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Bank, through a structured questionnaire was analyzed using SPSS version 23. Findings of correlation and regression 

analysis show a significantly positive impact of the work stress on job satisfactionand employees performance. 
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Occupational stress, according to recent studies, 

accounts for 50-60% of all lost working days (Golubic et. 

al, 2009). When there is a mismatch between job 

requirements and the workers' capabilities, resources, or 

needs, work-related stress is regarded to be harmful 

(Mursali et. al, 2009). The majority of studies agree that 

work-related stress can be caused by a variety of reasons 

(Clegg, 2001). These dangers are separated into two 

categories: physical and psychosocial. Workplace 

exposure to physical dangers has been linked to anxiety, 

which leads to work-related stress. Psychosocial risks 

include variables such as job design, organisation, and 

administration, as well as the social structure of the 

workplace, all of which can have a negative impact on 

individuals (Cox and Rial-Gonzalez, 2002). Individual 

and organisational issues such as behavioural, mental, 

and physical outcomes, performance, job satisfaction, 

and organisational commitment are frequently 

influenced by work-related stress (Beheshtifar et. al, 

2011). Job stress can lead to poorhealth and even injury.” 

Workers who are stressed are also more likely to be 

unhealthy, poorlymotivated, less productive and less safe 

at work. Their organizations are less likely to be 

successfulin a competitive market. Stress can be brought 

about by pressures at  home and at  work. 

Employerscannot usually protect workers from stress 

INTRODUCTION arising outside of work, but they can protect them from 

stress that arises through work. Stress at work can be a 

real problem to the organization as well asfor its workers. 

Good management and good work organization are the 

best forms of stress prevention. Low levels of job 

satisfaction are linked to high levels of work stress. Job 

stresses are associated with job discontent and a higher 

likelihood of leaving the company (Fairbrother and 

Warn, 2003).It can be seen of as a general impression of 

the job or as a collection of attitudes regarding specific 

components of the employment (Lu et. al, 2009). There is 

mounting evidence that current employment trends are 

having a detrimental impact on job satisfaction and 

deteriorating employee physical and mental health 

(Faragher et. al, 2010). These two components (work-

related stress and job satisfaction) may have a negative 

impact on a working group's performance, resulting in an 

increase in corporate expenses. The need for enhancing 

work quality and productivity, as well as providing safety 

and health in the workplace, has been revealed by a 

review of the current situation at the world level 

(Liaudanskiene et. al, 2010). Given the above 

explanation, In light of the fact that there has been little 

research on this topic among banking employees, the 

current study was conducted to evaluate the influence of 

workplace stress on job satisfaction and bank employee 

performance.

Stress on human body that in turn affects their job 

performance followed by review of literature on impact 

of stress on employees‟ job performance. This part of the 

study provides the literature available on the research 

topic. It includes the citation from the previous works and 

theories done by different researchers. This helps to assist 

the research process and gains insight and in-depth 

knowledge about the subject and problems that are 

considered critical to this whole work. The sources of 

literature, studies, information, surveys and reports 

through articles have indeed enlighten and given us as a 

researcher proper direction to work and move into. By the 

help of the review the most important fact that came to 

researcher’s knowledge is that very little has been done in 

regard to cope with Job/workplace stress. To the 

researcher’s best knowledge, the current research is the 

first detailed and comprehensive study that shows the 

effect of job stress on employee performance in bank. 

Majority of the articles reviewed by this researcher 

mentioned about the impact of stress but many of them 

only talk about the impact of stress on particular aspect or 

dimensions of job, that means the researcher has not 

come across any article or report that takes a 

comprehensive view of the subject. Hence it is pertinent 

tounderstand as to whatconstitutes job performance or 

what are the different dimensions of job that are likely to 

beaffected by stress.

Mittal and Bhasker (2018) while conducting their 

research on married Working Women showed that Role 

Overload has positive impact on Job stress and Job 

Performance and negative impact on Job Satisfaction. 

Stress is a mental and physical condition, which have an 

effect on an individual’s productivity, effectiveness, 

CONCEPTUAL BACKGROUND

The relevant review is presented here under - :

Yang et. al (2021) reported that significant differences in 

job stress, job satisfaction, and job performance in 

traditional and high-tech industries. They further stated 

the substantial negative link between Job stress and 

performance. Their study proved that conventional 

sectors have higher stress elements than high-tech ones 

and there is a considerable positive association between 

job happiness and performance in traditional businesses, 

but not in high-tech businesses. Job stress has a major 

negative impact on performance.

personal health and quality of work (Reese, 1997). Job 

stress’s victims go through lowered quality of work life 

and job satisfaction. The harmful and costly 

consequences of stress demonstrate the need of strategies 

to limit stressors withinthe organization. Organizations 

that do not adopt strategies to alleviate stress may find 

their employees looking elsewhere for better 

opportunities. The impact of stress from overwork, long 

hours at work and work intensification has had a major 

and often devastating effect on organizations of 

developed nations. In America job stress alone costs 

American business an estimated $200 billion annually, 

the UK £63 billion and Australia $15 billion. This is the 

cost for compensation claims, reduced productivity, 

absenteeism, added health insurance costs and direct 

medical expenses for stress related illnesses. A recent 

American Management Association survey of 292 

member firms revealed that per capita disability claims 

tend to increase when positions are eliminated. The 

survey, which dealt with layoffs between 1990 and 1995, 

found that the illnesses disabled workers sought 

treatment for gastrointestinal problems, mental disorders 

and substance abuse, hypertension and the like were 

stress related.

Scullen (2000) described job performance comprising of 

four aspects; i) general performance, ii) human 

performance, iii) technical performance and 

iv)administrative performance. It viewed job 

performance as the result of three factors working 

together: skill, effort and the nature of work conditions. 

Skills include knowledge, abilities andcompetencies of 

the employees; effort is the degree of motivation the 

employee puts forth towards completing the job; and the 

nature of work conditions is the degree of 

accommodation of these conditions in facilitating the 

James Tighe (2000) claimed that “Stress affects mental 

health and physical health”. When people experience and 

feel under impossible pressure at work in meeting 

deadlines, unsupportive boss, being undervalued and 

lack of control over the work they lean to work harder and 

harder to try to close the gap between what they’re 

achieving and what they think they should be achieving. 

They stop taking breaks and lose touch with their own 

needs which creates stress not only in the organization 

but also disturbs their personal lives.
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Ruyter, K. & et al. (2001) examined the causes and 

outcomes of role stress as a result of the conflicting 

demands of the company, supervisors, and customers. 

They found that role stress is an originator of job 

satisfaction that, in turn, is an originator of poor job 

performance  and turnover  in tent ion .  Both  

empowerment/autonomy and competence were found to 

be antecedent of role stress. They also found that while 

autonomy leads to role stress that leads to job satisfaction, 

competence has no direct impact on role stress. Another 

finding was that leadership had less impact in the model. 

So the researchers suggest that empowerment autonomy 

seems to have a relatively strong impact in terms of role 

stress reduction. Thus the employees should be given the 

freedom to influence pace, working method, and 

sequence of tasks in dealing with customers. Instressful 

work environments, it has been emphasized that job 

rotation and reinforcement of employees’ faith in their 

own competencies and skills are particularly useful in 

increasing job satisfaction. 

employee’s performance. The whole concern for the 

organizations is performance of their employees 

irrespective of factors and conditions. Good performance 

of employees leads to good organizational performance 

which is an indicator of their success (Armstrong & 

Baron, 1998). Ultimate success or failure of an 

organization is determined majorly by the performance 

of their employees. Stress has significant impact on 

company and people performance and it terribly affects 

health of employees. The studies conducted in western 

countries have shown that the sources ofstress that we 

name as Occupational Stress Inducers (OSI) are 

negatively related to well-being and job satisfaction of 

employees.

The economic aspect of job stress was studied by 

Leontaridi & Ward (2002). They discussed the factors 

that can have impact on the performance of employees in 

an economics context by bringing together all the 

relevant personal and socio-economic variables while 

working environment and employment conditions were 

considered to be contributing to work-related stress 

resulting in absenteeism, intentions of quitting behavior 

and turnover. Particularly, the stressful impact of 

occupation, hours of work and workplace relations on 

worker with focus on the labor market costs of stress by 

Stranks (2005) states in that stress is a pressure placed on 

a person beyond his ability to handle. It has a major 

hidden cost to employers. There are many direct and 

indirect causes of stress. Anxiety and depression is 

manifestations of stress so employer should be aware of 

the fact that employees experience certain types of stress 

in their lives. Particularly female workers can be subject 

to many stressors that male colleagues are not prone to. 

Changes in the organization can be a major reason for 

stress. There are techniques available for the 

measurement and evaluation of stress in organizations. 

So employers must give attention to various forms of 

human errors and violation at workplace and must find 

way to identify the traces of stress among their 

employees. This could be done by analyzing the 

standards of performance, staff attitude and behavior, 

relationships at work and sickness absence levels. His 

investigations in this line area brought out the fact that 

there is a direct relationship between stress-related 

human failure and accidents occurring at work. Strategies 

must be designed and considered at both individual and 

organizational level. Stress management programs and 

trainings should be introduced.

Jamal (2005) observed the relationship of job stress and 

Type-A behavior pattern with employees’ personal and 

organizational outcomes in Canada and mainland China. 

It indicated that job stress issignificantly related to 

burnout, low morale, health problems, job satisfaction, 

organizational commitment and turnover motivation. 

Findings also replicated the findings that job stress is 

related to personal and organizational outcomes.The 

results also indicated that job stress factors such as work 

overload, ambiguity and conflict were significantly 

related to overall burnout.

estimating the importance of work-related stress as a 

predictor of individuals’ quitting behavior and rate of 

absenteeism. 

Glazer & Beehr (2005) conducted a research to find out 

the correlation between stressors and how it leads to 

absenteeism or induce an individual to leave the job. 

These stressors can include workplace conditions, role 

ambiguity, role overload and role conflicts or any other 

issues that can cause anxiousness and strain among 

employees at workplace. The purpose of study was to 

observe the effect of these stressors from cultural aspect. 

According to Melissa Bushman (2007) the common 

causes of low morale include stress, negativity and gossip 

within the workplace along with lack of incentive 

programs. The projected solutions to deal with low 

morale is increasing employee attitudes and improving 

attendance. Stress is the most frequent cause of low 

employee morale. Numerous factors may increase the 

stress levels of employees, but the major reason that 

employees experience stress is their relationship with 

their manager, and it has been proved that highly 

authoritarian managers are likely to cause an increase in 

level of absenteeism. Therefore, when absenteeism rates 

Anxiety Disorders Association of America (2006) 

conducted a survey research and observed the effect of 

anxiety disorders and the level of everyday stress in the 

workplace also. Findings of survey showed that majority 

of Americans experience stress and anxiety on a daily 

basis. And this stress is not without impact. For the four in 

five working persons who say they experience it daily, 

job stress often takes a toll on performance, quality of 

work, relationships with bosses and interactions with 

coworkers. A number of factors were indicated by 

employees that cause stress. These include deadlines, 

interpersonal relationships (i.e., interacting with 

superiors, coworkers, subordinates), staffmanagement 

and dealing with problems. They also explained that 

stress affects their performance, relationship with co-

workers/peers, quality of work and relationships with 

immediate superiors. Survey results suggested that 

people found sleeping a common relief practice for 

stress. Others are eating, talking to friends, or/and taking 

drugs. The only thing that people avoid is talking and 

asking their bosses. This is due to fear of being perceived 

as incompetent person, poor performer.

So nurses working at hospitals of various countries were 

the population. Researchers distributed questionnaire 

among the sample through mail. After filling, nurses 

mailed back the questionnaires. The results supported the 

hypothesis that turnover is related to stress at some 

extent. However culture affects the tolerance level of the 

stress. Researcher is of the view that some cultures are 

more prone to stress but people take it for granted and as 

part of their job. But at some places stress has a great 

influence over employee and it affects their performance 

as well as expectations from their workplace. 

Zahavy & Freund (2007) examined team effectiveness 

under stress. The author says that in case of stress team 

can lose cohesion, members may become dependent on 

others to avoid faults or lay off their burden or that they 

may become less effective. In order to avoid these 

troubles, team structure must be considered a vital aspect. 

This study differentiated among qualitative and 

quantitative stress, suggested that quantitative stress 

holds back team effectiveness, it also indicated that 

qualitative stress can enhance team effectiveness. In 

addition, the results also prove the fact that structure of 

the team really matters. Researcher suggests that 

organizations must support standardized routines to 

block the negative impact of quantitative stress on team 

commitment and effectiveness, and put into practice the 

ways that encourage self-sufficiency and a systems 

approach to enhance the positive effects of qualitative 

stress on team effectiveness.

are high in a certain department of company, poor 

employee relationships with the manager or bosses 

should be considered. For this purpose management 

training could be used resolve the issue and avoid 

problems.

Shahu & Gole, (2008) have conducted a study to examine 

the effect of job stress and job satisfaction on 

performance. The participants for this study were those 

managers who either currently or previously held a 

manager’s post at different manufacturing companies. In 

total 100 managers from 15 private manufacturing 

companies completed assessments. They showed that job 

stress is negatively correlated to performance. He found 

working conditions and role overload to be major agreed 

upon stressors in various organizations and business 

sectors and low stressedemployees tend to give 

maximum output as compared to high stressed groups. 

He laid great stress on organizations to seek remedies and 

work in this particular area in order to improve 

productivity.

Glazer & Gyurak (2008) carried out a cross-cultural 

study to find the sources of stress among the nurses of 

various countries with respect to and free of the cultural 

influence. They found that quantitative workload might 

be a source of stress or anxiety in each country. Similarly 

leadership, lack of resources, low salary, negative 

rewards, certain patients and performing certain tasks can 
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employee relationships with the manager or bosses 

should be considered. For this purpose management 
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the effect of job stress and job satisfaction on 

performance. The participants for this study were those 

managers who either currently or previously held a 

manager’s post at different manufacturing companies. In 

total 100 managers from 15 private manufacturing 

companies completed assessments. They showed that job 

stress is negatively correlated to performance. He found 
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upon stressors in various organizations and business 
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maximum output as compared to high stressed groups. 
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Lambert, Alysa D. & et al. (2008)- suggest that 

employees are so much strained due to different stressors 

that they readily give up some part of their salary even 

job. The study was conducted by taking 211 employees of 

two different organizations as sample. It was a two part 

on-line survey. Data was analyzed with the help of 

regression analysis. End results were that many work 

related factors induce employees to imitate the behavior 

of their co-workers to seek ways that can make the work 

schedule a bit flexible. The ideathat people who are using 

flexible working arrangements were more productive is 

supported by this research also.

lead to stress. So there is a need to tailor occupational 

stress interventions to deal with the needs of nurses in a 

specific country, by addressing the specific 

stressors.Stress management includes taking care of 

organizational issues like leadership, peer support, 

organizational culture and policies, work design and 

reporting arrangements as well as job analysis, staff 

selection and training to enhance role clarity such that 

there is a balance between the individual and his work 

environment. Effective systems for motivation and 

performance management are essential.

Moten (2009) is of the view that workplace pressure 

comes from various factors and is expressed by 

employees in various behaviors. According to her, job 

stress is shaped through a range of ways such like 

interpersonal demands, role demands. Though the 

sources of these aforementioned types are different, their 

impacts are the same i.e. Low level of performance. She 

found out that employees are often thought to complete 

certain tasks which normally are not their job 

requirement. Most organizations impose multitasking 

upon their employees to cope with the recession and cut 

costs but unintentionally they are doing vice versa. 

Posing strict deadlines, requiring them attend meetings in 

very short notice, forcing them work late hours and 

making them prone to cut-throat competition and 

mounted work can lead to stress and anxiety. Workers 

may show signs of fatigue, absenteeism, and low morale. 

So at workplaces, friendly relations are very much 

important. Bosses should give their employees some 

space to help them cope with the pressure and 

determining success at work.

Pearsall, M. J. & et al. (May 2009) investigated the 

situations where both challenge and hindrance stressors 

coexist. They took interest in this topic because on the 

grounds that the positive motivational effects of 

challenge stressors might to some extent balances the 

harmful effects of interruption stressors on team 

outcomes. In an extremely stressful situation, team 

members will be incapable to split a range of stressors 

into positive and negative facets, and take into account 

multiple methods of coping. They are also of the view 

that in the presence of challenge and hindrance at the 

same time, team members will appraise the situation as 

strongly threatening and withdraw to accomplish their 

task andteam responsibilities, reducing their motivation, 

effort and emotional connection to the team. This 

response will further hamper the recognition and 

exchange of expertise- specific information within the 

team as communication channels shut down and team 

members struggle to manage their own responsibilities 

and demands. The study results supported the use of the 

challenge hindrance framework at the team level as well 

as the central role of transactional theories of stress. That 

challenge stressors and hindrance stressors stimulate 

different forms of coping. The results also imply that 

team members’ adoption of a collective coping response 

signifies the team-level techniques underlying the 

differential effects of challenge and hindrance stressors 

on behavioral, cognitive, and affective outcomes.The 

aforementioned line of investigation supported the study 

conducted by Umiker (1992) which illustrated that 

“Individuals who feel that they are in control of their jobs 

and their futures, are better able to handle stress. Also that 

these empowered workers become more productive out 

of being in control”.

Seibt, Spitzer, Blank, and Scheuch (2009) stated that job 

stress is always present among employees, however it 

can be reduced by improving the working conditions and 

quality of benefits in the companies. Meneze (2005) 

advocated that rising job stress has become a challenge 

for the employers and higher level of job stress results in 

low productivity, increased absenteeism and collection to 

other employee problems like alcoholism, drug abuse, 

hypertension and host of cardiovascular problems. It is 

also postulated that job or occupational job stress is an 

outcome of mismatch between the individual capabilities 

and organisational demands.

Munir and Islam (2011) tested relationship between work 

stressors like role ambiguity, workload pressure, home-

work interface, performance pressure, relationship with 

others and role conflicts on one side and job performance 

on the other with motivation as mediator and found that 

„role conflict‟ and role ambiguity‟ have a positive 

relation with stressors against the common notion while 

the relationship is found to be negative between other 

stressors and job performance and also found that stress is 

responsible for decreasing the performance of bank 

employees.

Rana and Munir (2011) analysed the relationship 

between work stressors like role ambiguity, workload 

pressure, homework interface, performance pressure, 

relationship with others, role conflicts, and job 

performance with motivation as a mediator. The study 

revealed “role conflict” and “role ambiguity” to have a 

positive correlation with stressors. However, there was a 

negative relationship between other stressors and job 

performance.

(Robertson, Cooper, & William.2012) in their study on 

impact of stress on employee performance among 

teaching faculty, found a negative relationship between 

organizational structure and employee efficiency while 

rewards were found to be positively correlated to 

employee efficiency as expected. It also found a negative 

relationship between job stress and job performance. 

However the male employees were found to be affected 

more than their female counter parts.

Ahmed and Ramzan (2013) found a negative correlation 

between stress and job performance i.e. as the stress 

increases the job performance goes down and vice-a-

versa.Michie and Williams (2003) analysed personality 

factors which portrayed more inclination towards job 

stress, anxiety, and other occupational health outcomes in 

different areas of medicine, and these factors eventually 

contributed to feelings of job dissatisfaction and job 

stress. Stress can be defined as the “harmful physical and 

emotional responses that occur when the requirements of 

the job do not match the capabilities, resources or need of 

the worker”.

It is clear from the above review of literature that few 

studies have comparatively examined these variables 

between industries, especially between high-tech and 

traditional industries but rarely in banking industry. This 

study is an attempt to fill this gap and analyses the impact 

of Job stress on employee satisfaction and performance in 

banks. The proposed Model of this study is as under:

Mubashir T. and Ghazal, S. (NA) conducted a research 

identify role of different contributing factors of job stress 

and to investigate level of stress on those factors among 

different departments of Wall’s Unilever. And also to find 

that how job performance is affected by job stress. The 

sample for the study consisted of 65 employees having 

different levels of job in five different departments of 

Wall’s ICF. The data from the sample was collected 

through questionnaires. They concluded that Workload, 

co-workers and repetitive work are the major factors 

causing stress however a strange finding was that there 

was no effect of stress on job performance in the selected 

organization.

Figure 1: Conceptual Model of Impact of Work Stress on Job Satisfaction and Employee Performance
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METHODOLOGY

H : There is a significant impact of Job stress on a1

employee performance.

H : There is a significant impact of Job stress on b2

employee satisfaction.

Data Collection

The study was exploratory in nature. Data was collected 

from 150 employees of various yes bank branches 

situated in Delhi by using a Likert scale questionnaire. 

The chosen research design toexamine the impact of 

stress on employee Job Satisfaction and performance is 

explanatory or causal research design. This research 

design is chosen for many reasons. First explanatory 

research focuses on causal impact of stress (independent 

variable) on employee performance (dependent 

variable). Secondly explanatory research emphasis on 

empirical study as this study is about empirical evidence 

of connecting the variablesthrough statistical analyses. 

Research Design 

OBJECTIVES OF STUDY 

To analyse the impact of Work Stress on Job Satisfaction 

and Employee Performance.

Data for this research was collected in two phases. Firstly 

data was collected for the use of literature review. For this 

purpose all the secondary sources like several journals, 

books, Internet, magazines, articles etc. were consulted. 

Previous researches of many researchers regarding 

stress, Job Satisfaction and performance were studied. 

Then a questionnaire was prepared to collect the data 

from the sample regarding the impact of these stress 

variables on Jobsatisfaction and performance. The 

primary data was gathered from the sample personally. 

HYPOTHESIS

Variables 

Dependent Variable: Employee Performance 

In this section all the data collected are mentioned 

including all the demographics factors and techniques 

used in this research. After obtaining the data we put that 

data in SPSS 23 software and different test which include 

reliability, correlation, and regression results were 

analyzed and result findings and conclusions were given. 

The permission from the organization was sought. 

Questionnaire was distributed among the employees and 

was requested to fill it within 3 days. Participants were 

free to inquire anything regarding the material on 

questionnaire or the research. This helped to trim down 

their doubts. Questionnaire consists of self-structured 

Likert five-point scale ranging from strongly disagree [1] 

to strongly agree [5]). The scale has been developed with 

the help of extensive literature review. SPSS version 23 

was used to analyze the data. 

Independent Variable: work Stress

Reliability was estimated to check the correctness of the 

questionnaire. The reliability is tested on the response of 

150 respondents with the 30 questions on the scale of 

impact of stress on Job satisfaction and performance in 

which 10 questions were related to stress, 10 questions 

were related to job satisfaction and 10 questions related to 

employee performance. As shown in tables below, the 

reliability scores of all the constructs were found to 

exceed the value of 0.85. The construct reliability 

(Cronbach’s α) of the questionnaire is above the 

recommended value of 0.70 (Nunnaly, 1978)

Tables below show the value of Cronbach α for each 

construct.

Data Analysis and Discussion

Dependent Variable: Job Satisfaction 

Table 1:Reliability Statistics

Variable Cronbach's Alpha N of Items 

Employee Stress 0.766 10 

Employee Satisfaction 0.858 10

Employee Performance 0.793 10

   
   

   
   

 

Data cleaning means removal of all the errors after 

detecting all the errors and inconsistencies in a data set or 

database due to inaccurate data entry. If there is any 

incomplete, inaccurate orirrelevant data is identified then 

Data Cleaning and Data Screening that data either be replaced, modified and deleted from 

the data entry and make the data base accurate.

The researchers have conducted the data cleaning and 

data screening and deleted those responses which are 

inaccurate. 

Table 2: Demographic Profile of Respondents

 Gender

Education

Marital Status

Management

Male

Female

Diploma

Graduation

Post Graduate

ITI

Single

Married

Higher

Middle

In Figures

89

61

3

69

78

0

137

13

61

79

In Percentage (%)

40.7

59.3

2

46

56

0

91.3

8.7

40.7

52.7

Hypothesis Testing

The test used for various hypotheses are Karl Pearson’s 

correlation andregression analysis, to justify the 

objective of the study. The tests have been applied by 

using SPSS 23 version.

Table 3: Correlation Analysis (N= 150)

 
 
 

 

WS JS JP

WS 1 .695** .473**

JS .695** 1 .436**

.473** .436** 1

   
   

   
   

 
EP

** Correlation is significant at the 0.0 1

Correlation coefficients among the variables under 

investigation are analyzed. This table shows that the 

results are significant. .473 Which means correlation is 

moderate with employee performance. Significant value 

should be less than .05 and the value is 0.01. Therefore 

Hypothesis (Ha1) is rejected and alternative hypothesis is 

accepted. There is a moderate correlation between work 

stress and employee performance.Correlation 

coefficients among the variables under investigation are 

analyzed. This table shows that the results are significant. 

.695. Which means work stress is highly correlated with 

job satisfaction. Significant value should be less than .05 

and the value is 0.000. Therefore Hypothesis is accepted 

and alternative hypothesis is rejected. There is a highly 

correlation between work stress and job satisfaction.
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Table 4: Regression Analysis

 
 
 

Model R Square Adjusted R Square Std. Error of the Estimate

1 (WS -JS) .483 .480 4.79612

2 (WS -E P)

R

.695a

.473b .224 .219 5.30662

    
    
    

 

a. Dependent Variable: JS, EP
b. Predictors: (Constant), WS  1

coefficients among the variables under investigation are 

analyzed. This table shows that the results are significant. 

.695. Which means work stress is highly correlated with 

job satisfaction. Significant value should be less than .05 

and the value is 0.000. Therefore Hypothesis is accepted 

and alternative hypothesis is rejected. There is a highly 

correlation between work stress and job satisfaction.

Table 5: Coefficients

 

 
 

 
 

Model

Standardized 
coefficients

B                         Std. 

Error

Unstandardized 

Coefficients (Beta)
T F

 
Sig

1.569 3.090
138.323

.000

.065 -.695 11.761 .025

a. Dependent Variable: JS

1

2
1.826 6 .572

42.756
.000

(Constant)

WS

(Constant)

WS

4.849

-.770

11.999

.498 .076 .473 6.539 .000

b. Dependent Variable: EP

 
 

 
 

 
 

 
 

 
      

      
  

 
      

      
  

 

Y=a+bx

The above table shows the linear between the dependent 

variables and independent variable. Linear analysis is 

used in view of the study objective and hypothesis. The 

significant value should be less than .05 and the result of 

significant value is .025 which shows there is a weak 

impact stress on work satisfaction. Stress has significant 

negative impact on work satisfaction.

Y = a+bx (here a=alpha, Y=work satisfaction, x=stress)

Y=4.849-.770*X

The above table shows the linear between the dependent 

variables (employee performance) and independent 

variable (work stress). Linear analysis is used in view of 

the study objective and hypothesis. The significant value 

should be less than .05 and the result of significant value 

is .000 which shows that independent is statistically 

significant to dependent variable. There is an impact on 

job stress and employee performance. It has significant 

positive impact on job stress.

Y = a+bx (here a=alpha, Y=Job stress, x= employee 

performance) 

The magnitude of F value also confirms that there is 

significant relationship between work stress and job 

satisfaction. The significant level is .000. The value of F 

must be greater than 5. In this study, the value of F is 

138.3 that is greater than 5. The results are justified. It 

also shows that the output of the ANOVA analysis and 

whether there is a statistically significant difference 

between the means of all variables. We can see that the 

significance value is .000, which is below 0.05, In this 

Y=11.999-.498*X

 Y=a+bx 

study, the value of F is 42.756 that is greater than 5 and 

therefore there is a statistically significant difference in 

the means of the entire variable. These findings are in line 

with previous studies like Yang et. al (2021), Mittal and 

Bhasker (2018), and  

CONCLUSION

There is a significant difference between age, education, 

designation, and monthly income and stress related 

factors like workload, job security, and shift work. Male 

respondents are more concerned about job security and 

shift work while married respondents are more 

concerned about job security. In case of shift work, there 

was no significant difference among the respondents of 

age groups. In case of workload, there was no significant 

difference among the respondents of monthly income. 

There is a significant interrelationship between the 

selected constructs such as workload, job security, and 

shift work. The selected constructs are positively 

correlated to each other and have a greater impact on job 

satisfaction and employeeperformancee (Mittal and 

Bhasker, 2018; Yang et. Al, 2021). Employer should 

proactively minimize stress by providing adequate 

administrative support to employees; Optimize work 

load, effectively manage customer expectations, 

minimize relationship and role conflict, deploy adequate 

reward system and provide adequate training and 

Thereis a moderate correlation between different 

construct under study. R square value showing 22.4% 

p e r c e n t  o f  s t r e s s i n f l u e n c i n g  e m p l o y e e ’s  

performance.Bankers are under a great deal of stress and 

due to many antecedents of stress such as Overload, Role 

ambiguity, Role conflict, Responsibility for people, 

Participation, Lack of feedback, Keeping up with rapid 

technological change. Being in an innovative role, Career 

development, Organizational structure and climate. One 

of the affected outcomes of stress is on job satisfaction 

and performance.The responses clearly indicated that 

employees’ had positive significant influence on time 

pressure and role ambiguity. Despite employees’ work 

for long hours and with absence of motivational factors 

didn’t seem to influence employees’ much the way it has 

been for the other two variables. It is also recommended 

that future researchers could further explore this research 

on a wider data and discover other variables that effects 

employee performance that would enable to provide a 

better analytical results.

counseling to employees in order to improve their job 

performance and job satisfaction. The research paper 

focused on the impact of job stress on employees’ job 

performance. Among the major factors considered in this 

study, workload impacts job performance inmore 

significant way. On the whole, it could be clearly seen that 

job stress has asignificant impact on employees’ job 

performance. The result of the study reveals thatboth male 

and female employees are experiencing job stress in their 

work place. Majorityof the employees in all the age groups 

opine that job stress affects their performance. 

Anorganisation has to try to mitigate and sort out ways to 

help employees overcome job stress. It must recognise their 

potential as an asset to the organization. It is the utmost 

responsibility of the management to create a conducive 

organizational climate to work stress-free on a day-to-day 

basis. The management can take proper steps to control the 

job stress levels of employees leading to high morale and 

productivity among them. As a measure of job stress 

mitigation, counseling, meditation programmes, and more 

incentives can be provided this will improve the 

performance of the employees.

LIMITATIONS AND FUTURE IMPLICATIONS

The main limitation of this research was its sample size 

which was rather medium compared to other past studies 

conducted.Moreover, the questionnaire created could be 

more profound. The time to receive some of the feedbacks 

of the survey was long due to Covid 19 pandemic and 

thatdid disrupt the motivation of wanting to achieve a better 

sample size. Due to busy schedule the respondents may 

interpret the questions incorrectly. Some of the respondents 

did not like to share their views. 

The proposed evaluation model in this study can help 

decision-makers make the best business decisions possible 

through their hr systems, resulting in increased employee 

satisfaction and work performance.Organization may 

organize meditation or sports classes, can offer paid time off 

to its employees,encourage employees to take breaks, may 

provide benefits for mental and physical health, may reduce 

the workload of employees, and management cantake 

efforts to delegate the work efficiently. Employees can be 

allocated alternate shift timings which may lead to a healthy 

work lifebalance. A job stress audit can be initiated at 

periodic basis in order to ascertainthe job stress area and 

mitigate the same. Seminars and workshops for stress can 

be organized by the company.
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coefficients among the variables under investigation are 

analyzed. This table shows that the results are significant. 
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Y=a+bx

The above table shows the linear between the dependent 

variables and independent variable. Linear analysis is 

used in view of the study objective and hypothesis. The 

significant value should be less than .05 and the result of 

significant value is .025 which shows there is a weak 
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Y = a+bx (here a=alpha, Y=work satisfaction, x=stress)

Y=4.849-.770*X
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should be less than .05 and the result of significant value 

is .000 which shows that independent is statistically 

significant to dependent variable. There is an impact on 

job stress and employee performance. It has significant 

positive impact on job stress.
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Y=11.999-.498*X

 Y=a+bx 
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employees’ had positive significant influence on time 

pressure and role ambiguity. Despite employees’ work 

for long hours and with absence of motivational factors 

didn’t seem to influence employees’ much the way it has 

been for the other two variables. It is also recommended 

that future researchers could further explore this research 

on a wider data and discover other variables that effects 

employee performance that would enable to provide a 

better analytical results.
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focused on the impact of job stress on employees’ job 

performance. Among the major factors considered in this 

study, workload impacts job performance inmore 

significant way. On the whole, it could be clearly seen that 

job stress has asignificant impact on employees’ job 

performance. The result of the study reveals thatboth male 

and female employees are experiencing job stress in their 

work place. Majorityof the employees in all the age groups 

opine that job stress affects their performance. 

Anorganisation has to try to mitigate and sort out ways to 

help employees overcome job stress. It must recognise their 

potential as an asset to the organization. It is the utmost 

responsibility of the management to create a conducive 

organizational climate to work stress-free on a day-to-day 

basis. The management can take proper steps to control the 

job stress levels of employees leading to high morale and 

productivity among them. As a measure of job stress 

mitigation, counseling, meditation programmes, and more 

incentives can be provided this will improve the 

performance of the employees.

LIMITATIONS AND FUTURE IMPLICATIONS

The main limitation of this research was its sample size 

which was rather medium compared to other past studies 

conducted.Moreover, the questionnaire created could be 

more profound. The time to receive some of the feedbacks 

of the survey was long due to Covid 19 pandemic and 

thatdid disrupt the motivation of wanting to achieve a better 

sample size. Due to busy schedule the respondents may 

interpret the questions incorrectly. Some of the respondents 

did not like to share their views. 

The proposed evaluation model in this study can help 

decision-makers make the best business decisions possible 

through their hr systems, resulting in increased employee 

satisfaction and work performance.Organization may 

organize meditation or sports classes, can offer paid time off 

to its employees,encourage employees to take breaks, may 

provide benefits for mental and physical health, may reduce 

the workload of employees, and management cantake 

efforts to delegate the work efficiently. Employees can be 

allocated alternate shift timings which may lead to a healthy 

work lifebalance. A job stress audit can be initiated at 

periodic basis in order to ascertainthe job stress area and 

mitigate the same. Seminars and workshops for stress can 

be organized by the company.
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