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ABSTRACT 

Team leaders’ who perceived their organizations to have unsupportive depression disclosure norms reported higher levels of 
stigma, and those whose organizations had a clear mental health strategy reported lower levels of stigma. The findings have important 
implications for developing human resource management strategies that deal with the increasing incidence and impact of depression in 
the workplace.  The attitude related to the occupational stress of IT sector employees in Chennai appear to be satisfactory role overload, 
role ambiguity, role conflict, under-participation, powerlessness, poor-peer relations, strenuous working condition and unprofitability. 
The four factors, which may be considered as Work and organisational environment identified are as follows. Work culture and 
socialization, working condition and infrastructural facilities policy followed and administration. 

 
Keywords: Team leaders’, Employees, Depression, IT, Workplace. 
 
1. INTRODUCTION 
 Depression is a chronic, recurring, and progressive disorder affecting 350 million people worldwide. In a recent survey of 7065 
working people in Europe, commissioned by the European Depression Association (EDA), 20% said they had been diagnosed with 
depression at some point in their lives; an estimated 21,000 work days were lost because of the most recent depressive episodes 
experienced by the people in this survey. 
 
 Depression is often episodic, marked by periods of full or partial symptom remission. Full remission of symptoms is associated 
with better functioning and a lower chance of relapse. A common problem after treatment is partial remission with some symptoms 
continuing. These might be known as ongoing or residual symptoms. Common ongoing symptoms include insomnia, decreased 
concentration, difficulty in decision-making and low mood. 
 
 It is important to make a distinction between Bipolar and Unipolar Depression as symptoms of depression present differently. 
Many cases of Bipolar Depression display symptoms of excessive sleeping and high levels of daytime fatigue, there is often also an 
increased appetite and weight gain. In contrast, people with Unipolar Depression have a tendency to wake repeatedly throughout the 
night and may also be prone to wake up early. Although some people who experience Unipolar Depression may have increased appetite 
and weight gain, it is more common to have a loss of appetite and weight loss. Bipolar Depression is much more likely to be accompanied 
by stronger symptoms of anxiety. One half to two thirds of people with Bipolar Depression have a co-occurring anxiety disorder such 
as obsessive-compulsive disorder, panic disorder or social anxiety disorder.  
 
2. REVIEW OF RELATED LITERATURE 
Bharathi T (2017)1 The Indian IT industry has seen an increase of 1.3 million women employees in 2016. The study is about job Stress 
and employee productivity. From the various review of literature, we have identified the factors affecting Job Stress and Productivity. 
The literature is collected from the year 1974 to 2016 on various areas like the definition of the concepts to various factors influencing 
the Job Stress and productivity. The various sectors covered on which job stress and productivity factors are studied include construction, 
banking sector, education institution, financial institution, IT, Call center, and Private hospital. The variables/indicators that can be 
identified in the existing literature to study job stress are workload, role ambiguity, gender discrimination, interpersonal relationship. 
The variables/indicators for measuring employee productivity are identified as work schedule/timings, competence of supervisor, 
compensation, systems and procedures, group dynamics, absenteeism and presenteeism. The paper also throws light on meaning of 
various indicators mentioned above. In addition, the conceptual framework models the relationship between job stress and productivity. 
 

 
1 Bharathi T (2017), “Job Stress and Productivity: A Conceptual Framework”, International Journal of Emerging Research in Management &Technology 

ISSN: 2278-9359 (Volume-6, Issue-8). 
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Umesh (2016)2 explores that after IT revolution the stress levels have increased. He uses occupational stress index developed by 
Srivastava and Sing (1983) to access the level of stress. He identifies job design, physical environment, role ambiguity, interpersonal 
relationship, authority and power, role overload and social support are the variables that are discussed in the study.  
Sreekumar, V.N.(2016)3 Occupational stress is the stress among the working professionals. The occupational stress may be related 
with many factors. All factors influence the stress level of an employee. Age is the most important factor which affects the job stress of 
an employee. Because the increasing age cause many problems. The employees cannot do their works effectively. Through increasing 
age also increasing their responsibilities. So sometimes the professionals cannot able to maintain responsibilities effectively. Six major 
categories of potential sources of stress at work have been identified by cooper. They are stressors intense to the job, the role of the 
individual in the organization, career development, and relationship with others at work.  
Mai Ngoc Khuong and Vu Hai Yen (2016)4 The purpose of this research was to analyze the effects of five working factors including 
work overload, role ambiguity & role conflict, working relationship, career development, and working environment on job stress and 
employee job performance in six different industries at Dong Xuyen Industrial Zone, Ba Ria – Vung Tau province, Vietnam. To collect 
the primary data, questionnaire was directly sent to 378 respondents. Quantitative approach was the major method used, with statistical 
techniques applied, including multiple regression, and path analysis. As a result, these working factors had significant and positive 
influence on job stress and in contrast, job stress had negative influence on employee job performance. In addition, this research also 
found that career development did not directly affect employee job performance, but indirectly through job stress. It is recommended 
that organizations at Dong Xuyen Industrial Zone should reduce job stress by reducing conflicts in working relationship, career 
development, and working environment in order to improve employee job performance. 
Shree Raja and Murali (2015)5 in their paper critically reviewed major factors affecting labour productivity, grouping of factors and 
methods to evaluate it. The major factors that affect the labour productivity were supervision, skill of labour, change of job, absenteeism, 
tools and equipment and financial constraints. The grouping of factors were done and named as technological group and administrative 
group. Based on the relative ranking it was observed that human group and management group have high impact on labour productivity 
in countries like UK, India and Spain. In India and Gaza the group such as project technology, motivational, quality and safety have 
adverse impact on labour productivity. In this sector inefficient management of construction resources can result in low productivity.  
 
3. Research Methodology 

The study has been done on the basis of both primary as well as secondary sources of data. The data collected among the 
employees through survey constitute primary and information gathered through books, journals, magazines, reports, dailies consisting 
of secondary data. The data collected from both the sources were scrutinized, edited and tabulated. Further, the processed data were 
analysed using statistical package for social sciences (SPSS 20), AMOS and other computer packages. The following statistical tools 
were used in the study to deduce the results about data variables:  such as percentage, bootstrapped mean & Standard deviation are used 
for basic analysis, exploratory Factor analysis, confirmatory factor, (ii) Mann-Whitney U Tests, Kruskal -Wallis (H) test, Cronbach’s 
alpha reliability test, Garrett Ranking Techniques and path analysis are used for hypothetical analysis. 

 
4. STATEMENT OF THE PROBLEMS 

Graduates today are highly dependent on I.T. Industry. It has provided a lot of employment opportunities in the recent times in 
India. In Tamil Nadu, Chennai is the leading I.T. industry hub. From all over Tamil Nadu young graduates who come out of the college, 
go to Chennai in search of a job, particularly I.T. related jobs. Their understanding is that the I.T. related jobs will give a social status 
for themselves as well as their family. But, despite of these positive sides to the I.T. jobs, the recent trends show that it has its negative 
sides too. The first and the foremost is the problems like recession which might make a huge number of graduates jobless without any 
prior warning or notice. While these graduates might have taken many loans believing in the regular salary that they receive from the 
I.T. companies, when they are rendered jobless, they face a grim future and they might be unable to pay their loan arrears, which in 
some cases might lead to the extreme of committing suicide unable to bear the economic burden. 

 

 
2  Umesh, U, A Study on the occupational stress among selected female bank employees working in the middle level hierarchy cadre of Indian Bank 

(public sector) and ICICI (private sector) in the Southern Malabbar region of Kerala State, India. International Journal of Recent Advances in 
Organizational Behaviour and Decision Sciences. Vol 2, Iss 3, 2016. 

3  Sreekumar, V.N. (2016), “OCCUPATIONAL STRESS MANAGEMENT AMONG INFORMATION TECHNOLOGY PROFESSIONALS”. 
International Journal of Information Research and Review Vol. 03, Issue, 11, pp. 3074-3076, November, 2016. 

4  Mai Ngoc Khuong and Vu Hai Yen, “Investigate the Effects of Job Stress on Employee Job Performance — A Case Study at Dong Xuyen Industrial 
Zone, Vietnam”. International Journal of Trade, Economics and Finance, Vol. 7, No. 2, April 2016. 

5  Shree Raja Gopal, T G and Murali K, A Critical Review on factors influencing Labour productivity in Construction. IOSR, Journal of Mechanical 
and Civil Engineering, vol 12, issue 5 ver IV, Sep-oct, pp 47-51, 2015 
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5. RESEARCH GAP 
 There are many researches available that talks about the stress levels of the I.T. employees. They talk about the various kinds 
of problems faced by the employees such as the problems like over working, less payment, lack of communication among the employees 
and the employers, lack of appreciation, and many other organizational factors that influences the stress levels of the employees. They 
have tried to find out the solutions for these problems through various sources. But the researches that gives importance to the role of 
Team Leaders in influencing the level of depression among the employees are very limited. Therefore, the present research is trying to 
fill the gap by focusing on the important role played by the team leader in maintaining the stress levels among the employees.  
 
6. OBJECTIVES OF THE STUDY 

1. To study the demographical profile of the I.T Employees in Chennai. 
2. To analyze the I.T employees level of satisfaction towards their organizational factors. 
3. To evaluate the I.T employees perception towards their team leaders attitude. 
4. To find out the I.T employees level of depression towards their job. 
5. To find the relation between team leaders attitude and the employees level of depression. 
6. To offer valuable suggestion to decrease the I.T employees depression. 

 
7.NEED AND SCOPE OF THE STUDY 

The present study begins with analysing the various facilities and equipment available in a company that might have an effect 
upon the employees. The study tries to find out if these facilities help the employees to either decrease their depression or increase their 
depression. Similarly there are other problems like the constant threat of losing the job, ever-increasing competition from the new 
graduates who are coming out of the colleges every year, the ever-growing technology in the field, the constant pressure from the 
employers to deliver, to deliver within the time limit, not just delivering the products but making them satisfactory, to maintain the 
work-life balance, to maintain the personal well-being; both physically and mentally, etc. these are some of the problems that might lead 
to depression of the employees. 

 
Similarly, not receiving satisfactory payment, no job security, no appreciation for the kind of work that the employees do, 

favouritism towards one employee and neglecting some others, too much workload, no competent team leader and so on are the overall 
problems faced by the employees in the field of I.T. industry. When the problems faced by them are clearly identified and categorised, 
it might be easier to provide remedies for the problems. The present study is trying to analyse all these problems and provide solutions 
for them. When the solutions are provided in a concrete way, by following these solutions the companies in I.T.industry can increase 
their turnover and the employees will also be happy and lead a satisfactory life.  

 
8.LIMITATIONS OF THE STUDY  
 The study, which provides a general overview of the depression, causes of depression, consequences of depression, relation 
with team leaders’ attitude and its impact over employees as well as the organization, focuses on the perception of I.T companies 
employees regarding depression at all levels only with four designations such as software developer, tester, technical writer and support 
engineer of I.T employees in Chennai city alone. The researcher believes that the study considers perception of employees only of I.T 
industry in Chennai city and it is based on employees’ perception and these perceptions are subject to change in the days to come. The 
personal bias of respondents is another major concern since the respondents may understand the questions according to their own 
perception and may respond accordingly. The unwillingness of respondents due to their own limitations in time and other work-related 
problems also acts a limitation of this study. Only the employees of selected eleven I.T companies were made to participate in this 
research which may also be a limitation of this study. 
 
9. Sample Design 

S.No 
Selected IT Companies for Data 
Collection 

Questionnaire distributed 
Complete usable 
questionnaire 

Percentage 

1 Mphasis BFL Ltd., 56 49 11.39535 
2 Siemens Information Systems Ltd 52 46 10.69767 
3 i-Gate Global Solutions Ltd. 74 63 14.65116 
4 NIIT Technologies Ltd. 71 55 12.7907 
5 Cenza Technologies Pvt Ltd. 69 57 13.25581 
6 Convansys India Ltd. 27 25 5.813953 
7 Diacritech Technologies Pvt Ltd 43 39 9.069767 
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8 Gislen Software 19 18 4.186047 
9 Awata Software Systems 53 47 10.93023 
10 Redim Information System Pvt Ltd 22 18 4.186047 
11 UNIQ Technologies 14 13 3.023256 
 TOTAL 500 430 100 
 

10. Sample Size Determinant 
(a) Formula for proportions: 
Cochran’s formula for calculating sample size when the population is infinite: 
Cochran (1977) developed a formula to calculate a representative sample for proportions as  

no  

where, no is the sample size, z is the selected critical value of desired confidence level, p is the estimated proportion of an attribute that 
is present in the population, q=1-p and e is the desired level of precision. 

For example, suppose we want to calculate a sample size of a large population whose degree of variability is not known assuming 
the maximum variability, which is equal to 50% (p=0.5) and taking 95% confidence level with ± 5% precision, the calculation for 
required sample size will be as follows- 
p = 0.5 and hence q = 1-05 = 0.5; e = 0.05; z = 1.96 

SO, no =  

The type of research is descriptive. For the present kind of research, 384 samples are the minimum number, but for the sake of 
accuracy the researcher has targeted 500 sample respondents from Chennai city. Out of 500 filled questionnaires, only 430 respondents 
were found to be completed. However, respondents have been selected by snow ball method from non-probability technique.  

 
11. Pilot Study and Pre-Testing  
 A preliminary investigation was undertaken by contacting 50 employees working in I.T companies in Chennai to identify the 
important variables regarding depression, role of team leader with their members’ depression level and the other factors influencing 
depression. The responses are obtained from the employees with regard to satisfaction on their organizational facilities, their team 
leaders’ positive and negative attitude, their level of depression and its impact on employees’ productivity and its direct impact on 
individual and organisational efficiency. The purpose of this pilot study is to test the quality of the items in the interview schedule and 
to confirm the feasibility of the study. This preliminary investigation is conducted in all levels of the employees such as software tester, 
software developer, technical writer and support engineer. The snowball sampling method was adopted to select sample respondents, 
confirmatory factor analysis is applied to test reliability and validity of measurement tool. 
 
12. Validity  
 Validity is arguably the most important criteria for the quality of a test. The term validity refers to whether or not the test 
measures what it claims to measure. On a test with high validity the items will be closely linked to the test's intended focus. For many 
certification and licensure tests this means that the items will be highly related to a specific job or occupation. If a test has poor validity, 
then it does not measure the job-related content and competencies it ought to. When this is the case, there is no justification for using 
the test results for their intended purpose. There are several ways to estimate the validity of a test including content validity, concurrent 
validity, and predictive validity. The face validity of a test is sometimes also mentioned. Validity is the extent to which the scores from 
a measure represent the variable they are intended to. But how do researchers make this judgment? We have already considered one 
factor that they take into account reliability. When a measure has good test-retest reliability and internal consistency, researchers should 
be more confident that the scores represent what they are supposed to. There has to be more to it, however, because a measure can be 
extremely reliable but have no validity whatsoever. As an absurd example, imagine someone who believes that people’s index finger 
length reflects their self-esteem and therefore tries to measure self-esteem by holding a ruler up to people’s index fingers. Although this 
measure would have extremely good test-retest reliability, it would have absolutely no validity. The fact that one person’s index finger 
is a centimeter longer than another’s would indicate nothing about which one had higher self-esteem. 
 
 Content validity indicates the extent to which items adequately measure or represent the content of the property or trait that the 
researcher wishes to measure. Subject matter expert review is often a good first step in instrument development to assess content validity, 
in relation to the area or field you are studying. 
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 Construct validity indicates the extent to which a measurement method accurately represents a construct (e.g., a latent variable 
or phenomena that can’t be measured directly, such as a person’s attitude or belief) and produces an observation, distinct from that 
which is produced by a measure of another construct. Common methods to assess construct validity include, but are not limited to, factor 
analysis, correlation tests, and item response theory models (including Rasch model). 
 
 Criterion-related validity indicates the extent to which the instrument’s scores correlate with an external criterion (i.e., usually 
another measurement from a different instrument) either at present (concurrent validity) or in the future (predictive validity). A common 
measurement of this type of validity is the correlation coefficient between two measures. 
 
13. Reliability  
 Reliability is one of the most important elements of test quality. In short, it refers to the consistency of a measure. It has to do 
with the consistency, or reproducibility, or an examinee's performance on the test. For example, if you were to administer a test with 
high reliability to an examinee on two occasions, you would be very likely to reach the same conclusions about the examinee's 
performance both times. A test with poor reliability, on the other hand, might result in very different scores for the examinee across the 
two test administrations. If a test yields inconsistent scores, it may be unethical to take any substantive actions on the basis of the test. 
There are several methods for computing test reliability including test-retest reliability, parallel forms reliability, decision consistency, 
internal consistency, and inter rater reliability. For many criterion-referenced tests decision consistency is often an appropriate choice.  
 
 Internal consistency reliability looks at the consistency of the score of individual items on an instrument, with the scores of a 
set of items, or subscale, which typically consists of several items to measure a single construct. Cronbach’s alpha is one of the most 
common methods for checking internal consistency reliability. Group variability, score reliability, number of items, sample sizes, and 
difficulty level of the instrument also can impact the Cronbach’s alpha value. 
 
 Test-retest measures the correlation between scores from one administration of an instrument to another, usually within an 
interval of 2 to 3 weeks. Unlike pre-post tests, no treatment occurs between the first and second administrations of the instrument, in 
order to test-retest reliability. A similar type of reliability called alternate forms, involves using slightly different forms or versions of 
an instrument to see if different versions yield consistent results. 
 
 Inter-rater reliability checks the degree of agreement among raters (i.e., those completing items on an instrument). Common 
situations where more than one rater is involved may occur when more than one person conducts classroom observations, uses an 
observation protocol or scores an open-ended test, using a rubric or other standard protocol. Kappa statistics, correlation coefficients, 
and intra-class correlation (ICC) coefficient are some of the commonly reported measures of inter-rater reliability. 
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14. Conceptual Frame work of research model 
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15. ANALYSIS AND INTERPRETATIONS 
15.1 The profile of individual Occupation, Experience and Designation 

Particulars Frequency Percent 
Occupation category 
Contract / Temporary 172 40.0 
Permanent 258 60.0 
Experience (IN years) 
Below 5 years 103 24.0 
5 - 10 years 167 38.8 
10 - 20 years 129 30.0 
above 20 years 31 7.2 
Designation 
Software Tester 94 21.9 
Software Developer 137 31.9 
Technical Writer 78 18.1 

Support Engineer 121 28.1 

Total 430 100.0 
Source: primary data 
 
 The above-mentioned table explains about their occupation, experience and Designation. On comparing all the 430 respondents, 
the majority 60 percent respondents are permanent and the rest 40 percent respondents are either in contract or temporary workers.  
  
 The second table says about the experience of employees. Of the total 430 respondents, the majority 38.8 percent respondents 
are having 5 to 10 yrs of experience and the following 30 percent respondents are having the experience of 10 to 20 years. The next 24 
percent respondents have below five years’ experience. And the rest 7.2 percent respondents have 20 and more than 20 years of 
experience. 
   
 The following table explains the designation of the employers. On calculating all the 430 respondents, the majority 31.9 percent 
respondents are Software Developers and the next 28.1 respondents are technical writers. Then the following 21.9 percent respondents 
are Software Testers. And the rest 18.1 are Support Engineers.   
 
15.2 Exploratory factor analysis for employees’ satisfaction on organisational factors in I.T industry. 
 Factor analysis is a data reduction technique that can reduce the number of items by grouping them and by examining the 
content of the items in each group one can determine the structure or composition of each group thereby giving a better explanation of 
the data. It is important to note that factor analysis is not used in prediction or explaining the relationship between different sets of 
variables, nor is it used to determine group differences. The goal is to explain the underlying structure or composition of the data; 
therefore, we are dealing only with one set of variables. 
 
Table No. 4.3 
KMO and Bartlett's Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .910 
Bartlett's Test of Sphericity Approx. Chi-Square 6364.171 

df 105 
Sig. 0.000 
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Table No. 4.3.1 
Rotated Component Matrix Table  

Rotated Component Matrixa  

  
Component  

Factor 1 Factor 2 Factor 3 Factor 4 Communalities 

Pay leave facilities .882 .210 .194 .125 .788 

Hygiene work facilities .853 .220 .155 .192 .881 

Travel facilities .841 .188 .176 .169 .825 

Recreation facilities .831 .252 .182 .109 .807 

Company Image .233 .859 .229 .208 .803 

Role Clarity .248 .853 .188 .191 .876 

Work Climate .261 .848 .269 .184 .800 

Training & Development .229 .781 .262 .262 .837 

Supervisor Ratings .217 .203 .874 .169 .895 

Performance Appraisal System .132 .136 .856 .135 .929 

Participative Management .174 .271 .810 .216 .887 

Grievance Redressal .218 .294 .802 .218 .887 

Job Security .167 .202 .208 .904 .894 

Compensation Benefits .140 .198 .202 .892 .862 

Recognition and Motivation .228 .288 .220 .839 .800 
Cronbach's Alpha 0.96 0.96 0.94 0.92  
Eigen value 8.067 1.823 1.524 1.355  
% of Variance 53.777 12.150 10.162 9.036  
Total % of Variance 85.12 

Source: primary data 
 

The KMO and Bartlett’s Test displays the results for interpreting the adequacy of data for factor analysis. Kaiser-Meyer-Olkin 
(KMO) is a measure of sampling adequacy and its value should be greater than 0,6 for the sample to be adequate for undertaking factor 
analysis. Also, the p-value of Bartlett’s test is .000 (less than .005), thus, the hypothesis that the correlation matrix is an identity matrix 
can be rejected, that is, the correlation matrix has significant correlations among at least some of the variables. Hence factor analysis 
can be undertaken using this dataset. 

The communalities column presents the communality of each variable (i.e, the proportion of variance in each variable accounted 
for by the common factors). In using the principal component method for factor extraction, it is possible to compute as many factors as 
there are variables. When all factors are included in the solution, all of the variance of each variable is accounted for by the common 
factors, thus, the proportion of variance accounted for by the common factors, or the communality of a variable, is 1 for all the variables. 

The Total Variance Explained rows present the number of column factors extracted, the eigen values associated with these 
factors, the percentage of total variance accounted for by each factor, and the cumulative percentage of total variance accounted by the 
factors. Using the criterion of retaining only factors with eigen values of 1 or greater, three factors were retained for rotation. These four 
factors accounted for 53.77%, 12.15%, 10.162% and 9.036 of the total variance, respectively, for a total of 85.123%. 

In the Rotated Components Matrix, each number represents the partial correlation coefficient between variable and the rotated 
component. These coefficients help in identifying the components. All the variables that have large factor loadings for a given component 
define the component.  

 
The variables constituting components 1 are: 

 Pay leave facilities 

 Hygiene work facilities 

 Travel facilities 

 Recreation facilities 
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The variables constituting component 2 are: 
 Company Image 
 Role Clarity 
 Work Climate 
 Training & Development 

 
The variables constituting component 3 are: 

 Supervisor Ratings 
 Performance Appraisal System 
 Participative Management 
 Grievance Redressal 

 
The variables constituting component 4 are: 

 Job Security 
 Compensation Benefits 
 Recognition and Motivation 

 
The result of principal Component Analysis reveals that the four organisational factors  

1. Environmental factor 
2. Job factor 
3. Leadership role factors 
4. Compensation factors 

 
Thus, I.T industry employees are focusing these four organisational factors for their job. satisfaction 

 
Confirmatory Factor Analysis for the employees satisfaction on organisational factors in I.T industry. 

 
Fig.4.1 – Measurement Model 
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Table No. 4.4 
Model fit summary 

Indices Value Suggested Value 

CMIN 164/84 = 1.956 < 5 

P Value 0.32 > 0.05 (Hair et al,1998) 
GFI 0.892 > 0.80(Hair et al, 2006) 
AGFI 0.846 > 0.80 (Hair et al, 2008) 
CFI 0.892 > 0.80 (Hair et al,2008) 
RMSEA 0.047 < 0.05 (Hair et al,2006) 

  
 A confirmatory factor analysis has been performed, based on data from 430 I.T employees. Maximum likelihood estimation 
was chosen because data were normally distributed. Normality and linearity were checked to evaluate the assumptions of multivariate. 
Cutoff Criteria for Several Fit Indexes Shorthand General rule for acceptable fit if data are continuous. 
 
 The parameters are estimated by maximum likelihood (ML) methods rather than by ordinary least squares (OLS) methods. 
OLS methods minimize the squared deviations between values of the criterion variable and those predicted by the model. ML (an 
iterative procedure) attempts to maximize the likelihood that obtained values of the criterion variable will be correctly predicted. 
 
 GFI, the goodness of fit index, indicates the proportion of the variance in the sample variance-covariance matrix is accounted 
for by the model. This should exceed 0.8 for a good model. For the saturated model it will be a perfect 1. AGFI (adjusted GFI) is an 
alternate GFI index in which the value of the index is adjusted for the number of parameters in the model. The fewer the number of 
parameters in the model relative to the number of data points (variances and covariances in the sample variance-covariance matrix), the 
closer the AGFI will be to the GFI. The PGFI (P is for parsimony), the index is adjusted to reward simple models and penalize models 
in which few paths have been deleted. Note that for our data the PGFI is larger for the independence model than for our tested model. 
 
 PRATIO is the ratio of how many paths dropped to how many could have dropped. The Parsimony Normed Fit Index (PNFI)  
is the product of NFI and PRATIO, and PCFI is the product of the CFI and PRATIO. The PNFI and PCFI are intended to reward those 
whose models are parsimonious. The Root Mean Square Error of Approximation (RMSEA) estimates lack of fit compared to the 
saturated model. RMSEA of .05 or less indicates good fit, and .08 or less adequate fit. PCLOSE is the p value testing the null that 
RMSEA is no greater than 0.05.Chi-square χ2 Ratio of 164 (df , 84), useful for nested models/model trimming We hypothesized a two-
factor model to be confirmed in the measurement portion of the model. There were no missing data. The Goodness of fit index (GFI) 
=0 .892 and the RMSEA = .047. Those values indicate a good fit between the model and the observed data. 
 
 The goodness-of-fit test statistics are displayed below. The Chi-square test statistic is significant at 0.05, which suggest that the 
model fitting is good fit. Root mean square error of approximation (RMSEA) is 0.047 which reveal lesser error status, it indicates a 
good fit. Goodness of Fit Index (0.892) and Adjusted Goodness of Fit Index (.846) are larger than 0.8 which again reflect a good fit. No 
modifications have been done. 
 
16. SUGGESTIONS 
16.1 For the companies 

1) The first and foremost factor that influences the depression level of an employee is the monetary benefits that he gets for the 
works that he renders. Therefore, from the part of the company it is necessary to provide compensation benefits in fair manner. 
The compensation benefits can be properly distributed based on their work load and their experience.  While employing a new 
employee, the companies can make sure that the compensation benefit paid to the new employee is on par with the already 
existing employees or slightly above but not a lot higher than the existing employees.  

2) The second factor that the employee expects from a company is job security. The I.T. industry is notorious for its lack of job 
security. Whenever the company is facing any loss economically, it is directly thrust upon the employees and they are thrown 
out of the job in order to maintain their economic status. Therefore, if the I.T. companies can provide some kind of job security, 
it can greatly reduce the depression level of the employees.  
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16.2 For the Team Leader 
1) From the part of the team leader, he/she may follow certain practices in order to keep in check the depression level of the 

employees. The first and the foremost thing a leader can have is equality. He may treat all his team members equally so that none 
of them have inferiority complex or superiority complex. If any of the employees feel that they are not treated on par with their 
other employees, he might lose interest in the company that he is working for or his depression level might increase. Therefore, 
it is the team leader’s job to make sure all the employees are treated equally.  

2) Work load is an important factor that can give rise to depression among the employees. A good team leader can make sure that 
the work is evenly distributed among the team members and no one is burdened with heavy work while others are enjoying 
leisurely.  

 
16.3 For the Employees 

1. In order avoid depression, the employees on their part should also follow some habits and activates, they cannot wait for either 
the company or the team leader. In order to avoid the lifestyle related diseases, the employees can make sure that they don’t sit 
for a long stretch at a time. They may make it a habit to have some kind of movement every half an hour so that there is no 
monotony in their working habit. 

2. Waking up early in the morning and going to bed early is a good habit that everyone may follow, especially the I.T. employees. 
Having a good night’s sleep without any stress or disturbances from the modern equipment such as the mobile phones can greatly 
help in reducing the depression level of an employee.  

3. The employees may make sure that they spend some quality time with their family members. Spending time with the family and 
having some happy time either in their home or going for tour or excursion along with their family members can reduce their 
depression levels considerably.  

 
17. CONCLUSION 
 In the present context, the world economy is mostly based on the field of information technology. Various companies including 
the world’s richest person is reliant on information technology. This has led to an enormous increase in the emergence of I.T. companies 
that caters to the technological need of the world. Though it started in the Silicon Valley of America, it later spread throughout the 
world. In India, there are many I.T. hubs and Chennai is one among them. For an industry with such a vast presence throughout the 
world, the necessity to keep its employees happy is paramount. When the workers are happy and content, they will work hard for the 
overall improvement of the industry. But if the workers are not happy and depressed, then it is a bad sign for the industry. Therefore, it 
is the necessity for the researchers to analyse the various problems faced by them that can lead to depression and provide solutions to 
rectify those problems.  
 

For any industry or a company to excel in its field, it needs to keep its workers happy and satisfied starting from the lower level 
to the upper level. This theory applies to any company or industry in the world. Similarly with regard to the I.T. industry, the companies 
should keep the employees happy and depression free in order to excel in the field. There are many problems faced by the I.T. employees 
such as unsatisfactory compensation benefit, lack of job security, lack of recreational benefits, no flexibility, not enough time to spend 
with the family, lack of healthy practices that might lead to health problems for the employees, and many other problems which might 
lead to depression which in turn affects the turnover of the company. The organization factor is an important factor that affects the 
employees. But, even if the organisational factors are maintained well, there might still be chances for the employee to be depressed.  
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