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Abstract

This research aimed to investigate the relationship between job stress and turnover
intention in the banking sector of Bangladesh. Data have been collected from 310
employees of private commercial banks of Bangladesh using a structured questionnaire,
while the respondents were selected through a simple random sampling method. Data
were analyzed based on descriptive statistics and structural equation modeling (Smart
PLS-SEM). Final findings indicate that there exists a positive relationship between job
stress and turnover intention. Policymakers could benefit from the study findings in that
they can frame their policy of reducing employee turnover in line with the study findings.

Keywords: Job stress, job security, working hour, work load, turnover intention.

1.Introduction

Job stress is prevalent in modern life. The impact of job stress on employees’ physical
and mental health is tremendously increasing, and it causes substantial financial losses to
both employees and employers (Dunham 2001; Landsbergis 2003). In recent times, the
interest among researchers in this field has increased a lot compared to the past (Dunham
2001). Role stress, one of the psychosocial stressors in the work environment, negatively
impacts the employee’s psychological health and organizational outcomes (Karasek and
Theorell, 1990). As the way of employees’ interactions with their work environment is
changing dynamically, job stress originates from there. The negative outcome of
employees’ interactions and reactions to the characteristics of the work environment is
job stress (Jamal, 2005). Job stress originating from various sources has a multifaceted
effect on employees (Arshadi and Damiri, 2013). Employee turnover intentions have
been a major concern for organizations for many years (Chen et al., 2010). Turnover
intention is defined as a process of an employee leaves the organization willingly (Tett
and Meyer, 1993; Applebaum et al., 2010). The employees working in different
organizational sectors suffer from long working hours, excessive work pressure from the
supervisor, an unrealistic target. Particularly, the employees who work in private
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commercial banks, both long working hours and much work pressure are affecting their
mindset. So experiencing job stress is an inevitable reality for the banking employees of
Bangladesh (Abbasi, 2015). Role conflict is also commonly seen among these employees
as they require attention in too many tasks at a time (Repetti et al., 1989). Not only long
working hours and work overload but also fewer holidays, hectic work hours, tough
targets, less supervisory and coworkers’ support, lack of autonomy make their work
environment difficult. Unreasonable workload always makes them busy at the
workplace. Most of the time, bankers have to stay in the office even after their working
hours have passed, making them very tired. As a result, they are late to go home, giving
less time to their family. This situation creates an imbalance between their paid work and
family. On the other hand, employees experience unhealthy competition, which generates
a hostile work environment. Consequently, employees are found too much stressed at
their workplace.

Many banking employees frequently move from one bank to another bank due to job-
related stress. In recent times, many employees working in private commercial banks
have been trying to switch their banking job. Both researchers and employers are finding
the root causes of employees' turnover intentions. As the banking sector is one of the
leading financial sectors of a country, this sector requires highly skilled and experienced
employees to contribute to the economy of the country. This increased tendency to leave
the organization should be examined. The main objective of this study is to explore the
relationship between job stress and turnover intentions of banking employees in
Bangladesh. The central research question of the study:

What is the relationship between job stress and turnover intentions of the banking
employees in Bangladesh?

2. Literature Review

The wellbeing of an individual is hampered in the society due to work related stress.
Many researchers consider a job or occupational stress a significant threat to an
individual’s and organization’s wellbeing (Rub, 2006; Larson, 2004). The role of job
stress has been found effective in increasing absenteeism and decreasing productivity
(Paillé, 2011; Brun and Lamarche, 2006). Employees experience physical and
psychological imbalance due to job stress (Rivai and Sagala, 2011). Smith (2000)
identified some indicators of work stress like excessive workload, long working hours,
complex nature of the job, inflexible working hours, inconsistency at work, high job
involvement, lack of coworker’s support, lack of autonomy, lack of job security,
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unrealistic target, bullying at the workplace, work-family imbalance, and role conflict.
The impact of job stress in an organization is not only on junior staff but also on senior
staff (Blau, 1981). The physical and mental discomfort comes from the daily employee
conflict. Sometimes their dispute goes to the customer, arguing in front of the customer
(Netemeyer et al., 2005). For all these reasons, it is not very comfortable to contact the
customer face to face (O’neill and Davis, 2011). The job stress which comes from the
work overload, long working hours, hostile work atmosphere, job insecurity, and
demanding job roles creates a barrier on the way of employees’ good interaction and
well-functioning (Hsieh and Yen, 2005). Employees experience depression, anxiety,
physical and mental health-related problems, low motivation, and reduced morale due to
workplace stress (Motowidlo et al., 1986; Chiang et al., 2010; Blase, 1986). Only a few
employees who are successful in their careers can make an attempt to overcome the job
stress using a variety of methods. Conversely, most of the employees fail to manage the
stress and cope with the adverse situation. Consequently, the increased use of drugs and
alcohol, the increased rate of absenteeism and disease, decreased performance, and poor
interpersonal communication becomes visible (Law et al., 1995; Lazarus and Launier,
1978). Employees with high job stress cannot achieve the organizational goals that
negatively impact the mission and vision of the organization (Shankar and Keerthi,
2010). Many employees who work under unfavorable conditions get a low salary and
experience long working hours. Work overload goes through severe job stress and thinks
to leave the organizations (Lo and Lamm, 2005). This insufficient pay and job insecurity
have been identified as a great source of stress by Topaloglu and Turner (1998). Arsenio
and Loria (2014) emphasized some important sources of stress, including low pay,
discriminating wages, much workload, role conflict, and job insecurity.

Job stress is one of the most influential factors that influence the intention of the
employees to leave the job. Employees under a lot of stress lack adequate motivation and
commitment (Arshadi and Damiri, 2013). It is understood that there is a turnover
tendency among the employees when their performance decreases (Applebaum et al.,
2010). Too much stress increases the turnover intentions of employees (Chen et al.,
2010; Applebaum et al., 2010). There are also affirmative connections between job stress
and turnover intention (Noor and Maad, 2008). A strong relationship between job stress
and turnover intention has been found (Arshadi and Damiri, 2013). Chiu et al. (2005) and
Yoon and Kim (2010) have identified a meaningful relationship between job stress and
employee turnover intention. Negativism, burnout, voluntary withdrawal, low morale,
absenteeism, and turnover intentions are the expected outcomes of job stress (Hon et al.,
2013). Previously, different empirical studies on job stress and employees’ turnover
intention have been conducted, but very few empirical studies have been conducted on
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examining the relationship between job stress and job turnover intentions of Bangladeshi
bankers.

3. Research Hypothesis

3.1 Working Hours and Turnover Intentions

Many researchers have identified the significant relationship between long working
hours and turnover intentions (Kutilek, 2000; Clark, 1981; Rousan and Henderson, 1996;
Clark et al., 1992; Van Tilburg, 1987; Young, et al. 2013; Van Tilburg, 1988; Safrit and
Owen, 2010; Strong and Harder, 2009; Harder et al. 2015). Many studies have shown
that long working hours increase the turnover intentions among employees (Baldwin,
2003; Ayas, 2006). There is a lack of detailed discussion of the relationship between long
working hours and turnover intentions in Asia (Woodrow, 2006). Various studies have
revealed that bankers in developing countries like Bangladesh have more working hours
than bankers in other developed countries (Fang Mao, et al. 2011; Yang, 2007).
Employees’ prolonged working hours and long office hours have meaningful impact on
their turnover intention (Tsai et al. 2016). Therefore, from the above discussion, it is
hypothesized that:

H1. Long working hour influences the bankers’ turnover intention.

3.2 Work Load and Turnover Intention

Many previous studies have found a credible link between excessive workload and
turnover intentions (Heponiemi et al., 2009; Kankaanranta, 2007; Masselink et al., 2008).
A positive link between a heavy workload and employee’s turnover intentions has been
found in many research (Van Tilburg, 1987; Clark, 1981; Strong and Harder, 2009; Clark
et al. 1992; Kutilek, 2000; Harder et al. 2015; Safrit and Owen, 2010; Van Tilburg, 1988;
Young et al. 2013). Employees perceive stress as an individual response to the imposed
heavy workload by their supervisor. Working employees often fail to adjust to the
excessive workload, unfavorable working environment, and unpleasant working
conditions (Gerber et al., 1987; Parker and DeCotiis, 1983). The employees working in
private commercial banks experience job stress due to much workload, which ultimately
contributes to generating their tendency to leave the current organization (Arsenio and
Loria, 2014). Therefore, on the basis of the above discussion, it is hypothesized that:

H2. Work overload influences the bankers’ turnover intention.
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3.3 Job Security and Turnover Intention

Job security is a situation when employees feel that they might not lose their current
fixed-job in the future (Abolade, 2018). Having job insecurity in the organization harms
the well-being of their employees (Hellgren et al., 1999). More job insecurity generates
more job stress among the employees (Mauno et al., 2001). Employees show adverse
reactions when they are threatened with losing their jobs (Greenhalgh and Rosenblatt,
1984; Cinar et al., 2014). Putra and Suana (2016) referred to the fear of losing a job in
the future as job insecurity. The tendency to leave the organization is increased when
employees are dissatisfied with their work due to fear of losing jobs (Hanafiah, 2014).
Employees who are afraid of losing their job associate themselves with job withdrawal
behaviors (Probst, 1999), that contributes to employee turnover (Ashford et al., 1989;
Davy et al., 1991). When employees experience fear of losing their job, their intention to
quit their job goes to the highest level (Arijanto et al., 2020). It has been established from
various empirical studies that there is an inverse relationship between job insecurity and
turnover intention (Borg and Elizur, 1992; Jacobson, 1991). Therefore, from the above
analysis, it is hypothesized that:

H3. Job insecurity influences the bankers’ turnover intention.

4.0 Theoretical Framework

Working
Hour
H1
Turnover
Work load Intention

H3

Figure -1.1: Theoretical framework of effects of job stress on banker’s turnover intention
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5.0 Methodology of the Study

This study mainly followed a quantitative research method. As a research technique, the
survey method has been used to collect primary data through a structured questionnaire.
The multiple-choice questions are used to manage the demographic data in the structured
questionnaire. The five-point Likert scale varying from 1=‘Strongly disagree’ to
5=‘Strongly agree’ has been used in this study. The secondary data has been collected
from different articles, books, and computerized databases for literature review.

5.1 Population and Sample

The population mainly included all employees of the banking sector in Bangladesh. In
selecting respondents, the simple random sampling method has been followed, and
primary data has been collected from the selected private commercial banks. Email
surveys using Google forms and personal interviews have been used in this study to
collect data from different respondents. A total of 310 respondents has been surveyed,
considering the optimum size of the sample determined by statistical method. Email
survey using Google form has been conducted all over Bangladesh as there is no location
barrier in case of email survey. In contrast, the personal interview has been conducted
only from Dhaka, Chattogram, Cumilla, and Sylhet town based on the researcher's
convenience. Among 310 respondents, 133 the private discussions, while 177 are email
respondents. In the mail survey, about 40% of respondents replied after one or two
reminders among 400 emails sent to the potential respondents. To input the data and
carry out the required analysis on it, SPSS version 21.0 has been used.

6.0 Results and Discussion

6.1 Demographic Profile

Demographic characteristics of the samples classify respondents according to gender,
marital status, age, and monthly income. The demographic characteristics of the
respondents of the study are shown below:

Table 1.1: Profile of the Survey Respondents

Characteristics Frequency Percentage (%)
Gender Male 277 89.4
Female 33 10.6
Total 310 100
Bank Type Public 52 16.7
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Private 258 83.3
Total 310 100
Marital Status Single 128 41.2
Married 180 58.3
Separated 2 0.5
Total 310 100
Age Below 30 128 41.2
30-34 107 34.5
35-39 48 15.5
40-44 19 6.3
45-49 4 1.4
Above 50 4 1.2
Total 310 100
Family Structure Nuclear 116 37.5
Joint 192 62.0
Extended 2 0.5
Total 310 100
Family Size 1-4 118 38.2
5-6 131 42.4
7-8 32 10.2
More than 8 29 93
Total 310 100
Personal Income Below 30000 Taka 86 27.8
30000-40000 Taka 132 42.6
40000-50000 Taka 37 11.8
50000-60000 Taka 21 6.7
Above 60000 Taka 34 11.1
Total 310 100
Education HSC 3 0.5
Graduation 52 16.7
Post-graduation 255 82.8
Total 310 100
Workplace Dhaka 108 35.0
Chattogram 57 18.3
Sylhet 123 39.8
Cumilla 22 6.9
Total 310 100
Job Location Thana Level 129 41.7
District Level 181 58.3
Total 310 100
Job Responsibility Branch Manager 20 6.5
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Operation Manager 31 10.0
General Employee 259 83.6
Total 310 100

Descriptive statistics summarize the characteristics of the respondents, and the graphical
representation of the traits helps the researcher to understand the nature of the sample
surveyed.

Following table 1.1 summarizes the demographic profile of the respondents. Out of 310
respondents, the female respondents were only (10.6%), and the rest were males (89.4%).
The highest number of respondents was from private banks (83.3%). The rest were from
public banks (16.7%). The marital status shows most (58.3%) of the respondents were
married, and the unmarried number was (41.2%) and (0.5%) respondents were separated.
The respondents’ age range is between below 30 and above 50. The highest number of
respondents age is below 30, and 30 to 34 is second highest, i.e. (41.2%) and (34.5%)
respectively. The (6.3%) respondents are 40 to 44, and the (1.4%) respondents are 45 to
49. Whereas only (1.2%) are aged respondents. Among the respondents, (37.5%) belong
to a nuclear family, and (62%) belong to a joint family. Only (0.5%) respondents belong
to extended family. The family size of the respondent is measured through the family
member of that particular family. The small family has only four members; medium
denotes 5 to 6 members, large denotes 7 to 8 members, and more than 8 denotes the
extra-large family size. The medium and small family sizes are (42.4%) and (38.2%).
The large family size is declining daily, which is (10.2%) and only (9.3%) is extra-large
family. Majority respondents (42.6%) income range 30,000 — 40,000 TK and (27.8%)
have below 30,000 TK. Few respondents (11.8%) income range 40000 — 50,000 TK and
(6.7%) respondents income range 50,000 — 60,000 TK. As the scenario showed, only
(11.1%), respondents may be able to earn more than 60,000 TK. In the education, the
number of respondents showed that only (0.5%) respondents did not complete their
graduation. Employees completed their graduation and post-graduation are (16.7%) and
(82.8%). Among the respondents, (39.8%) from Sylhet city and (35%) from Dhaka city.
Whereas (18.3%) from Chattogram city and (6.9%) from Cumilla. From a district level,
(58.3%) respondents and (41.7%) from the thana level participated in this study. The
highest number of respondents were general employees (83.6%). The operation manager
and branch manager participation were (10.0%) and (6.5%) respectively.
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6.2 Descriptive Statistics

This study attempts to understand the effects of job stress on bankers’ turnover intention.
Descriptive statistical data shows the separate items of the variables and their mean value
with standard deviation.

Descriptive statistics provide simple summaries about the samples and measures and
form the basis of quantitative analysis. Descriptive statistics are used to determine
whether there is sufficient variation in the responses for each variable. The descriptive
analysis checks the percentage form of the variables and develops ideas regarding the
respondents’ opinions. In Appendix section B, the researcher represented the descriptive
statistics of the different factors like working hours, workload, and job security.

6.2.1 Descriptive Statistics for Working Hour, Work Load and Job Security

In Appendix B, Table B1 shows the items related to bankers' working hours. Among the
items, inflexibility in time, less part-time work scope, minimum scope to work under a
compressed work schedule, and inflexible working hour are measured. Inflexibility in
time, less part-time work scope, minimum scope to work under a tight work schedule,
and hard-working hours all showed an agreed consent of more than 3. That means the
bankers believed the items are responsible for generating job stress, i.e., inflexibility in
time, inflexible working hour, less part-time work scope, and minimum scope to work
under compressed work schedule (3.77, 3.71, 3.62 and 3.56) and the SD of the variables
are also more than 1. This indicated the items are essential for the working hours of the
bankers.

In Appendix B, Table B1 showed the descriptive statistics items related to workload.
Minimum job-sharing opportunities, work overload, role overload, lack of cooperation
from the co-workers, lack of continuous support from the colleagues are the most
important item as the value of mean score showed is near to four, i.e. (3.91, 3.85, 3.72,
3.62 and 3.55) respectively. This means the bankers have a positive attitude towards the
item. Along with the mean, score the SD of the variables is also emergent; as shown,
four-item have more than 1.

In Appendix B, Table B1 shows the descriptive statistics items related to job security.
All items have a strong mean score, as the items are important for measuring job stress.
Fear of losing the job, vulnerability at the workplace, slow promotion, bullying at the
workplace, absence of equal employment opportunity, work under the rigid employment
agreement, lack of equal pay opportunity, all showed a agree consent which is more than
3. That means the bankers believed the items are responsible for generating job stress i.e.
fear of losing job, absence of equal employment opportunity, work under rigid
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employment agreement, vulnerability at workplace, bullying at workplace, lack of equal
pay opportunity, and slow promotion (3.91, 3.87, 3.76, 3.74, 3.64, 3.61 and 3.57) and the
SD of the variables are also more than 1. This indicated the items are important for the
job security of the bankers.

6.2.2 Descriptive Statistics for Turnover Intention

In Appendix B, Table B2 shows the descriptive statistics items related to turnover
intention. All items play a vital role because of their mean score. According to the
respondents’ mean score, which is more than 3, for example (3.88, 3.83), it is clear that
they experience excessive stress and high burnout in jobs. This is supposed to explain
that the respondent agreed to the items of turnover intention. Furthermore, lack of loyalty
to the organization, thinking of leaving the organization, and high absenteeism in the job
also explained a positive response as the point showed (3.71, 3.67, and 3.60)
respectively, and the SD of the variables are also more than 1. This indicated the items
are important for bankers’ turnover intention.

6.3 Structural Equation Modeling (SEM) Analysis:

This study performs a two-step PLS-SEM analysis. To begin, the measurement model
(outer model) shows the indicators and their relationships to the constructs. Second, the
structural model (inner model) incorporates the constructions and their path links (Hair et
al., 2017). Finally, the structural model is built from the latent constructs based on their
predicted interrelationships (Awang, 2012).

6.3.1 Evaluation of the Measurement Model

Confirmatory factor analysis (CFA) was used to determine the reliability and validity of
the hierarchical components. The measurement model was tested for indicator reliability,
composite reliability, convergent validity, and discriminant validity, as recommended by
Hair et al. (2017). As shown in Table 1, factor loadings were analyzed to see if the
reflective constructions' indicators were reliable. The indicator factor loadings should be
equal to or greater than 0.7 (Fornell&Larcker, 1981). Table 1 shows the reliability of the
study.
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Table 1: Internal Consistency, Convergent Validity, composite reliability, AVE and
Collinearity Statistics (VIF)

Construct Factor | Cronbach’s alpha | CR | AVE | VIF
Indicators Loadings
Working Hour
(WD & 0.778 | 0.795 | 0.573
WHI1 0.804 1.310
WH3 0.878 1.357
WH4 0.548 1.297
Work load (WL) 0.771 | 0.832 | 0.500
WLI1 0.588 1.315
WL2 0.693 2.762
WL3 0.696 2.871
WL4 0.728 1.313
WL5 0.814 1.568
Job security (JS) 0.870 | 0.900 | 0.565
JS1 0.604 1.381
JS2 0.695 1.736
JS3 0.786 2.178
JS4 0.785 2.119
JS5 0.763 1.991
JS6 0.800 1.957
JS7 0.808 1.958
B e 0.723 | 0.845 | 0.646
Intension (TI)
TI1 0.823 1.753
T4 0.856 1.810
TI5 0.727 1.208

Source: The Author, Based on the Smart-PLS (SEM) analysis on survey data

All of the items, as shown in Table 1 and Figure 1, exceed the 0.7 criteria. Indicators
with scores between 0.4 and 0.7, on the other hand, should only be deleted if they have a
negative impact on the average variance extracted (AVE) of their construct (Hair et al.,
2017). Cronbach's Alpha (> 0.70) is above the recommended level for all variables
(Table 1). However, all constructs have a CR value of more than 0.70, which is the
acceptable minimum. PLS-SEM prioritizes indicators based on their individual
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reliability, whereas CA value assumes that all indicators are equally trustworthy. On the
other hand, the CR takes these disparities in item dependability into account and is thus a
better choice for evaluating internal consistency reliability using PLS-SEM (Hair et al.,
2017). As a result, it can be stated that all structures have internal consistency. The
average variance extracted (AVE) was then assessed to determine the convergent validity
of the reflective constructs. According to Fornell&Larcker (1981), a construct's AVE
value should be more than 0.5 to indicate convergent validity, which was the case for all
constructs in Table 1. The AVE indicates how well a construct can explain the variance
of its indicators and how much of the variance can be attributable to measurement error
(Chin et al., 2010).

Finally, the discriminant validity was assessed using the Fornell-Larcker criterion and
cross-loadings, as is customary. The discriminant validity of a concept reflects how
distinct it is from the other constructs in the model. The square root of each construct's
AVE must be greater than its correlation with the other constructs to meet the Fornell-
Larcker criterion (Table 2). Furthermore, cross-loading evaluation adds to the
discriminant validity (Henseler et al., 2015). The reflectively assessed constructs have
met all model evaluation requirements, indicating their validity and reliability.

WH1 WH3 WH4
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0.604 // % \\ 0.808
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Figure 1: Measurement Model Assessment. It contains the measurement model
assessment before hypotheses testing. It shows the factors loadings of each item and
Cronbach’s Alpha.
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Table 2: Discriminant Validity (Fornell-Larcker Criterion)

JS TI WH WL
JS 0.752
TI 0.388 0.804
WH 0.471 0.264 0.757
WL 0.623 0.412 0.574 0.707

Source: The Author, Based on the Smart-PLS (SEM) analysis on survey data

6.3.2 Evaluation of Structural Model:

Evaluation of a structural model with the help of Smart PLS, a structural model was

examined after the measurement model was assessed. The direct and indirect effects

were investigated in order to achieve this goal. The route coefficient and "t" value were

used to confirm the hypothesis. R-Squared (R2) was also investigated. As demonstrated

in Table 3 and Figure 2, the current investigation comprises seven (03) direct hypotheses.

Because the t-value was more than 1.96, two direct hypotheses (H1, H3) were supported,

but one direct hypothesis (H2) was not supported because the t-value was less than 1.96.

Table 3: Structural Model Assessment (Direct Effect Results and Decision)

Hypo | Relati | Original | Sample Standard T Statistics P Deci
thesi | onshi Sample Mean Deviation (JO/STDEV| | Val sion

S p (0) ™M) (STDEYV) ) ues
H, JS -> 0.00 | Supp

211 214 . .

1 0 0 0.053 3.969 0 | orted
H, Not
WH - 0.034 0.037 0.087 0.395 0.69 Supp

>TI 3
orted

H - .

I R 0251 | 0252 0.059 4286 | 000 | Supp
>TI 0 | orted

Source: The Author, Based on the Smart-PLS (SEM) analysis on survey data

77




Effects of Job Stress on Banker’s Turnover Intention
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Figure 2: Structural Model Assessment (Direct Effect). It contains the hypotheses testing
for direct and indirect relationships. Majorly, it shows path coefficient and t-value to
accept or reject the hypotheses

As a result, the current study used Smart PLS (Ringle et al., 2015) to explore the effect of
Job security (JS), working hours (WH), workload (WL), through bootstrapping approach
and 499 re-sampling to examine the t-value. The findings of the analysis are shown in
Table 5. Only one of the cases has a t-value less than 1.96. As a result, the working hour
(WH), H2 were not supported, but H1 and H3 were supported (Table 3 and Figure 2).
The coefficient of determination R2 is used to assess the research model's prediction
power. The cumulative influence of all exogenous latent factors on the endogenous latent
variable is represented by this coefficient. For endogenous latent variables, the study
found values of R2 and values of adjusted R2 .527 and 0.501, respectively. The study
model provides a moderate prediction potential for endogenous components based on
these results.
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Conclusion

The impact of job stress on employees’ physical and mental health is tremendously
increasing, and it causes substantial financial losses to both employees and employers.
Employee turnover intentions have been a significant concern for organizations for many
years. Many employees working in private commercial banks have been trying to switch
their banking job in recent times. As the banking sector is one of the leading financial
sectors of a country, this sector requires highly skilled and experienced employees to
contribute to the country's economy. This study has examined the reasons behind the
increased tendency to leave the organization. The study's findings indicate a positive
relationship between job security and employee turnover intentions and workload and
turnover intention. But, this study has not found a long working hour impact on turnover
intention in the banking sector of Bangladesh. Therefore, policymakers of the banks
should take ardent actions to mitigate employee turnover.
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Appendix-B

Table B1: Descriptive Statistics on Job Stress

SD

D

N

A

SA

%

%

%

%

%

Mean

SD

Cronbach
Alpha

Working Hour

WHI1

Inflexibility in
time

11.2

18.2

17.6

39.2

12.7

3.77

1.25

WH2

Less scope for
part-time
work

7.6

18.0

21.2

37.6

15.3

3.62

1.14

WH3

Minimum
scope to work
under
compressed
work schedule

11.0

14.3

26.2

28.3

19.4

3.56

1.26

WH4

Inflexible
working hour

8.4

19.2

26.4

32.0

11.6

3.71

1.17

.834

Work Load

WL1

Minimum job
sharing
opportunity

12.8

299

17.7

29.3

9.2

3.85

1.20

WL2

Work
overload

7.6

22.8

26.4

32.6

10.2

3.91

1.12

WL3

Role
overload

6.8

24.5

26.4

30.4

10.0

3.55

1.13

WL4

Lack of
cooperation
from the

10.0

22.6

26.9

27.1

14.5

3.72

1.22

.863

85




Effects of Job Stress on Banker’s Turnover Intention

coworkers

WLS5 | Lack of
continuous
support from | 9.0 | 23.0 | 22.5 | 26.3 | 18.2
the
colleagues

3.62 | 1.24

Job Security 871

JS1 Fear of losing 391 | 1.07
job 6.7 | 15.8 | 28.4 | 38.5| 10.8

JS2 Vulnerability 3.74 | 1.16
7.6 264 |254|27.6|11.7
at workplace

JS3 Slow 3.57 1.10
. 57119.2 1253 |37.6|10.3
Promotion

IS4 Bullying at 3.64 |1.09
741183 |23.8|43.6| 8.5
workplace

JS5 Absence  of 3.87 | 1.16
equal
85| 183 ]21.6]32.6|15.6
employment

opportunity

JS6 Work under 3.76 | 1.07
oid

Hel 58194227395/ 12.7 903

employment

agreement

JS7 Lack of equal 3.61 |1.09
pay 6.7 (114226 |43.7|114
opportunity
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Table B2: Descriptive Statistics on Turnover Intention

SD | D N A | SA Cronbach
Mean | SD
% % % % % Alpha
Turnover intention
TI1 | High 3.60 |1.17 272
absenteeism in | 10.3 | 18.6 | 30.4 | 32.6 | 9.3 '
job
TI2 | Excessive 3.88 | 1.11
.. 7.8122.6(293|325| 7.6
stress in job
TI3 | High burnout 3.83 | 1.16
.. 10.4 | 18.6 | 24.7 | 31.7 | 12.4
in job
TI4 | Lack of 3.71 | 1.12
loyalty to the | 7.6 |16.5|24.3|33.8|14.7
organization
TI5S | Thinking  of 3.67 | 1.23
leaving the | 9.3 |21.623.7|264|16.3
organization
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