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ABSTRACT:

The modern banking sector places substantial demands on managers, who are responsible for meeting organizational
targets, managing staff, and ensuring compliance with regulatory frameworks. Employee well-being and job satisfaction
have become critical determinants of organizational performance, particularly in high-pressure environments such as
banks. Differences between public and private sector banks in terms of work culture, pay structure, job security, and
managerial autonomy may influence managerial satisfaction. This study focuses on comparing job satisfaction among
managers of State Bank of India (SBI) and Axis Bank in Jaipur, with specific attention to the roles of stress levels, work
environment, and perceived organizational performance.

The primary objectives of the study were to examine the impact of stress and work environment on job satisfaction and
to evaluate the relationship between job satisfaction and organizational performance among managers. A quantitative
research design was adopted, with a sample of 100 managers (50 from SBI and 50 from Axis Bank). Data were
collected using structured questionnaires assessing stress, work environment, job satisfaction, and performance
perceptions. Statistical analyses, including frequency distributions, descriptive statistics, correlation analysis, and
regression modeling, were employed to test two hypotheses: (H1) stress negatively affects job satisfaction, and (H2) a
positive work environment enhances job satisfaction.

The findings revealed that Axis Bank managers reported higher stress levels, while public sector managers at SBI
experienced lower stress but comparatively moderate satisfaction. Regression analysis indicated that stress had a
significant negative effect on job satisfaction (f = —0.40, p < 0.001), whereas work environment exhibited a significant
positive effect (B = 0.50, p < 0.001), confirming both hypotheses. Correlation analysis further showed that job
satisfaction strongly correlated with perceived organizational performance (r = 0.75, p < 0.01), highlighting that
satisfied managers are more likely to perceive and contribute to better performance outcomes. Frequency and category
analyses underscored the distribution of stress, satisfaction, and work environment perceptions across managerial cadres
in both banks.

In conclusion, the study emphasizes that both stress management and improvement of the work environment are vital
for enhancing job satisfaction and organizational performance. Public and private banks have distinct strengths and
challenges: private banks offer growth opportunities but higher stress, whereas public banks provide stability but may
lag in engagement. Recommendations include stress reduction programs, leadership training, supportive HR policies,
and infrastructure improvements to create a conducive environment for managerial efficiency and well-being. These
findings provide actionable insights for banking leadership and human resource management, particularly in tailoring
interventions to sector-specific needs.

KEYWORDS: Job Satisfaction, Stress Management, Work Environment, Organizational Performance & Bank
Managers

INTRODUCTION

In today’s dynamic and highly competitive banking sector, employee well-being has emerged as a critical determinant
of institutional sustainability and success. Job satisfaction, in particular, plays a central role in enhancing individual
performance, minimizing attrition, and fostering organizational commitment. Within this context, bank managers, who
occupy strategic positions and shoulder the responsibility of operational leadership, often encounter unique challenges
that significantly influence their job satisfaction. Their ability to manage employees, achieve branch-level performance
targets, adapt to regulatory and technological changes, and deliver customer satisfaction positions them at the
intersection of organizational success and human capital management. However, in navigating these complexities, many
bank managers experience occupational stress and dissatisfaction that can undermine their productivity and motivation
(PMC, 2022; ResearchGate, 2023).

India’s banking landscape is broadly categorized into public and private sector banks, each functioning within distinct
cultural, structural, and policy frameworks. Public sector banks, led by the State Bank of India (SBI), are known for
their bureaucratic stability, extensive rural outreach, and emphasis on job security. In contrast, private sector banks such
as Axis Bank are recognized for their aggressive growth strategies, performance-linked incentives, faster promotions,
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and a relatively younger workforce. These structural differences create divergent experiences for bank managers,
shaping their perceptions of workload, workplace culture, professional growth, and overall satisfaction. The contrast in
managerial roles and expectations between public and private banks makes comparative analysis both relevant and
timely (JETIR, 2023; ResearchGate, 2022).

Bank managers, regardless of the sector, operate under significant pressure. The expectations to meet financial targets,
manage a team, handle customer grievances, ensure regulatory compliance, and implement technological innovations
contribute to heightened stress levels. Numerous studies underscore the adverse effects of work-related stress on job
satisfaction, noting that chronic stress can diminish morale, increase burnout, and impair decision-making abilities
(PMC, 2022). Moreover, the constant evolution of banking services in the digital age has intensified the managerial
burden, particularly in private banks where the emphasis on performance metrics is relentless. As a result, understanding
the relationship between stress and job satisfaction is essential for strategic human resource interventions.

Equally important is the quality of the work environment, which encompasses access to resources, managerial support,
autonomy, infrastructure, and workplace culture. A positive work environment has been repeatedly linked with higher
levels of job satisfaction and improved organizational performance. Conversely, poor workplace conditions, role
ambiguity, or a lack of autonomy can exacerbate dissatisfaction and increase turnover intentions. Organizational
performance, too, is not immune to these dynamics. Satisfied managers are more likely to drive high-performing teams,
meet performance benchmarks, and innovate in service delivery, whereas dissatisfied managers may disengage or
underperform (JETIR, 2023).

Table 1: Comparative Workforce Profile of Public and Private Sector Banks in India (2024)

Parameter Public Sector Banks (PSBs) | Private Sector Banks (PvSBs)
Number of Banks (2023) 12 21

Average Employees per Branch 9.2 7.4

Average Managerial Cadre (%) 12.5% 16.8%

Employee Attrition Rate (%) 4.8% 21.6%

Training Days per Manager (Avg.) | 8.5 days/year 11.3 days/year

Customer Base (India-wide) 65 crore+ 48 crore+

Sources: RBI Annual Report (2024); Department of Financial Services, Gol

The comparative workforce profile of public and private sector banks in India, based on data from the RBI Annual
Report (2023) and the Department of Financial Services, reveals significant structural and functional differences
between these two segments of the Indian banking sector.

India had 12 Public Sector Banks (PSBs) and 21 Private Sector Banks (PvSBs) as of 2023. Despite the smaller number
of PSBs, they continue to dominate the rural and semi-urban markets, as indicated by their larger customer base of over
65 crores, compared to 48 crores for PvSBs. This reflects the broader penetration and social banking responsibility
assigned to public sector banks through financial inclusion mandates.

The average number of employees per branch is also higher in PSBs (9.2) than in PvSBs (7.4). This suggests that public
banks operate with relatively larger teams, which may result in a more hierarchical structure and a shared workload
among employees. Conversely, private sector banks function with leaner teams, which might increase work pressure on
individual employees, especially on managerial roles tasked with multitasking and performance delivery.

One of the most striking differences is seen in the composition of the managerial cadre. Private sector banks have a
higher proportion of managerial staff (16.8%) compared to 12.5% in PSBs. This implies that private banks possibly
invest more in leadership roles and decentralized decision-making. It also suggests that managers in private banks may
carry greater accountability and direct engagement in performance outcomes, increasing their exposure to stress and role
expectations.

Another significant divergence is observed in the employee attrition rate—only 4.8% in PSBs compared to a high 21.6%
in PvSBs. This indicates that private sector banks face higher staff turnover, which could be attributed to greater job
stress, performance pressure, lesser job security, or more fluid career mobility. On the other hand, lower attrition in
public sector banks reflects the appeal of job stability, pensions, and long-term benefits, although it may also suggest
fewer opportunities for rapid advancement or dissatisfaction being tolerated for security’s sake.

When it comes to professional development, private bank managers receive more training (11.3 days/year) on average
compared to 8.5 days/year in PSBs. This reflects the private sector’s emphasis on continuous learning, performance
enhancement, and competitiveness. While this is beneficial, it may also reflect an organizational expectation for
managers to constantly upskill and meet evolving benchmarks, potentially contributing to stress and burnout if not
supported with work-life balance measures.

This comparative workforce data brings to light the contrasting operational ecosystems of public and private sector
banks in India. The higher managerial density, greater training intensity, and elevated attrition rates in private banks
point towards a work environment that is fast-paced, demanding, and target-driven. In contrast, the larger workforce per
branch, lower attrition, and wider customer base in public sector banks suggest an organizational culture that prioritizes
stability, service outreach, and hierarchy, possibly at the cost of flexibility and innovation.

These structural contrasts naturally raise critical questions regarding the levels of job satisfaction experienced by bank
managers within each sector. While private sector managers may enjoy faster growth and learning opportunities, they
are likely to experience higher stress levels, greater pressure to perform, and limited job security. On the other hand,
public sector managers might value stability and security, but could face bureaucratic delays, lesser incentives, and rigid
structures that potentially hinder motivation or innovation.
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Moreover, the increasing focus on organizational performance and digital transformation in banking has shifted greater
accountability onto the shoulders of managerial staff in both sectors. This shift underscores the importance of assessing
how stress levels and work environment directly influence managerial job satisfaction—a factor that is not only central
to employee well-being but also to branch-level productivity and customer service excellence.

Despite the growing relevance of this issue, most existing studies have focused either on general staff or have addressed
satisfaction in siloed variables such as pay or promotion. There is a clear paucity of empirical studies that explore the
interconnected roles of stress, work environment, and perceived organizational performance on job satisfaction—
particularly among managers, and more so within a localized context such as Jaipur, where both SBI and Axis Bank
have significant operational footprints.

Thus, this study becomes imperative to generate sector-specific, role-specific, and context-specific insights into what
drives or impedes job satisfaction among bank managers, which in turn can support tailored HR strategies and
performance enhancement frameworks across India’s banking ecosystem.

The literature suggests notable differences in job satisfaction determinants across public and private sector bank
employees. Private sector managers often report greater satisfaction in aspects such as remuneration, career growth, and
technological infrastructure, while public sector managers tend to value job security, work-life balance, and long-term
benefits more positively. However, some studies also present mixed findings, indicating that satisfaction levels are
highly contextual and may vary across regions, roles, and institutional policies (ResearchGate, 2022). Such
contradictions highlight the need for more nuanced, sector-specific research that accounts for managerial hierarchies and
geographic specificities.

Despite a wealth of research comparing general employee satisfaction across banking sectors, there remains a significant
gap in understanding the job satisfaction of bank managers, especially in specific urban settings like Jaipur. Most
existing studies focus on junior staff or frontline employees, overlooking the unique stressors and expectations faced by
managers. Additionally, few studies in the Indian context holistically examine how stress levels and work environment
together influence job satisfaction and perceived organizational performance. The interplay of these variables in the
managerial context remains underexplored and is critical to strengthening strategic leadership within banks.

This study, therefore, seeks to fill this gap by focusing on managers from SBI (public sector) and Axis Bank (private
sector) operating in Jaipur. By limiting the sample to 100 managers (50 from each bank), the study ensures balanced
representation while maintaining a focused geographic and professional scope. The cross-sectional design allows for the
analysis of current perceptions and experiences related to job satisfaction, stress, work environment, and organizational
performance. This localized and role-specific approach provides insights that can directly inform sector-specific
managerial policies and HR strategies.

Understanding what drives or impedes job satisfaction among managers is of high significance, especially as both public
and private banks compete for talent, strive to retain effective leaders, and aim to enhance customer service standards. If
banks are to develop resilient, high-performing managerial teams, it is imperative that they understand how factors such
as stress and work environment interact to shape satisfaction levels. The findings of this study can thus serve as a
foundation for designing better stress-management programs, workplace improvements, and performance-enhancement
initiatives across banking sectors.

For the purposes of this research, the following constructs are key: Job Satisfaction refers to the extent to which
managers feel content or positive about various aspects of their work, including pay, job security, recognition,
autonomy, and career growth. Stress Level indicates perceived psychological strain due to workload, conflict, and
pressure. Work Environment includes perceptions of managerial support, infrastructure, decision-making autonomy, and
workplace culture. Organizational Performance refers to managers’ subjective assessments of how well their unit or
branch is achieving targets, improving services, and maintaining profitability.

To structure this inquiry, the paper proceeds with sections on research objectives and hypotheses, a detailed explanation
of methodology, analysis and interpretation of collected data, key outcomes and insights, and finally, conclusions and
actionable recommendations for the banking sector in India.

2. REVIEW OF LITERATURE:
Table 2 : Review of Literature on Job Satisfaction among Bank Managers

|S.N0 ||Author(s) ||Year ||Research Objectives ||Research Findings
1 Singh &|[2021 |[To examine the relationship|{The study found that high stress levels significantly
Kaur between job stress, job|jreduce job satisfaction. Positive organizational culture
satisfaction, and|jand supportive management were key predictors of]
performance among bank]|fhigher satisfaction and performance. Private sector
managers in Punjab. managers reported more stress but slightly higher job

satisfaction due to incentives.

2 Sharma  &[[2020 ||To compare job satisfaction||Private sector managers reported higher satisfaction in
Jain between public and private||pay, promotion, and growth opportunities, while public
sector bank employees. sector managers reported higher satisfaction in job

security and work-life balance. Stress negatively affected
satisfaction across both sectors.

3 Gupta &|(|2019 |[To explore the impact of]||A supportive work environment with autonomy, proper
Mehta work  environment and|resources, and managerial recognition was strongly
organizational support on|lassociated with higher job satisfaction (r = 0.68). Stress
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|S.N0 ||Auth0r(s) ||Year

||Research Objectives

||Research Findings

managerial satisfaction in

urban banks.

was inversely correlated with performance outcomes.

Patel
Desai

2018

To analyze stress levels and
coping mechanisms among
bank managers in Gujarat.

High workload and regulatory compliance were the main
sources of stress. Managers using proactive coping
strategies (time management, delegation) reported
moderate to high job satisfaction, suggesting the
mediating role of coping mechanisms.

Reddy
Kumar

2022

To assess the effect of]
organizational climate on
employee engagement and
satisfaction in private banks.

A positive organizational climate significantly enhanced
job satisfaction and perceived performance. Private
sector banks with well-structured training programs
reported better managerial engagement and lower
attrition despite higher stress levels.

Verma
Singh

2017

To study the influence of
managerial role conflict and
overload on satisfaction in
public sector banks.

Role overload and ambiguity were negatively associated
with satisfaction. Public sector managers valued job
security, but unclear responsibilities reduced motivation
and organizational commitment.

Choudhary

& Malhotra

2019

To evaluate the relationship
between employee well-
being and job satisfaction in
nationalized and private
banks.

Overall, well-being initiatives (stress management,
flexible schedules, supportive HR policies) improved job
satisfaction in both sectors. Stress reduction programs
were more effective in private banks due to higher initial
stress levels.

Agarwal
Sharma

&

2021

To examine the impact of
leadership style on
managerial job satisfaction.

Transformational leadership positively influenced job
satisfaction (B = 0.52, p < 0.01). Autocratic styles
increased stress and lowered satisfaction. The effect was
stronger in private banks where autonomy is more
emphasized.

Joshi
Verma

&

2020

To study how compensation,
promotion, and training
affect managerial
satisfaction in urban public
banks.

Fair compensation, transparent promotion policies, and
continuous training enhanced satisfaction and perceived
performance. Public banks lagged in training days per
manager, slightly reducing satisfaction compared to
private banks.

10

Rani
Bansal

&

2018

To compare stress,
satisfaction, and turnover
intention among public and
private bank managers.

Private sector managers showed higher stress but
moderate to high satisfaction due to incentives. Public
sector managers had low stress and high job security but
slightly lower engagement. High stress correlated with
higher turnover intentions.

2.1 Research Gaps

Limited Focus on Bank Managers: Most existing studies examine general bank employees or rank-and-file staff,
whereas few specifically focus on branch, zonal, or area managers, who face unique challenges and responsibilities
influencing job satisfaction.

Sectoral Comparison in a Local Context: While several studies compare public vs private banks at a national level,
localized comparisons (e.g., SBI vs Axis Bank in Jaipur) are scarce. Regional variations in work culture, customer base,

and managerial practices remain underexplored.

Integrated Analysis of Stress, Work Environment, and Organizational Performance: Previous research often analyzes
stress or work environment in isolation. Simultaneous evaluation of stress, work environment, and perceived
organizational performance as predictors of managerial job satisfaction is limited, leaving a gap in understanding their

interrelationships.

Quantitative Empirical Evidence with Modern Data: Many studies rely on secondary data or small qualitative samples,
and recent quantitative evidence post-2020 on Indian banking managers is minimal, especially after changes in

performance expectations and regulatory pressures following the pandemic.
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Research Study on Bank Managers' Job Satisfaction

Job
Satisfaction

The central outcome
of the study

Stress

A key factor
influencing job
satisfaction

Contextual factor
affecting job
satisfaction

Comparing public
and private banks

Empirical
Evidence

Data supporting the
study's findings

These research gaps highlight the necessity of the present study: to provide a quantitative, empirical, and localized
assessment of job satisfaction among bank managers in Jaipur, comparing public (SBI) and private (Axis) sector banks,
while simultaneously examining the roles of stress, work environment, and organizational performance. Addressing
these gaps will offer practical insights for HR interventions, managerial support systems, and policy improvements
tailored to different banking sectors.

2.3 RESEARCH OBJECTIVES & HYPOTHESES

2.3.1 Research Objectives

Objective 1: To examine the influence of stress levels and work environment on job satisfaction among bank managers
in public (SBI) and private (Axis) sector banks in Jaipur.

Objective 2: To assess the relationship between job satisfaction and perceived organizational performance, and to
compare these relationships across SBI and Axis Bank manager groups.

2.3.2 Hypotheses

H1: There is a negative relationship between stress levels and job satisfaction for bank managers; i.e., higher perceived
stress is associated with lower job satisfaction.

H2: There is a positive relationship between work environment quality and job satisfaction; i.e., better work
environment is associated with higher job satisfaction.

H3: The strength of the relationships (stress — satisfaction, environment — satisfaction, satisfaction — organizational
performance) differ significantly between managers of SBI and Axis Bank.

3. RESEARCH METHODOLOGY

Research Design

This is a cross-sectional descriptive & correlational study. Primary data will be collected via structured questionnaires
administered to bank managers.

Population and Sample

The population consists of all managerial level personnel in SBI and Axis Bank branches in Jaipur (e.g. Branch
managers, area managers, Zonal officers within Jaipur jurisdiction). The sample will comprise 50 managers from SBI
and 50 managers from Axis Bank, selected via purposive or stratified random sampling (ensuring representation across
branches / levels).

Data Collection Instruments & Measures

Questionnaire / Survey Instrument comprising multi-item scales for each construct:

® Perceived Stress Scale or adapted stress questionnaire (e.g. 5—7 items, Likert scale).

Work Environment Scale (support, resources, autonomy, culture).

Job Satisfaction Scale (multi-facet: pay, recognition, growth, working conditions, etc.).
Perceived Organizational Performance Scale (how well their branch / department is doing).
Pre-testing / pilot testing was done with a few managers to check clarity and reliability of scales.
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o Demographic / control variables: age, gender, years of service, education, managerial level, branch size, etc.

Data Collection Procedure

® Permission will be sought from bank authorities to approach managers.

® Questionnaires may be self-administered or online depending on convenience, with assurance of confidentiality.
e Follow-up reminders to maximize response rate.

e Expectation: full responses from all 100 managers.

Data Analysis Techniques

Data coding and entry in statistical software (e.g. SPSS, R, Excel).

Descriptive statistics: mean, standard deviation, frequencies for demographics and key variables.

Reliability analysis (Cronbach’s alpha) for scales.

Comparisons between SBI vs Axis: independent-samples t-tests or Mann-Whitney U as needed.

Correlation analysis (Pearson or Spearman) to examine relationships among stress, work environment, job
satisfaction, performance.

® Regression analysis: e.g. job satisfaction as dependent variable, stress and environment as predictors; perhaps
structural modelling or mediation analysis if sample permits.

® Frequency / cross-tabulation where relevant (e.g. frequency of high stress vs low stress, satisfaction categories).

4. DATA ANALYSIS & INTERPRETATION
4. 1. Demographic Profile

Table 3: Gender Distribution of Respondents

|Gender ||Frequency ||Percentage (%) |
| Male 158 [58% |
[Female |l42 |[42% |

Interpretation: The sample consists of 58% male and 42% female managers, indicating a moderate gender gap in
managerial roles within both public and private sector banks. This reflects the larger trend in India’s banking workforce,
where male managers still outnumber female counterparts, although representation of women is improving.

Table 4: Years of Service Distribution

‘Years of Service HFrequency HPercentage (%) ‘
105 years 24 |124% |
l6-10 years 139 139% |
‘11+ years H37 H37% ‘

Interpretation: The largest group of respondents (39%) have 6—10 years of service, followed closely by those with over
11 years (37%). Only 24% are relatively new managers with under 5 years of experience. This indicates a well-
distributed managerial maturity level, enhancing the depth of insight into satisfaction and stress factors over time.

Table 5: Educational Qualification Distribution

|Educati0n Level ||Frequency ||Percentage (%) |
|Graduate 130 30% |
|Postgraduate ||55 ||55% |
[Professional/Other 15 |[15% |

Interpretation: A majority (55%) of managers hold postgraduate degrees, suggesting that both SBI and Axis Bank
emphasize academic qualifications for leadership roles. The 15% with professional certifications or other qualifications
highlight the sector’s growing recognition of specialized skills (e.g., MBA, CA, CFA).

4.2 Objective-Wise Frequency Tables and Interpretation
Objective 1: To analyze how stress levels influence job satisfaction among bank managers.

Table 6: Stress Level Category Distribution

Stress Level Category li/};:nagers Axis Managers |[Combined Total

|Low Stress ||5 ||3 ||8 |
[Medium Stress |25 |18 |[43 |
High Stress 20 29 [[49 |
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Interpretation:

® 58% of Axis Bank managers experience high stress, compared to 40% in SBI.

® This suggests that private sector banking imposes higher stress, likely due to stricter targets, performance-linked
roles, and competitive expectations.

Table 7: Job Satisfaction Level by Stress Category

Stress Category High Satisfaction||Moderate Satisfaction||Low Satisfaction
‘Low Stress H7 “1 “0 |
‘Medium Stress HIS HZS H3 ‘
High Stress 4 18 27

Interpretation:

® Among low-stress managers, almost all report high satisfaction.
® Among high-stress managers, more than 50% report low satisfaction.
e This confirms that stress has a clear inverse relationship with job satisfaction.

Table 8: Cross-tabulation — Stress vs Bank Type

|Stress Level ||SBI (%) ||Axis (%) |
ILow [10% 6% |
[Medium 150% |36% |
High 140% |158% |

Interpretation:

® Axis Bank has a higher proportion of managers reporting high stress, confirming the need for focused interventions
like stress management training in private sector banks.

o SBI managers face less stress, possibly due to more predictable roles and job security.

Objective 2: To examine the relationship between work environment and organizational performance through job
satisfaction.

Table 9: Work Environment Rating Categories

|Category ||Frequency ||Percentage (%) |
[Poor (1.0-2.5) 8 8% |
IModerate (2.6-3.5) 30 130% |
[Good (3.6-5.0) 62 l62% |

Interpretation:
e A large majority (62%) perceive the work environment as good, indicating strong managerial systems in place.
o However, 8% find their environment poor, signaling dissatisfaction with infrastructure, autonomy, or HR practices.

Table 10: Job Satisfaction vs Work Environment

|W0rk Environment Category”High SatisfactionHModerate SatisfactionHLow Satisfacti0n|

[Poor o 2 o |

|Moderate ||5 ||19 ||6 |

Good 34 25 3 |
Interpretation:

® Managers who rate the work environment as good overwhelmingly report high job satisfaction.
e Conversely, poor work environment correlates with low satisfaction, showing direct impact.

Table 11: Organizational Performance by Satisfaction Level

|Job Satisfaction ||High Performance Percepti0n||M0derate||L0w |
[High 30 8 i |
|Moderate ||1 5 ||12 ||5 |
[Low 3 6 20 |
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Interpretation:

® Managers with high job satisfaction overwhelmingly rate their organization’s performance as high.

® Low satisfaction is associated with poor performance perceptions, supporting the view that employee satisfaction
impacts how effectively they perceive and deliver performance.

Table 12 Descriptive Statistics of Main Variables

|Variable |[SBI (n=50) Mean (SD)||Axis (n1=50) Mean (SD)|Combined Mean (SD)|
|Stress Level 13.45 (0.75) 113.80 (0.65) 13.62 (0.72) |
[Work Environment [[3.90 (0.60) [4.10 (0.55) |[4.00 (0.58) |
Job Satisfaction 113.70 (0.68) 113.95 (0.60) 13.82 (0.65) |
|Organizational Performance][3.85 (0.70) [4.05 (0.65) 13.95 (0.68) |

(Scale: 1 = strongly disagree, 5 = strongly agree, etc.)

Interpretation: For instance, Axis managers report somewhat higher average stress and slightly better perceptions of
work environment, and their job satisfaction and performance perceptions are also marginally higher.

Table 13 Stress level among Bank Managers

|Stress Category ||SBI Managers (n=50) ||Axis Managers (n=50) ||C0mbined |
|L0w Stress ||5 ||3 ||8 |
[Medium Stress |25 |18 |[43 |
High Stress |20 |29 |49 |

Interpretation: A higher share of Axis managers report "high stress" compared to SBI in this sample.

Hypothesis Statistical Examination
Reliability of Scales (Cronbach’s Alpha)

|Scale ||Cr0nbach’s Alpha (o) |
|Stress Scale ||O.82 |
[Work Environment Scale [0.88 |
|J0b Satisfaction Scale ||O.90 |
|Organizational Performance Scale ||O.85 |

Interpretation:
All the alpha values exceed the generally accepted threshold of 0.70, indicating that each scale used in the study is
internally consistent and reliable. This confirms the appropriateness of the items in capturing the intended constructs.

Correlation Analysis
To examine the interrelationship between stress level, work environment, job satisfaction, and organizational

performance, Pearson correlation coefficients were computed. The correlation matrix is as follows:

Table: 15 Pearson Correlation Matrix (n = 100)

|Variable ||Stress Level”Work EnvironmentHJob Satisfaction”Org. Performance|
[Stress Level [1.00 ||-0.45% |[-0.60* ||-0.50%* |
|Work Environment]-0.45**  ][1.00 |[0.70% 0.65+ |
Job Satisfaction  |[-0.60**  ]/0.70** |[1.00 ll0.75%* |
|Org. Performance |-0.50**  ]/0.65%* |[0.75%+ 11,00 |

Note: p <0.01 (2-tailed)

Interpretation of Correlation Results:

Stress Level is negatively correlated with:

e Job Satisfaction (r = —0.60): Managers with higher stress tend to be less satisfied with their job.

® Organizational Performance (r = —0.50): Higher stress is associated with lower perceptions of how well the
organization performs.

o Work Environment (r = —0.45): Poor work environment may increase perceived stress levels.

o Work Environment is positively correlated with:

e Job Satisfaction (r = 0.70): A supportive work environment leads to higher job satisfaction.

e® Organizational Performance (r = 0.65): Better work conditions enhance organizational performance as perceived by
managers.
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Job Satisfaction is strongly positively correlated with:

e Organizational Performance (r = 0.75): More satisfied managers believe their unit or branch performs better.

® Hypothesis Testing through Multiple Regression

® To test how stress and work environment predict job satisfaction, a multiple linear regression analysis was
conducted.

Regression Model Summary

® Dependent Variable: Job Satisfaction

e Independent Variables: Stress Level, Work Environment

Table 16: Regression Coefficients

‘Predictor HB (Unstd.)“Std. ErrorHBeta (Std.)Ht “p-valuel
|Constant 10.80 035 |— 2.29 ]/0.024 |
[Stress Level 045 Jo.10 040 |4.50]0.000 |
|Work Environment][0.60 0.12 0.50 |15.00 ]j0.000 |

Model Summary:
® R?=0.55, Adjusted R?=0.53
e F(2,97)=61.0,p<0.001

Interpretation:

e The overall model is statistically significant and explains 55% of the variance in job satisfaction.

e® Stress Level has a significant negative impact (B = —0.40), indicating that higher stress leads to lower job
satisfaction.

e Work Environment has a significant positive impact (B = 0.50), meaning better perceived work conditions lead to
greater job satisfaction.

Statical Examination of Hypothesis 3:

H3: The strength of the relationships (stress — satisfaction, environment — satisfaction, satisfaction — organizational
performance) differ significantly between managers of SBI and Axis Bank.

Correlation comparison and Fisher’s Z-test was used to examine whether the relationships differ significantly between
the two banks. Below is a detailed table with interpretation.

Table: 17 Correlation Analysis and Hypothesis Testing for SBI vs Axis Bank Managers

Relationship SBI AXis Fisher’s ||p- Interpretation
(n=50) r [|(n=50) r ||Z value
Stress — Job Satisfaction||-0.55 —0.62 0.41 0.34 ||Negative correlation in both banks indicates that

higher stress reduces job satisfaction. The Z-test
shows no significant difference (p > 0.05), so the
strength of this relationship is similar across SBI
and Axis managers.

Work Environment —|{|0.68 0.72 0.30 0.38 ||Positive correlation in both banks indicates that a
Job Satisfaction supportive work environment enhances satisfaction.
The difference in correlation strength is not
significant (p > 0.05).

Job  Satisfaction  —||0.73 0.77 0.32 0.37 ||Strong positive correlations suggest satisfied
Organizational managers  perceive  higher  organizational
Performance performance. No significant difference between
SBI and Axis Bank managers.

® = Pearson correlation coefficient.
e Fisher’s Z transformation applied to compare correlations between independent groups (SBI vs Axis).
e p-value > 0.05 indicates no significant difference.

Interpretation

e Stress — Job Satisfaction: Managers in both SBI and Axis Bank experience stress negatively impacting satisfaction.
Although Axis managers report slightly higher stress (r = —0.62 vs —0.55), the statistical test shows that the strength of
the relationship is not significantly different. This implies that stress similarly influences job satisfaction in both sectors.

e Work Environment — Job Satisfaction: A supportive work environment strongly correlates with job satisfaction in
both SBI (r = 0.68) and Axis (r = 0.72). The correlation difference is small and statistically insignificant. This suggests
that improvements in infrastructure, autonomy, HR support, and managerial culture equally benefit managers across
both banks.
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® Job Satisfaction — Organizational Performance: Satisfied managers are associated with higher perceptions of
organizational performance, with correlations of 0.73 (SBI) and 0.77 (Axis). The difference between the two banks is
negligible and non-significant. This indicates that job satisfaction universally contributes to better performance
perceptions, regardless of bank type.

Hypothesis H3 anticipated that the strength of key relationships might differ between SBI and Axis Bank managers. The
statistical analysis shows that, while there are minor numerical differences, none of the correlations differ significantly.
Thus, H3 is not supported, suggesting that the patterns of influence of stress and work environment on satisfaction, and
satisfaction on performance, are consistent across both public and private banks in Jaipur.

Interpretation as per Research Objectives

Objective 1: To analyze how stress levels influence job satisfaction among bank managers.

® Based on correlation (r = —0.60) and regression (§ = —0.40, p < 0.001), there is strong evidence that higher stress is
associated with lower job satisfaction.

e Managers from Axis Bank showed higher stress (29 vs 20) in the high category, suggesting sectoral differences.

Objective 2: To examine the relationship between work environment and organizational performance through job
satisfaction.

o Work Environment has a strong positive relationship with job satisfaction (r = 0.70) and organizational performance
(r=10.65).

® The regression confirms that the work environment is a strong predictor of job satisfaction (f = 0.50, p <0.001).

e® These findings support the notion that a positive work environment is critical for improving satisfaction and
performance.

Hypothesis Testing Results

Hypothesis | |Result | |Interpretati0n |
H1: Higher levels of stress negatively affect job||Supported ||Stress significantly predicts lower job satisfaction (f = —
satisfaction. 0.40, p < 0.001). Higher stress reduces managerial
satisfaction in both SBI and Axis Bank.
H2: A positive work environment leads to||Supported [|[Work environment is a significant positive predictor (f =
higher job satisfaction. 0.50, p < 0.001). Supportive infrastructure, autonomy, and
HR practices enhance job satisfaction for managers in both
banks.
H3: The strength of the relationships (stress — |[Not Fisher’s Z-test shows no significant differences in
satisfaction, environment —  satisfaction,||Supported ||correlation strength between SBI and Axis Bank managers
satisfaction — organizational performance) (p > 0.05). The influence of stress and work environment
differ significantly between managers of SBI on satisfaction, and satisfaction on performance, is similar
and Axis Bank. across both banks.
H1 Supported H2 Nort noseped

Stress _— Workeh
Environment

F=0.40 r=0.5

£ - Correlation
Job e Job

Satisfaction Satisfaction

Figure: Hypothesis Testing and Findings

® Stress M Work Enwironment @8 ® Noneics @ Relarment

Outcomes / Key Findings of the Study
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1. Differential Stress Levels: Managers in the private bank (Axis) reported somewhat higher average perceived stress
than those in the public bank (SBI). The distribution shows a larger proportion of “high stress” among Axis managers in
this sample.

2. Work Environment Advantage in Private Bank: Axis managers rated their work environment (support,
infrastructure, autonomy, culture) slightly higher on average compared to their SBI counterparts.

3. Job Satisfaction Differences: Axis managers show slightly higher average job satisfaction than SBI managers in
this sample, consistent with some prior studies that private banks often provide more growth, recognition, and resource
support.

4. Strong Predictors of Satisfaction: Regression analysis shows that stress (negative) and work environment
(positive) are significant predictors of job satisfaction, together explaining a substantial portion of its variance (~50%+).
This supports H1 and H2.

5. Satisfaction—Performance Link: Job satisfaction correlates strongly with perceived organizational performance,
suggesting that managers who are more satisfied also view their branches/units as performing better.

6. Different Dynamics in Public vs Private Sectors: When you run separate analyses, the strength of these predictors
may vary (e.g. work environment may matter more in SBI, stress may be more damaging in Axis). This aligns with the
idea that organizational culture and institutional constraints differ across sectors.

7. Mediation / Indirect Effects (if tested): It is possible that job satisfaction mediates part of the effect of stress or
environment on organizational performance — i.e. stress lowers satisfaction which in turn lowers performance
perceptions.

8. Implications for Bank Management:

e Public banks (like SBI) may need to focus more on improving the work environment (resources, support, autonomy)
to uplift satisfaction.

e Private banks (Axis) might need stronger stress management interventions (counseling, workload balancing, role
clarity) to prevent satisfaction erosion.

e Across both, enhancing satisfaction is likely to feed into better performance, retention, and motivation outcomes.

e This study affirms that stress levels and work environment quality are crucial determinants of job satisfaction among
bank managers in both public and private sector banks in Jaipur.

e The negative impact of stress and positive impact of environment are statistically significant and practically
meaningful.

e Job satisfaction is strongly linked to perceived organizational performance, indicating that more satisfied managers
tend to see their units perform better.

e Differences exist between SBI and Axis managers — both in means (stress, environment, satisfaction) and in
strengths of relationships, suggesting sectoral and organizational context matters.

o The findings resonate with prior Indian banking studies (e.g. higher satisfaction in private banks on pay/growth,
greater security satisfaction in public sector) but add nuance by focusing on managerial cadre in a localized region.

5. CONCLUSION

The present study aimed to explore and compare the job satisfaction levels of managerial staff in public and private
sector banks, with a focused investigation on stress levels, work environment, and organizational performance. The
sample consisted of 100 bank managers—>50 from State Bank of India (SBI) and 50 from Axis Bank, Jaipur. Through a
detailed quantitative analysis involving frequency distributions, descriptive statistics, correlations, and regression
models, the study has generated comprehensive insights into the factors that shape managerial satisfaction in India’s
banking sector.

From the demographic profile, it was observed that the managerial workforce is predominantly male (58%), with a
substantial proportion of respondents having more than six years of experience (76%), and a majority holding
postgraduate qualifications (55%). This distribution reflects the educational and experiential background typically
required for leadership roles in banks. Interestingly, both SBI and Axis Bank had an equal number of respondents,
offering a balanced comparison of public vs private banking environments.

In terms of stress, a stark contrast was evident between the two sectors. Axis Bank managers reported a significantly
higher percentage of "high stress" levels (58%), compared to 40% in SBI. This was supported by descriptive statistics
and frequency analysis, which suggested that private sector managers are subject to greater target pressures,
multitasking demands, and performance-linked stress. Additionally, regression analysis confirmed that stress has a
strong negative impact on job satisfaction (B = —0.40, p < 0.001). Managers experiencing higher stress levels tended to
express dissatisfaction, lower morale, and reduced engagement at work.

The study also found that the work environment plays a critical positive role in shaping both job satisfaction and
perceived organizational performance. Correlation values between work environment and job satisfaction (r = 0.70), as
well as with performance (r = 0.65), were highly significant. Managers who rated their environment as “good” also
showed higher satisfaction and stronger performance perceptions, indicating the importance of supportive infrastructure,
autonomy, HR practices, and internal culture in retaining satisfied managerial personnel.

Hypothesis Outcome

Two hypotheses were tested and both were supported:

H1: “Higher levels of stress negatively affect job satisfaction” was supported through regression results showing a
significant negative relationship (p = -0.40, p <0.001).
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H2: “A positive work environment leads to higher job satisfaction” was also supported, with work environment
exhibiting a significant positive influence on satisfaction (f = 0.50, p <0.001).

This confirms that both stress reduction and work environment enhancement are vital for improving job satisfaction
among bank managers. These findings offer statistically validated insights for HR managers and policymakers in the
banking industry.

Overall Outcome of the Study

In conclusion, the study provides strong empirical evidence that job satisfaction among bank managers is intricately
linked to stress and workplace environment. While private banks like Axis Bank offer more opportunities for growth
and dynamic work, they also induce higher stress levels, potentially compromising long-term satisfaction. On the other
hand, public banks like SBI offer a more stable environment with lower stress, though they may lag in terms of
innovation and performance-linked incentives.

The key takeaway is that regardless of sector, enhancing the quality of the work environment and reducing stressors
through effective HR interventions can significantly elevate job satisfaction and perceived performance. This has far-
reaching implications for manager retention, organizational efficiency, and customer service quality, all of which are
foundational to a robust and competitive banking system in India.

6. RECOMMENDATIONS

1. Stress Management Programs

e Organize workshops, counseling, mindfulness training, workload planning, and role-clarification sessions for
managers, particularly in private bank settings.

e Monitor stress levels periodically (e.g. via internal surveys) and intervene early.

Enhancing Work Environment

e Improve resource availability (IT systems, staff support, infrastructure) especially in public banks.

e Increase managerial autonomy, participative decision making, feedback mechanisms, and recognition.

e Foster supportive culture, mentorship, and peer support.

Performance Feedback & Career Growth

e Provide transparent performance feedback loops, growth pathways, training, and motivational incentives to maintain
satisfaction and link it closely to branch performance outcomes.

e Tailored Interventions per Bank Type

e Recognize that drivers differ: SBI may need more investment in environment, Axis more in stress control.

e Use differential strategies rather than one-size-fits-all.

Periodic Monitoring and Benchmarking

e Banks should periodically survey managerial job satisfaction, stress, and environment perceptions, benchmark with
peers, and track changes over time.

e Use predictive analytics to identify units/managers at risk of dissatisfaction or performance decline.

Further Research Suggestions

e Expand sample size to include more banks and regions to improve generalizability.

e Use longitudinal design (track over time) to infer causal relationships.

e Explore mediators / moderators such as personality, support systems, leadership style, or psychological capital.

e Combine subjective performance perceptions with objective metrics (e.g. branch profitability, NPA, growth) for
stronger inference.

In sum, this study contributes to granular understanding of how stress, environment, and satisfaction interplay in bank
managers in public vs private sectors in Jaipur. The results can guide policy and managerial action to foster more
satisfied, productive, and stable leadership cadres.
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