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The competitive edge of a bank depends largely on the optimal utilization of its employees. When 
employees experience stress, their ability to perform e�ectively diminishes. In service-oriented 
organizations such as banks, work-related stress is a major factor that contributes to poor job 
performance. Achieving success in such environments requires employees to perform well and stay 
committed. It also necessitates minimizing stress levels to enhance productivity. This study examines 
the causes of job stress and its impact on employee performance in selected branches of the 
Commercial Bank of Ethiopia (CBE) in Wolaita Sodo. A causal research design was used to explore 
cause-and-e�ect relationships among variables. The target population consisted of employees with 
more than one year of service, with a sample size of 185, of which 170 completed questionnaires were 
returned. A con�dence interval of 95% was used. Judgmental sampling was employed to select 
participants with relevant experience, ensuring meaningful insights into the impact of job stress. 
Both primary and secondary data sources were utilized, with questionnaires and interviews used for 
primary data collection. A pilot study con�rmed the reliability of the questionnaire, yielding a 
TCronbach alpha value of 0.755. The study used descriptive and inferential statistics to analyze the 
data and explore relationships among variables. All �ve independent variables job design, role 
imbalance, workload, teamwork, and stress management showed signi�cant positive correlations 
with employee performance. A multiple linear regression model revealed an R² value of 50.4%, 
indicating that the independent variables explain 50.4% of the variance in employee performance. 
The remaining 49.6% is attributed to external factors not included in the model. The �ndings 
indicated that high levels of job stress negatively impacted employee performance. Speci�cally, role 
imbalance, lack of job design, and work overload were statistically signi�cant predictors of 
performance. Based on these results, managers and stakeholders should focus on developing 
detailed job descriptions, planning tasks e�ectively, implementing time management strategies, and 
regularly assessing workloads to reduce role imbalances. Further research should extend the insights 
of this study to all branches of the Commercial Bank of Ethiopia. Additionally, similar studies could 
explore the impact of job stress in academic contexts, such as university lecturers, to identify 
context-speci�c strategies for improving performance.
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Job stress is a critical challenge in modern workplaces, 
particularly in service-oriented industries like banking, where 
employees are required to manage excessive workloads, tight 
task deadlines, and role ambiguity. �e Commercial Bank of 
Ethiopia (CBE), as one of the largest �nancial institutions in the 
country, faces these stress-related challenges across its branches. 
Employees must cope with work-related pressures while 
maintaining high levels of productivity, which makes stress 
management crucial for sustaining performance and employee 
well-being. 

 Although prior research has explored the relationship 
between job stress and employee performance, the focus has 
o�en been on general stress factors without addressing the 
unique regional dynamics that can in�uence employee 

experiences. For example, earlier studies conducted on CBE’s 
branches in other towns identi�ed workload and role 
ambiguity as signi�cant contributors to poor performance. 
However, these studies have not examined how local factors 
a�ect stress management and employee outcomes at the 
branch level. �is research addresses that gap by focusing on 
the branches of CBE in Wolaita Sodo, aiming to provide 
speci�c insights that can be used to develop tailored 
interventions [1].

 �e context-speci�c nature of stress factors in Wolaita 
Sodo presents a unique opportunity to study how branch-level 
stressors, such as inconsistent workloads and communication 
challenges, impact employee performance. Understanding 
these dynamics will help not only in re�ning stress 

Introduction

educational institutions has been associated with burnout and 
dissatisfaction, leading to decreased engagement and 
e�ectiveness. Professional development programs and stress 
management interventions are essential to maintaining teacher 
well-being and ensuring high performance. Within the 
telecommunications industry, stress has been identi�ed as a 
major factor in reducing productivity and employee morale. 
�e fast-paced nature of the industry, combined with 
performance pressures, can lead to high-stress levels. 

 Organizations in this sector are encouraged to adopt better 
communication practices and provide support mechanisms to 
reduce stress and maintain employee output [13]. Addressing 
job stress across sectors requires organizations to create 

supportive work environments, implement e�ective stress 
management techniques, and ensure employees receive 
adequate rewards and recognition. �ese e�orts not only 
enhance employee well-being but also contribute to higher 
productivity and organizational success.
Methodology
�e study used a cross-sectional survey design to collect data 
from employees in selected branches of CBE in Wolaita Sodo. 
�e Target Population is 345 Employees working in the selected 
branches of CBE. �e Sampling Technique is Strati�ed random 
sampling to ensure the representation of di�erent job roles and 
levels. �e Sample Size is 185 determined based on the total 
number of employees and the desired con�dence level (Table 1).

management practices for the selected branches but also in 
o�ering actionable insights that could bene�t other institutions 
facing similar challenges in Ethiopia. �e �ndings will support 
the development of more e�ective workload distribution, clear 
job role de�nitions, and improved teamwork practices, 
enhancing employee productivity and job satisfaction [2]. 

 E�ective stress management strategies can prevent 
burnout, reduce absenteeism, and improve the overall health 
and well-being of employees. �is study will explore practical 
recommendations, such as adopting �exible work schedules, 
improving communication within teams, and introducing 
wellness initiatives, to address the identi�ed stressors. �ese 
tailored interventions will help create a healthier work 
environment and contribute to long-term organizational 
success [3].

Research hypotheses
Based on the identi�ed research gaps and objectives, the 
following hypotheses are formulated to examine the 
relationships between key stressors and employee performance 
in the Wolaita Sodo branches of CBE:

H1: Work overload negatively a�ects employee performance.

H2: Lack of teamwork has a signi�cant negative impact on 
employee performance.

H3: Work role imbalance reduces employee performance.

H4: Lack of stress management programs negatively impacts 
employee performance.

H5: Poor job design reduces employee productivity.

 �ese hypotheses re�ect both the potential negative 
outcomes of stress and the importance of addressing these 
factors through e�ective management strategies. In addition to 
examining the direct impact of stressors on performance, the 
study will explore whether factors such as job satisfaction and 
motivation act as mediators, helping to mitigate the e�ects of 
stress on employees [4].

Literature Review
Theoretical framework
Job demand-control model

�e Job Demand-Control Model suggests that job stress arises 
from the interaction between job demands and the control 
employees have over their tasks. When job demands are high 
but control is limited, stress levels increase, which can reduce 
employee performance. In contrast, when employees have 
greater control over their tasks, they are better positioned to 
manage demanding situations, leading to improved 
performance and job satisfaction [5].

E�ort-reward imbalance model

�e E�ort-Reward Imbalance Model focuses on the 
relationship between the e�ort employees invest in their work 
and the rewards they receive in return. Stress occurs when 
employees perceive that their e�orts are not adequately 
recognized or compensated. �is imbalance can reduce job 
satisfaction, increase emotional exhaustion, and lower overall 
performance, emphasizing the need for organizations to o�er 
fair and meaningful rewards [6].

Transactional model of stress and coping
�e Transactional Model of Stress and Coping emphasizes that 
stress is a subjective experience, in�uenced by how employees 
perceive the challenges they face. Stress occurs when job 
demands are seen as exceeding the individual’s ability to cope 
with them. Cognitive appraisal plays a key role in this process, 
as employees evaluate whether they have the resources 
necessary to handle speci�c tasks. If e�ective coping strategies 
are employed, stress can be managed successfully, allowing 
performance levels to be maintained [7].
Person-environment �t theory
�e Person-Environment Fit �eory highlights the importance 
of alignment between employees and their work environment. 
Stress arises when there is a mismatch between an individual’s 
abilities and the job demands or between their needs and the 
available organizational resources. A poor �t can result in job 
dissatisfaction, burnout, and decreased performance, while a 
good �t fosters well-being and productivity [8].
Conservation of resources theory
�e Conservation of Resources �eory explains that stress is 
triggered when employees perceive a loss of essential resources, 
such as time, energy, or support. �e fear of losing these 
resources or the actual depletion of them can lead to emotional 
distress, which negatively impacts performance. To manage 
stress e�ectively, individuals strive to conserve their resources 
and seek ways to replenish them, highlighting the importance of 
supportive environments [9].
Empirical studies
Research across various sectors, including banking, healthcare, 
manufacturing, education, and telecommunications, has 
highlighted several stressors that a�ect employees. Common 
stressors include workload, role ambiguity, and a lack of 
managerial support. �ese stressors, if not properly addressed, 
can lead to decreased employee well-being, absenteeism, and 
reduced productivity. In the banking sector, excessive job stress 
has been linked to increased absenteeism and lower employee 
productivity [10]. 
 Employees facing high levels of stress tend to struggle with 
performance, which a�ects their overall contribution to 
organizational goals. Stress management programs have been 
recommended as essential measures to promote well-being and 
improve productivity in such environments. Healthcare 
professionals working under high stress o�en report low job 
satisfaction and diminished job performance. �e demanding 
nature of healthcare roles, combined with inadequate support, 
can lead to emotional exhaustion [11]. 
 Creating a supportive work environment is considered 
crucial to alleviating stress and ensuring employees remain 
motivated and productive. In the manufacturing industry, job 
stress has been found to impair the quality of work and decrease 
employee commitment to the organization. When stress levels 
are high, employees may struggle to meet performance 
expectations, leading to ine�ciencies. Implementing 
stress-reduction strategies is vital to fostering a positive work 
environment and enhancing productivity [12]. 

 �e education sector has also seen signi�cant impacts of 
stress, particularly among teachers. Excessive stress in 

 Concerning the Primary Data is Collected through 
structured questionnaires distributed to employees. Descriptive 
statistics to summarize the data. Inferential statistics, such as 
correlation and regression analysis, examine the relationship 
between job stress and employee performance. In this study, 
Pearson correlations were used to assess relationships among 
independent variables and analyzed using SPSS Version 16 [14]. 
To evaluate the e�ects of job stress on employee work 
performance, a multiple linear regression model was applied, 
given the presence of multiple explanatory variables in�uencing 
a single response variable. �e model is expressed as:

Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + e

Where:

- Y = Employees’ work performance (dependent variable)
- X1 = Work overload
- X2 = Teamwork
- X3 = Stress management
- X4 = Work role imbalance
- X5 = Job design
- e = error term

 Here, β0 represents the constant term, while β1 to β5 
denote the coe�cients for each independent variable, indicating 
the change in the mean value of Y for a one-unit change in the 
respective X variable.

Results
Descriptive analysis
�e �ndings from the study on job stress dimensions revealed 
variations in average scores across independent variables. Work 
role imbalance emerged as the most signi�cant factor, with a 
mean score of 3.91 (SD = 1.416). �is score indicates that 
respondents generally agreed that the expansion of 
responsibilities without an adequate increase in resources 
negatively impacted their performance. Stress management was 
also identi�ed as a critical factor, with a mean score of 3.89 (SD 
= 1.229), suggesting that the presence or absence of stress 
management practices signi�cantly in�uences employee 
productivity and well-being. 

 Work overload, which had a mean score of 3.78 (SD = 
1.449), further highlighted the burden felt by employees due to 
excessive responsibilities and long working hours. In 
comparison, the lack of job design posed another challenge, 
with a mean score of 3.17 (SD = 1.261). Employees expressed 
concerns about unclear roles and responsibilities, which 
contributed to ine�ciencies and reduced morale. Teamwork, 
with the lowest score of 2.95 (SD = 1.297), re�ected insu�cient 
collaboration and support among employees, pointing to issues 
in workplace dynamics. 

 �e descriptive analysis also showed di�erences in 
opinions about teamwork, as evidenced by a separate mean 

score of 3.28 (Table 2). �is suggests that some respondents 
experienced a lack of communication and support within their 
teams, leading to a disconnect between sta� and management. 
Collectively, the responses indicated that job stress adversely 

a�ected performance, with participants reporting symptoms 
such as fatigue, anxiety, and health-related issues. �ese 
challenges not only led to absenteeism but also weakened job 
commitment and reduced overall productivity.

Insights from interviews with managers
Interviews with branch managers con�rmed that job stress is a 
widespread issue a�ecting employee performance. Managers 
emphasized that high levels of stress o�en resulted in absenteeism 
and reduced accuracy in task execution, contributing to 
operational errors. �e decrease in employee engagement and 
productivity due to stress was identi�ed as a critical factor 
a�ecting pro�tability in various branches. �e interviews further 
highlighted the need for organizations to implement e�ective 
stress management programs and improve communication 
channels to foster a supportive work environment [15].

Correlation analysis
�e correlation analysis provided deeper insights into the 
relationships between the independent variables and employee 
performance. �e study revealed a strong positive correlation 
(R = 0.710) between predictors—such as work overload, 
teamwork, role imbalance, stress management, and job 
design—and the dependent variable, employee performance. 
�e correlation value of 0.710 suggests that these factors 
jointly in�uence employee performance signi�cantly (Tables 3 
and 4) [16].

Regression analysis
�e regression analysis further con�rmed the strength of these 
relationships, with an R² value of 0.504. �is indicates that 
50.4% of the variance in employee performance is explained by 
the �ve independent variables included in the model. �e 
remaining 49.6% can be attributed to other external factors not 
accounted for in this study. �e Adjusted R² value of 0.488, 
which accounts for the model’s generalizability, suggests that 
the predictive power of the model would decrease only 
slightly—by 1.6%—if applied to the entire population. �e 
regression coe�cients identi�ed the lack of job design (β = 
0.353) as the most signi�cant predictor of employee 
performance, followed closely by work role imbalance (β = 
0.350) and work overload (β = 0.226). 

 �ese �ndings emphasize the importance of clearly de�ned 
roles, manageable workloads, and a balanced distribution of 
responsibilities to optimize employee performance. Interestingly, 
teamwork and stress management had negative but minor e�ects 
on performance, indicating that these factors, though relevant, 
may not directly enhance performance outcomes [17].

Model assumptions and diagnostic tests
To ensure the validity of the regression model, several 
diagnostic tests were conducted to con�rm that the data met the 
assumptions of the Classical Linear Regression Model (CLRM). 
�ese tests veri�ed that the data satis�ed key assumptions, 
including normality, no multicollinearity, no autocorrelation, 
and no heteroscedasticity. Meeting these conditions ensures 
that the ordinary least squares (OLS) estimators are unbiased, 
e�cient, and reliable, o�en referred to as Best Linear Unbiased 
Estimators (BLUE). Satisfying the assumptions of the CLRM 
validates the use of OLS to predict the strength and direction of 
relationships between variables. 

 �is ensures that the model accurately re�ects the 
dynamics of employee performance based on the selected 
predictors. �e results demonstrate that properly designed 
roles, manageable workloads, and equitable distribution of tasks 
can signi�cantly enhance employee performance. Conversely, 
de�ciencies in teamwork and inadequate stress management 
appear to have a limited but negative e�ect on outcomes (Table 
5) [18].

 Standardized beta coe�cients are used to rank predictors 
(independent variables) as they remove units of measurement, 
allowing for easier comparison. In the above table, the 
standardized beta coe�cients show the relationship between 
the independent variables and employees' work performance 
[19]. Lack of Job Design has the highest coe�cient at 0.353, 
indicating it has the most substantial positive impact on work 
performance. Work Role Imbalance follows closely with a 
coe�cient of 0.350. Work Overload has a coe�cient of 0.226. 
�e other predictors have a negative e�ect on work 
performance. Hypothesis 1 (Ho1): Work overload has a 
signi�cant positive relationship with work performance (p < 
0.05, β = 0.226). 

 �is hypothesis is rejected. Hypothesis 2 (Ho2): Lack of 
teamwork shows a negative and insigni�cant relation (p > 0.05, 
β = -0.012). �is hypothesis is accepted. Hypothesis 3 (Ho3): 
Work role imbalance has a signi�cant positive relationship (p < 
0.05, β = 0.350). �is hypothesis is rejected. Hypothesis 4 (Ho4): 

Lack of stress management has an insigni�cant negative relation 
(p > 0.05, β = -0.022). �is hypothesis is accepted. Hypothesis 5 
(Ho5): Lack of job design shows a signi�cant positive 
relationship (p < 0.05, β = 0.353). �is hypothesis is rejected.

Conclusions and Recommendations for Future 
Research 
�e �ndings from the analysis provide critical insights into the 
factors in�uencing employee performance at the selected 
branches of CBE Wolaita Sodo. Notably, lack of job design 
emerged as the strongest predictor, with a standardized beta 
coe�cient of 0.353, indicating that structuring tasks e�ectively 
is essential for optimizing employee performance. Similarly, 
role imbalance had a signi�cant positive e�ect (β = 0.350), 
emphasizing the importance of clear roles and balanced 
responsibilities. Although work overload showed a positive 
relationship with performance (β = 0.226), this highlights the 
importance of managing workloads e�ciently to maintain 
productivity without causing burnout. On the contrary, the lack 

of teamwork and inadequate stress management did not 
signi�cantly a�ect performance in this study. 

 �is suggests that other factors, such as personal coping 
strategies or external support systems, may mitigate these 
challenges. �e analysis rejected the null hypotheses for job 
design, work overload, and role imbalance, con�rming their 
signi�cant impact on performance. However, the hypotheses 
related to teamwork and stress management were accepted, 
indicating no substantial e�ect on employee output. 
Organizations should prioritize re�ning job design and 
managing workloads to improve performance. Given these 
�ndings, several directions for future research emerge. One 
promising area is the exploration of speci�c job design 
interventions, such as role clarity, task variety, and autonomy, to 
determine their impact on performance. 

 Further studies could also examine the psychological and 
social dynamics that a�ect teamwork, identifying the factors 
that foster e�ective collaboration. Research on workload 
management strategies, such as �exible work arrangements and 
task prioritization, could help organizations prevent burnout 
while sustaining productivity. Longitudinal studies would 
provide valuable insights into how these variables evolve, 
particularly in response to organizational changes or external 
pressures. Future studies could also compare these �ndings 
across industries, such as healthcare, education, and 
manufacturing, to identify sector-speci�c factors in�uencing 
performance. 

 Additionally, customized stress management programs 
tailored to speci�c work environments could reveal strategies 
that maximize their e�ectiveness. By pursuing these research 
avenues, organizations can develop targeted strategies to 
enhance employee performance and well-being, ensuring 
sustainable growth and productivity.
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Job stress is a critical challenge in modern workplaces, 
particularly in service-oriented industries like banking, where 
employees are required to manage excessive workloads, tight 
task deadlines, and role ambiguity. �e Commercial Bank of 
Ethiopia (CBE), as one of the largest �nancial institutions in the 
country, faces these stress-related challenges across its branches. 
Employees must cope with work-related pressures while 
maintaining high levels of productivity, which makes stress 
management crucial for sustaining performance and employee 
well-being. 

 Although prior research has explored the relationship 
between job stress and employee performance, the focus has 
o�en been on general stress factors without addressing the 
unique regional dynamics that can in�uence employee 

experiences. For example, earlier studies conducted on CBE’s 
branches in other towns identi�ed workload and role 
ambiguity as signi�cant contributors to poor performance. 
However, these studies have not examined how local factors 
a�ect stress management and employee outcomes at the 
branch level. �is research addresses that gap by focusing on 
the branches of CBE in Wolaita Sodo, aiming to provide 
speci�c insights that can be used to develop tailored 
interventions [1].

 �e context-speci�c nature of stress factors in Wolaita 
Sodo presents a unique opportunity to study how branch-level 
stressors, such as inconsistent workloads and communication 
challenges, impact employee performance. Understanding 
these dynamics will help not only in re�ning stress 

educational institutions has been associated with burnout and 
dissatisfaction, leading to decreased engagement and 
e�ectiveness. Professional development programs and stress 
management interventions are essential to maintaining teacher 
well-being and ensuring high performance. Within the 
telecommunications industry, stress has been identi�ed as a 
major factor in reducing productivity and employee morale. 
�e fast-paced nature of the industry, combined with 
performance pressures, can lead to high-stress levels. 

 Organizations in this sector are encouraged to adopt better 
communication practices and provide support mechanisms to 
reduce stress and maintain employee output [13]. Addressing 
job stress across sectors requires organizations to create 

supportive work environments, implement e�ective stress 
management techniques, and ensure employees receive 
adequate rewards and recognition. �ese e�orts not only 
enhance employee well-being but also contribute to higher 
productivity and organizational success.
Methodology
�e study used a cross-sectional survey design to collect data 
from employees in selected branches of CBE in Wolaita Sodo. 
�e Target Population is 345 Employees working in the selected 
branches of CBE. �e Sampling Technique is Strati�ed random 
sampling to ensure the representation of di�erent job roles and 
levels. �e Sample Size is 185 determined based on the total 
number of employees and the desired con�dence level (Table 1).

management practices for the selected branches but also in 
o�ering actionable insights that could bene�t other institutions 
facing similar challenges in Ethiopia. �e �ndings will support 
the development of more e�ective workload distribution, clear 
job role de�nitions, and improved teamwork practices, 
enhancing employee productivity and job satisfaction [2]. 

 E�ective stress management strategies can prevent 
burnout, reduce absenteeism, and improve the overall health 
and well-being of employees. �is study will explore practical 
recommendations, such as adopting �exible work schedules, 
improving communication within teams, and introducing 
wellness initiatives, to address the identi�ed stressors. �ese 
tailored interventions will help create a healthier work 
environment and contribute to long-term organizational 
success [3].

Research hypotheses
Based on the identi�ed research gaps and objectives, the 
following hypotheses are formulated to examine the 
relationships between key stressors and employee performance 
in the Wolaita Sodo branches of CBE:

H1: Work overload negatively a�ects employee performance.

H2: Lack of teamwork has a signi�cant negative impact on 
employee performance.

H3: Work role imbalance reduces employee performance.

H4: Lack of stress management programs negatively impacts 
employee performance.

H5: Poor job design reduces employee productivity.

 �ese hypotheses re�ect both the potential negative 
outcomes of stress and the importance of addressing these 
factors through e�ective management strategies. In addition to 
examining the direct impact of stressors on performance, the 
study will explore whether factors such as job satisfaction and 
motivation act as mediators, helping to mitigate the e�ects of 
stress on employees [4].

Literature Review
Theoretical framework
Job demand-control model

�e Job Demand-Control Model suggests that job stress arises 
from the interaction between job demands and the control 
employees have over their tasks. When job demands are high 
but control is limited, stress levels increase, which can reduce 
employee performance. In contrast, when employees have 
greater control over their tasks, they are better positioned to 
manage demanding situations, leading to improved 
performance and job satisfaction [5].

E�ort-reward imbalance model

�e E�ort-Reward Imbalance Model focuses on the 
relationship between the e�ort employees invest in their work 
and the rewards they receive in return. Stress occurs when 
employees perceive that their e�orts are not adequately 
recognized or compensated. �is imbalance can reduce job 
satisfaction, increase emotional exhaustion, and lower overall 
performance, emphasizing the need for organizations to o�er 
fair and meaningful rewards [6].

Transactional model of stress and coping
�e Transactional Model of Stress and Coping emphasizes that 
stress is a subjective experience, in�uenced by how employees 
perceive the challenges they face. Stress occurs when job 
demands are seen as exceeding the individual’s ability to cope 
with them. Cognitive appraisal plays a key role in this process, 
as employees evaluate whether they have the resources 
necessary to handle speci�c tasks. If e�ective coping strategies 
are employed, stress can be managed successfully, allowing 
performance levels to be maintained [7].
Person-environment �t theory
�e Person-Environment Fit �eory highlights the importance 
of alignment between employees and their work environment. 
Stress arises when there is a mismatch between an individual’s 
abilities and the job demands or between their needs and the 
available organizational resources. A poor �t can result in job 
dissatisfaction, burnout, and decreased performance, while a 
good �t fosters well-being and productivity [8].
Conservation of resources theory
�e Conservation of Resources �eory explains that stress is 
triggered when employees perceive a loss of essential resources, 
such as time, energy, or support. �e fear of losing these 
resources or the actual depletion of them can lead to emotional 
distress, which negatively impacts performance. To manage 
stress e�ectively, individuals strive to conserve their resources 
and seek ways to replenish them, highlighting the importance of 
supportive environments [9].
Empirical studies
Research across various sectors, including banking, healthcare, 
manufacturing, education, and telecommunications, has 
highlighted several stressors that a�ect employees. Common 
stressors include workload, role ambiguity, and a lack of 
managerial support. �ese stressors, if not properly addressed, 
can lead to decreased employee well-being, absenteeism, and 
reduced productivity. In the banking sector, excessive job stress 
has been linked to increased absenteeism and lower employee 
productivity [10]. 
 Employees facing high levels of stress tend to struggle with 
performance, which a�ects their overall contribution to 
organizational goals. Stress management programs have been 
recommended as essential measures to promote well-being and 
improve productivity in such environments. Healthcare 
professionals working under high stress o�en report low job 
satisfaction and diminished job performance. �e demanding 
nature of healthcare roles, combined with inadequate support, 
can lead to emotional exhaustion [11]. 
 Creating a supportive work environment is considered 
crucial to alleviating stress and ensuring employees remain 
motivated and productive. In the manufacturing industry, job 
stress has been found to impair the quality of work and decrease 
employee commitment to the organization. When stress levels 
are high, employees may struggle to meet performance 
expectations, leading to ine�ciencies. Implementing 
stress-reduction strategies is vital to fostering a positive work 
environment and enhancing productivity [12]. 

 �e education sector has also seen signi�cant impacts of 
stress, particularly among teachers. Excessive stress in 

 Concerning the Primary Data is Collected through 
structured questionnaires distributed to employees. Descriptive 
statistics to summarize the data. Inferential statistics, such as 
correlation and regression analysis, examine the relationship 
between job stress and employee performance. In this study, 
Pearson correlations were used to assess relationships among 
independent variables and analyzed using SPSS Version 16 [14]. 
To evaluate the e�ects of job stress on employee work 
performance, a multiple linear regression model was applied, 
given the presence of multiple explanatory variables in�uencing 
a single response variable. �e model is expressed as:

Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + e

Where:

- Y = Employees’ work performance (dependent variable)
- X1 = Work overload
- X2 = Teamwork
- X3 = Stress management
- X4 = Work role imbalance
- X5 = Job design
- e = error term

 Here, β0 represents the constant term, while β1 to β5 
denote the coe�cients for each independent variable, indicating 
the change in the mean value of Y for a one-unit change in the 
respective X variable.

Results
Descriptive analysis
�e �ndings from the study on job stress dimensions revealed 
variations in average scores across independent variables. Work 
role imbalance emerged as the most signi�cant factor, with a 
mean score of 3.91 (SD = 1.416). �is score indicates that 
respondents generally agreed that the expansion of 
responsibilities without an adequate increase in resources 
negatively impacted their performance. Stress management was 
also identi�ed as a critical factor, with a mean score of 3.89 (SD 
= 1.229), suggesting that the presence or absence of stress 
management practices signi�cantly in�uences employee 
productivity and well-being. 

 Work overload, which had a mean score of 3.78 (SD = 
1.449), further highlighted the burden felt by employees due to 
excessive responsibilities and long working hours. In 
comparison, the lack of job design posed another challenge, 
with a mean score of 3.17 (SD = 1.261). Employees expressed 
concerns about unclear roles and responsibilities, which 
contributed to ine�ciencies and reduced morale. Teamwork, 
with the lowest score of 2.95 (SD = 1.297), re�ected insu�cient 
collaboration and support among employees, pointing to issues 
in workplace dynamics. 

 �e descriptive analysis also showed di�erences in 
opinions about teamwork, as evidenced by a separate mean 

score of 3.28 (Table 2). �is suggests that some respondents 
experienced a lack of communication and support within their 
teams, leading to a disconnect between sta� and management. 
Collectively, the responses indicated that job stress adversely 

a�ected performance, with participants reporting symptoms 
such as fatigue, anxiety, and health-related issues. �ese 
challenges not only led to absenteeism but also weakened job 
commitment and reduced overall productivity.

Insights from interviews with managers
Interviews with branch managers con�rmed that job stress is a 
widespread issue a�ecting employee performance. Managers 
emphasized that high levels of stress o�en resulted in absenteeism 
and reduced accuracy in task execution, contributing to 
operational errors. �e decrease in employee engagement and 
productivity due to stress was identi�ed as a critical factor 
a�ecting pro�tability in various branches. �e interviews further 
highlighted the need for organizations to implement e�ective 
stress management programs and improve communication 
channels to foster a supportive work environment [15].

Correlation analysis
�e correlation analysis provided deeper insights into the 
relationships between the independent variables and employee 
performance. �e study revealed a strong positive correlation 
(R = 0.710) between predictors—such as work overload, 
teamwork, role imbalance, stress management, and job 
design—and the dependent variable, employee performance. 
�e correlation value of 0.710 suggests that these factors 
jointly in�uence employee performance signi�cantly (Tables 3 
and 4) [16].

Regression analysis
�e regression analysis further con�rmed the strength of these 
relationships, with an R² value of 0.504. �is indicates that 
50.4% of the variance in employee performance is explained by 
the �ve independent variables included in the model. �e 
remaining 49.6% can be attributed to other external factors not 
accounted for in this study. �e Adjusted R² value of 0.488, 
which accounts for the model’s generalizability, suggests that 
the predictive power of the model would decrease only 
slightly—by 1.6%—if applied to the entire population. �e 
regression coe�cients identi�ed the lack of job design (β = 
0.353) as the most signi�cant predictor of employee 
performance, followed closely by work role imbalance (β = 
0.350) and work overload (β = 0.226). 

 �ese �ndings emphasize the importance of clearly de�ned 
roles, manageable workloads, and a balanced distribution of 
responsibilities to optimize employee performance. Interestingly, 
teamwork and stress management had negative but minor e�ects 
on performance, indicating that these factors, though relevant, 
may not directly enhance performance outcomes [17].

Model assumptions and diagnostic tests
To ensure the validity of the regression model, several 
diagnostic tests were conducted to con�rm that the data met the 
assumptions of the Classical Linear Regression Model (CLRM). 
�ese tests veri�ed that the data satis�ed key assumptions, 
including normality, no multicollinearity, no autocorrelation, 
and no heteroscedasticity. Meeting these conditions ensures 
that the ordinary least squares (OLS) estimators are unbiased, 
e�cient, and reliable, o�en referred to as Best Linear Unbiased 
Estimators (BLUE). Satisfying the assumptions of the CLRM 
validates the use of OLS to predict the strength and direction of 
relationships between variables. 

 �is ensures that the model accurately re�ects the 
dynamics of employee performance based on the selected 
predictors. �e results demonstrate that properly designed 
roles, manageable workloads, and equitable distribution of tasks 
can signi�cantly enhance employee performance. Conversely, 
de�ciencies in teamwork and inadequate stress management 
appear to have a limited but negative e�ect on outcomes (Table 
5) [18].

 Standardized beta coe�cients are used to rank predictors 
(independent variables) as they remove units of measurement, 
allowing for easier comparison. In the above table, the 
standardized beta coe�cients show the relationship between 
the independent variables and employees' work performance 
[19]. Lack of Job Design has the highest coe�cient at 0.353, 
indicating it has the most substantial positive impact on work 
performance. Work Role Imbalance follows closely with a 
coe�cient of 0.350. Work Overload has a coe�cient of 0.226. 
�e other predictors have a negative e�ect on work 
performance. Hypothesis 1 (Ho1): Work overload has a 
signi�cant positive relationship with work performance (p < 
0.05, β = 0.226). 

 �is hypothesis is rejected. Hypothesis 2 (Ho2): Lack of 
teamwork shows a negative and insigni�cant relation (p > 0.05, 
β = -0.012). �is hypothesis is accepted. Hypothesis 3 (Ho3): 
Work role imbalance has a signi�cant positive relationship (p < 
0.05, β = 0.350). �is hypothesis is rejected. Hypothesis 4 (Ho4): 

Lack of stress management has an insigni�cant negative relation 
(p > 0.05, β = -0.022). �is hypothesis is accepted. Hypothesis 5 
(Ho5): Lack of job design shows a signi�cant positive 
relationship (p < 0.05, β = 0.353). �is hypothesis is rejected.

Conclusions and Recommendations for Future 
Research 
�e �ndings from the analysis provide critical insights into the 
factors in�uencing employee performance at the selected 
branches of CBE Wolaita Sodo. Notably, lack of job design 
emerged as the strongest predictor, with a standardized beta 
coe�cient of 0.353, indicating that structuring tasks e�ectively 
is essential for optimizing employee performance. Similarly, 
role imbalance had a signi�cant positive e�ect (β = 0.350), 
emphasizing the importance of clear roles and balanced 
responsibilities. Although work overload showed a positive 
relationship with performance (β = 0.226), this highlights the 
importance of managing workloads e�ciently to maintain 
productivity without causing burnout. On the contrary, the lack 

of teamwork and inadequate stress management did not 
signi�cantly a�ect performance in this study. 

 �is suggests that other factors, such as personal coping 
strategies or external support systems, may mitigate these 
challenges. �e analysis rejected the null hypotheses for job 
design, work overload, and role imbalance, con�rming their 
signi�cant impact on performance. However, the hypotheses 
related to teamwork and stress management were accepted, 
indicating no substantial e�ect on employee output. 
Organizations should prioritize re�ning job design and 
managing workloads to improve performance. Given these 
�ndings, several directions for future research emerge. One 
promising area is the exploration of speci�c job design 
interventions, such as role clarity, task variety, and autonomy, to 
determine their impact on performance. 

 Further studies could also examine the psychological and 
social dynamics that a�ect teamwork, identifying the factors 
that foster e�ective collaboration. Research on workload 
management strategies, such as �exible work arrangements and 
task prioritization, could help organizations prevent burnout 
while sustaining productivity. Longitudinal studies would 
provide valuable insights into how these variables evolve, 
particularly in response to organizational changes or external 
pressures. Future studies could also compare these �ndings 
across industries, such as healthcare, education, and 
manufacturing, to identify sector-speci�c factors in�uencing 
performance. 

 Additionally, customized stress management programs 
tailored to speci�c work environments could reveal strategies 
that maximize their e�ectiveness. By pursuing these research 
avenues, organizations can develop targeted strategies to 
enhance employee performance and well-being, ensuring 
sustainable growth and productivity.
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Job stress is a critical challenge in modern workplaces, 
particularly in service-oriented industries like banking, where 
employees are required to manage excessive workloads, tight 
task deadlines, and role ambiguity. �e Commercial Bank of 
Ethiopia (CBE), as one of the largest �nancial institutions in the 
country, faces these stress-related challenges across its branches. 
Employees must cope with work-related pressures while 
maintaining high levels of productivity, which makes stress 
management crucial for sustaining performance and employee 
well-being. 

 Although prior research has explored the relationship 
between job stress and employee performance, the focus has 
o�en been on general stress factors without addressing the 
unique regional dynamics that can in�uence employee 

experiences. For example, earlier studies conducted on CBE’s 
branches in other towns identi�ed workload and role 
ambiguity as signi�cant contributors to poor performance. 
However, these studies have not examined how local factors 
a�ect stress management and employee outcomes at the 
branch level. �is research addresses that gap by focusing on 
the branches of CBE in Wolaita Sodo, aiming to provide 
speci�c insights that can be used to develop tailored 
interventions [1].

 �e context-speci�c nature of stress factors in Wolaita 
Sodo presents a unique opportunity to study how branch-level 
stressors, such as inconsistent workloads and communication 
challenges, impact employee performance. Understanding 
these dynamics will help not only in re�ning stress 

educational institutions has been associated with burnout and 
dissatisfaction, leading to decreased engagement and 
e�ectiveness. Professional development programs and stress 
management interventions are essential to maintaining teacher 
well-being and ensuring high performance. Within the 
telecommunications industry, stress has been identi�ed as a 
major factor in reducing productivity and employee morale. 
�e fast-paced nature of the industry, combined with 
performance pressures, can lead to high-stress levels. 

 Organizations in this sector are encouraged to adopt better 
communication practices and provide support mechanisms to 
reduce stress and maintain employee output [13]. Addressing 
job stress across sectors requires organizations to create 

supportive work environments, implement e�ective stress 
management techniques, and ensure employees receive 
adequate rewards and recognition. �ese e�orts not only 
enhance employee well-being but also contribute to higher 
productivity and organizational success.
Methodology
�e study used a cross-sectional survey design to collect data 
from employees in selected branches of CBE in Wolaita Sodo. 
�e Target Population is 345 Employees working in the selected 
branches of CBE. �e Sampling Technique is Strati�ed random 
sampling to ensure the representation of di�erent job roles and 
levels. �e Sample Size is 185 determined based on the total 
number of employees and the desired con�dence level (Table 1).

management practices for the selected branches but also in 
o�ering actionable insights that could bene�t other institutions 
facing similar challenges in Ethiopia. �e �ndings will support 
the development of more e�ective workload distribution, clear 
job role de�nitions, and improved teamwork practices, 
enhancing employee productivity and job satisfaction [2]. 

 E�ective stress management strategies can prevent 
burnout, reduce absenteeism, and improve the overall health 
and well-being of employees. �is study will explore practical 
recommendations, such as adopting �exible work schedules, 
improving communication within teams, and introducing 
wellness initiatives, to address the identi�ed stressors. �ese 
tailored interventions will help create a healthier work 
environment and contribute to long-term organizational 
success [3].

Research hypotheses
Based on the identi�ed research gaps and objectives, the 
following hypotheses are formulated to examine the 
relationships between key stressors and employee performance 
in the Wolaita Sodo branches of CBE:

H1: Work overload negatively a�ects employee performance.

H2: Lack of teamwork has a signi�cant negative impact on 
employee performance.

H3: Work role imbalance reduces employee performance.

H4: Lack of stress management programs negatively impacts 
employee performance.

H5: Poor job design reduces employee productivity.

 �ese hypotheses re�ect both the potential negative 
outcomes of stress and the importance of addressing these 
factors through e�ective management strategies. In addition to 
examining the direct impact of stressors on performance, the 
study will explore whether factors such as job satisfaction and 
motivation act as mediators, helping to mitigate the e�ects of 
stress on employees [4].

Literature Review
Theoretical framework
Job demand-control model

�e Job Demand-Control Model suggests that job stress arises 
from the interaction between job demands and the control 
employees have over their tasks. When job demands are high 
but control is limited, stress levels increase, which can reduce 
employee performance. In contrast, when employees have 
greater control over their tasks, they are better positioned to 
manage demanding situations, leading to improved 
performance and job satisfaction [5].

E�ort-reward imbalance model

�e E�ort-Reward Imbalance Model focuses on the 
relationship between the e�ort employees invest in their work 
and the rewards they receive in return. Stress occurs when 
employees perceive that their e�orts are not adequately 
recognized or compensated. �is imbalance can reduce job 
satisfaction, increase emotional exhaustion, and lower overall 
performance, emphasizing the need for organizations to o�er 
fair and meaningful rewards [6].

Transactional model of stress and coping
�e Transactional Model of Stress and Coping emphasizes that 
stress is a subjective experience, in�uenced by how employees 
perceive the challenges they face. Stress occurs when job 
demands are seen as exceeding the individual’s ability to cope 
with them. Cognitive appraisal plays a key role in this process, 
as employees evaluate whether they have the resources 
necessary to handle speci�c tasks. If e�ective coping strategies 
are employed, stress can be managed successfully, allowing 
performance levels to be maintained [7].
Person-environment �t theory
�e Person-Environment Fit �eory highlights the importance 
of alignment between employees and their work environment. 
Stress arises when there is a mismatch between an individual’s 
abilities and the job demands or between their needs and the 
available organizational resources. A poor �t can result in job 
dissatisfaction, burnout, and decreased performance, while a 
good �t fosters well-being and productivity [8].
Conservation of resources theory
�e Conservation of Resources �eory explains that stress is 
triggered when employees perceive a loss of essential resources, 
such as time, energy, or support. �e fear of losing these 
resources or the actual depletion of them can lead to emotional 
distress, which negatively impacts performance. To manage 
stress e�ectively, individuals strive to conserve their resources 
and seek ways to replenish them, highlighting the importance of 
supportive environments [9].
Empirical studies
Research across various sectors, including banking, healthcare, 
manufacturing, education, and telecommunications, has 
highlighted several stressors that a�ect employees. Common 
stressors include workload, role ambiguity, and a lack of 
managerial support. �ese stressors, if not properly addressed, 
can lead to decreased employee well-being, absenteeism, and 
reduced productivity. In the banking sector, excessive job stress 
has been linked to increased absenteeism and lower employee 
productivity [10]. 
 Employees facing high levels of stress tend to struggle with 
performance, which a�ects their overall contribution to 
organizational goals. Stress management programs have been 
recommended as essential measures to promote well-being and 
improve productivity in such environments. Healthcare 
professionals working under high stress o�en report low job 
satisfaction and diminished job performance. �e demanding 
nature of healthcare roles, combined with inadequate support, 
can lead to emotional exhaustion [11]. 
 Creating a supportive work environment is considered 
crucial to alleviating stress and ensuring employees remain 
motivated and productive. In the manufacturing industry, job 
stress has been found to impair the quality of work and decrease 
employee commitment to the organization. When stress levels 
are high, employees may struggle to meet performance 
expectations, leading to ine�ciencies. Implementing 
stress-reduction strategies is vital to fostering a positive work 
environment and enhancing productivity [12]. 

 �e education sector has also seen signi�cant impacts of 
stress, particularly among teachers. Excessive stress in 

No Branches Stratas’ Sample calculated 
(ni=Ni/N*n)

Sample to be taken from each

1 Dicha 28/345*185 15
2 KawoGobe 18/345*185 10
3 MochenaBorabo 20/345*185 11
4 Wolaita Sodo 67/345*185 36
5 Kawo Sana 14/345*185 7
6 Otona 17/345*185 9
7 Wadu 26/345*185 14
8 Motalomi 20/345*185 11
9 Tona 32/345*185 17

10 District O�ce 103/345*185 55
Total 10 Branches 345 185

Table 1. Collective data from di�erent branches of CBE in Wolaita Sodo.

Source: Survey, 2024

 Concerning the Primary Data is Collected through 
structured questionnaires distributed to employees. Descriptive 
statistics to summarize the data. Inferential statistics, such as 
correlation and regression analysis, examine the relationship 
between job stress and employee performance. In this study, 
Pearson correlations were used to assess relationships among 
independent variables and analyzed using SPSS Version 16 [14]. 
To evaluate the e�ects of job stress on employee work 
performance, a multiple linear regression model was applied, 
given the presence of multiple explanatory variables in�uencing 
a single response variable. �e model is expressed as:

Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + e

Where:

- Y = Employees’ work performance (dependent variable)
- X1 = Work overload
- X2 = Teamwork
- X3 = Stress management
- X4 = Work role imbalance
- X5 = Job design
- e = error term

 Here, β0 represents the constant term, while β1 to β5 
denote the coe�cients for each independent variable, indicating 
the change in the mean value of Y for a one-unit change in the 
respective X variable.

Results
Descriptive analysis
�e �ndings from the study on job stress dimensions revealed 
variations in average scores across independent variables. Work 
role imbalance emerged as the most signi�cant factor, with a 
mean score of 3.91 (SD = 1.416). �is score indicates that 
respondents generally agreed that the expansion of 
responsibilities without an adequate increase in resources 
negatively impacted their performance. Stress management was 
also identi�ed as a critical factor, with a mean score of 3.89 (SD 
= 1.229), suggesting that the presence or absence of stress 
management practices signi�cantly in�uences employee 
productivity and well-being. 

 Work overload, which had a mean score of 3.78 (SD = 
1.449), further highlighted the burden felt by employees due to 
excessive responsibilities and long working hours. In 
comparison, the lack of job design posed another challenge, 
with a mean score of 3.17 (SD = 1.261). Employees expressed 
concerns about unclear roles and responsibilities, which 
contributed to ine�ciencies and reduced morale. Teamwork, 
with the lowest score of 2.95 (SD = 1.297), re�ected insu�cient 
collaboration and support among employees, pointing to issues 
in workplace dynamics. 

 �e descriptive analysis also showed di�erences in 
opinions about teamwork, as evidenced by a separate mean 

score of 3.28 (Table 2). �is suggests that some respondents 
experienced a lack of communication and support within their 
teams, leading to a disconnect between sta� and management. 
Collectively, the responses indicated that job stress adversely 

a�ected performance, with participants reporting symptoms 
such as fatigue, anxiety, and health-related issues. �ese 
challenges not only led to absenteeism but also weakened job 
commitment and reduced overall productivity.

Insights from interviews with managers
Interviews with branch managers con�rmed that job stress is a 
widespread issue a�ecting employee performance. Managers 
emphasized that high levels of stress o�en resulted in absenteeism 
and reduced accuracy in task execution, contributing to 
operational errors. �e decrease in employee engagement and 
productivity due to stress was identi�ed as a critical factor 
a�ecting pro�tability in various branches. �e interviews further 
highlighted the need for organizations to implement e�ective 
stress management programs and improve communication 
channels to foster a supportive work environment [15].

Correlation analysis
�e correlation analysis provided deeper insights into the 
relationships between the independent variables and employee 
performance. �e study revealed a strong positive correlation 
(R = 0.710) between predictors—such as work overload, 
teamwork, role imbalance, stress management, and job 
design—and the dependent variable, employee performance. 
�e correlation value of 0.710 suggests that these factors 
jointly in�uence employee performance signi�cantly (Tables 3 
and 4) [16].

Regression analysis
�e regression analysis further con�rmed the strength of these 
relationships, with an R² value of 0.504. �is indicates that 
50.4% of the variance in employee performance is explained by 
the �ve independent variables included in the model. �e 
remaining 49.6% can be attributed to other external factors not 
accounted for in this study. �e Adjusted R² value of 0.488, 
which accounts for the model’s generalizability, suggests that 
the predictive power of the model would decrease only 
slightly—by 1.6%—if applied to the entire population. �e 
regression coe�cients identi�ed the lack of job design (β = 
0.353) as the most signi�cant predictor of employee 
performance, followed closely by work role imbalance (β = 
0.350) and work overload (β = 0.226). 

 �ese �ndings emphasize the importance of clearly de�ned 
roles, manageable workloads, and a balanced distribution of 
responsibilities to optimize employee performance. Interestingly, 
teamwork and stress management had negative but minor e�ects 
on performance, indicating that these factors, though relevant, 
may not directly enhance performance outcomes [17].

Model assumptions and diagnostic tests
To ensure the validity of the regression model, several 
diagnostic tests were conducted to con�rm that the data met the 
assumptions of the Classical Linear Regression Model (CLRM). 
�ese tests veri�ed that the data satis�ed key assumptions, 
including normality, no multicollinearity, no autocorrelation, 
and no heteroscedasticity. Meeting these conditions ensures 
that the ordinary least squares (OLS) estimators are unbiased, 
e�cient, and reliable, o�en referred to as Best Linear Unbiased 
Estimators (BLUE). Satisfying the assumptions of the CLRM 
validates the use of OLS to predict the strength and direction of 
relationships between variables. 

 �is ensures that the model accurately re�ects the 
dynamics of employee performance based on the selected 
predictors. �e results demonstrate that properly designed 
roles, manageable workloads, and equitable distribution of tasks 
can signi�cantly enhance employee performance. Conversely, 
de�ciencies in teamwork and inadequate stress management 
appear to have a limited but negative e�ect on outcomes (Table 
5) [18].

 Standardized beta coe�cients are used to rank predictors 
(independent variables) as they remove units of measurement, 
allowing for easier comparison. In the above table, the 
standardized beta coe�cients show the relationship between 
the independent variables and employees' work performance 
[19]. Lack of Job Design has the highest coe�cient at 0.353, 
indicating it has the most substantial positive impact on work 
performance. Work Role Imbalance follows closely with a 
coe�cient of 0.350. Work Overload has a coe�cient of 0.226. 
�e other predictors have a negative e�ect on work 
performance. Hypothesis 1 (Ho1): Work overload has a 
signi�cant positive relationship with work performance (p < 
0.05, β = 0.226). 

 �is hypothesis is rejected. Hypothesis 2 (Ho2): Lack of 
teamwork shows a negative and insigni�cant relation (p > 0.05, 
β = -0.012). �is hypothesis is accepted. Hypothesis 3 (Ho3): 
Work role imbalance has a signi�cant positive relationship (p < 
0.05, β = 0.350). �is hypothesis is rejected. Hypothesis 4 (Ho4): 

Lack of stress management has an insigni�cant negative relation 
(p > 0.05, β = -0.022). �is hypothesis is accepted. Hypothesis 5 
(Ho5): Lack of job design shows a signi�cant positive 
relationship (p < 0.05, β = 0.353). �is hypothesis is rejected.

Conclusions and Recommendations for Future 
Research 
�e �ndings from the analysis provide critical insights into the 
factors in�uencing employee performance at the selected 
branches of CBE Wolaita Sodo. Notably, lack of job design 
emerged as the strongest predictor, with a standardized beta 
coe�cient of 0.353, indicating that structuring tasks e�ectively 
is essential for optimizing employee performance. Similarly, 
role imbalance had a signi�cant positive e�ect (β = 0.350), 
emphasizing the importance of clear roles and balanced 
responsibilities. Although work overload showed a positive 
relationship with performance (β = 0.226), this highlights the 
importance of managing workloads e�ciently to maintain 
productivity without causing burnout. On the contrary, the lack 

of teamwork and inadequate stress management did not 
signi�cantly a�ect performance in this study. 

 �is suggests that other factors, such as personal coping 
strategies or external support systems, may mitigate these 
challenges. �e analysis rejected the null hypotheses for job 
design, work overload, and role imbalance, con�rming their 
signi�cant impact on performance. However, the hypotheses 
related to teamwork and stress management were accepted, 
indicating no substantial e�ect on employee output. 
Organizations should prioritize re�ning job design and 
managing workloads to improve performance. Given these 
�ndings, several directions for future research emerge. One 
promising area is the exploration of speci�c job design 
interventions, such as role clarity, task variety, and autonomy, to 
determine their impact on performance. 

 Further studies could also examine the psychological and 
social dynamics that a�ect teamwork, identifying the factors 
that foster e�ective collaboration. Research on workload 
management strategies, such as �exible work arrangements and 
task prioritization, could help organizations prevent burnout 
while sustaining productivity. Longitudinal studies would 
provide valuable insights into how these variables evolve, 
particularly in response to organizational changes or external 
pressures. Future studies could also compare these �ndings 
across industries, such as healthcare, education, and 
manufacturing, to identify sector-speci�c factors in�uencing 
performance. 

 Additionally, customized stress management programs 
tailored to speci�c work environments could reveal strategies 
that maximize their e�ectiveness. By pursuing these research 
avenues, organizations can develop targeted strategies to 
enhance employee performance and well-being, ensuring 
sustainable growth and productivity.
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Job stress is a critical challenge in modern workplaces, 
particularly in service-oriented industries like banking, where 
employees are required to manage excessive workloads, tight 
task deadlines, and role ambiguity. �e Commercial Bank of 
Ethiopia (CBE), as one of the largest �nancial institutions in the 
country, faces these stress-related challenges across its branches. 
Employees must cope with work-related pressures while 
maintaining high levels of productivity, which makes stress 
management crucial for sustaining performance and employee 
well-being. 

 Although prior research has explored the relationship 
between job stress and employee performance, the focus has 
o�en been on general stress factors without addressing the 
unique regional dynamics that can in�uence employee 

experiences. For example, earlier studies conducted on CBE’s 
branches in other towns identi�ed workload and role 
ambiguity as signi�cant contributors to poor performance. 
However, these studies have not examined how local factors 
a�ect stress management and employee outcomes at the 
branch level. �is research addresses that gap by focusing on 
the branches of CBE in Wolaita Sodo, aiming to provide 
speci�c insights that can be used to develop tailored 
interventions [1].

 �e context-speci�c nature of stress factors in Wolaita 
Sodo presents a unique opportunity to study how branch-level 
stressors, such as inconsistent workloads and communication 
challenges, impact employee performance. Understanding 
these dynamics will help not only in re�ning stress 

educational institutions has been associated with burnout and 
dissatisfaction, leading to decreased engagement and 
e�ectiveness. Professional development programs and stress 
management interventions are essential to maintaining teacher 
well-being and ensuring high performance. Within the 
telecommunications industry, stress has been identi�ed as a 
major factor in reducing productivity and employee morale. 
�e fast-paced nature of the industry, combined with 
performance pressures, can lead to high-stress levels. 

 Organizations in this sector are encouraged to adopt better 
communication practices and provide support mechanisms to 
reduce stress and maintain employee output [13]. Addressing 
job stress across sectors requires organizations to create 

supportive work environments, implement e�ective stress 
management techniques, and ensure employees receive 
adequate rewards and recognition. �ese e�orts not only 
enhance employee well-being but also contribute to higher 
productivity and organizational success.
Methodology
�e study used a cross-sectional survey design to collect data 
from employees in selected branches of CBE in Wolaita Sodo. 
�e Target Population is 345 Employees working in the selected 
branches of CBE. �e Sampling Technique is Strati�ed random 
sampling to ensure the representation of di�erent job roles and 
levels. �e Sample Size is 185 determined based on the total 
number of employees and the desired con�dence level (Table 1).

management practices for the selected branches but also in 
o�ering actionable insights that could bene�t other institutions 
facing similar challenges in Ethiopia. �e �ndings will support 
the development of more e�ective workload distribution, clear 
job role de�nitions, and improved teamwork practices, 
enhancing employee productivity and job satisfaction [2]. 

 E�ective stress management strategies can prevent 
burnout, reduce absenteeism, and improve the overall health 
and well-being of employees. �is study will explore practical 
recommendations, such as adopting �exible work schedules, 
improving communication within teams, and introducing 
wellness initiatives, to address the identi�ed stressors. �ese 
tailored interventions will help create a healthier work 
environment and contribute to long-term organizational 
success [3].

Research hypotheses
Based on the identi�ed research gaps and objectives, the 
following hypotheses are formulated to examine the 
relationships between key stressors and employee performance 
in the Wolaita Sodo branches of CBE:

H1: Work overload negatively a�ects employee performance.

H2: Lack of teamwork has a signi�cant negative impact on 
employee performance.

H3: Work role imbalance reduces employee performance.

H4: Lack of stress management programs negatively impacts 
employee performance.

H5: Poor job design reduces employee productivity.

 �ese hypotheses re�ect both the potential negative 
outcomes of stress and the importance of addressing these 
factors through e�ective management strategies. In addition to 
examining the direct impact of stressors on performance, the 
study will explore whether factors such as job satisfaction and 
motivation act as mediators, helping to mitigate the e�ects of 
stress on employees [4].

Literature Review
Theoretical framework
Job demand-control model

�e Job Demand-Control Model suggests that job stress arises 
from the interaction between job demands and the control 
employees have over their tasks. When job demands are high 
but control is limited, stress levels increase, which can reduce 
employee performance. In contrast, when employees have 
greater control over their tasks, they are better positioned to 
manage demanding situations, leading to improved 
performance and job satisfaction [5].

E�ort-reward imbalance model

�e E�ort-Reward Imbalance Model focuses on the 
relationship between the e�ort employees invest in their work 
and the rewards they receive in return. Stress occurs when 
employees perceive that their e�orts are not adequately 
recognized or compensated. �is imbalance can reduce job 
satisfaction, increase emotional exhaustion, and lower overall 
performance, emphasizing the need for organizations to o�er 
fair and meaningful rewards [6].

Transactional model of stress and coping
�e Transactional Model of Stress and Coping emphasizes that 
stress is a subjective experience, in�uenced by how employees 
perceive the challenges they face. Stress occurs when job 
demands are seen as exceeding the individual’s ability to cope 
with them. Cognitive appraisal plays a key role in this process, 
as employees evaluate whether they have the resources 
necessary to handle speci�c tasks. If e�ective coping strategies 
are employed, stress can be managed successfully, allowing 
performance levels to be maintained [7].
Person-environment �t theory
�e Person-Environment Fit �eory highlights the importance 
of alignment between employees and their work environment. 
Stress arises when there is a mismatch between an individual’s 
abilities and the job demands or between their needs and the 
available organizational resources. A poor �t can result in job 
dissatisfaction, burnout, and decreased performance, while a 
good �t fosters well-being and productivity [8].
Conservation of resources theory
�e Conservation of Resources �eory explains that stress is 
triggered when employees perceive a loss of essential resources, 
such as time, energy, or support. �e fear of losing these 
resources or the actual depletion of them can lead to emotional 
distress, which negatively impacts performance. To manage 
stress e�ectively, individuals strive to conserve their resources 
and seek ways to replenish them, highlighting the importance of 
supportive environments [9].
Empirical studies
Research across various sectors, including banking, healthcare, 
manufacturing, education, and telecommunications, has 
highlighted several stressors that a�ect employees. Common 
stressors include workload, role ambiguity, and a lack of 
managerial support. �ese stressors, if not properly addressed, 
can lead to decreased employee well-being, absenteeism, and 
reduced productivity. In the banking sector, excessive job stress 
has been linked to increased absenteeism and lower employee 
productivity [10]. 
 Employees facing high levels of stress tend to struggle with 
performance, which a�ects their overall contribution to 
organizational goals. Stress management programs have been 
recommended as essential measures to promote well-being and 
improve productivity in such environments. Healthcare 
professionals working under high stress o�en report low job 
satisfaction and diminished job performance. �e demanding 
nature of healthcare roles, combined with inadequate support, 
can lead to emotional exhaustion [11]. 
 Creating a supportive work environment is considered 
crucial to alleviating stress and ensuring employees remain 
motivated and productive. In the manufacturing industry, job 
stress has been found to impair the quality of work and decrease 
employee commitment to the organization. When stress levels 
are high, employees may struggle to meet performance 
expectations, leading to ine�ciencies. Implementing 
stress-reduction strategies is vital to fostering a positive work 
environment and enhancing productivity [12]. 

 �e education sector has also seen signi�cant impacts of 
stress, particularly among teachers. Excessive stress in 

 Concerning the Primary Data is Collected through 
structured questionnaires distributed to employees. Descriptive 
statistics to summarize the data. Inferential statistics, such as 
correlation and regression analysis, examine the relationship 
between job stress and employee performance. In this study, 
Pearson correlations were used to assess relationships among 
independent variables and analyzed using SPSS Version 16 [14]. 
To evaluate the e�ects of job stress on employee work 
performance, a multiple linear regression model was applied, 
given the presence of multiple explanatory variables in�uencing 
a single response variable. �e model is expressed as:

Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + e

Where:

- Y = Employees’ work performance (dependent variable)
- X1 = Work overload
- X2 = Teamwork
- X3 = Stress management
- X4 = Work role imbalance
- X5 = Job design
- e = error term

 Here, β0 represents the constant term, while β1 to β5 
denote the coe�cients for each independent variable, indicating 
the change in the mean value of Y for a one-unit change in the 
respective X variable.

Results
Descriptive analysis
�e �ndings from the study on job stress dimensions revealed 
variations in average scores across independent variables. Work 
role imbalance emerged as the most signi�cant factor, with a 
mean score of 3.91 (SD = 1.416). �is score indicates that 
respondents generally agreed that the expansion of 
responsibilities without an adequate increase in resources 
negatively impacted their performance. Stress management was 
also identi�ed as a critical factor, with a mean score of 3.89 (SD 
= 1.229), suggesting that the presence or absence of stress 
management practices signi�cantly in�uences employee 
productivity and well-being. 

 Work overload, which had a mean score of 3.78 (SD = 
1.449), further highlighted the burden felt by employees due to 
excessive responsibilities and long working hours. In 
comparison, the lack of job design posed another challenge, 
with a mean score of 3.17 (SD = 1.261). Employees expressed 
concerns about unclear roles and responsibilities, which 
contributed to ine�ciencies and reduced morale. Teamwork, 
with the lowest score of 2.95 (SD = 1.297), re�ected insu�cient 
collaboration and support among employees, pointing to issues 
in workplace dynamics. 

 �e descriptive analysis also showed di�erences in 
opinions about teamwork, as evidenced by a separate mean 

score of 3.28 (Table 2). �is suggests that some respondents 
experienced a lack of communication and support within their 
teams, leading to a disconnect between sta� and management. 
Collectively, the responses indicated that job stress adversely 

a�ected performance, with participants reporting symptoms 
such as fatigue, anxiety, and health-related issues. �ese 
challenges not only led to absenteeism but also weakened job 
commitment and reduced overall productivity.

Statement N Range Min Max Mean Std. 
Deviation

Variance Skewness Std. Error 
(Skewness)

Kurtosis Std. Error 
(Kurtosis)

Job stress increases 
absenteeism, etc. 

170 4 1 5 3.98 1.143 1.307 -0.999 0.186 0.042 0.37

Unable to relax, less  
enjoyment, etc.

170 4 1 5 3.88 1.15 1.323 -0.711 0.186 -0.609 0.37

Felt tired, depressed,  
physical issues

170 4 1 5 3.77 1.141 1.302 -0.675 0.186 -0.388 0.37

Errors during 
transactions, 
�nancial risks

170 4 1 5 3.84 1.127 1.27 -0.786 0.186 -0.338 0.37

Increasingly 
distressed, 
irritable, etc.

170 4 1 5 4.01 1.038 1.077 -0.924 0.186 0.108 0.37

Total/Average 170 4 1 5 3.89 1.12 1.256 -0.819 0.186 -0.237 0.37

Table 2. �e respondent's response on the Items of Job stress e�ect on the Work performance of employees.

Insights from interviews with managers
Interviews with branch managers con�rmed that job stress is a 
widespread issue a�ecting employee performance. Managers 
emphasized that high levels of stress o�en resulted in absenteeism 
and reduced accuracy in task execution, contributing to 
operational errors. �e decrease in employee engagement and 
productivity due to stress was identi�ed as a critical factor 
a�ecting pro�tability in various branches. �e interviews further 
highlighted the need for organizations to implement e�ective 
stress management programs and improve communication 
channels to foster a supportive work environment [15].

Correlation analysis
�e correlation analysis provided deeper insights into the 
relationships between the independent variables and employee 
performance. �e study revealed a strong positive correlation 
(R = 0.710) between predictors—such as work overload, 
teamwork, role imbalance, stress management, and job 
design—and the dependent variable, employee performance. 
�e correlation value of 0.710 suggests that these factors 
jointly in�uence employee performance signi�cantly (Tables 3 
and 4) [16].

Variables Work Overload Team Work Work Role Imbalance Stress Management Job Design
Work Overload 1 0.643 0.532 0.347 0.333

Sig. (2-tailed) - .000 .000 .000 .000
N 170 170 170 170 170

Team Work 0.643 1 0.614 0.508 0.357
Sig. (2-tailed) .000 - .000 .000 .000

N 170 170 170 170 170
Work Role Imbalance 0.532 0.614 1 0.56 0.393

Sig. (2-tailed) .000 .000 - .000 .000
N 170 170 170 170 170

Stress Management 0.347 0.508 0.56 1 0.442
Sig. (2-tailed) .000 .000 .000 - .000

N 170 170 170 170 170
Job Design 0.333 0.357 0.393 0.442 1

Sig. (2-tailed) .000 .000 .000 .000 -
N 170 170 170 170 170

Table 3. Correlation study of di�erent factors of employees.

Regression analysis
�e regression analysis further con�rmed the strength of these 
relationships, with an R² value of 0.504. �is indicates that 
50.4% of the variance in employee performance is explained by 
the �ve independent variables included in the model. �e 
remaining 49.6% can be attributed to other external factors not 
accounted for in this study. �e Adjusted R² value of 0.488, 
which accounts for the model’s generalizability, suggests that 
the predictive power of the model would decrease only 
slightly—by 1.6%—if applied to the entire population. �e 
regression coe�cients identi�ed the lack of job design (β = 
0.353) as the most signi�cant predictor of employee 
performance, followed closely by work role imbalance (β = 
0.350) and work overload (β = 0.226). 

 �ese �ndings emphasize the importance of clearly de�ned 
roles, manageable workloads, and a balanced distribution of 
responsibilities to optimize employee performance. Interestingly, 
teamwork and stress management had negative but minor e�ects 
on performance, indicating that these factors, though relevant, 
may not directly enhance performance outcomes [17].

Model assumptions and diagnostic tests
To ensure the validity of the regression model, several 
diagnostic tests were conducted to con�rm that the data met the 
assumptions of the Classical Linear Regression Model (CLRM). 
�ese tests veri�ed that the data satis�ed key assumptions, 
including normality, no multicollinearity, no autocorrelation, 
and no heteroscedasticity. Meeting these conditions ensures 
that the ordinary least squares (OLS) estimators are unbiased, 
e�cient, and reliable, o�en referred to as Best Linear Unbiased 
Estimators (BLUE). Satisfying the assumptions of the CLRM 
validates the use of OLS to predict the strength and direction of 
relationships between variables. 

 �is ensures that the model accurately re�ects the 
dynamics of employee performance based on the selected 
predictors. �e results demonstrate that properly designed 
roles, manageable workloads, and equitable distribution of tasks 
can signi�cantly enhance employee performance. Conversely, 
de�ciencies in teamwork and inadequate stress management 
appear to have a limited but negative e�ect on outcomes (Table 
5) [18].

 Standardized beta coe�cients are used to rank predictors 
(independent variables) as they remove units of measurement, 
allowing for easier comparison. In the above table, the 
standardized beta coe�cients show the relationship between 
the independent variables and employees' work performance 
[19]. Lack of Job Design has the highest coe�cient at 0.353, 
indicating it has the most substantial positive impact on work 
performance. Work Role Imbalance follows closely with a 
coe�cient of 0.350. Work Overload has a coe�cient of 0.226. 
�e other predictors have a negative e�ect on work 
performance. Hypothesis 1 (Ho1): Work overload has a 
signi�cant positive relationship with work performance (p < 
0.05, β = 0.226). 

 �is hypothesis is rejected. Hypothesis 2 (Ho2): Lack of 
teamwork shows a negative and insigni�cant relation (p > 0.05, 
β = -0.012). �is hypothesis is accepted. Hypothesis 3 (Ho3): 
Work role imbalance has a signi�cant positive relationship (p < 
0.05, β = 0.350). �is hypothesis is rejected. Hypothesis 4 (Ho4): 

Lack of stress management has an insigni�cant negative relation 
(p > 0.05, β = -0.022). �is hypothesis is accepted. Hypothesis 5 
(Ho5): Lack of job design shows a signi�cant positive 
relationship (p < 0.05, β = 0.353). �is hypothesis is rejected.

Conclusions and Recommendations for Future 
Research 
�e �ndings from the analysis provide critical insights into the 
factors in�uencing employee performance at the selected 
branches of CBE Wolaita Sodo. Notably, lack of job design 
emerged as the strongest predictor, with a standardized beta 
coe�cient of 0.353, indicating that structuring tasks e�ectively 
is essential for optimizing employee performance. Similarly, 
role imbalance had a signi�cant positive e�ect (β = 0.350), 
emphasizing the importance of clear roles and balanced 
responsibilities. Although work overload showed a positive 
relationship with performance (β = 0.226), this highlights the 
importance of managing workloads e�ciently to maintain 
productivity without causing burnout. On the contrary, the lack 

of teamwork and inadequate stress management did not 
signi�cantly a�ect performance in this study. 

 �is suggests that other factors, such as personal coping 
strategies or external support systems, may mitigate these 
challenges. �e analysis rejected the null hypotheses for job 
design, work overload, and role imbalance, con�rming their 
signi�cant impact on performance. However, the hypotheses 
related to teamwork and stress management were accepted, 
indicating no substantial e�ect on employee output. 
Organizations should prioritize re�ning job design and 
managing workloads to improve performance. Given these 
�ndings, several directions for future research emerge. One 
promising area is the exploration of speci�c job design 
interventions, such as role clarity, task variety, and autonomy, to 
determine their impact on performance. 

 Further studies could also examine the psychological and 
social dynamics that a�ect teamwork, identifying the factors 
that foster e�ective collaboration. Research on workload 
management strategies, such as �exible work arrangements and 
task prioritization, could help organizations prevent burnout 
while sustaining productivity. Longitudinal studies would 
provide valuable insights into how these variables evolve, 
particularly in response to organizational changes or external 
pressures. Future studies could also compare these �ndings 
across industries, such as healthcare, education, and 
manufacturing, to identify sector-speci�c factors in�uencing 
performance. 

 Additionally, customized stress management programs 
tailored to speci�c work environments could reveal strategies 
that maximize their e�ectiveness. By pursuing these research 
avenues, organizations can develop targeted strategies to 
enhance employee performance and well-being, ensuring 
sustainable growth and productivity.

Disclosure Statement
�e authors declare that they have no competing interests that 
could have in�uenced the �ndings or conclusions of this 
research.
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Job stress is a critical challenge in modern workplaces, 
particularly in service-oriented industries like banking, where 
employees are required to manage excessive workloads, tight 
task deadlines, and role ambiguity. �e Commercial Bank of 
Ethiopia (CBE), as one of the largest �nancial institutions in the 
country, faces these stress-related challenges across its branches. 
Employees must cope with work-related pressures while 
maintaining high levels of productivity, which makes stress 
management crucial for sustaining performance and employee 
well-being. 

 Although prior research has explored the relationship 
between job stress and employee performance, the focus has 
o�en been on general stress factors without addressing the 
unique regional dynamics that can in�uence employee 

experiences. For example, earlier studies conducted on CBE’s 
branches in other towns identi�ed workload and role 
ambiguity as signi�cant contributors to poor performance. 
However, these studies have not examined how local factors 
a�ect stress management and employee outcomes at the 
branch level. �is research addresses that gap by focusing on 
the branches of CBE in Wolaita Sodo, aiming to provide 
speci�c insights that can be used to develop tailored 
interventions [1].

 �e context-speci�c nature of stress factors in Wolaita 
Sodo presents a unique opportunity to study how branch-level 
stressors, such as inconsistent workloads and communication 
challenges, impact employee performance. Understanding 
these dynamics will help not only in re�ning stress 

educational institutions has been associated with burnout and 
dissatisfaction, leading to decreased engagement and 
e�ectiveness. Professional development programs and stress 
management interventions are essential to maintaining teacher 
well-being and ensuring high performance. Within the 
telecommunications industry, stress has been identi�ed as a 
major factor in reducing productivity and employee morale. 
�e fast-paced nature of the industry, combined with 
performance pressures, can lead to high-stress levels. 

 Organizations in this sector are encouraged to adopt better 
communication practices and provide support mechanisms to 
reduce stress and maintain employee output [13]. Addressing 
job stress across sectors requires organizations to create 

supportive work environments, implement e�ective stress 
management techniques, and ensure employees receive 
adequate rewards and recognition. �ese e�orts not only 
enhance employee well-being but also contribute to higher 
productivity and organizational success.
Methodology
�e study used a cross-sectional survey design to collect data 
from employees in selected branches of CBE in Wolaita Sodo. 
�e Target Population is 345 Employees working in the selected 
branches of CBE. �e Sampling Technique is Strati�ed random 
sampling to ensure the representation of di�erent job roles and 
levels. �e Sample Size is 185 determined based on the total 
number of employees and the desired con�dence level (Table 1).

management practices for the selected branches but also in 
o�ering actionable insights that could bene�t other institutions 
facing similar challenges in Ethiopia. �e �ndings will support 
the development of more e�ective workload distribution, clear 
job role de�nitions, and improved teamwork practices, 
enhancing employee productivity and job satisfaction [2]. 

 E�ective stress management strategies can prevent 
burnout, reduce absenteeism, and improve the overall health 
and well-being of employees. �is study will explore practical 
recommendations, such as adopting �exible work schedules, 
improving communication within teams, and introducing 
wellness initiatives, to address the identi�ed stressors. �ese 
tailored interventions will help create a healthier work 
environment and contribute to long-term organizational 
success [3].

Research hypotheses
Based on the identi�ed research gaps and objectives, the 
following hypotheses are formulated to examine the 
relationships between key stressors and employee performance 
in the Wolaita Sodo branches of CBE:

H1: Work overload negatively a�ects employee performance.

H2: Lack of teamwork has a signi�cant negative impact on 
employee performance.

H3: Work role imbalance reduces employee performance.

H4: Lack of stress management programs negatively impacts 
employee performance.

H5: Poor job design reduces employee productivity.

 �ese hypotheses re�ect both the potential negative 
outcomes of stress and the importance of addressing these 
factors through e�ective management strategies. In addition to 
examining the direct impact of stressors on performance, the 
study will explore whether factors such as job satisfaction and 
motivation act as mediators, helping to mitigate the e�ects of 
stress on employees [4].

Literature Review
Theoretical framework
Job demand-control model

�e Job Demand-Control Model suggests that job stress arises 
from the interaction between job demands and the control 
employees have over their tasks. When job demands are high 
but control is limited, stress levels increase, which can reduce 
employee performance. In contrast, when employees have 
greater control over their tasks, they are better positioned to 
manage demanding situations, leading to improved 
performance and job satisfaction [5].

E�ort-reward imbalance model

�e E�ort-Reward Imbalance Model focuses on the 
relationship between the e�ort employees invest in their work 
and the rewards they receive in return. Stress occurs when 
employees perceive that their e�orts are not adequately 
recognized or compensated. �is imbalance can reduce job 
satisfaction, increase emotional exhaustion, and lower overall 
performance, emphasizing the need for organizations to o�er 
fair and meaningful rewards [6].

Transactional model of stress and coping
�e Transactional Model of Stress and Coping emphasizes that 
stress is a subjective experience, in�uenced by how employees 
perceive the challenges they face. Stress occurs when job 
demands are seen as exceeding the individual’s ability to cope 
with them. Cognitive appraisal plays a key role in this process, 
as employees evaluate whether they have the resources 
necessary to handle speci�c tasks. If e�ective coping strategies 
are employed, stress can be managed successfully, allowing 
performance levels to be maintained [7].
Person-environment �t theory
�e Person-Environment Fit �eory highlights the importance 
of alignment between employees and their work environment. 
Stress arises when there is a mismatch between an individual’s 
abilities and the job demands or between their needs and the 
available organizational resources. A poor �t can result in job 
dissatisfaction, burnout, and decreased performance, while a 
good �t fosters well-being and productivity [8].
Conservation of resources theory
�e Conservation of Resources �eory explains that stress is 
triggered when employees perceive a loss of essential resources, 
such as time, energy, or support. �e fear of losing these 
resources or the actual depletion of them can lead to emotional 
distress, which negatively impacts performance. To manage 
stress e�ectively, individuals strive to conserve their resources 
and seek ways to replenish them, highlighting the importance of 
supportive environments [9].
Empirical studies
Research across various sectors, including banking, healthcare, 
manufacturing, education, and telecommunications, has 
highlighted several stressors that a�ect employees. Common 
stressors include workload, role ambiguity, and a lack of 
managerial support. �ese stressors, if not properly addressed, 
can lead to decreased employee well-being, absenteeism, and 
reduced productivity. In the banking sector, excessive job stress 
has been linked to increased absenteeism and lower employee 
productivity [10]. 
 Employees facing high levels of stress tend to struggle with 
performance, which a�ects their overall contribution to 
organizational goals. Stress management programs have been 
recommended as essential measures to promote well-being and 
improve productivity in such environments. Healthcare 
professionals working under high stress o�en report low job 
satisfaction and diminished job performance. �e demanding 
nature of healthcare roles, combined with inadequate support, 
can lead to emotional exhaustion [11]. 
 Creating a supportive work environment is considered 
crucial to alleviating stress and ensuring employees remain 
motivated and productive. In the manufacturing industry, job 
stress has been found to impair the quality of work and decrease 
employee commitment to the organization. When stress levels 
are high, employees may struggle to meet performance 
expectations, leading to ine�ciencies. Implementing 
stress-reduction strategies is vital to fostering a positive work 
environment and enhancing productivity [12]. 

 �e education sector has also seen signi�cant impacts of 
stress, particularly among teachers. Excessive stress in 

 Concerning the Primary Data is Collected through 
structured questionnaires distributed to employees. Descriptive 
statistics to summarize the data. Inferential statistics, such as 
correlation and regression analysis, examine the relationship 
between job stress and employee performance. In this study, 
Pearson correlations were used to assess relationships among 
independent variables and analyzed using SPSS Version 16 [14]. 
To evaluate the e�ects of job stress on employee work 
performance, a multiple linear regression model was applied, 
given the presence of multiple explanatory variables in�uencing 
a single response variable. �e model is expressed as:

Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + e

Where:

- Y = Employees’ work performance (dependent variable)
- X1 = Work overload
- X2 = Teamwork
- X3 = Stress management
- X4 = Work role imbalance
- X5 = Job design
- e = error term

 Here, β0 represents the constant term, while β1 to β5 
denote the coe�cients for each independent variable, indicating 
the change in the mean value of Y for a one-unit change in the 
respective X variable.

Results
Descriptive analysis
�e �ndings from the study on job stress dimensions revealed 
variations in average scores across independent variables. Work 
role imbalance emerged as the most signi�cant factor, with a 
mean score of 3.91 (SD = 1.416). �is score indicates that 
respondents generally agreed that the expansion of 
responsibilities without an adequate increase in resources 
negatively impacted their performance. Stress management was 
also identi�ed as a critical factor, with a mean score of 3.89 (SD 
= 1.229), suggesting that the presence or absence of stress 
management practices signi�cantly in�uences employee 
productivity and well-being. 

 Work overload, which had a mean score of 3.78 (SD = 
1.449), further highlighted the burden felt by employees due to 
excessive responsibilities and long working hours. In 
comparison, the lack of job design posed another challenge, 
with a mean score of 3.17 (SD = 1.261). Employees expressed 
concerns about unclear roles and responsibilities, which 
contributed to ine�ciencies and reduced morale. Teamwork, 
with the lowest score of 2.95 (SD = 1.297), re�ected insu�cient 
collaboration and support among employees, pointing to issues 
in workplace dynamics. 

 �e descriptive analysis also showed di�erences in 
opinions about teamwork, as evidenced by a separate mean 

score of 3.28 (Table 2). �is suggests that some respondents 
experienced a lack of communication and support within their 
teams, leading to a disconnect between sta� and management. 
Collectively, the responses indicated that job stress adversely 

a�ected performance, with participants reporting symptoms 
such as fatigue, anxiety, and health-related issues. �ese 
challenges not only led to absenteeism but also weakened job 
commitment and reduced overall productivity.

Insights from interviews with managers
Interviews with branch managers con�rmed that job stress is a 
widespread issue a�ecting employee performance. Managers 
emphasized that high levels of stress o�en resulted in absenteeism 
and reduced accuracy in task execution, contributing to 
operational errors. �e decrease in employee engagement and 
productivity due to stress was identi�ed as a critical factor 
a�ecting pro�tability in various branches. �e interviews further 
highlighted the need for organizations to implement e�ective 
stress management programs and improve communication 
channels to foster a supportive work environment [15].

Correlation analysis
�e correlation analysis provided deeper insights into the 
relationships between the independent variables and employee 
performance. �e study revealed a strong positive correlation 
(R = 0.710) between predictors—such as work overload, 
teamwork, role imbalance, stress management, and job 
design—and the dependent variable, employee performance. 
�e correlation value of 0.710 suggests that these factors 
jointly in�uence employee performance signi�cantly (Tables 3 
and 4) [16].

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson

1 0.710 0.504 0.488 1.092 2.005

Table 4. Overall values of the correlation study.

Regression analysis
�e regression analysis further con�rmed the strength of these 
relationships, with an R² value of 0.504. �is indicates that 
50.4% of the variance in employee performance is explained by 
the �ve independent variables included in the model. �e 
remaining 49.6% can be attributed to other external factors not 
accounted for in this study. �e Adjusted R² value of 0.488, 
which accounts for the model’s generalizability, suggests that 
the predictive power of the model would decrease only 
slightly—by 1.6%—if applied to the entire population. �e 
regression coe�cients identi�ed the lack of job design (β = 
0.353) as the most signi�cant predictor of employee 
performance, followed closely by work role imbalance (β = 
0.350) and work overload (β = 0.226). 

 �ese �ndings emphasize the importance of clearly de�ned 
roles, manageable workloads, and a balanced distribution of 
responsibilities to optimize employee performance. Interestingly, 
teamwork and stress management had negative but minor e�ects 
on performance, indicating that these factors, though relevant, 
may not directly enhance performance outcomes [17].

Model assumptions and diagnostic tests
To ensure the validity of the regression model, several 
diagnostic tests were conducted to con�rm that the data met the 
assumptions of the Classical Linear Regression Model (CLRM). 
�ese tests veri�ed that the data satis�ed key assumptions, 
including normality, no multicollinearity, no autocorrelation, 
and no heteroscedasticity. Meeting these conditions ensures 
that the ordinary least squares (OLS) estimators are unbiased, 
e�cient, and reliable, o�en referred to as Best Linear Unbiased 
Estimators (BLUE). Satisfying the assumptions of the CLRM 
validates the use of OLS to predict the strength and direction of 
relationships between variables. 

 �is ensures that the model accurately re�ects the 
dynamics of employee performance based on the selected 
predictors. �e results demonstrate that properly designed 
roles, manageable workloads, and equitable distribution of tasks 
can signi�cantly enhance employee performance. Conversely, 
de�ciencies in teamwork and inadequate stress management 
appear to have a limited but negative e�ect on outcomes (Table 
5) [18].

Model
Unstandardized 

Coe�cients
Standardized 

Coe�cients (Beta) T Sig.
Collinearity 

Statistics VIF

B Std. Error (Tolerance)
(Constant) 0.084 0.254 - 0.33 0.742 - -

Work overload 0.238 0.078 0.226 3.041 0.003 0.547 1.828
Lack of teamwork -0.014 0.097 -0.012 -0.146 0.884 0.454 2.204

Work role imbalance 0.378 0.083 0.35 4.529 0 0.506 1.977
Lack of Stress Management -0.028 0.089 -0.022 -0.314 0.754 0.595 1.682

Lack of job design 0.428 0.077 0.353 5.587 0 0.757 1.321

Table 5. Regression Result.

 Standardized beta coe�cients are used to rank predictors 
(independent variables) as they remove units of measurement, 
allowing for easier comparison. In the above table, the 
standardized beta coe�cients show the relationship between 
the independent variables and employees' work performance 
[19]. Lack of Job Design has the highest coe�cient at 0.353, 
indicating it has the most substantial positive impact on work 
performance. Work Role Imbalance follows closely with a 
coe�cient of 0.350. Work Overload has a coe�cient of 0.226. 
�e other predictors have a negative e�ect on work 
performance. Hypothesis 1 (Ho1): Work overload has a 
signi�cant positive relationship with work performance (p < 
0.05, β = 0.226). 

 �is hypothesis is rejected. Hypothesis 2 (Ho2): Lack of 
teamwork shows a negative and insigni�cant relation (p > 0.05, 
β = -0.012). �is hypothesis is accepted. Hypothesis 3 (Ho3): 
Work role imbalance has a signi�cant positive relationship (p < 
0.05, β = 0.350). �is hypothesis is rejected. Hypothesis 4 (Ho4): 

Lack of stress management has an insigni�cant negative relation 
(p > 0.05, β = -0.022). �is hypothesis is accepted. Hypothesis 5 
(Ho5): Lack of job design shows a signi�cant positive 
relationship (p < 0.05, β = 0.353). �is hypothesis is rejected.

Conclusions and Recommendations for Future 
Research 
�e �ndings from the analysis provide critical insights into the 
factors in�uencing employee performance at the selected 
branches of CBE Wolaita Sodo. Notably, lack of job design 
emerged as the strongest predictor, with a standardized beta 
coe�cient of 0.353, indicating that structuring tasks e�ectively 
is essential for optimizing employee performance. Similarly, 
role imbalance had a signi�cant positive e�ect (β = 0.350), 
emphasizing the importance of clear roles and balanced 
responsibilities. Although work overload showed a positive 
relationship with performance (β = 0.226), this highlights the 
importance of managing workloads e�ciently to maintain 
productivity without causing burnout. On the contrary, the lack 

of teamwork and inadequate stress management did not 
signi�cantly a�ect performance in this study. 

 �is suggests that other factors, such as personal coping 
strategies or external support systems, may mitigate these 
challenges. �e analysis rejected the null hypotheses for job 
design, work overload, and role imbalance, con�rming their 
signi�cant impact on performance. However, the hypotheses 
related to teamwork and stress management were accepted, 
indicating no substantial e�ect on employee output. 
Organizations should prioritize re�ning job design and 
managing workloads to improve performance. Given these 
�ndings, several directions for future research emerge. One 
promising area is the exploration of speci�c job design 
interventions, such as role clarity, task variety, and autonomy, to 
determine their impact on performance. 

 Further studies could also examine the psychological and 
social dynamics that a�ect teamwork, identifying the factors 
that foster e�ective collaboration. Research on workload 
management strategies, such as �exible work arrangements and 
task prioritization, could help organizations prevent burnout 
while sustaining productivity. Longitudinal studies would 
provide valuable insights into how these variables evolve, 
particularly in response to organizational changes or external 
pressures. Future studies could also compare these �ndings 
across industries, such as healthcare, education, and 
manufacturing, to identify sector-speci�c factors in�uencing 
performance. 

 Additionally, customized stress management programs 
tailored to speci�c work environments could reveal strategies 
that maximize their e�ectiveness. By pursuing these research 
avenues, organizations can develop targeted strategies to 
enhance employee performance and well-being, ensuring 
sustainable growth and productivity.
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Job stress is a critical challenge in modern workplaces, 
particularly in service-oriented industries like banking, where 
employees are required to manage excessive workloads, tight 
task deadlines, and role ambiguity. �e Commercial Bank of 
Ethiopia (CBE), as one of the largest �nancial institutions in the 
country, faces these stress-related challenges across its branches. 
Employees must cope with work-related pressures while 
maintaining high levels of productivity, which makes stress 
management crucial for sustaining performance and employee 
well-being. 

 Although prior research has explored the relationship 
between job stress and employee performance, the focus has 
o�en been on general stress factors without addressing the 
unique regional dynamics that can in�uence employee 

experiences. For example, earlier studies conducted on CBE’s 
branches in other towns identi�ed workload and role 
ambiguity as signi�cant contributors to poor performance. 
However, these studies have not examined how local factors 
a�ect stress management and employee outcomes at the 
branch level. �is research addresses that gap by focusing on 
the branches of CBE in Wolaita Sodo, aiming to provide 
speci�c insights that can be used to develop tailored 
interventions [1].

 �e context-speci�c nature of stress factors in Wolaita 
Sodo presents a unique opportunity to study how branch-level 
stressors, such as inconsistent workloads and communication 
challenges, impact employee performance. Understanding 
these dynamics will help not only in re�ning stress 

educational institutions has been associated with burnout and 
dissatisfaction, leading to decreased engagement and 
e�ectiveness. Professional development programs and stress 
management interventions are essential to maintaining teacher 
well-being and ensuring high performance. Within the 
telecommunications industry, stress has been identi�ed as a 
major factor in reducing productivity and employee morale. 
�e fast-paced nature of the industry, combined with 
performance pressures, can lead to high-stress levels. 

 Organizations in this sector are encouraged to adopt better 
communication practices and provide support mechanisms to 
reduce stress and maintain employee output [13]. Addressing 
job stress across sectors requires organizations to create 

supportive work environments, implement e�ective stress 
management techniques, and ensure employees receive 
adequate rewards and recognition. �ese e�orts not only 
enhance employee well-being but also contribute to higher 
productivity and organizational success.
Methodology
�e study used a cross-sectional survey design to collect data 
from employees in selected branches of CBE in Wolaita Sodo. 
�e Target Population is 345 Employees working in the selected 
branches of CBE. �e Sampling Technique is Strati�ed random 
sampling to ensure the representation of di�erent job roles and 
levels. �e Sample Size is 185 determined based on the total 
number of employees and the desired con�dence level (Table 1).

management practices for the selected branches but also in 
o�ering actionable insights that could bene�t other institutions 
facing similar challenges in Ethiopia. �e �ndings will support 
the development of more e�ective workload distribution, clear 
job role de�nitions, and improved teamwork practices, 
enhancing employee productivity and job satisfaction [2]. 

 E�ective stress management strategies can prevent 
burnout, reduce absenteeism, and improve the overall health 
and well-being of employees. �is study will explore practical 
recommendations, such as adopting �exible work schedules, 
improving communication within teams, and introducing 
wellness initiatives, to address the identi�ed stressors. �ese 
tailored interventions will help create a healthier work 
environment and contribute to long-term organizational 
success [3].

Research hypotheses
Based on the identi�ed research gaps and objectives, the 
following hypotheses are formulated to examine the 
relationships between key stressors and employee performance 
in the Wolaita Sodo branches of CBE:

H1: Work overload negatively a�ects employee performance.

H2: Lack of teamwork has a signi�cant negative impact on 
employee performance.

H3: Work role imbalance reduces employee performance.

H4: Lack of stress management programs negatively impacts 
employee performance.

H5: Poor job design reduces employee productivity.

 �ese hypotheses re�ect both the potential negative 
outcomes of stress and the importance of addressing these 
factors through e�ective management strategies. In addition to 
examining the direct impact of stressors on performance, the 
study will explore whether factors such as job satisfaction and 
motivation act as mediators, helping to mitigate the e�ects of 
stress on employees [4].

Literature Review
Theoretical framework
Job demand-control model

�e Job Demand-Control Model suggests that job stress arises 
from the interaction between job demands and the control 
employees have over their tasks. When job demands are high 
but control is limited, stress levels increase, which can reduce 
employee performance. In contrast, when employees have 
greater control over their tasks, they are better positioned to 
manage demanding situations, leading to improved 
performance and job satisfaction [5].

E�ort-reward imbalance model

�e E�ort-Reward Imbalance Model focuses on the 
relationship between the e�ort employees invest in their work 
and the rewards they receive in return. Stress occurs when 
employees perceive that their e�orts are not adequately 
recognized or compensated. �is imbalance can reduce job 
satisfaction, increase emotional exhaustion, and lower overall 
performance, emphasizing the need for organizations to o�er 
fair and meaningful rewards [6].

Transactional model of stress and coping
�e Transactional Model of Stress and Coping emphasizes that 
stress is a subjective experience, in�uenced by how employees 
perceive the challenges they face. Stress occurs when job 
demands are seen as exceeding the individual’s ability to cope 
with them. Cognitive appraisal plays a key role in this process, 
as employees evaluate whether they have the resources 
necessary to handle speci�c tasks. If e�ective coping strategies 
are employed, stress can be managed successfully, allowing 
performance levels to be maintained [7].
Person-environment �t theory
�e Person-Environment Fit �eory highlights the importance 
of alignment between employees and their work environment. 
Stress arises when there is a mismatch between an individual’s 
abilities and the job demands or between their needs and the 
available organizational resources. A poor �t can result in job 
dissatisfaction, burnout, and decreased performance, while a 
good �t fosters well-being and productivity [8].
Conservation of resources theory
�e Conservation of Resources �eory explains that stress is 
triggered when employees perceive a loss of essential resources, 
such as time, energy, or support. �e fear of losing these 
resources or the actual depletion of them can lead to emotional 
distress, which negatively impacts performance. To manage 
stress e�ectively, individuals strive to conserve their resources 
and seek ways to replenish them, highlighting the importance of 
supportive environments [9].
Empirical studies
Research across various sectors, including banking, healthcare, 
manufacturing, education, and telecommunications, has 
highlighted several stressors that a�ect employees. Common 
stressors include workload, role ambiguity, and a lack of 
managerial support. �ese stressors, if not properly addressed, 
can lead to decreased employee well-being, absenteeism, and 
reduced productivity. In the banking sector, excessive job stress 
has been linked to increased absenteeism and lower employee 
productivity [10]. 
 Employees facing high levels of stress tend to struggle with 
performance, which a�ects their overall contribution to 
organizational goals. Stress management programs have been 
recommended as essential measures to promote well-being and 
improve productivity in such environments. Healthcare 
professionals working under high stress o�en report low job 
satisfaction and diminished job performance. �e demanding 
nature of healthcare roles, combined with inadequate support, 
can lead to emotional exhaustion [11]. 
 Creating a supportive work environment is considered 
crucial to alleviating stress and ensuring employees remain 
motivated and productive. In the manufacturing industry, job 
stress has been found to impair the quality of work and decrease 
employee commitment to the organization. When stress levels 
are high, employees may struggle to meet performance 
expectations, leading to ine�ciencies. Implementing 
stress-reduction strategies is vital to fostering a positive work 
environment and enhancing productivity [12]. 

 �e education sector has also seen signi�cant impacts of 
stress, particularly among teachers. Excessive stress in 

 Concerning the Primary Data is Collected through 
structured questionnaires distributed to employees. Descriptive 
statistics to summarize the data. Inferential statistics, such as 
correlation and regression analysis, examine the relationship 
between job stress and employee performance. In this study, 
Pearson correlations were used to assess relationships among 
independent variables and analyzed using SPSS Version 16 [14]. 
To evaluate the e�ects of job stress on employee work 
performance, a multiple linear regression model was applied, 
given the presence of multiple explanatory variables in�uencing 
a single response variable. �e model is expressed as:

Yi = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + e

Where:

- Y = Employees’ work performance (dependent variable)
- X1 = Work overload
- X2 = Teamwork
- X3 = Stress management
- X4 = Work role imbalance
- X5 = Job design
- e = error term

 Here, β0 represents the constant term, while β1 to β5 
denote the coe�cients for each independent variable, indicating 
the change in the mean value of Y for a one-unit change in the 
respective X variable.

Results
Descriptive analysis
�e �ndings from the study on job stress dimensions revealed 
variations in average scores across independent variables. Work 
role imbalance emerged as the most signi�cant factor, with a 
mean score of 3.91 (SD = 1.416). �is score indicates that 
respondents generally agreed that the expansion of 
responsibilities without an adequate increase in resources 
negatively impacted their performance. Stress management was 
also identi�ed as a critical factor, with a mean score of 3.89 (SD 
= 1.229), suggesting that the presence or absence of stress 
management practices signi�cantly in�uences employee 
productivity and well-being. 

 Work overload, which had a mean score of 3.78 (SD = 
1.449), further highlighted the burden felt by employees due to 
excessive responsibilities and long working hours. In 
comparison, the lack of job design posed another challenge, 
with a mean score of 3.17 (SD = 1.261). Employees expressed 
concerns about unclear roles and responsibilities, which 
contributed to ine�ciencies and reduced morale. Teamwork, 
with the lowest score of 2.95 (SD = 1.297), re�ected insu�cient 
collaboration and support among employees, pointing to issues 
in workplace dynamics. 

 �e descriptive analysis also showed di�erences in 
opinions about teamwork, as evidenced by a separate mean 

score of 3.28 (Table 2). �is suggests that some respondents 
experienced a lack of communication and support within their 
teams, leading to a disconnect between sta� and management. 
Collectively, the responses indicated that job stress adversely 

a�ected performance, with participants reporting symptoms 
such as fatigue, anxiety, and health-related issues. �ese 
challenges not only led to absenteeism but also weakened job 
commitment and reduced overall productivity.

Insights from interviews with managers
Interviews with branch managers con�rmed that job stress is a 
widespread issue a�ecting employee performance. Managers 
emphasized that high levels of stress o�en resulted in absenteeism 
and reduced accuracy in task execution, contributing to 
operational errors. �e decrease in employee engagement and 
productivity due to stress was identi�ed as a critical factor 
a�ecting pro�tability in various branches. �e interviews further 
highlighted the need for organizations to implement e�ective 
stress management programs and improve communication 
channels to foster a supportive work environment [15].

Correlation analysis
�e correlation analysis provided deeper insights into the 
relationships between the independent variables and employee 
performance. �e study revealed a strong positive correlation 
(R = 0.710) between predictors—such as work overload, 
teamwork, role imbalance, stress management, and job 
design—and the dependent variable, employee performance. 
�e correlation value of 0.710 suggests that these factors 
jointly in�uence employee performance signi�cantly (Tables 3 
and 4) [16].

Regression analysis
�e regression analysis further con�rmed the strength of these 
relationships, with an R² value of 0.504. �is indicates that 
50.4% of the variance in employee performance is explained by 
the �ve independent variables included in the model. �e 
remaining 49.6% can be attributed to other external factors not 
accounted for in this study. �e Adjusted R² value of 0.488, 
which accounts for the model’s generalizability, suggests that 
the predictive power of the model would decrease only 
slightly—by 1.6%—if applied to the entire population. �e 
regression coe�cients identi�ed the lack of job design (β = 
0.353) as the most signi�cant predictor of employee 
performance, followed closely by work role imbalance (β = 
0.350) and work overload (β = 0.226). 

 �ese �ndings emphasize the importance of clearly de�ned 
roles, manageable workloads, and a balanced distribution of 
responsibilities to optimize employee performance. Interestingly, 
teamwork and stress management had negative but minor e�ects 
on performance, indicating that these factors, though relevant, 
may not directly enhance performance outcomes [17].

Model assumptions and diagnostic tests
To ensure the validity of the regression model, several 
diagnostic tests were conducted to con�rm that the data met the 
assumptions of the Classical Linear Regression Model (CLRM). 
�ese tests veri�ed that the data satis�ed key assumptions, 
including normality, no multicollinearity, no autocorrelation, 
and no heteroscedasticity. Meeting these conditions ensures 
that the ordinary least squares (OLS) estimators are unbiased, 
e�cient, and reliable, o�en referred to as Best Linear Unbiased 
Estimators (BLUE). Satisfying the assumptions of the CLRM 
validates the use of OLS to predict the strength and direction of 
relationships between variables. 

 �is ensures that the model accurately re�ects the 
dynamics of employee performance based on the selected 
predictors. �e results demonstrate that properly designed 
roles, manageable workloads, and equitable distribution of tasks 
can signi�cantly enhance employee performance. Conversely, 
de�ciencies in teamwork and inadequate stress management 
appear to have a limited but negative e�ect on outcomes (Table 
5) [18].

 Standardized beta coe�cients are used to rank predictors 
(independent variables) as they remove units of measurement, 
allowing for easier comparison. In the above table, the 
standardized beta coe�cients show the relationship between 
the independent variables and employees' work performance 
[19]. Lack of Job Design has the highest coe�cient at 0.353, 
indicating it has the most substantial positive impact on work 
performance. Work Role Imbalance follows closely with a 
coe�cient of 0.350. Work Overload has a coe�cient of 0.226. 
�e other predictors have a negative e�ect on work 
performance. Hypothesis 1 (Ho1): Work overload has a 
signi�cant positive relationship with work performance (p < 
0.05, β = 0.226). 

 �is hypothesis is rejected. Hypothesis 2 (Ho2): Lack of 
teamwork shows a negative and insigni�cant relation (p > 0.05, 
β = -0.012). �is hypothesis is accepted. Hypothesis 3 (Ho3): 
Work role imbalance has a signi�cant positive relationship (p < 
0.05, β = 0.350). �is hypothesis is rejected. Hypothesis 4 (Ho4): 

Lack of stress management has an insigni�cant negative relation 
(p > 0.05, β = -0.022). �is hypothesis is accepted. Hypothesis 5 
(Ho5): Lack of job design shows a signi�cant positive 
relationship (p < 0.05, β = 0.353). �is hypothesis is rejected.

Conclusions and Recommendations for Future 
Research 
�e �ndings from the analysis provide critical insights into the 
factors in�uencing employee performance at the selected 
branches of CBE Wolaita Sodo. Notably, lack of job design 
emerged as the strongest predictor, with a standardized beta 
coe�cient of 0.353, indicating that structuring tasks e�ectively 
is essential for optimizing employee performance. Similarly, 
role imbalance had a signi�cant positive e�ect (β = 0.350), 
emphasizing the importance of clear roles and balanced 
responsibilities. Although work overload showed a positive 
relationship with performance (β = 0.226), this highlights the 
importance of managing workloads e�ciently to maintain 
productivity without causing burnout. On the contrary, the lack 

of teamwork and inadequate stress management did not 
signi�cantly a�ect performance in this study. 

 �is suggests that other factors, such as personal coping 
strategies or external support systems, may mitigate these 
challenges. �e analysis rejected the null hypotheses for job 
design, work overload, and role imbalance, con�rming their 
signi�cant impact on performance. However, the hypotheses 
related to teamwork and stress management were accepted, 
indicating no substantial e�ect on employee output. 
Organizations should prioritize re�ning job design and 
managing workloads to improve performance. Given these 
�ndings, several directions for future research emerge. One 
promising area is the exploration of speci�c job design 
interventions, such as role clarity, task variety, and autonomy, to 
determine their impact on performance. 

 Further studies could also examine the psychological and 
social dynamics that a�ect teamwork, identifying the factors 
that foster e�ective collaboration. Research on workload 
management strategies, such as �exible work arrangements and 
task prioritization, could help organizations prevent burnout 
while sustaining productivity. Longitudinal studies would 
provide valuable insights into how these variables evolve, 
particularly in response to organizational changes or external 
pressures. Future studies could also compare these �ndings 
across industries, such as healthcare, education, and 
manufacturing, to identify sector-speci�c factors in�uencing 
performance. 

 Additionally, customized stress management programs 
tailored to speci�c work environments could reveal strategies 
that maximize their e�ectiveness. By pursuing these research 
avenues, organizations can develop targeted strategies to 
enhance employee performance and well-being, ensuring 
sustainable growth and productivity.
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