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Abstract: In modern business environment, employee productivity plays a pivotal role in the growth and 

development of a business organisations. Employee productivity can be significantly hindered by high levels of 

stress experienced in the work environment. Stress is a universal element. It is all pervasive and people from 

nearly every walk of life have to face stress.The nature of work of bankers and family life may most often 

expose them to high level of stress which has the potential of affecting their productive capacity. The main aim 

of the study was to analyse employeestress and their job attitude and its effect on employee productivity in the 

banking sector. 
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Introduction 

The employee workplace is considered to be an important source of stress for bankers because of the 

amount of time they spent in their respective banks. The financial security, opportunities for advancement, 

demands to perform, relations, events, and physical environment at workplace, continuously affect an 

individual’s ability to cope in the work environment (Hart and Wearing, 1995; Kelley, 1993; Nearet al., 1983). 

Omolara (2008) opined job stress as the adverse psychological and physical reactions that occur in an individual 

as a result of their being unable to cope with the demands being made on them. In today’s corporate world, 

employee jobs have become increasingly subject to fast changing forces like increased competition, the pressure 

of quality and quantity, innovation, technology and an increase in the pace of doing business. The demands on 

employees grew rapidly and when these demands could not be met by the employees, this created stress within 

employees. Apart from stress that arose from the work situation, other sources of stress which relate to personal 

factors such as relationships with others and use of free time. However, it is also observed that stress is not 

necessarily bad;it is an opportunity when it offers potential gain. It depends upon an employee’s capacity to 

work under pressure and the skills and ability he has to complete the task. But whatever its nature, it usually 

begins when individuals are placed in a work environment that is incompatible with their work style andor 

temperament. It becomes aggravated when individuals find out thatthey have or can exercise little control over 

it.  

Due to globalization and changes in the nature of work, people in developing countries have to deal 

with increasing work-related stress (WHO, 2005). World Health Organization (2005) states that most people in 

industrialized countries have devised stress coping and management strategies and are becoming more aware of 

the effects of work-related stress.  

The inability of organizations to provide resources towards protecting their workers from work-

relatedstress underwrites the high level of stress among workers in most developing countries 

(Houtman&Jettinghoff, 2007). Michac (1997) specified  certain causes  of  stress  as  follows- poor  time  

management, unclear  job  descriptions,  feelings  of  inadequacy  and  insecurity,  inability  to  get  things  done,  

lack  of  communication,  bad  personal  relationships,  quality  and  complexity  of  tasks.  In same view, Dean 

(2002) viewed stress-related illnesses as the leading cause for low productivity levels in the workplace.  

Immense  pressure  at  work  has  led  to  stress,  which  made  it  the number  one  factor  causing  illness.  

Michac  (1997)  outlined  reasons  for  low  productivity  as follows;  poor  training  in  the  company, machine  

break  downs,  non-established  performance  standards,  lack  of  planning  and  motivation,  change,  poor  

atmosphere  and  environment, inadequate communication at many levels, non-identification with company 

goals.According to Sackey and Sanda (2009), pressures at work, coupled with demands of family have 

increased the occupational stressors of employees of financial institutions and thereby increasing their chances 
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of developing psychological ailments. This means that stress can be a killer of many organizations of which 

Banking sector is no exception. 

 

Assessing Job Attitudes in the Workplace 
Job attitudes of the employees are most important to achieve the individual and organizational 

objectives through their performance. Attitudes are the feelings and beliefs that largely determine how 

employees will perceive their environment, commit themselves to intended actions, and ultimately behave. 

Attitudes form a mental set that affects how we view something else. It has an impact on how the employees 

view and judge their surroundings at work. From a psychological point of view, attitudes shape the way an 

individual perceives things. Positive job attitudes exhibit positivity among the employees and are noteworthy in 

achieving the organizations goals and objectives. Research indicates that employees develop a positive attitude 

towards the organization when the firm has explicit standards that help them distinguish between ethical and 

unethical behaviours(Valentine and Barnett 2003). Organizational commitment reflects the individual's 

psychological identification and attachment to the organization. Researchers have noted that job satisfaction also 

has an indirect effect on turnover intention (Babakus et al. 1999; Low et al. 2001). This indirect effect of job 

satisfaction on turnover intention is explained by organizational commitment (Brown and Peterson 1993; Tett 

and Meyer 1993). When employees receive a sense of satisfaction from their jobs, they show a favorable overall 

attitude toward their workplace and respond with increased commitment to the organization. Ultimately, these 

employees have lower intention to quit (Raabe and Beehr 2003; Ramaswami and Singh 2003). 

In service delivering, job attitude is the fundamental ingredient as according to Lee and Chen (2013), 

characteristic such as age, gender, job level, education level and job status ultimately will bring about the 

transformation of job attitude. Research shows that employees pay attention to several factors of their work 

environment, including how the job is done (related to planning function), characteristics of the job (a function 

of organizing activities), the kind of work expected from them (concerned with directing function), the kind of 

talent that is pooled in (an aspect of staffing), how they are treated (related to leadership actions), the 

relationships they form with colleagues and managers (also communication related), and the benefits they are 

entitled for (related to compensation function) and the level of stress the job entails. A positive attitude in the 

workplace helps employees to accomplish tasks faster and in a better manner. The performance of employees to 

a great extent depends on the cordial relationships they share with their colleagues. It was evidenced in the past 

studies that jab stress deposited adverse relationship on job attitudes, self-confidence, dissatisfaction with life 

and the upswing in turnover intentions French &Calpan (1970), Austin &Muncer (2005), Robbinson(2004). 

Stress is connected to some psychological problems i.e. anxiety, low self-esteem and motivation, mood 

variations. These consequences decline the job performance; job satisfaction and climbing the turnover 

intentions severely without gender regard L. Manivannan, M. G. Saravanaraj, and S. Sumathi (2007). A good 

relationship can be established only when employees demonstrate a positive attitude towards their work and 

colleagues. Through positive energy, work becomes a pleasure and employees find it easier to achieve their 

goals. 

 

RESEARCH QUESTION 
This study revolves around this question- Does stress have any effect on the employee attitude at work? 

 

Objectives 

1. To find out the stress level among banking employees. 

2. To find out the relationship of job stress with job attitudes in banking sector. 

 

Methodology 
This study was conducted in the area of Mangalore. The state of Karnataka, particularly the region 

comprising the coastal districts of Dakshina Kannada and Udupi is called as the cradle of banking in India. This 

is because seven of the country's leading banks, Canara Bank, Syndicate Bank, Corporation Bank, Vijaya Bank, 

Karnataka Bank, Vysya Bank and the State Bank of Mysore originated from this state. The first five in the 

above list of banks were established in the districts of Udupi and Dakshina Kannada. These districts have one 

among the best distribution of banks in India - a branch for every 500 persons. Earlier, banking was the main 

activity that was undertaken by these banks but due to the competition, they have been forced to diversify into 

other areas like insurance, equity and mutual funds. The expansion in their services and their customer base 

arelikely to increase the demand on employees if there is no improvement in their numerical strength and 

capacity.This poses a high level of stress on the workers hence the choice of this study area. 

Simple random sampling has been used select the respondents for the study. A sample size of 100 employees 

were employed with more than a year’s experience in that bank to ensure that they are fairly aware about rules 
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and regulations, the targets they need to achieve and the various policies practiced in their organizations. 

These100 respondents included branch managers, credit/Retail managers, Operations managers, personal 

bankers, Cashiers (Vault Tellers), Secretaries and clerks.Data were collected through a structured questionnaires 

consisting of two parts. The first part consisted of demographic details while second part consisted of questions 

relating to the study. The data collected fromthe field were and analyzed using statistical tools.  

 

Results 
Demographic Background of Respondents 

Table 1: The analysis of the demographic data of respondents 

Category Demographic variable 

 

Frequency 

N=100 

 

Gender 

Male 31 

Female 69 

 

Age 

Young (<35 years) 26 

Middle (35-50 yrs) 39 

Old(> 50years) 35 

 

Marital status 

Unmarried 48 

Married 52 

 

Educational 

Qualification 

< PUC 05 

UG 62 

PG  14 

Others  19 

 

Place 

Urban  57 

Rural 43 

 

Income (per 

annum in Rs.) 

<2,50,000 14 

2,50,000-3,50,000 29 

3,50,000-5,00,000 39 

>5,00,000 18 

 

Current Job 

period 

< 2 years 11 

2-5 years 21 

>5 years 68 

 

Employment of 

spouse 

Un employed 29 

Semi professional 17 

Professional 54 

 

The demographic characteristics of respondents presented in table 1 indicated that, majority of the 

respondents were female (69%). Further it was evident that majority of the respondents are middle aged i.e, 

between the ages of 35-50 years. Marital status indicate that maximum percentage of the respondents (52%) 

were married. In terms of place, it is observed that most of the respondents (57%)were from the urban area. 

Table 1 also deals with the information regarding educational qualification, income of the respondent, current 

job period and employment of the spouse.  

 

Table 2: Table showing Impact of stress on Employee Attitude 

Group Statistics 

 

Gender N Mean Std. Deviation 

Std. Error 

Mean 

I’am able to focus in my job area 

and remain optimistic 

Male 31 1.7210 .43387 .02408 

Female 69 1.9621 .64294 .01168 

I’amadapt yourself to the 

changing conditions 

Male 31 1.2558 .53608 .03544 

Female 69 1.4234 .47585 .03724 

I’am able to influence others to 

translate the company’s vision into 

action 

Male 31 1.9223 .81688 .05368 

Female 69 1.2306 .64323 .03250 

I’am able to minimize negative 

impact on work 

Male 31 1.6226 .72516 .03569 

Female 69 1.3231 .76306 .05282 

I undergo stress when change is Male 31 1.2496 .32091 .03231 
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preferred Female 69 1.3624 .72504 .05295 

I’am  satisfied with the 

information the company gives 

about its day-to-day activities 

Male 31 1.4221 .45255 .03242 

Female 69 1.6873 .62046 .03500 

I am encouraged to develop new 

and more efficient ways to do my 

work 

Male 31 1.5247 .42296 .04201 

Female 69 1.8224 .43662 .06558 

My company is fair in salary 

administration 

Male 31 1.2503 .47521 .04507 

Female 69 1.4731 .61862 .07283 

My management is flexible in the 

way job is completed 

Male 31 1.7455 .62515 .05222 

Female 69 1.5529 .62971 .03295 

My company practises worklife 

balance  

Male 31 1.5735 .72819 .04231 

Female 69 1.6289 .52314 .04212 

 

An independent-samples t-test was conducted among the gender of employees of the banking sectors. 

The results of Table 2 shows that there is a significant difference in the scores for male respondents (M=1.7210, 

SD=.433) and female respondents (M=1.9621, SD=642) conditions; t (446)=.702 for I’am able to focus in my 

job area and remain optimistic;(M=1.2558, SD=.536) and female respondents (M=1.4234, SD=.475) conditions; 

t (446)=.702, p = 0.483 for I’am adapt yourself to the changing conditions(M=1.9223, SD=.816) and female 

respondents (M=1.2306, SD=.643) conditions; t (446)=.702, p = 0.483 forI’am able to influence others to 

translate the company’s vision into action(M=1.6226, SD=.725) and female respondents (M=1.3231, SD=.763) 

conditions; t (446)=.702, p = 0.483 forI’am able to minimize negative impact on work(M=1.2496, SD=.320) and 

female respondents (M=1.3624, SD=.725) conditions; t (446)=.702, p = 0.483 for I undergo stress when change 

is preferred(M=1.4221, SD=.452) and female respondents (M=1.6873, SD=0.620) conditions; t (446)=.702, p = 

0.483 forI’am  satisfied with the information the company gives about its day-to-day activities (M=1.5247, 

SD=.422) and female respondents (M=1.8224, SD=.436) conditions; t (446)=.702, p = 0.483 for I am 

encouraged to develop new and more efficient ways to do my work(M=1.2503, SD=..475) and female 

respondents (M=1.4731, SD=.618) conditions; t (446)=.702, p = 0.483 for My company is fair in salary 

administration(M=1.7455, SD=.625) and female respondents (M=1.5529, SD=.629) conditions; t (446)=.702, p 

= 0.483 forManagement is flexible(M=1.5735, SD=.728) and female respondents (M=1.6289, SD=.523) 

conditions; t (446)=.702, p = 0.483 for My company practises work-life balance.  

 

Conclusion 
Job stress has increasingly occupied the attention of both practitioners and researchers alike, especially 

in developed and developing countries. The results of this study shows the relationship of job stress with 

employee attitude. However, stress has a positive significant relationship with employee attitude among 

respondents in banking sector. The findings also pointed out that the level of stress and job attitude in female 

respondents is high as compare to male respondents. Also from the above table it can be inferred that all the 

parameters are not significant between male and female in the banking sector. On the basis of our findings we 

can suggest that the organizations should to take steps to reduce work stress. It is well known that stress is a 

cause of many psychological and physiological diseases. So, the management should have to make an effort to 

reduce the stress experienced by employees. In this regard stress management strategies like relaxation, yoga, 

music therapy, flexitime, may be introduced. The management should also make effort to reduce role ambiguity 

and role conflict by clearly defining ones role and responsibilities. 
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