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 A series of big changes have recently taken place in banking and financial sector as a result of 
global economic crisis, deregulated markets, globalization of economy and demonetization affect-
ing the working lives of bank employees. The present exploration was planned to probe the associ-
ations involving job stress, need deficiency and performance of bank employees. Further it aimed 
to find out the predictors of performance within the facets of job stress and need deficiencies among 
total employees, managerial and non-managerial bank staff. The sample comprises of 335 employ-
ees, consisting of 135 managerial and 180 non-managerial staff who were randomly selected from 
different branches of bank located in small cities in Uttar Pradesh, India. Job stress, need deficiency 
and performance measure scales were used to collect the information. Data were analyzed by step-
wise multiple regressions analysis. The results observed as: i) total job stress, intrinsic impoverish-
ment, role overload and unreasonable pressure showed significant positive correlation with perfor-
mance and intrinsic impoverishment as well as role overload appeared as predictors of performance 
for sample group whereas esteem need, autonomy need were emerged as predictors and showed 
negative correlations with performance of employees; ii) esteem need, intrinsic impoverishment, 
strenuous working conditions and poor-peer relations were emerged as predictors of performance 
among managerial staff and iii) intrinsic impoverishment, role overload and strenuous working 
conditions appeared as predictors of performance for non-managerial staff. Further results dis-
cussed in details with suitable evidences.  
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1. Introduction 
 
People in the present era are experiencing stress because all round changes took place in the globe have 
definitely reeled every one of us under stress. The last few decades of twentieth century witnessed wide 
spread technological development, innovations, speedy industrialization, fast social mobility, increased 
social expectancies, over demanding work environment and changing work values are coming so fast, 
leaving new challenges before us. Beehr and Newman (1978) viewed occupational stress as “a condition 
arising from the interaction of people and their jobs and characterized by changes within people that force 
them to deviate from their normal functioning”. Schuler (1980) states that “stress is a dynamic condition 
in which an individual is confronted with an opportunity, constrain or demand to what he or she desired 
and for which the outcome is perceived to be both uncertain and important”. It is noticed by various 
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scholastic scholars, who considered stress as one of the foremost features in work organization which 
lead to decline in the performance (Agarwala et al., 1979; Ali, et al., 2004; Allam, 2007; Ali & Allam, 
2016; Allam, 2017a).  

There are minuscule disparities in the fact of job anxiety, job stress, occupational stress, organizational 
stress, role stress and work stress but different researchers used the terms interchangeably in different 
studies (Al Kahtani et al., 2016; Allam, 2017b; Ali, 2017). However, organizational climate and structure 
are the reasons for organizational stress. Though, job stress is the result of mismatch with the abilities of 
individual required to accomplish the task, while work stress is adept amidst the occupational perfor-
mance of the employees. In contrast, occupational stress is mainly described in an ampler manner, which 
alludes to the inseparable facets of job, organizational climate and structure as well as the role aspects in 
the firm. In this investigation, job stressors have been used as metonym to the occupational stress. A 
review of literature on the issue of occupational stress discloses that there are plenty of attributes related 
to the job, affect the behavior of workers and as a matter of facts usual life is upset (Brief et al., 1981; 
Allam & Ali, 2007; Allam, 2013). Indeed, numerous theories pertaining to human stress and performance 
are supported by keeping in mind the sensible opinion that behavior is a function of physiognomy of the 
environment and person (Pervin, 1968; French et al., 1978; McGrath, 1976).  It reflects that the foremost 
foundations of stress which can be classified predominantly as: factors intrinsic to job, organizational 
structure and climate,  career development relationships at work, role in the organization and emotional 
exhaustion are unable to manage work life balance (Cooper & Marshall, 1976; Allam & Harish, 2010; 
Allam, 2019). The term human motivation started from the very beginning as the origin of human being 
on the surface of the earth and it has been considered as a very complex phenomenon. It might hardly be 
understood by simple observation. Indeed, there is a complexity in understanding the human need defi-
ciency; researchers have most of the time concerned with the phenomenon because need deficiency gives 
rise to human behavior. In industrial and organizational context, most of the time human behavior has 
been considered as productive, related to result, outcome and efficiency or performance. At workplace 
human efficiency has been considered as one of the important and vital element of all resources for 
discharging responsibilities assigned with job incumbents.  Taylor showed concern in employees’ effi-
ciency at work. He was basically concerned with minimizing cost, motivating employees and enhancing 
productivity and performance.  
 
Generally, need deficiency motivates human beings towards felt needs: (i) to gratify physiological needs 
by achieving a goal; (ii) to gratify security needs; (iii) to satisfy social needs and avoid unpleasant expe-
rience; (iv) to achieve self- esteem and (v) to satisfy self-actualized needs (Maslow, 1943). The human 
being has a multiple of needs that must be gratified if he/she wants to enjoy his/her day-to-day living. 
He/she needs to respect, to lead, dominate, to admire, to follow, to emulate, and to be independent. Hal-
loran (1978) contended that “motivation is an internal need satisfied by external expression” whereas job 
motivation is referred to as the intensity of behavior of employees in the work situation as they attempt 
to satisfy their particular need structure through the work they are doing. Thus, job motivation to be 
determined by need structure of employees; felt prospect to gratify needs in work atmosphere and per-
ceived opportunity to gratify needs outside the work situation. The terms employee performance, indi-
vidual performance or job performance have been used interchangeably by different people in various 
studies. There are different definitions given by different people but there is no consensus on a single 
definition. There is no straightforward concept of employee performance though it is the outcome of 
employees work related behavior at workplace. Schermerhorn (1989) stated that job performance is con-
cerned with quantity and quality produced after a task is accomplished by an individual employee or 
group of employees.  According to Borman and Motowidlo (1993) “job performance is the aggregated 
financial or non-financial added value by the employees in contribution to the fulfillment both directly 
and indirectly to the targeted goals of the organization”. According to Rivai and Jauvani (2009) “work 
performance as the real behavior express by everyone as work achievement produced by employee ap-
propriate to their role in the organization”. Based on several definitions we can come to conclusion that 
performance is the results of effort made by employees at workplace within a specified time period. 
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 2. Review of literature 
 
The arrival of new technology brought a large number of amendments in banking organization and struc-
ture. The ultramodern transformations left their effect on working atmosphere or conditions and day to 
day contemporary lives of employees working in the banking sector. The major organizational changes 
took place in the banking sector as a result of global economic crisis that reel employees under stress, 
tension and anxiety. A series of big changes took place in financial sector as a result of deregulated and 
markets globalization of economy affect the working lives of bank employees (Kaur et al., 2017; Hassard 
et al., 2017). Several studies conducted on banking sector employees using different parameters of stress 
and  revealed that job stress, occupational stress and workplace stress have reported serious issues to the 
banking sector on employees and put negative effect on employees’ health, motivation, adjustment and 
performance (Petarli et al., 2015;  Snorradottir et al., 2013; Silva & Navarro,  2012). Gender was also 
found important factor of stress (Li et al., 2015; Amigo et al., 2014).  
 
Fernandes et al. (2012) observed female employees experienced significantly higher degree of stress than 
males due to increasing demands at workplace and family pressure. Preshita and Pramod (2014) ex-
plained that male and female employees working in public and private sector bank employees experi-
enced stress differently on role stagnation, role erosion and role stagnation contributed to occupational 
stress in India whereas, Kan and Yu (2016), Valente et al. (2015) did not observe significant gender 
difference. The association amidst job stress and performance discussed in the way that when there are 
no challenges and no stress; the performance tends to be decrease. Hence optimum level of stress requires 
increasing the performance. But as stress increases significantly, we may expect a decrease on the per-
formance (Singh, 2001), Wani (2013) observed that output of bank employees and overall output of the 
firm were affected by motivation and level of job stress.  Jayasinghe and Mendis (2017) stated negative 
association between job stress and performance which also affected the performance of bank employee. 
Similarly, Priya and Soni (2017) attempted to explore the relationships between job stress and perfor-
mance and concluded that performance was affected by job stress whereas Vijayan (2018) described that 
job stressors affect the performance of the employees in a negative way. 
 
3. Objectives  
 

The present research aims to study the effect of job stress and need deficiency on performance among 
bank employees. The objectives are: 
 

1. To explore the relationships between the various facets of job stress and performance of bank em-
ployees, 

2. To explore the predictors of performance within job stress and need deficiency among bank employ-
ees, 

3. To explore the predictors of performance within job stress and need deficiency among managerial 
staff of bank, 

4. and to explore the predictors of performance within job stress and need deficiency among non-man-
agerial staff of bank. 

 

3.1. Hypothesis  
 

In order to verify the results certain null hypothesis were formulated as follow: 
 

H01. There is not any significant relationship between job stressors, need deficiencies and performance 
of bank employees. 
H02. There are not any predictors within job stressors and need deficiencies of performance among man-
agerial staff of bank. 
H03. There are not any predictors within job stressors and need deficiencies of performance among non-
managerial staff of bank. 
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3.2. Methodology  
 

3.2.1. Sample  

Sample is considered as any small number of individuals, events or objects selected to represent the 
universe/population according to certain rules. A good sample is unbiased and representative of the whole 
population. Since, sample is the selection of small group of individuals, objects or events from a popula-
tion, the sample size is the most important aspects for empirical researches that play an important role in 
statistical analysis and in drawing conclusion from the obtained results. Keeping in view the objectives 
of present study, convenient random sampling technique is used in selection of  respondents from differ-
ent public sector banks serving in small cities in UP. The sample of this study consists of 335 Public 
Sector Bank employees and 135 Managerial Staff and 180 Non-Managerial Staff were selected randomly. 
Thus, the sample of the present study included male (220) and female (115). The average age of employ-
ees was 42 year with an average work experience of 17 years. During data collection respondents were 
assured that their information will only be used for academic purpose and their identities would not be 
revealed without any higher authority. 

3.2.2. Tools Used 
 
Job Stress Measure: Occupational Stress Index was used to measure the job stress developed and was 
standardized by Srivastava and Singh (1981). The scale comprises of 46 statements, out of 46 items 18 
were ‘false keyed’ and 28 were ‘true keyed’. Each item was rated on five-point rating scale with a 
weighted score of “1” to “5”. This scale comprises 12 components but researchers used Role Overload, 
Unreasonable Group and Political pressures, Responsibilities for People, Poor-Peer Relations, Intrinsic 
Impoverishment and Strenuous Working conditions as stressors in this study. The reliability and validity 
of the test were statistically established significant.  
 
Need Deficiency Measure: Need Deficiency scale developed by Porter (1962) was used. The scale con-
sists fifteen items and each item was rated on a 5-point rating scale with a weighted score of “1” to “5”. 
The higher score represents satisfaction and the lower scores refer to need deficiency. There are five 
dimensions we used: Esteem need, Autonomy need and Self-actualization need. The scale has been 
widely used as it is reported to be highly reliable and valid. 
 
Performance Measure: Performance Scale developed by Sadaqat (2014) was used to measure the per-
formance of bank employees. The scale comprises of five items and each item was rated on a five point 
rating scale with a weighted score of one to five. The reliability and validity of test were statistically 
established.  
 

3.2.3. Design of the study  

In the present study correlational research design has been used to investigate the relationship with each 
variable and also predict the factors that contribute to influence the criterion variables. 

4. Data Analysis  

Stepwise Multiple Regression Analysis was applied to verify the hypotheses based on the formulated 
objectives. With the help of SPSS package product, moment correlation and step wise multiple regression 
analysis were executed to get the authentic scientific results. Table 1 represents overall picture of varia-
bles studied on bank employees. All dimensions of stress and need deficiency showed the mean and 
standard deviation as well as the correlation with performance of bank employees. The role overload is 
the most dominant stressor with mean value 21.07 and has shown significant positive correlation (r =.241 
P<.01) with performance whereas intrinsic impoverishment with mean 15.82 appeared significant con-
tributor of performance with a significantly higher correlation (r =.383, P<.01) followed by unreasonable 
group and political pressure with mean value 18.00 and (r =.117, P<.05) represents a positive correlation 
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with performance. Overall, job stress revealed significant positive correlation with performance of em-
ployees (r= .337, P<.01).  Poor peer relation appeared the least dominant stressor in this study and has 
indicated negative correlation with performance (r = -.046) preceded by responsibilities for person with 
mean score of 7.38 and negative correlation with performance (r = -.043).  Esteem need with mean value 
of 9.77 is one of the dimensions of need deficiency which is inversely correlated with performance of 
bank employees (r= -.160, P<.01) whereas self- actualization need appeared the least dominant need 
among bank employees.  

Table 1 
The results of Mean, SD and Correlations of Job Stress, Need Deficiency and Performance among total 
sample of Bank Employees (N=335) 
 Mean Std. Deviation Correlation with  

Performance 16.14 5.734 -- 
Role Overload 21.07 5.457    .241** 

Unreasonable pressures 18.00 5.513 .117* 

Responsibilities for persons 7.38 3.260 -.043 

Poor-Peer Relations 7.08 3.231 -.046 

Intrinsic Impoverishment 15.82 8.698   .383** 

Strenuous Working Condition  10.52 4.040 -.046 

Total Job Stress 79.88 14.331   .337** 

Esteem need 9.77 4.958  -.160** 

Autonomy need  7.77 3.642 -.054 

Self-actualization need 3.12 1.516 .071 

Total-Motivation  20.66 8.054 -.109* 
** Significant at .01 level 
*Significant at .05 level 
 

Table 2  
Model summary of Regression Analysis on Performance among total sample of Bank Employees (N = 335) 
Model R R Square Adjusted R R Square Change F Change

1. Intrinsic Impoverishment .383a .147 .144 .147 57.414**
2 .Intrinsic Impoverishment, Role Overload .424b .180 .175 .033 13.205**

3. Intrinsic Impoverishment, Role Overload, Esteem need .436c .190 .183 .010 4.264*

4. Intrinsic Impoverishment, Role Overload, Esteem need, Autonomy need .462d .214 .204 .023 9.810**
** Significant at .01 level 
*Significant at .05 level 

 
Table 2 shows the model summary of Multiple Regression analysis and has revealed the predictors of 
performance from stressors and need deficiencies for bank employees. In the first step, intrinsic impov-
erishment appeared the most dominant stressor of performance as correlation coefficient between intrin-
sic impoverishment and performance (R= .383) depicted that performance of employees was inclined by 
this component. The acquired value of R =.147 is the share of disparity in the performance. It explained 
14.7% deviation and F-change (F =57.141, P<.01) in the performance of total bank employees. The sig-
nificant level of F Change rejects the null hypothesis that intrinsic impoverishment could affect the per-
formance of employees. Role overload appeared another dominant predictor of performance among em-
ployees. The correlation coefficient between role overload along with intrinsic impoverishment and per-
formance (R = .424) has shown linear relationship. The coefficient of determination (R = .180) explained 
18% variation in the performance and the value of F change (F = 13.205, P<.01) has found to be signif-
icant. The R squared change (.033) produced by role overload along with intrinsic impoverishment, hence 
it is a good predictor of the performance. In the step third, esteem need as one of the dimensions of need 
deficiencies of employees has emerged as the most important predictor of performance along with in-
trinsic impoverishment and role overload stressors. The value of R = .436 has shown some linear rela-
tionship between esteem need along with intrinsic impoverishment and role overload and performance 
of bank employees. The observed value of R =.190 is the proportion of variation in the performance 
produced by esteem need along with intrinsic impoverishment and role overload. But alone esteem need 
produced 4.3% variation in the performance.  Esteem need is the important predictor of the performance 
as F = 4.264 has been observed significant at .01 level of significance. In the fourth step of regression 
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model, need for autonomy has appeared as an important predictor of performance along with intrinsic 
impoverishment, role overload and esteem need of bank employees. It appeared as one of the need defi-
ciencies of employees that influence the performance and revealed correlation coefficient between in-
trinsic impoverishment, role overload, esteem need and performance (R= .462) represented that perfor-
mance of employees was influenced by the need deficiency. The obtained value of coefficient of deter-
mination (R =.214), which is accounted for 21.4% deviation explained in the performance. Autonomy 
need alone explained 2.4% variation in the dependent variable. The value of F-change (F = 9.81) was 
found significant at .01 level asserted that autonomy need influence the performance of bank employees. 
 

Table 3  
Coefficient of Regression on Performance among total sample of Bank Employees (N = 335) 
Model Unstandardized Coefficients Standardized Coefficients t 

B Std. Error Beta 

1 (Constant) 12.143 .602  20.165 

Intrinsic Impoverishment .253 .033 .383 7.577** 

2 (Constant) 8.402 1.187  7.075 

Intrinsic Impoverishment .233 .033 .353 7.013** 

Role Overload .192 .053 .183 3.634** 

3 (Constant) 10.286 1.493  6.889 

Intrinsic Impoverishment .235 .033 .356 7.100** 

Role Overload .159 .055 .151 2.883** 

Esteem need -.124 .060 -.107 -2.065* 

4 (Constant) 8.290 1.605  5.164** 

Intrinsic Impoverishment .267 .034 .404 7.799** 

Role Overload .168 .054 .159 3.075** 

Esteem need -.216 .066 -.187 -3.274** 

Autonomy need  .286 .091 .181 3.132** 

** Significant at .01 level 
*Significant at .05 level 

Table 3 shows the coefficients of the regression for performance of bank employees. In the first step, 
performance made constant at B =12.143, unstandardized B =.25, standard error .033 found for intrinsic 
impoverishment with performance in regression equation. Intrinsic impoverishment has emerged as pre-
dictor of performance of employees. Standard errors have indicated the variations in sample scores on 
performance. The Beta coefficient for the independent variable was found .383 which expressed all var-
iables in standardized (z-score) form and t-value was used to test the null hypothesis (H01) that there is 
no linear relationship between intrinsic impoverishment and performance. The t = 7.577 was found sig-
nificant at .01 level and rejected the null hypothesis.  

In the second step, performance made constant at B = 8.402, intrinsic impoverishment = .233 and role 
overload = .192 with standard errors of 1.187, .033 and .053, respectively used to compute regression 
equation of employees on performance. The Beta coefficients were found as .353 and .183 which ex-
plained the variables in the same unit of measurement. The t-value of intrinsic impoverishment (t=7.013, 
P<.01) and role overload (t= 3.634, P<.01) were found statistically significant.  Furthermore Beta coef-
ficients were found .356 .151 and -.107 that explained the variables in the same unit of measurement. 
The t-value of intrinsic impoverishment (t=7.10, P<.01), role overload (t= 2.833, P<.01) and esteem need 
(t= -2.065, P<.01) were found statistically significant. In the last step, all variables were used to compute 
the regression equation of employees on performance. The Beta coefficients were found as .356 .151 and 
-.107 and explained the variables in the same unit of measurement. The low performance among em-
ployees attributed to autonomy need not reasonably be satisfied. The t-ration on need for autonomy (t = 
3.132) found significant at .01 level. 
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Table 4  
Model summary of Regression Analysis on Performance of Managerial Staff of Bank (N = 135) 

** Significant at .01 level 
*Significant at .05 level 
 

Table 4 shows the summary of the model for multiple regression analysis and produced the predictors of 
the performance from job stressors and need deficiencies for managerial staff. In model-1, esteem need 
has appeared as important predictor of performance. The correlation coefficient between esteem need 
deficiency and performance (R= .362) has shown that performance was influenced by this aspect. The 
obtained value of R =.131 represents the variation in performance. It explained 13.1% variation in the 
performance managerial staff of bank. The F Change (F = 20.028) was found significant at .01 level of 
significance, hence null hypothesis (H02) was rejected. Secondly, coefficient of correlation between in-
trinsic impoverishment along with esteem need and performance (R = .442) has indicated significant 
relationship. The R = .195 explained 19.5% variation in the performance and alone intrinsic impoverish-
ment was accounted for 6.4% variation in dependent variable. Further, the value of R = .493 has indicated 
a linear relationship between strenuous working condition along with esteem need, intrinsic impoverish-
ment and performance. The perceived value of R =.243 is the proportion of variation in the performance 
produced by strenuous working condition along with intrinsic impoverishment and esteem need of em-
ployees. However, strenuous working condition produced 4.8% variation in the performance. The poor 
-peer relationship of managerial staff with employees compel them to perform well. Though, it appeared 
one of the job stressors for managerial staff that influence the performance.  The observed R =.272 ex-
plained 27.2% variation in performance of managerial staff.  It alone explained 2.9% variation in the 
dependent variable.  
 

Table 5  
Coefficient of Regression on Performance of Managerial Staff of Bank (N = 135) 
Model Unstandardized Coefficients Standardized Coefficients t 

B Std. Error Beta 

1 (Constant) 16.178 .744  21.738 

Esteem need -.285 .064 -.362 -4.475** 

2 (Constant) 18.790 1.079  17.415 

Esteem need -.278 .062 -.353 -4.518** 

Intrinsic Impoverishment -.373 .115 -.254 -3.247** 

3 (Constant) 15.848 1.466  10.811 

Esteem need -.270 .060 -.342 -4.491** 

Intrinsic Impoverishment -.388 .112 -.264 -3.462** 

Strenuous Working Conditions .236 .082 .219 2.878** 

4 (Constant) 16.907 1.515  11.161 

Esteem need -.242 .060 -.307 -4.020** 

Intrinsic Impoverishment -.358 .111 -.243 -3.224** 

Strenuous W Cond  .263 .082 .244 3.219** 

Poor-Peer Relations -.244 .106 -.178 -2.292* 

** Significant at .01 level 
*Significant at .05 level 
 

The results shown in Table 5 reveal coefficient of regression on performance of managerial staff. In the 
first step, esteem need deficiency emerge as predictor of performance shows inverse relationship and 
Standard errors represent the variations in sample scores on performance. The Beta coefficient for inde-
pendent variable was found -.362 and suggested that all variables were in standardized (z-score) form 
and t-value was used to test the null hypothesis, which indicate that there was no linear relationship 

Model R 
 

R Square 
 

Adjusted 
 R Square 

Change Statistics 

R Square Change F Change

1.  Esteem need .362a .131 .124 .131 20.028**

2.  Esteem need, Intrinsic Impoverishment .442b .195 .183 .064 10.545**

3. Esteem need, Intrinsic Impoverishment, Strenuous Working Conditions .493c .243 .226 .048 8.283* 

4. Esteem need, Intrinsic Impoverishment, Strenuous W Cond , Poor-Peer Relations .522d .272 .250 .029 5.251* 
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between esteem need deficiency and performance. The t = -4.475 found significant beyond .01 level. 
Secondly, Beta coefficients for esteem need deficiency and intrinsic impoverishment found as -.353 and 
-.254 described all variables in standardized (z-score) form and t- ratios of - 4.518 and -3.247, respec-
tively found statistically significant beyond .01 level used to test the null hypothesis. Thus, there is no 
linear relationship between esteem need deficiency and intrinsic impoverishment with performance 
among managerial staff. Further, strenuous working conditions have shown positive relationship with 
performance. The standardized coefficients of Beta for esteem need deficiency, intrinsic impoverishment 
and strenuous working conditions were found -.342, -.264 and .219 respectively. There is no linear rela-
tionship between esteem need deficiency and intrinsic impoverishment with performance whereas stren-
uous working conditions suggested linear relationship. Lastly, poor-peer relationship found negative in 
regression equation.  
 

Table 6  
Model summary of Regression Analysis on Performance among Non-Managerial Bank Employees (N = 180) 

Model R 
R 

Square
Adjusted R 

Square 

Change Statistics 

R Square Change F Change 

1.  Intrinsic Impoverishment .371a .137 .132 .137 28.338** 

2. Intrinsic Impoverishment, Role Overload .416b .173 .164 .036 7.721** 

3. Intrinsic Impoverishment, Role Overload, Strenuous Working Condition .441c .194 .181 .021 4.588* 

** Significant at .01 level 
*Significant at .05 level 

It is evident from Table 6 that intrinsic impoverishment appeared as the predictor of performance for 
non-managerial employees of bank. The R = .371 found between intrinsic impoverishment and perfor-
mance explained the performance of employees influenced by this factor. The observed R =.137 is the 
ratio of deviation in the performance explained by this model. It is accounted 13.7% variation in perfor-
mance and F-change (F =28.388) was found statistically significant at .01 level. Therefore, null hypoth-
esis (H03) was rejected. Result suggested that optimum level of stress positively affect the performance 
of employees. In the second step, intrinsic impoverishment along with role overload has emerged as the 
predictor of performance. The correlation coefficient between role overload along with intrinsic impov-
erishment and performance (R= .416) was found significant. The observed value of R =.173 was ac-
counted for 17.3% variation in the performance, and the role overload was accounted for 3.6% variation 
in the dependent variable. The result suggests that job stress emerged as an important factor for the per-
formance. Further strenuous working conditions affect the performance along with intrinsic impoverish-
ment and the role overload. The correlation coefficient between the observed and predicted values of the 
dependent variable (R = .411) has shown a linear relationship between strenuous working conditions, 
role overload and intrinsic impoverishment with performance. The observed value of R =.194 has been 
accounted for 1.94% variation in the performance. Statistically observed value of F change (F= 4.588) 
rejected the null hypothesis.  

Table 7  
Coefficient of Regression on Performance among Non-Managerial Bank Employees (N = 180) 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t B Std. Error Beta 

1 (Constant) 11.863 .828  14.326** 

Intrinsic Impoverishment .252 .047 .371 5.323** 

2 (Constant) 7.913 1.638  4.832** 

Intrinsic Impoverishment .237 .047 .348 5.055** 

Role Overload .204 .073 .191 2.779** 

3 (Constant) 4.900 2.146  2.283* 

Intrinsic Impoverishment .286 .052 .420 5.526** 

Role Overload .198 .073 .186 2.729** 

Strenuous W Cond  .230 .107 .162 2.142* 

** Significant at .01 level 
*Significant at .05 level 
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In the first step unstandardized regression coefficient B = .252 with unstandardized standard error .047 
for intrinsic impoverishment and constant B = 11.836 with standard error .828 have been used to compute 
regression equation on performance of non-managerial employees (See Table 7). Intrinsic impoverish-
ment as one of the dimensions of job stress has emerged as the predictor of the performance and repre-
sents a positive relationship. Standardized Coefficient Beta = .371 for independent variable suggested 
that all variables were in standardized (z-score) form and t = 5.323 has been used to test the null hypoth-
esis which indicates that there was no linear relationship between intrinsic impoverishment and perfor-
mance. The coefficient is significant beyond .01 levels and suggests that null hypothesis was rejected. 
Further role overload along with intrinsic impoverishment has shown positive linear relationship with 
performance. Intrinsic impoverishment along with role overload dimensions of job stress has appeared 
as the predictors of the performance. Standardized Coefficients Beta = .191 and .348 for independent 
variables have suggested that all variables were in standardized (z-score) form and t = 2.779 and 5.055 
respectively found significant at .01 levels and established the linear relationships. Finally unstandard-
ized coefficient of regression for the performance of non-managerial employees of bank made constant 
B=4.90 with standard error 2.146.  The regression coefficient regression for performance with strenuous 
working condition was found B = .230 with standard error .107 in regression equation. Intrinsic impov-
erishment along with role overload and strenuous working conditions has emerged as the predictor of 
performance. Intrinsic impoverishment, role overload and strenuous working conditions have shown pos-
itive relationship with performance. Results have indicated that increased level of job stress up to mod-
erate level increase the performance employees. Standard errors have shown the variations in sample 
scores on performance. The standardized coefficient of Beta = .162 for strenuous working conditions has 
described all variables in z-score form and t- value was found statistically significant at .05 levels and 
indicated a linear relationship between independent variables and performance among non-managerial 
bank employees. 
 
5. Discussion  

The obtained results have presented in the table followed by descriptions. Now researchers have made 
some efforts to discuss the results with appropriate evidences. The results shown in Table 1 described 
means, Sds. and correlations between dependent variable performance and independent variable job 
stress, need deficiency and its facets. There was a significant positive correlation between total job stress, 
intrinsic impoverishment, role overload and unreasonable pressure with performance of employees. The 
observed results have indicated moderate level of job stress increased the performance supported Singh’s 
(2001) results that low stress and high stress inversely affect and interfere with the performance of em-
ployees while optimum level stress requires to increase the performance (Ziauddin et al. 2010). It was 
also argued that stress plays significant role to reduce employee’s performance all over the globe caused 
by poor health, work overload (Rehman et al., 2010). Job stress significantly affects the performance and 
productivity of bank employees and overall productivity of organization (Wani, 2013). Employees expe-
riencing stress as a result of the changes taken place and face difficulty to overcome new challenges due 
to lack of internal competency and increased work load, attributed to led them experience optimum level 
of stress and consequently enhanced performance. The employees work hard beyond the duty hours as a 
result of demonetization and over target of Government policies to open new accounts, sell different 
types of insurance policies of different companies.  

Indeed employees’ experience stress due to a series of big changes took place in financial sector as a 
result of deregulated markets and globalization of economy affect the working lives of bank employees 
(Kaur et al., 2017; Hassard et al., 2017). On the other hand, employees’ personal and social life affected 
by job stressors might be attributed to responsibilities for people, poor-peer relations and strenuous work-
ing conditions that revealed inverse correlation with performance (Valente et al., 2015; Petarli et al., 
2015; Snorradottir et al., 2013; Silva & Navarro, 2012). Further employees’ need deficiencies and per-
formance have shown inverse relationship might be attributed to low scores on esteem need, autonomy 
need, self-actualization need and total- need deficiency. They wish to satisfy their esteem and autonomy 
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needs to choose their own method of work but they are bound to perform the duty within specified man-
ner. Autonomy is very important aspect that enhances the performance of employees. Results clearly 
have indicated that performance of bank employees are affected by job stress they experience at work-
place and the facets of need deficiencies. Wani (2013) observed that productivity of bank employees and 
overall productivity of organization affected by motivation and level of stress as the needs is not reason-
ably satisfied. Hence their performance expresses as work achievement inversely affected. Finally we 
come to conclusion that job stress and need deficiency were the serious issues for banking sector em-
ployees, as large number of bank scams occurred, potentially put inverse effect on employees and organ-
ization. 

6. Conclusion 

The present era referred to stress bursting as a result of all round global changes took place in economic, 
political, social, environmental, technological domain, etc. definitely reeled every one of us under stress. 
It influences the work behavior and performance of employees and organizations. In the present research, 
some efforts have been made to understand the relationship between job stresses, need deficiency and 
performance of employees working in banking sector in India with special reference to small cities of 
Uttar Pradesh. In the first instance, it was observed that intrinsic impoverishment, role overload and 
unreasonable pressure represented moderate level of stress and positively affect the performance. The 
results are consistent with findings of Singh (2001) and Ziauddin, et al. (2010). It was also tried to explore 
the relationship between need deficiency and performance of employees and found that lower level of 
need deficiency negatively influenced the performance of employees.  Further, it was tried to explore the 
relationships between job stress, need deficiency and performance among managerial and non-manage-
rial staff of bank. Multiple regression analysis has revealed the fact that intrinsic impoverishment, role 
overload, esteem need and need for autonomy have emerged predictors of performance.  

7. Suggestions  
 
This piece of research does not shut the door for further researches in this direction taking similar param-
eter for bank employees. On the basis of the results obtained here, it is hereby suggested that bank man-
agement provide adequate and appropriate training programs for employees to enhance their intrinsic 
skills, increase staff to reduce work load, develop supportive organizational climate, improve communi-
cation system, provide autonomy and develop good peer relation. It is also suggested that management 
must maintain adequate physical working conditions. Further, organization must maintain transparent 
policies regarding transfer, promotion, and leave. It is also suggested that banking organization must 
establish proper performance appraisal system and employees must make assessment of their work them-
selves. It is also suggested that banking organization must create stress free environment to improve the 
performance of employees. 
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