
4.12 .86 .38 -.19 .33 .14 -.23 .51 

21. There are less promotion 

opportunities in the 

department. 

4.08 .82 .38 .48 .52 -.04 .14 .85 

22. We have comparatively 

lower salaries than those on 

the same scales in other 

departments. 

4.63 .58 .45 -.34 .50 .38 .24 .94 

23. Disciplinary inquiries over 

minor issues cause stress. 
4.07 .84  .27 -.01 .32 .07 .16 .36 

24. Useless trainings are 

conducted for us. 
3.31 1.23  .13 .11 .29 .04 .04 .50 

25. There is no incentive for 

good quality work. 
4.20 .80 .38 .25 .49 -52 -.11 .83 

26. Due to workload pressures, I 

cannot perform my tasks 

effectively. 

3.39 1.11 .47 .19 .26 .03 .14 .54 

27. I am unable to do justice 

with family obligations due 

to job demands. 

3.03 .89 .22 .25 .05 .89 .04 .99 

28. Less time for plenty of 

cases, makes my life 

stressful. 

3.03 .89 .23 .25 .05 .89 .04 .99 

29. Due to office work, 

household duties are being 

ignored. 

3.13 .89 -.16 .20 .31 .73 .33 .95 

30. Office work has negative 

effect on my physical health. 
3.10 1.03 -.07 .37 .57 .51 -.29 .96 

31. Office work affects my 

mental health. 
3.01 1.28 .07 .42 .65 .31 -.31 .96 

32. Outstation postings are 

stressful 
4.44 .97 .34 -.02 .13 .23 .02 .41 
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Table 1 shows five well- defined factors on the basis of scree plot, eigen 

values > 1.0 and theoretical relevance. These factors   were labelled on the 

basis of their similar content and theoretical support. Total 54.39 percent of 

the variance was accounted by these 5 factors.  Five-point Likert type scale 

was used, with Strongly Disagree as 1, Disagree as 2, Neutral as 3, Agree as 4 

and Strongly Agree as 5. 
 

Table 2 

Percentages of Variance Explained by All Factors (N=416) 

 

Factor 

no. 
Factor Labels Items % of variance 

1 Lack of Facilities 2,6,7,10,16,25,30,32,33,37 15.57 

2 
Interdepartmental 

Challenges 
9,12,17,27,28,29,35 12.78 

3 Motivational Issues 5,13,15,23,24,31 10.23 

4 
Personal Life and 

Health Issues 
8,18,19,20,21 9.27 

5 Administrative Issues 3,14,34,36 6.53 

Table 2 represents the final scale emerged with 32 items in 5 well- defined 

factors. Five items are deleted due to low factor loadings and reliability < .30 
 

2.2 Study II: Validation of the Scale (OSSPP) 

33. We are not allowed to use 

powers (conferred by law 

upon us) without pressure. 

3.83 .98 .58 .45 .29 .06 .44 .93 

34. The department imposes 

ineffective policies on us. 
4.00 .60 .16 .12 .23 -.00 .85 .92 

35. Upgraded administrative 

policies are not 

communicated properly. 

4.28 .88 .34 -.09 .06 .17 .53 .73 

36. Undue excessive monitoring 

of our work by the 

department creates stress. 

4.19 .71 .18 -.01 .66 .17 .36 .86 

37. Administration does not pay 

attention to resolve our 

issues that occur during 

work. 

4.60 .61 .25 .01 .00 .16 .23 .51 

Eigenvalue   5.7 4.7 3.7 3.4 2.4  

Alpha Reliability   .91 .83 .86 .69 .87  

% of Variance   15.57 12.78 10.23 
9.2

6 

6.5

3 
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The Study II was carried out in two phases to determine the psychometric 

properties of the scale, developed in the study I.  
 

2.2.1 Phase I: Confirmatory Factor Analysis and Reliability Analysis 
 

2.2.1.1 Sample. A purposive sampling technique was used to obtain a sample 

of 350 public prosecutors from 10 cities of Punjab (Lahore, Sheikhupura, 

Kasur, Faisalabad, Chiniot, Bahawalpur, Multan, Jehlum, Gujranwala, and 

Sialkot). The sample consisted of 306 male and 44 female public prosecutors 

with the inclusion criteria observed in the  study 1. 
 

2.2.1.2 Instrument and Procedure. The 32 items questionnaire of 

Occupational Stress Scale for Public Prosecutors (OSSPP), finalized after EFA 

was distributed among the participants at their workplaces, and they were 

given instructions to fill it honestly and independently.  
 

2.2.1.3 Results. AMOS 21.0 was utilized to run CFA on the data. Out of 32 

items, 26 items were retained and 6 items were deleted due to their low factor 

loadings.  
 

Figure 1 indicates 26-items factor loadings and correlation between 5 

subscales of the Occupational Stress Scale for Public Prosecutors. The factor 

loadings of all the retained items ranged from .31 to .74 on five factors: LOF = 

Lack of Facilities; IDC = Interdepartmental Challenges; MI = Motivational 

Issues ;PLHI = Personal Life and Health Issues ; AI = Administrative Issues. 
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Figure 1 
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Table 3   

Model Fit Indices (N=350) 

 

Models χ 2 Df χ2/ df CFI GFI TLI RMSEA 

Initial 977.14 289 3.38 .70 .81 .70 .08 

Revised 480.13 252 1.91 .90 .91 .90 .05 

Note. CFI= conformity fit index; GFI= Goodness of fit index; TLI= Tucker 

Lewis Index; RMSEA=root-mean- square error of approximation; 
 

Table 3 explained model fit indices for the five-factor model. All of these 

indices exceed the satisfactory limit of χ2/df < 3, CFI> .90, GFI> .90, TLI> 

.90, RMSEA< 0.08, and SRMR< 0.05 (Hu & Bentler, 1999). The initial 

criteria for the item loading is >.30, the 32-item model obtained through EFA 

was further examined in CFA, where 6 items were deleted due to low factor 

loading and overall factor structure showed good model fit. The final obtained 

model consists of 26 items, after adding modification indices for the five-

factor model, after considering Whittaker (2012), the statistical significance 

improved the model fit. 

In order to find out the internal consistency of the total scale and 

subscales, reliability analysis was run on a normative sample (N=350), which 

indicate high internal consistency.  
 

Table 4 

Internal Consistency and Inter-correlations between Different Subscales of 

OSSPP (N=350) 

 
Variable 1 2 3 4 5 6     α 

1. OSSPP -      .84 

2. Lack of facilities .78** -     .72 

3. Interdepartmental 

challenges 
.71** .40** -    .61 

4. Motivational issues .73** .54** .35** -   .60 

5. Personal life and health 

issues 
.63** .22** .50** .26** -  .75 

6. Administrative issues .71** .50** .43** .49** .28** - .63 

***=p <.001, **=p <.01 
 

Table 4 illuminates moderate to high positive correlations between the 

different subscales of OSSPP and total score of OSSPP. Values of Cronbach‘s 

alpha indicate that total scale and sub-scales have promising reliabilities. 
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2.2.2 Phase II: Divergent and Convergent Validity of the Scale (OSSPP) 

Phase II was aimed to determine the construct validity of OSSPP by 

determining its convergent and divergent validity. Divergent validity of the 

scale was determined by finding its correlation with Job Satisfaction Survey 

(Spector, 1985). The convergent validity was determined by finding its 

correlation with Health and Safety Executive Management Standards Indicator 

Tool (Cousins et al., 2004).  
 

2.2.2.1 Sample. A sample of 350 public prosecutors was selected by following 

the criteria used in the previous phases of study 1 and study II, from the same 

cities of Pakistan. The sample consisted of 306 male and 44 female public 

prosecutors. 
 

2.2.2.2 Instruments. 
 

2.2.2.2.1 Occupational Stress Scale for Public Prosecutors (OSSPP). For 

the  details see in a  study 1. 
 

2.2.2.2.2 Job Satisfaction Survey (JSS). It is a 36-item scale developed by 

Spector in 1985. The scale comprises 9 subscales and uses 6-point Likert-type 

scale to record the responses of the participants. The overall reliability of the 

scale is reported to be α = .91.  
 

2.2.2.2.3 Health and Safety Executive Management Standards Indicator 

Tool (HSEMS-IT). This scale was developed by Cousins et al. in 2004 and its 

psychometric were established by Edwards et al. in 2008. It is a 35-items self-

report measure:  a questionnaire commonly used to assess work-related stress 

risks at an organizational level. The scale comprises 7 subscales and uses 5-

point Likert-type scale to record the responses of the participants. The overall 

reliability of the scale is reported to be α = .92.  
 

2.2.2.3 Procedure. Public prosecutors were contacted and given a visit in their 

offices at their convenience for data collection. After obtaining their consent, 

prosecutors were briefed about the aim of the study, and were assured that 

their responses would remain confidential. They were also told that any 

participant could back out from the research any time. The 26 items OSSPP, 

36 items JSS, and 35-items HSEMS self-report measures were administered 

on 350 public prosecutors of Punjab Province.  
 

2.2.2.4 Results. 
 

Table 5  

Correlations between Occupational Stress Scale and Job Satisfaction Scale 

(N=350) 
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Variables 1 2 3 4 5 6 7 

1. JSS -       

2. OSSPP -.30** -      

3. LOF -.28** .77** -     

4. IDC -.19** .70** .36** -    

5. MI -.20** .73** .53** .34** -   

6. PLHI -.14** .63** .21** .50** .26** -  

7. AI -.21** .70** .49** .43** .45** .28** - 

***=p <.001, **=p <.01 

 

Note. JSS: Job Satisfaction Scale; OSSPP: Occupational Stress Scale for 

Public Prosecutor; LOF: Lack of Facilities, IDC: Interdepartmental 

Challenges; MI: Motivational Issues, PLHI: Personal Life and Health Issues, 

AI: Administrative Issues. 

The results in Table 5 indicate   significantly moderate negative 

correlation between OSSPP and JSS (r = -.30, p <.001). All the subscales of 

OSSPP also significantly and negatively correlate with JSS, which hereby 

establishes the divergent validity of OSSPP. 
 

Table 6 

Correlations between OSSPP and HSEMS (N=350) 

 
Variables 1 2 3 4 5 6 7 

1. HSEMS -       

2. OSSPP .52** -      

3. LOF .30** .77** -     

4. IDC .43** .70** .36** -    

5. MI .37** .73** .53** .34** -   

6. PLHI .40** .63** .21** .50** .26** -  

7. AI .39** .70** .49** .43** .44** .28** - 

***=p <.001, **=p <.01 

 

Note. HSEMS-IT: Health and Safety Executive Management Standards 

Indicator Tool and rest of abbreviation have been explained under Table 5. 
 

The results in Table 6  point out the  significant positive correlation 

between OSSPP and HSEMS (r = .52, p <.001). All the subscales of OSSPP 
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also significantly and positively correlate with HSEMS, which hereby support 

the convergent validity of OSSPP. 

 

3. Discussion 

Two inter-linked studies were designed to develop and validate a scale 

measuring occupational stress in the public persecutors. The scale construction 

processes included  an inductive approach, and both EFA and CFA were run 

to decide the factor structure of the scale.The labels of five factors emerged 

after EFA (see Table 1) were decided on the basis of their content and their 

relevance to the overall construct.  

Lack of Facilities (LOF) means the facilities or the physical resources 

such as congested office seating, non-conducive work environment ;limited 

office accessories and updated literature related to law, deprivation of fringe 

benefits; non-availability of proper cupboards with the  proper locks and 

excessive paper work. Most of the public prosecutors were of the views that 

due to less departmental resources, their work got twofold; as they had to 

abide by the job description  and  were taking an unnecessary burden of 

working in the congested office space and dealing with limited office 

accessories. LOF appeared to create huge and the unnecessary hurdles that 

increased their work and was contributing to occupational stress. Lazarus and 

Folkman (1984), proposed stress to be the result of negative relationship 

between the demands made upon the individuals by their environment and the 

resources they appraise - can be brought into use to cope with such stressful 

situations. 

The second factor is Interdepartmental Challenges (IDC) that covers 

bearing judges‘ negative and embarrassing criticism, dealing with hostility 

coming from the private lawyers, working in disordered environment and 

unnecessary delays in work created by police and threatening comments from 

the accused ones. Public prosecutors stated that they had to fight at an every 

end to keep their work done. They reported that they were taking every 

stakeholder‘s pressure (e.g., judiciary, private lawyer; accused, or 

complainant). Performance pressure has also been reported to be the most 

stressful factor that employees experience at their workplace in the previous 

studies (Chan et al., 2000). 

The third factor is Motivational Issues (MI) which includes lower salaries 

as compared to other governmental officers on the same scale and working in 

the similar capacity, zero recognition for their quality work, workload 

pressures, no incentives, less promotion opportunities and disciplinary 

inquiries the over petty issues. Public prosecutors revealed that their good 

work was not being recognized and incentivized, so they lacked motivation to 

work from their heart. In addition to that, not only that they were oblivious of 

what they would be doing after their 15 years of service as public prosecutor, 

they had to stand an accountable for even very minor mistakes. This factor is 

in line with the effort-reward imbalance (Siegrist, 1996) model:  one of most 

famous models of workplace stress. The model was initially proposed for 
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people suffering from cardiovascular disease just like demand-control-support 

model (Siegrist, 1996). This model bears some features of transactional 

approach to stress at work, as it takes into account subjective perceptions of 

individuals about the stressful events that they experience. The key idea in 

effort-reward imbalance model is reciprocity. This reciprocal relation is 

between effort and reward, if efforts of employees are rewarded justifiably, 

they will feel the satisfied and motivated. On the other hand, if employees are 

not rewarded for their efforts it would lead towards stress (Peter & Siegrist, 

1999). 

The factor 3 is also consistent with workplace stress model of ―Job 

characteristics‖, proposed by Hackman and Oldham (1980) that emphasized 

on certain characteristics of job which gives rise to feelings of stress in 

employees. According to the authors, such characteristics are composed of 

variety of skills, task recognition, the importance of task; understanding of the 

task, independence; and feedback received by seniors. These features of an 

employee‘s job are critical for provoking positive or negative mental states 

and behavioral manifestations like; job satisfaction, motivation, and 

absenteeism. 

The factors   4 is named as Personal Life and Health Issues (PLHI) that 

comprised less time given for plenty of cases, deterioration of their physical as 

well  mental health, household duties being ignored due to the burden of office 

work and disturbance in family life. Public prosecutors reported that due to 

work burden, their household duties were being ignored and personal health 

was severely affected. The previous researches support the argument that 

stress causes many physiological and behavioral complications in people 

(Sabbarwal et al., 2017). People who endure a lot of stress pay less attention to 

their work and may therefore, be harming themselves and others in the 

organization. In the general, job stress reduces employee productivity. 

Working conditions play a key role in causing stress for employees, but cannot 

be ignored by individual factors (Cox, 2000). Russo and Vitaliano (1995), 

suggested that occurrence of workplace stressors right after family problems 

or simultaneous major life events and work place stressors have a strong 

impact on outcomes by reducing coping resources that people can utilize to 

deal with changes.    

The factor 5 named as Administrative Issues (AI) was defined as undue 

excessive monitoring, ineffective policies; unnecessary departmental pressures 

and unannounced upgraded administrative policies. At the time of interviews, 

the public prosecutors were quite agitated and irritated over the fact that the 

department had made ineffective policies that increased their burden of work, 

and the upgraded administrative policies were not even properly 

communicated to them. The public prosecutors were also of the views that 

they were continuously and excessively monitored for their work and they 

could not use the powers (conferred by law upon them) without pressure. 

Pressure of the organizational authorities to maintain high-level performance 

along with multi-tasking had been found to be a stronger stressor for 
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employees in the past (Cascio, 1995).  The results are also in line with 

Townley (2000), survey in United Kingdom reporting that most of workers 

were dissatisfied with current working culture of their organizations where 

they had to work for longer hours, deal with an exhaustive workload as well 

meeting deadlines. This study also reported work related symptoms occurring 

because of these work demands which included headache, lose temperament 

and fatigue. The level of stress in employees increases when it is coupled with 

strict surveillance procedures, this trend has spread over most of the 

occupations that make working life more stressful (Humphrey, 1998). 

Later on, CFA was run to validate the factor structure of a newly 

developed scale (OSSPP) on a separate sample of public prosecutors. The 

analysis fulfilled all the criteria to reveal an acceptable model fit to the data 

(see Table 3). All the items loaded independently on their respective factors. 

Reliability analysis was also run to confirm the internal consistency of the 

scale and it was found very sound. The results indicate that occupational stress 

scale is highly reliable. The Cronbach‘s alpha coefficient of the overall scale 

and sub-scales fall in excellent range (see Table 4). The results suggest that 

items in occupational stress scale are internally consistent.   

Convergent and divergent validity of newly developed s cale (OSSPP) 

was also established (see Table 5-6). Results indicted significant negative 

relation of OSSPP with job satisfaction and results are consistent with Yaacob 

and Long (2015) that indicate a significant negative relationship between job 

satisfaction and occupational stress.  In a similar way, the results have been 

documented by Samuel et al. (2009), who explored the relationship of job 

stress, job satisfaction and psychological well-being with job satisfaction. The 

results of the study by Samuel et al. (2009), suggested the negative correlation 

of occupational stress with job satisfaction, and psychological well-being.  The 

significant positive correlation of OSSPP with HSEMS ensures its convergent 

validity.   

 

3.1 Implications  

The scale can be applied for measuring the occupational stress of public 

prosecutors, working in Pakistan. Since there is dearth of literature on 

occupational stress in public prosecutors, the present study is a tremendous 

contribution as it can be used to assess the level of occupational stress of 

public prosecutors and interventions can be devised accordingly. The scale 

would help to devise occupational-stress management techniques in 

accordance with major job characteristics/demands of public prosecutors. 

 

3.2 Limitation and Suggestion 

Despite the significance of scale developed for measuring stress in public 

prosecutors, the newly developed scale is not free of limitations. The data 

were collected from one province of Pakistan (i.e., Punjab), so data from other 

provinces such as Khyber Pakhtunkhwa, Sindh, and Baluchistan should also 

be included in the future, to further validate OSSPP. We could not collect 
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comparable data from female prosecutors due to lesser number of female 

prosecutors in the field, so we could not run analysis to assess gender 

differences in occupational stress among public prosecutors.  

 

4. Conclusion 

The objective of this study was to construct and validate a scale that measures 

occupational stress in public prosecutors. The results of both studies indicated 

that public prosecutors experience manifold stressors in the different domains 

of their job that lower their job satisfaction, and has detrimental impact on 

their life. An indigenously developed Occupational Stress Scale for Public 

Prosecutors appeared to be a valid and reliable, and we can use it in the future 

studies aimed to investigate occupational stress among public prosecutors. 
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