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This article aims to provide an

original, valid and reliable mea-

sure of Midli fe Career Stress

(MLCS). Based on extensive lit-

erature review a conceptual

framework of MLCS was devel-

oped.  Using three di f ferent

samples (N=781)  systematic

scale development process was

employed containing item-gen-

eration, content adequacy, con-

tent analysis, exploratory factor

analysis,  confi rmatory factor

analysis, reliability and validity

assessment. The analysis pro-

vided a validated multi-dimen-

sional structure of MLCS scale

with Aspiration-Achievement

Gap (AAG), Generativity (Gen)

and Impediments to change (Imp)

as the three factors. HR manag-

ers, OD professionals, psycholo-

gists and researchers may find

the MLCS scale a useful tool for

measuring stress among midlife

managers.
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Introduction

Contemporary work environment is

turbulent and dynamic (Arthur, Inkson &

Pringle, 1999; Hall, 2002). According to

a rough estimate around 30-40% execu-

tives in India suffer from stress (De

Souza, 2012). Stress accounts for twice

the costs of non-stress physical injury at

the workplace, which is close to $200

billion per annum (Byrum-Robinson,

1993). There is a long list of stressors

identified by researchers including role

in the organization, relationships at work,

work culture, job content, plateauing etc.

Even non-work stressors are heavy con-

tributors to the overall strain on the indi-

vidual (Cartwright & Cooper, 1997).

Stress at different phases in life tends

to be different. It has been observed that

midlife is vulnerable to stress. Midlife

managers are a critical asset who expe-

rience a unique set of age-related issues

which their counterparts in young and old

adulthood may not experience. With-

drawal of midlife managers from work

due to stress may result in crisis in suc-

cession planning apart from loss on the

financial front. Moreover, ‘Mid-career

gaps’ are on the increase (Schneer&

The Indian Journal of Industrial Relations, Vol. 52, No. 2, October 2016 307



Ahmad Faraz Khan & Parvaiz Talib

308 The Indian Journal of Industrial Relations, Vol. 52, No. 2, October  2016

Reitman, 1997). The problems associated

with stress arise when the demand put

on the  individual  outweigh  the resources

and  coping  strategies  to  meet  those

demands (Bal, Campbell & McDowell-

Larsen, 2008).Loss of exper ienced

midlife managers due to stress is an even

bigger loss for the organization vis-à-vis

loss of other entry level executives. A

substantial amount of time and money has

already been invested in midlife manag-

ers. Moreover, midlife managers are due

to acquire or are already getting into lead-

ership roles in many organizations. As a

stepping stone to aid the understanding

of midlife career related issues, the

present study attempts to develop and

validate a scale that captures the phe-

nomenon of midlife career  stress

(MLCS), as age related stress has largely

been ignored by researchers in the past

(Jex, 1998).

Theoretical Background

Midlife is considered as the afternoon

of life. The onset of this phase is char-

acterized by stagnation in life and career.

There is lack of clarity regarding the ex-

act timing of the onslaught of midlife. It

is typically seen as starting at age 40 and

extending to age 60, but with vague and

fuzzy boundaries (Staudinger & Bluck,

2001). The timing of midlife also depends

on whether the respondent is older,

middle-aged or young adult (Lachman,

Lewkowicz, Marcus & Peng, 1994) as

people age at different rates (Shute,

1997).  Midlife can further be defined

biologically (as the later decades of re-

productively mature adulthood) (Lu,

2011) or in terms of relationship as the

time when parents age and children grow

up and move out (Noller, Feeney, &

Peterson, 2001).This phase has been

conceptualized as transitional in nature

marked by new roles, expectations and

anticipations. Midlife being a turbulent

phase is often stressful (Khan, Talib&

Akhtar, 2014).  Managers are prone to

career change decision during midlife

(Louis, 1980). Though middle-aged man-

agers are considered at  their  peak

(Neugarten, 1968), they tend to experi-

ence biological, social and psychological

changes (Pillari, 1998) which may be

stressful.

According to Jaques (1965) coming

to terms with our mortality is the central

developmental task of midlife. Adults in

midlife start worrying about deterioration

in health and various manifestations of

ageing (Dziegielewski, Heymann, Green

&Gichia, 2002). Physical changes in men

like decreased hair growth, deterioration

of the sex glands, wrinkles, slowing blood

circulation, sluggish digestion, and the

vulnerability of the prostate to problems,

including prostate cancer, a slow response

time, a decrease in cardiovascular effi-

ciency are commonly observed

(Dziegielewski, et al., 2002). Watching

physiological changes in oneself compels

middle adults to confront death as a not

so distant possibility (Freund and Ritter,

2009). The MIDUS survey found that

physical health had a significant positive

as well as negative affect across the

adult years (Brim et al., 2004).

Psychosocial aspects in midlife are

the more difficult for both men and

women, although the physical changes
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can appear  to be more threatening

(Dziegielewski et al., 2002). Midlife is a

phase in an executive’s life when he starts

feeling uneasy regarding his job and per-

sonal life and socio-economic status etc.

(Strenger & Ruttenberg, 2008).This is a

period of self-doubt where the individual

looks back at his life with a feeling of

regret, guilt or incompleteness or a com-

bination of these feelings (Appelbaum &

Finestone,  1994).  Strenger  and

Ruttenburg (2008) noted that the midlife

is the onset of decline and that the main

psychological task of midlife is to come

to terms with this decline (Cohen, 2005).

In terms of developmental task perspec-

tive, midlife is defined as the period dur-

ing which a “struggle” occurs between

generativity and stagnation (Lachman,

2004). The period also triggers a realiza-

tion that very little time is left to pursue

their original dreams (Jacques, 1965;

Levinson, Darrow, Klein, Levinson &

McKee, 1978) as there is a change in

time perspective from “time since birth”

to “time left to live” (Neugarten, 1968).

Midlife is defined as the period

during which a “struggle” occurs

between generativity and stagna-

tion.

Auster & Ekstein (2005) calls midlife,

a time when work/life trade-offs and high

performance expectations tend to collide.

Midlife generation is often termed a

sandwich generation, as they need to ful-

fill the needs of both their children and

their ageing parents. Playing multiple

roles like that of spouses, mothers and

fathers, caregivers or receivers may

cause a crisis (Brandes, 1986). In such

a scenario conflicts between require-

ments at work and home are common.

During this phase the executive has a

feeling of discontentment with his life-

both personally and professionally (Choy

& Savery, 1998). The person feels that

he is not being  able  to  use  his  poten-

tial  to  the  fullest  (Drago  et.al,  2005).

Feeling of skill obsolescence is common

among middle aged executives (Vries,

1993; McCune et al., 1988; Levinson,

1978).

Middle age came to be associated

with rea ssessment (Vries,  1993;

Levinson, 1978) in general but with the

coining of the term “midlife crisis” by

Elliott Jaques in a paper published in 1965

it acquired a negative connotation for

many years to come. The notion of crisis

attaches negativity to this phase of life.

After analysing relevant literature on the

theme of midlife, we found “midlife ca-

reer stress” a fitting term to describe the

complex and intermingled nature of state

at  midlife.   Midlife Career  Stress

(MLCS) is described as a peculiar stress

encountered by midlife adults before or

during midlife transition. MLCS can be

assumed to be the stage before “crisis”

stage. Successful coping with MLCS

shall result in successful midlife transi-

tion, thereby avoiding the “crisis” stage.

Literature is replete with references

documenting Midlife Crisis, but most of

them theoretical (such as Dziegielewski

et al., 2002; Freud & Ritter, 2009). Even

evidence based studies are mostly quali-

tative in nature and lack solid empirical

grounding (example Brown et al., 2012;
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2001; Rae, 2005; Strenger, 2009). Though

a lot of quantitative survey based studies

report issues related to midlife (such as

Lu, 2011; Mendenhall et al., 2008; Perrig-

Chiello & Perren, 2005), only one used a

proper exclusive scale for measuring

midlife crisis (Oles, 1999). The scale,

developed in Poland, was not found ap-

propriate for assessment of MLCS. Non-

availability of a validated scale was found

to be one of the primary reasons for hazi-

ness surrounding MLCS. Hence, a need

was felt to re-conceptualize MLCS in the

light of existing socio-cultural milieu. An

original, valid, and reliable measure of

MLCS shall aid in objective psychologi-

cal assessment of midlife managers. It

may further assist in exploring the phe-

nomenon of MLCS across cultures and

demographic segments.

Though,  midlife witnesses com-

pounding of various issues, however, the

phenomenon of MLCS was conceptual-

ized as multi-dimensional with aspiration-

achievement gap, generativity, physiologi-

cal impediments and psychological im-

pediments as its four constructs. Other

issues identified may contribute to the

phenomenon by way of mediation, mod-

eration, or consequence.

Study 1-Part 1

In study 1, a rigorous process of item

generation was adopted based on litera-

ture review. These items were checked

for content validity and content ad-

equacy (Part 1). Additional data was

collected for exploratory factor analy-

sis (Part 2) to define the factor struc-

ture of the scale.

Item generation: Deductive ap-

proach was employed for item genera-

tion (Hinkin, 1998). A pool of 50 items

was generated. This pool contained items

from Loyola Generativity Scale (LGS)

(McAdams & de St.  Aubin,  1992;

McAdams, Hart & Maruna, 1998), Ryff’s

Psychological Well-Bring Scale (Ryff,

1989),  Feelings About Life Scale

(Stewart, Ostrove & Helson, 2001), Oles

(2014), and Landers (1993). Each item

was generated as a statement capturing

one of the four constructs of MLCS.

While developing items, following was

assumed: avoiding exceptionally lengthy

items; readability level of each item;

double-barrelled items; ambiguous pro-

noun references, and positively and nega-

tively worded items (DeVillis, 2003).

Content Validity: Ten experts were

given our definitions of the constructs

along with a yes/no option. The items on

which eight or more raters agreed, were

retained for further analysis. Thirty three

items were retained based on inter-rater

agreement.

Content Adequacy: Following the

guidelines provided by Schriesheim et al.

(1993), retained items were subjected to

a content adequacy test.  In this test, re-

spondents were asked to determine the

degree to which each of the items repre-

sented a MLCS construct. The raters con-

sisted of 109 post graduate students. As

the main requirement for a content ad-

equacy judge is the “sufficient intellectual

ability to perform the item rating task in

an unbiased manner” (Schriesheim et al.,

1993), using college students as judges

was appropriate. The items were retained
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if their highest mean corresponded with

the intended construct of MLCS, and the

highest mean had to be sufficiently dif-

ferent (at least 0.2) from the ratings ob-

tained for the other constructs. Thirteen

were dropped at this stage.

Part 2

Measurement scheme adopted was

five-point Likert scale (strongly agree to

strongly disagree).

Participants: Questionnaire (24 re-

tained items)was administered on 450

midlife managers. Out of which, only 201

were found complete in all respects.

These were found fit for analysis, making

it a response rate of 44.67%. Heteroge-

neity was ensured by including cross-sec-

tion of industries (telecom, banking, IT/

ITES, manufacturing, consulting firms,

etc.), neutralizing hour of the day and day

of the week effect, multi-location study

and employing multi-method (web-form as

well as pencil-paper form). The sample

consisted of 167 males (83.1%). 166 (82.6

%) of the respondents were in the age

group of 35-50. 129 (64.2 %) were em-

ployed in private sector companies.

Analyses and results: Maximum

Likelihood Factor Analysis with promax

rotation was performed to extract the fac-

tors. Sampling adequacy was measured

using Kaiser-Meyer-Olkin (KMO) test

(Field, 2005; Kaiser, 1974). A value be-

tween 0.7 and 0.8 is considered good

(Field, 2009). Further reliability check was

done by computing Cronbach Alpha ( ).

A value greater than 0.6 is considered re-

liable (Fornell & Larcker, 1981). In order

to determine the number factors, multiple

criteria was used (Ford, MacCallum

&Tait, 1986; Kim & Mueller, 1978;

Stevens, 1992) such as Kaiser’s criterion,

where only factors with eigen values

greater than 1 are retained; cumulative %

of variance explained; and the scree plot

of factor eigen values. For psychometric

purposes factor loading of 0.3 or above

are considered appropriate if the sample

size is sufficiently large (Hair et al., 2010).

We retained items with loadings above

0.3. Significant cross-loadings were also

checked and such items were deleted

(McDonald, 1981; Nunnally, 1979).

After the above mentioned exercise,

six items were deleted and a three fac-

tor structure emerged. Achievement-as-

piration gap (AAG), generativity (Gen)

and impediments (physiological)were the

retained factors/dimensions. Results of

EFA are given in Table 1.

Referr ing previously developed

scales and thoroughly reviewing and pi-

loting items are important steps in the nu-

merous iterations involved in scale de-

velopment (Spector, 1992). After study

1, MLCS scale consisted 14 items rep-

resenting three constructs. It was felt

that the scale needs further augmenta-

tion in order to capture the intended phe-

nomenon in a holistic manner. Hence,

scale augmentation process was carried

forward in study 2.

Study 2

Item development: The existing four-

teen item scale was augmented with the

help of subject matter experts. Additional
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Table 1 Factor Analysis & Reliability Analysis (Study 1)

KMO= 0.812

Aspiration- Generati- Impediments Mean SD

Achievement vity  = 0.755  (Physio-

Gap  = 0.746 logical)  = 0.719

Var_24 .711 -.114 -.172 4.0398 1.93608

Var_7 .583 -.042 -.038 3.8209 1.60865

Var_8 .581 .109 .011 3.6617 1.37658

Var_22 .565 .099 .006 3.6816 1.42060

 Var_11 .497 -.047 .186 3.5821 1.36179

 Var_12 .421 -.105 .243 2.9204 1.46411

Var_10 .306 .067 .045 2.9801 1.37826

Var_5 .010 .851 .066 3.3433 1.51544

Var_6 .145 .826 -.011 3.3184 1.37044

Var_21 -.123 .531 .091 3.2537 1.46298

Var_23 .020 .465 -.075 3.8507 1.42745

Var_2 -.010 .060 .811 3.7761 1.35448

Var_4 .004 -.135 .693 3.8109 1.44363

Var_3 .007 -.011 .682 3.9801 1.33026

Note: The results of goodness-of-fit test indicated a three-factor structure. 2 (63)= 97.654,

p=0.003, for the three-factor structure was significantly lower that for one-factor structure 2

(90)= 329.146, p=0.000.

ten items were added based on literature

review and valuable insights gained dur-

ing the scale administration in phase I of

the study. A new construct of psycho-

logical impediments was added after due

deliberation.

Participants. The study employed

purposive judgmental and snowball sam-

pling techniques. Managers having more

than 9 years of total work experience

were included in the study. Covering

email along with a web-link of the ques-

tionnaire was also prepared. The re-

searcher further requested the respon-

dents to snowball the web-link.  In all,

over 5000 e-mails were sent. Moreover,

a paper-pencil version of the research

instrument was also administered after

seeking the requisite consent. In total 461

responses were collected through web-

link and 60 through paper-pencil version,

making a total of 541 responses.  Data

screening and cleaning was performed

on these responses, which led to the fi-

nal sample size of 471. For multivariate

analysis a sample size of 300 is consid-

ered good (Wimmer& Dominick, 2000).

The respondent profile was quite het-

erogeneous. They included managers from

different fields like IT, telecom, banking,

engineering services, iron and steel, pe-

troleum etc. The scope was not limited to

any one industry. Out of the 471 manag-

ers included in the sample, 257 belonged

to the age group 35-41 years (early

midlife), 133 were between the age of 41-

48 (middle midlife) and the remaining 81

were between 48-55 years old (late

midlife). The age categories were veri-

fied by subject matter experts and indus-
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try consultants for their appropriateness

with respect to socio-cultural milieu of In-

dia. Out of the total sample, only 76 were

female managers. 205 managers were

from the dual career context whereas 266

were from the single career families.

Moreover, 72% managers were having

more than 11 years of work experience.

Procedure: We randomly divided the

471 responses into two groups. One of

235 for exploratory factor analysis

(EFA), and another of 236 for confirma-

tory factor analysis (CFA).

EFA Results: Maximum Likelihood

Factor Analysis with promax rotation was

performed on the 24 items. Sample was

adequate for EFA as KMO value was

0.837.  Five items had factor loading less

than 0.4 and were deleted. Further two

items showed cross-loadings and were

removed. A three-factor structure with

Table 2 Results of EFA and Reliability Analysis

Achievement-Aspiration Impediments to Generativity ( =0.690)

Gap ( =0.852) Change ( =0.813)

AAG_6 .821 .010 .004

AAG_3 .816 -.080 -.084

AAG_4 .736 .002 .044

AAG_1 .686 -.005 .018

AAG_5 .642 -.009 .014

AAG_2 .524 .062 .011

Ph_4 -.088 .828 .046

Ph_1 -.150 .640 -.044

Ph_3 .063 .603 .086

Ph_2 .072 .542 -.004

Psy_1 -.003 .540 .002

Ph_5 .144 .529 -.038

Ph_6 .282 .504 -.040

Gen_2 .097 -.098 .750

Gen_5 -.059 .008 .624

Gen_4 -.028 .043 .564

Gen_6 -.013 .076 .482

seventeen items was retained after ex-

ploratory factor analysis. The results of

EFA are presented in Table 2.

Factor 1 is labelled as aspiration-

achievement gap (AAG), whereas Fac-

tor 2 as impediment to change (Imp) and

Factor 3 as generativity (Gen). The defi-

nitions of the factors (dimensions) are

presented in Table 3.

Confirmatory Factor Analysis :

CFA was performed to check the dimen-

sionality of the three-factor structure. For

comparison purposes, a two-factor and

a single-factor model were also exam-

ined. For three-factor structure the chi-

square value was 219.521 (df=115).

whereas, for two-factor structure it was

357.909 (df=118) and for one-factor

structure 605.207 (df=119). The indices

showed the three-factor model to be the

best fitting model, as shown in Table 5.
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Table 3 Working Definitions

Factor/Dimension Working Definition

Aspiration-Achievement The difference between the present state and the goals set Gap

(AAG) earlier in life.

Generativity (Gen) The concern of mentoring the next generation and leaving a lasting

legacy behind.

Impediments to The roadblocks that come in the way of making a desired career

change (Imp) move.

Table 4 Final Scale Items

Achievement-Aspiration Gap (AAG)

1. I feel disappointed about my achievements in life in many ways.

2. I feel like moving away from my current engagements to what I had aspired for.

3. I feel my aspirations and my achievements do not match.

4. I feel my aspirations and my present job do not match.

5. I feel I have not done enough to achieve my aspirations.

6. I feel a mismatch between my aspirations and my career path.

Generativity (Gen)

1. I try to contribute to my community’s well-being.

2. I try to contribute to the people around me.

3. I try to get productively involved in social work.

4. I try to build a legacy through my contributions, so that people remember me when I am gone.

Impediments to change (Imp)

1. It concerns me that I am becoming physically less agile.

2. I feel I have less energy than before.

3. My advancing age sets certain limitations.

4. It concerns me that my health may deteriorate further.

5. I feel stuck due to my deteriorating health.

6. I feel stuck due to my advancing age.

7. I am disturbed when I think about the shortness of life.

Table 5 Estimates of CFA Fit Indices

Fit indicators Recommended Three-factor Two-factor One-factor

value structure structure structure

CMIN/df <3.00 1.909 3.033 5.086

Normed fit index (NFI) >0.90 .846 .748 .574

Goodness fit index (GFI) >0.90 .901 .840 .714

Adjusted goodness fit index (AGFI) >0.90 .868 .793 .632

Comparative fit index (CFI) >0.90 .919 .813 .622

Incremental fit index (IFI) >0.90 .920 .816 .627

Root mean square error of <0.08 .062 .093 .132

 approximation (RMSEA)

Note: N=236.

Source: Hair et al. (2006), Arbuckle (2003), Byrne (2001), Salisbury et al.(2002), Schumacker &

Lomax (2004) and Kline (1998)
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Figure 1 CFA Model (three-factor structure)

Internal Consistency of each factor

was estimated with Cronbach Alpha

(Table 1). In order to assess the discrimi-

nant validity, factor correlations from the

confirmatory factor analysis was re-

viewed. All the factor correlations were

found to be less than 0.6, as depicted in

Table 6. Thus, discriminant validity was

shown.

Table 6 Factor Correlations Matrix from CFA

Analysis

Dimension/Factor AAG Imp Gen

AAG 1.000 - -

Imp .551 1.000 -

Gen -.191 -.100 1.000

Discussion

The main purpose of this multistage

investigation was to develop a compre-

hensive scale that can quantitatively mea-

sure the phenomenon of MLCS among

Indian managers. Age specific stress and

performance has not been paid much at-

tention by researchers in the past (Jex,

1998). Although a few studies in the past

haves qualitatively assessed midlife cri-

sis, no topical scale was available for the

assessment of MLCS. The items of the

scale were developed on the basis of

extensive literature review. The items

cover broad domains of midlife stress
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experience rather than focussing only on

narrow components of the midlife expe-

rience. This makes the scale comprehen-

sive. The three dimensions of the scale

are conceptually consistent with the con-

temporary literature on life-span devel-

opment theory and stressfulness of

midlife.

Established psychometric procedure

for scale development was adopted

(DeVillis, 2003; Schriesheim et al.,

1993). A three factor model accounting

for  51.4% of the total  var iance

insightfully explained major dimensions

identified in the literature. Confirmatory

factor analysis provided satisfactory

evidence in support of the MLCS scale.

The feeling of non-achievement and re-

gret in midlife is captured by the con-

struct of aspiration-achievement gap.

Impediments to change in midlife is pro-

nounced by additional responsibilities

and fall in risk appetite due to advanc-

ing age. Most of the previous researches

have treated stressors as destructive

and down-played the importance of pro-

ductive or functional side of stress. The

present study refrains from treating

stress as altogether a negative phenom-

enon. The dimension of generativity

forms an important construct of MLCS

scale emphasising that there is a posi-

tive side to midlife stress, which propels

the midlife adults towards achievement

of self-actualization.

Although, work stress has been stud-

ied extensively (Sullivan &Bhagat, 1992),

the interaction between stress and midlife

issues such as career transitions are

rarely examined (Leana& Feldman,

1994). The proposed scale claims to be

a measure balancing the specificity of

midlife issues with the contemporary

conceptualization of stress. It can serve

as a diagnostic tool that will allow psy-

chologists and organizational practitioners

to assess the psychological needs of

midlife employees. Training and devel-

opment modules could be modelled

around the issues identified using the

scale. Spotting employees having high

score on generativity can augment the

human resource needs for corporate so-

cial responsibility activities as well as fill-

ing mentoring roles. Alternatively, the

items of the scale can help the midlife

managers assess their attitude and de-

termine remedial actions consciously.

Limitations

Although the study reports the mea-

sure as reliable and valid in the prelimi-

nary investigations, the results must be

viewed with caution. The limitations of the

research design provide for further inves-

tigation of predictive and concurrent valid-

ity of the MLCS scale. Despite efforts to

collect a heterogeneous sample, complete

randomization was not ensured. This may

have resulted in a selection bias (Heppner,

Kivlighan &Wampold, 1999). Thus, gener-

alizations cannot be made for the whole

population. Another probable limitation can

be with respect to the conceptualization of

the measure as the three factors accounted

for 51% of the variance. There is a lot of

There is a positive side to midlife

stress, which propels the midlife

adults towards achievement of

self-actualization.
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scope for continued refinement and modi-

fication of the scale.

Future Research Directions

Future studies can be directed at ex-

ploring the criterion related validity of the

present measure. Model development

examining the predictive relationship of

MLCS with performance measures could

be undertaken. Also, future research

could modify the existing scale by incor-

porating other representative dimensions

of the midlife phenomenon, thereby mak-

ing the measure more comprehensive.

Further, discrimination across demo-

graphic criteria such as gender, industry

and culture could be explored. Moreover,

different research designs incorporating

triangulation and cross-validation tech-

niques can be utilized by researchers.

References

Appelbaum, S. H. & Finestone, D.(1994), “Re-

visiting Career Plateauing- Same Old Prob-

lems – Avant-garde Solutions”, Journal of

Managerial Psychology, 9(5): 12-21.

Arthur , M. B. , Inkson, K. & Pringle, J .

K.(1999),The New Careers: Individual Ac-

tion and Economic Change,Thousnads

Oak(CA): Sage.

Auster, E. R. & Ekstein, K. L. (2005), “Profes-

sional Women’s Mid-Career Satisfaction:

an Empirical Exploration of Female Engi-

neers”,  Women In Mnagement Review,

20(1): 4-23.

Bal, V., Campbell, M. & McDowell-Larsen,

S.(2008), “Surviving the Pressure Cooker”,

Leadership in Action, 28(2): 18-20.

Brandes, S.(1986),Forty: The Age and the

Symbol,Knoxville: The University of Ten-

nessee Press

Brown, A., Bimrose, J., Barnes, S. & Hughes, D.

(2012), “The Role of Career Adaptabilities

for Mid-career Changers”, Journal of Vo-

cational Behavior,80: 754-61.

Byrum-Robinson, B.(1993), “Stress-Management

Training for the Nineties”, ANNUAL DE-

VELOPING HUMAN RESOURCES: 263.

Cartwright, S. & Cooper, C. L. (1997), Managing

Workplace Stress,Thousand Oaks (Califor-

nia): Sage Publications, Inc.

Chin, W. W., Gopal, A. & Salisbury, W. D.(1997),

“Advancing the Theoryof Adaptation

Structuration: The Development of a Scale

to Measure Faithfulness of Appropria-

tion”, Information Systems Research, 8(4):

342–67.

Choy, R. M. & Savery, L. K.(1998), “Employee

Plateauing: Some Workplace Attitudes”,

Journal of Management Development,

17(6):392-401.

Cohen, G. D. (2005),The Mature Mind: The Posi-

tive Power of the Aging Brain,New York:

Basic Books.

DeSouza(2012), [Online] Available at: http://

content.timesjobs.com/30-40-of-corpo-

rate-india-suffer-from-stress-related-dis-

orders/

DeVellis, R. F.(2003),Scale Development: Theory

and Applications..S.l.:Sage.

Drago, R., Colbeck, C. & Bardoel, A.(2005),

“Delayed Career Entry: A New Source of

Talent”, Ivey Management Services:1-5.

Dziegielewski, S. F., Heymann, C., Green, C. &

Gichia, J. (2002), “Midlife Changes”, Jour-

nal of Human Behaviour in the Social En-

vironment, 6(4): 65-86.

Ford, J. K., MacCallum, R. C. & Tait, M. (1986),

“The Application of Exploratory Factor

Analysis in Applied Psychology: A Criti-

cal Review and Analysis”, Personnel Psy-

chology, 39(2): 291-314.

Freund, A. M. & Ritter, J. O.(2009), “Midlife

Crisis: A Debate”, Gerontology,55: 582-91.



Ahmad Faraz Khan & Parvaiz Talib

318 The Indian Journal of Industrial Relations, Vol. 52, No. 2, October  2016

Hair, J. F., Black, W., Babin, B. & Anderson, R.

(2010), Multivar iate  Data Analysis ,7

ed,Pearson: New York.

Hall, D. T., (2002),Careers in and Out of

Organizations,Thousands Oak: Sage Pub-

lications.

Heppner, P. P., Kivlighan, D. M. & Wampold, B.

E.(1999),Research Design in Counseling. 2

ed. Pacific Grove(CA): Brooks/Cole.

Hinkin, T. R.(1998), “A Brief Tutorial on the

Development of Measures for Use in Sur-

vey Questionnaires”, Organizational Re-

search Methods, 1(1): 104-21.

Jacques, E. (1965), “Death and the Midlife Cri-

sis”, International Journal of Psychoanaly-

sis,46: 502-14.

Jex, S. M.(1998),Stress and Performance: Theory,

Reaearch and Implications for Managerial

Practice.Thouasnd Oaks: SAGE.

Khan, A. F., Talib, P. & Akhtar, A. (2014), “Model-

ling Constructs of Midlife Career Stress: An

ISM Approach”, Global Journal of Manage-

ment and Business Research,14(7): 43-56.

Kim, J. O. & Mueller, C. W. (eds), (1978),Factor

Analysis: Statistical Methods and Practi-

cal Issues,Vol. 14. Sage University Paper

series on Quantitative Applications in So-

cial Sciences, series no. 07-001.Beverly

Hills, CA: Sage

Kline, R. B.(2004),Principles and Practice of

Structural Equation Modelling,2 ed, New

York: Guildford.

Lachman, M. E .(2004), “Develooment in

Midlife”, Annua l Review of  Psycho l-

ogy:305-31.

Lachman, M. E., Lewkowicz, C., Marcus, A. &

Peng, Y. (1994), “Images of Midlife Devel-

opment among Young, Middle-Aged and

Older Adults”, Journal of Adult Develop-

ment, 1(4):201-11.

Landers, D.(1993),Death Concerns and the Reso-

lution of Mid-life Crisis, University of

British Columbia.

Leana, C. R. & Feldman, D. C. (1994), “The Psy-

chology of Job Loss”, Research in Person-

nel and Human Resources Management,

12(27).

Levinson, D.(1978),The Seasons of a Man’s

Life,New York: Knopf.

Levinson, D. J.(1977), “The Mid-life Transition:

a Period in Adult Psychosocial Develop-

ment”, Psychiatry, 40(2): 99-112.

Levinson, D. J. (1986), “A Conception of Adult

Development”, American Psychologist, 41:

3-13.

Louis, R. M.(1980), “Career Transitions: Variet-

ies and Commonalities”, The Academy of

Management Review, 5(3): 329-40.

Lu, L.(2011), “Leisure and Depression in Midlife:

A Taiwanese National Survey of Middle-

aged Adults”, Journal of Health Psychol-

ogy,16(1) 137-47.

McAdams, D. P. & De St Aubin, E. (1992), “A

Theory of Generativity and Its Assessment

Through Self-report, Behavioral Acts and

Narrative Themes in Au tobiography”,

Journal of Personality and Social Psychol-

ogy, 62(6): 1003.

McAdams, D. P., Hart, H. M., & Maruna, S.

(1998). “The Anatomy of Generativity:

How and Why We Care for the Next Gen-

eration. In D. P. McAdams, & E. Aubin

(Eds.), Generativity and Adult Develop-

ment: How and Why We Care for the Next

Generation, Washington, D.C.: American

Psychological Association Press.s.

McDonald, R. P., (1981),”The Dimensionality of

Tests and Items”, British Journal of Math-

ematical and Social Psychology, 34:100-17.

Mendenhall, R., Kalil, A., Spindel, L. J. & Hart,

C .  M.(2008),  “ Job Loss at  Mid-life:

Managers and Executives Face the “New

Risk Economy”,  Socia l  Forces,

87(1):185-209.

Neugarten, B. L. (1968), “The Awareness of

Middle Age”,  in B. L. Neugarten

(Ed.),Middle Age and Aging: A Reader in



Midlife Career Stress

The Indian Journal of Industrial Relations, Vol. 52, No. 2, October 2016 319

Social Psychology. Chicago: University of

Chicago Press

Neugarten, B. L., Crotty, W. J . & Tobin, S.

S.(1964), “Personality Types in an Aged

Population”, in: B. L. Neugarten, W. J.

Crotty & S. S. Tobin (eds),Personality in

Middle and Later Life,New York: Atherton

Press.

Noller, P., Feeney, J. A. & Peterson, C. (2001),Per-

sonal Relationships Across the

Lifespan,London, UK: Psychology Press.

Nunnally, J. L.(1979),Psychometric Theory,2 ed.

New York: McGraw-Hill.

Oles, P. K., (1999), “Towards a Psycholocgical

Model of Midlife Crisis”, Psychological

Reports, 84:1059-69.

Oleœ, P. K.(2014):Psychologia Pprze³omu Po³owy

¿ycia [Psychology of Midlife Transition].

Lublin: Towarystwo Naukowe KUL.

Perrig-Chiello, P. & Perren, S.(2005), “Biographi-

cal Transitions From a Midlife Perspec-

tive”, Journal of Adult Development,12(4):

169-81.

Pillari, V.(1998),Human Behavior in the Social

Environment,second ed, Pacific Grove(CA):

Brooks Cole.

Rae, D. (2005), “Mid-career Entrepreneurial

Learning”, Education + Training, 47(8):562

- 74.

Ryff, C. D. (1989),  “Happiness is Everything or

Is It? Explorations on the meaning of Psy-

chological Well-being”, Journal of Person-

ality and Social Psychology, 57(6):1069.

Salisbury, W. D. W. W., Chin, A., Gopal, P. R. &

Newsted(2002), Research Report: Better

Theory through Measurement:Developing

a Scale to Captu re Consensus on

Appropriation”,Information Systems Re-

search, 13(1): 91–103.

Schneer, J. A. & Reitman, F. (1997), “The Inter-

rupted Managerial Career Path: A Longitu-

dinal Study of MBAs”, Journal of Voca-

tional Behaviour, 51(3): 411-34.

Schriesheim, C. A., Powers, K. J., Scandura, T.

A., Gardiner, C. C., & Lankau, M. J(1993),

“Improving Construct Measurement in

Management Research: Comments and a

Quantitative Approach for Assessing the

Theoretical Content Adequacy of Paper-

and-Pencil Survey-Type Instruments”,

Journal of Management, 19(2): 385-17.

Schumacker, R. E. & Lomax, R. G. (2004),A

Beginner’s Guide to Structural Equation

Modeling,Mahwah(New Jersey): Lawrence

Erlbaum Associates, Inc..

Shute, N.(1997), “A Study for the Ages: Genera-

tions of Volunteers Are Helping Scientists

to Comprehend Time’s Toll”, US News &

World Reports, 122(22): 66-75.

Spector, P. E., (1992), “A Consideration of the

Validity and Meaning of Self-report Mea-

sures of Job Conditions”, in: C. L. Cooper

& I. T. Robertson(eds),International Re-

view of Industrial and Organizat ional

Psychology.John Wiley.England

Staudinger, U. M. & Bluck, S.(2001), “A View on

Midlife Development from Life-span

Theory”, in: Handbook of Midlife

Development,Hoboken: Wiley

Stevens, J.(1992),Applied Multivariate Statistics

for the Social Sciences,New Jersey:

Erlbaum.

Stewart, A. J., Ostrove, J. M. & Helson, R.(2001),

“Middle aging in Women: Patterns of per-

sonality Change from the 30s to the 50s”.

Journal of Adult Development, 8(1): 23-37.

Strenger, C., (2009), “Sosein: Self Acceptance in

Midlife”, Journal of Humanistic Psychol-

ogy, 49(1): 46-65.

Strenger, C. & Ruttenberg, A. (2008), “The Exis-

tent ial Necessity of Midlife  Change”,

Harvard Business Review, 86(2): 82-90.

Sullivan, S. E. & Bhagat, R. S. (1992), “Organiza-

tional Stress, Job Satisfaction and Job Per-

formance: Where Do We Go from

Here?”Journal of Management, 18(2): 353-

74.



Ahmad Faraz Khan & Parvaiz Talib

320 The Indian Journal of Industrial Relations, Vol. 52, No. 2, October  2016

Tesser, A. & Beach, S. R. (1998), “Life Events,

Relationship Quality, and Depression: An

Investigation of Judgment Discontinuity in

Vivi”. Journal of Personality and Social

Psychology, 74: 923-938.

Vries, B. D., Bluck, S. & Birren, J. E. (1993),

“The Understanding of Death and Dying

in a Life-Span Perspective”, The Geron-

tologist, 33(3):366-72.

Wimmer, R. D. & Dominick, J. R. (2000),Mass

Media Research: An Introduction,

Belmont(CA): Wadsworth Publishing Com-

pany.


	content.pdf
	1.pdf
	2.pdf
	3.pdf
	4.pdf
	5.pdf
	6.pdf
	7.pdf
	8.pdf
	9.pdf
	10.pdf
	11.pdf
	12.pdf
	13.pdf



