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ABSTRACT
This study examines the effect of job stress on employees’ adaptive performance of staff at the branches of Access Bank PLC in Ilorin metropolis. To achieve the objective of this study, the study employed descriptive research design because it is widely used to identify characteristics, frequencies, trends, and categories of sample population. Research data was collected from primary and secondary sources. The secondary sources were from scholarly books and journals while the primary source involved a well-structured questionnaire of two sections of twenty-six items. The sample size of 133 was randomly drawn from the staff of three branches of Access Bank Plc Ilorin Kwara state. The 5 scale Likert instrument was chosen for data collection and were analyzed using SPSS with multiple regression and correlation analysis to test all hypotheses at 5% level of significance. The result shows that the variability changes in the employees' adaptive performance could be accounted for by approximately 97% of factors related to job stress (proxied using different job stress dimensions such as job roles, physical and mental conditions of employees, and work environment). The findings also reveal that there is a significant relationship between job stress and adaptive performance of employees in banking sector in Nigeria. Giving the importance of job stress especially in the banking sector and how to improve the adaptive performance of the employees, the study recommends that managers and supervisors should reduce all distortions of responsibilities and clarify job roles, know the kind of personality traits among the individuals in their team and improve the physical work environment to reduce pressure on employees. Also, management should introduce an employee assistance program in their banks for early identification and intervention on problems so that productivity level increases. 



CHAPTER ONE
INTRODUCTION
1.1  Background to the Study
Today, stress has been recognized as a phenomenon that has not just psychological effects on individuals, but also on their behaviours and as well as their cognitive levels (Robbins, 2006). Generally, stress permeates every aspect of human dealings. There is almost always an atom of stress in every activity (Udu& Eke, 2018).  It has become a universal element and almost all profession, starting from an artist to a surgeon, or a commercial pilot to bankers, to sales executives and obviously stress leads toward leaving the job. According to Bello (2014), the absence of stress is death. Stress is a condition which happens when one realizes the pressure on them or requirements of situation are wider than they can handle, and if these requirements are huge and continue for a long period of time without any interval, mental, physical or behavioral problems may occur. Stress is inextricably interwoven with life and it ceases as soon as life itself stops. All living thing: - man, plants and animals are in a constant state of dynamic interaction with their environments. Within the interactions, man tries to modify his environment while his environment actually modifies him and, in the process, man experiences a kind of tension or stress (Agulanna, 2007). 
Stress is the non-specific response of the body to any demand made on it. It is a physiological reaction to either internal cognitive stimuli or external environmental stimuli (Omeje&Agu, 2011). In relation to an organization, it is said that globalization, technological advancement and unhealthy competition in the world are the main issue responsible for work stress (Usman, Ahmed, Ahmed & Akbar, 2011). Hence, this approach compels the workforce to perform their tasks more efficiently and sometimes it may cause the reduction in numbers of employees in the organization. The downsizing also occurs in response to cost-reduction strategies adopted by senior management. Stress at work is a phenomenon of modern life styles. Stress exists in every organization either big or small. The work places and organizations have become so much complex due to stress has significant effects on employee’s job performance and the organizations are trying to cope with this scenario (Anderson, 2003).
Work stress has been considered as a major factor of many work outcomes, like performance, nonproductive behavior and turnover (Agolla&Ongori, 2008; Rajkumar & Swaminathan, 2013). An employee being able to adapt to change within an organization is more focused, and able to deal with stressful situations (Pulakos, Arad, Donovan &Plamondon, 2000). An employee who is unable to absolve their strain is unable to focus on what is occurring in the organization, such as organizational change. Not only can work stress predict adaptive performance to a considerable extent, there are also a lot of overlaps between adaptive performance and stress coping. The recognition of the importance of adaptation at work has been considered in three separate streams of organizational agents, employees and managers alike, need to attune to changes at work and adjust their behavior accordingly due to uncertainty in organizational environments (Duncan, 1972; Katz & Kahn, 1978). Adaptive performance is considered a separate dimension from task and contextual performance (Hesketh&Neal, 1999; Pulakos et al., 2000), although successfully performing adaptive behaviors may contribute to both task and contextual performance (Johnson, 2001). 
However, deposit money bank is one of the high stress creating sectors among the workers because of many high strain works, which may increase risk of depressive symptoms (Theorell, Hammarström&Aronsson, 2015). Bank employees are exposed to great stress at work. The psychosocial work conditions are independently associated with poor health-related physical and mental quality of life among the workers of the sector where it assumed that job in this sector belongs to professions with high psychological and emotional stress (Silva & Barreto, 2012). In Nigerian banking sector, the most stressful factors occur because of psychical balance of work, lack of rewards, social contacts and uncertainty at work. The financial sector has seen an increase in the number of cases of violence and stress, which can result in adverse health outcomes, including depressive symptoms related to stress at work and depression for these workers are scarce. Therefore, it is important for organization especially banking industry to know which stressors might influence the adaptive performance of their employees. This study investigates the effect of job stress on employees’ adaptive performance of staff at the branches of Access Bank PLC in Ilorin metropolis. 



[bookmark: _gjdgxs]1.2	Statement of the Research Problem
The Advent of technological revolution in all walks of life coupled with globalization, privatization policies has drastically changed conventional patterns in all sectors. The banking sector is of no exception. Given the volatility in business environment as a result of technological advancement of 21st century, banking industry must embrace adaptive performance to cope with the present challenges in business environment. During the past decade, the banking sector had under gone rapid and striking changes like policy changes. Due to these changes, the employees in the banking sector are experiencing a high level of stress (Sharma &Devi, 2011). Thus, the rapid changes in the fabric of work and the workforce in banking sector is affecting business Dynamics as a new ways and method of persuading and marketing of products and services keep evolving on a daily basis. This however, poses unknown and possibly increased risks of job stress.
Banks as one of the important sectors in an economy also face the challenge of implementing adaptive performance as a result of stressful nature of employee’s task. The extent of role boundary, distorted responsibilities and the general physical environment are some of the observable stressors within the banking environment believed to be affecting the job performance of their employees. However, these problems, in turn, increase their difficulties at work and with their family, and may also increase their physiological vulnerability. A vicious cycle may set in which may end in a stroke, a workplace accident or even suicide.
Thus, employees are now expected to be more adaptable, flexible, and be better able to handle uncertainty than ever before (Pulakos, Arad, Donovan &Plamondon, 2000).  Also, employees are expected to have this adaptive orientation and skill set, as well as the ability to effectively anticipate and handle these work challenges while maintaining performance on the job (Griffin &Hesketh, 2003).  Those who are unable to meet these expectations will find it harder and harder to secure and maintain a job as the working environment continues to change at a rapid pace. In this instance, therefore, understanding what adaptive performance truly is and what makes an employee more adaptable than another is key knowledge that employees, and employers alike need to thrive.
1.3 Research Questions
The following research questions will guide this study:
1) What is the effect of job stress on employees’ adaptive performance?
2) What is the relationship between job stress and employees’ adaptive performance?
3) What is the impact of job roles on employees’ adaptive performance?
4) How do physical and mental conditions of employee affect employees’ adaptive performance?
5) How does work environment influences employees’ adaptive performance?
1.4 Objectives of the Study
[bookmark: _30j0zll]The main objective of this study is to investigate the effect of job stress on employees’ adaptive performance of staff at the branches of Access Bank PLC in Ilorin metropolis. The specific objectives are to: 
1)  examine the relationship between job stress and employees’ adaptive performance;
2)  investigate the impact of job roles on employees’ adaptive performance;
3) explore how physical and mental conditions of employee affect employee’s adaptive performance;
4) assess the influence of work environment on employees’ adaptive performance; and 
5)  suggest measures for stress tolerance and enhancing performance 
1.5	Research Hypotheses
It is in view of the above objectives that the following hypotheses are formulated:	
     H0: Job stress has no significant effect on employees’ adaptive performance
H0: There is no significant relationship between the job stress and employees’ adaptive performance 
      H0: Job roles have no significant impact on employees’ adaptive performance
H0: Physical and mental conditions of employee do not affect employees’ adaptive performance.
      H0: Work environment has no influence on employees’ adaptive performance
1.6	Scope of the Study
The specific focus of this study is to investigate the effect of job stress on employees’ adaptive performance of staff at the branches of Access Bank PLC in Ilorin metropolis. The study is limited to the Access Bank PLC in Ilorin metropolis because banking environment of Access Bank PLC in Ilorin metropolis, has been observed to be always crowded with customers, while customers are also observed to be usually in a haste and sometimes impatient with time. Some of them can actually prove to be difficult to be satisfied, which could demand additional hands to avoid possible distraction. These conditions take place within relatively small spaces which could cause stress especially to the staff of the bank. The study covered the period of 2010 – 2020.
1.7	Significance of the Study
Work stress is not being given the attention it deserves and so very little has been done as far as assessing the role of job stress on employee’s adaptive performance within banking sector in Nigeria. It is in light of this, this study is deemed necessarily, as it will:
· Create awareness among banking administrators on the need to provide the needed platform to help staff deal with their stresses. The study has the potential to stimulate interest in the study of stress among workers in Nigeria.
· The outcome of this study will be of immense benefit to the employers and employees of the banking industry because knowledge of job stress management will enable them build stability as well as increase their efficiency. 
· The results will reveal the main sources and level of stress being experienced by most of the banking staff in Nigeria. The recognition of these facts would enable the appropriate authorities to take the necessary intervention steps to reduce the job stressors and level of stress and the negative consequences associated with them, particularly among those who said they were under much and extreme stress.
· This present study will also help banking administrators to adopt appropriate coping mechanisms and control stressors so that they would find and operate at a level that is most comfortable to them and this will enable them to be more productive, effective and efficient in the performance of their duties.
1.8	Operational Definition of Terms
The following terms have been defined operationally in the study by the researcher:
Stress: defined as a nonspecific response of the body to a stimulus or event (Kavanagh, 2005).
Job Stress: any physical or emotional factor or circumstance that leads to bodily and mental imbalance of a person at the workplace (Sager, 1995).
Occupational Stress: a psychological state that is both part of and reflects a wider process of interaction between the person and their work environment (Cox, Griffith and Rial-Gonzales, 2000).
Employee Performance: the capability of a person to achieve its goals and targets as well as satisfying the expectations of his supervisors or achieving the organizational objectives laid down by the upper management (Mathis and Jackson, 2011).
Employee adaptive performance: An employee’s ability to acclimatize and provide necessary support to the job profile in a dynamic work situation.

CHAPTER TWO
LITERATURE REVIEW
2.1	Introduction
The main focus of this chapter is to review and evaluate the contributions of other researchers, writers and theorists to establish conceptual, theoretical and empirical frameworks on the relationship between the job-related stress and employees’ adaptive performance in Banking Industry.
2.2	Conceptual Clarifications
2.2.1	Concept of Stress
According to Jarinto (2011), stress is something ordinary, caused by many factors either at work, or with the family at home, or at the external environment. It affects both the human resources and the management at the same time. It is basically an internal as well as external stimuli developed in person towards the surrounding around him, moreover these stresses are related to individual as well as skillful life of persons too (Etebu, 2016). Stress is the programmed response of the individual towards a group of threats called stressors. Brown and Harvey (2006) defined stress as the interaction between the individual and the environment which as a result may affect his mental and physical conditions. It can also be defined as the physical and mental deficit which was caused by perceived danger (Rue &Byars, 2007). 
According to Brown and Harvey (2001), stress occurs with the interaction between an individual and the environment, which produces emotional strain affecting a person's physical and mental condition. Stress is caused by stressors, which are events that create a state of disequilibrium within an individual. These authors also stated that the cost of too much stress on individuals, organizations, and society is high. Many employees may suffer from anxiety disorders or stress related illnesses. In terms of days lost on the job, it is estimated that each affected employee loses about 16 working days a year because of stress, anxiety or depression. Arnold and Feldman (2000) define stress as “the reactions of individuals to new or threatening factors in their work environment”. This definition highlights the fact that reactions to stress are individualized and different individuals would have different reactions likewise. Cole (2005), sees stress in lay terms as the adverse psychological and physical reactions that occur in individuals as a result of their being unable to cope with the demands being made on them. 
Adetayo, Ajani and Olabisi (2014), argue that while no definition of stress has been universally accepted, three common classes of stress definition are as follows: Stress is a stimulus, an environmental event, usually a threat, that affects the body in complex ways; in this interpretation, stress is referred to as a “stressor”, one that evokes complex reactions of the various systems of the body. Second, is that stress is a bodily reaction to stressors; consequently, complex interaction of systems of the body can result in harmful consequences to those systems and organs to the point of a person becoming “stressed out” and serious illness can follow. Third, is that stress is an interaction between environmental threats (stressors) and bodily reactions such that stressors affect systems of the body and the resulting behavior feeds back to affect the environmental stressors. However, they can also lead in complex ways to a variety of mental or physical problems.
Ritchie and Martin (1999) states that stress was described in terms of external, usually physical, forces acting on an individual. Later it was suggested that the individual's perception and response to stimuli or events were a very important factor in determining how that individual might react, and whether an event will be considered stressful. These authors further contended that most researchers acknowledged that both external and internal factors affect stress. They viewed stress as a response to external or internal processes, which reach levels that strain physical and psychological capacities beyond their limit.
Bashir and Ramy (2010) added that stress is the situation caused as a result of several factors like lack of work information and feedback, continuous technological change, or when the individual is unable to cope with his job requirement, or to satisfy his needs. Sen (2008) states that stressors are factors that make an individual stressed, it depends on how much it affects his life. Ivancevich, Konopaske and Matteson (2008) and Kreitner and Kincki (2010) presented four levels of stressors in the individual life. Individual level which consists of role conflict, role ambiguity and role overload, boredom and routine under load jobs; group levels consists of lack of cohesiveness inside the same group and groups’ conflict; organizational level consists of culture, organizational structure, technology, organizational change and the style of leadership and non-work stressors consists of family, age, quality of life and economic factors.
In organizational context, stress emanates due to pressure associated with demands of working in an organization. Employers usually expect employees to accomplish tasks irrespective of constraints that they may encounter. In this perspective, stress is influenced by organizational values that place emphasis on rewarding employees that can perform on their job at all cost with great amount of speed, efficiency and aggressiveness (Egbe, 2011; Lazarus & Folkman, 1984).
Stress related with a job is called occupational stress, alternatively known as job stress. Occupational stress refers to a situation where occupation related factors interact with employee to change which could disrupt or enhance his / her psychological and or physiological conditions such that the person is forced to deviate from normal functioning (Udu& Eke, 2018). Occupational stress can also be defined as the harmful physical and emotional responses occur when the requirement of job does not match capabilities, resources or need of the worker. Occupational stress occurs when there is divergence between the demands of the workplace and an individual’s ability to carry out and complete these demands. It can also be seen as the inability to cope with the pressures in a job, because of poor fit between someone’s abilities and job requirements and conditions which affect an individual’s productivity, effectiveness, personal health and quality of work(Udu& Eke, 2018).
On the negative side, occupational stress is defined as the harmful physical and emotional responses that occur when job requirements seem not to match the worker’s capabilities, resources, and needs. It is recognized world-wide as a major challenge to individual mental and physical health, and organizational health (Akinleye& Hassan, 2014; Ejiogu, 2006). Stressed workers are also more likely to be unhealthy, poorly motivated, less productive and less safe at work. And their organizations are less likely to succeed in a competitive market because when their employees are faced with stress, it is capable of affecting their productivity negatively. On the positive side, stress can spur workers to go the extra mile and maximize capabilities and potentials.
The occupation stress can eventually affect both physical and emotional wellbeing if not managed effectively. Job stress is a common work place problem experienced by all professionals, irrespective of their nature of work. The job stress can lead to poor health and even injury. Excessive job stress is so destructive to employees and they will try to avoid it by withdrawing either psychologically, physically or by leaving the job entirely.
In relation to banking industry, increased competition, growing customer demands, prompts customer services, time pressure, target and role conflicts are main factors of stress to bank employees. The advent of technological changes especially extensive use of computers in the sector has changed the work patterns of bank employees and has made inevitable to downsize the workforce sector. Poor working relationship among co-workers cannot provide valuable social support and this can cause job stress (Hasebur&Kamruzzaman, 2013). Job stress becomes an important agenda for managers now a days and it will remain in future.
2.2.2	Employee Performance: Its Dimensions 
Performance is a multicomponent concept and on the fundamental level one can distinguish the process aspect of performance, that is, behavioral engagements from an expected outcome (Borman, &Motowidlo, 1993; Campbell et al., 1993; Roe, 1999). The performance of employees can be measured using different standards and contributing to different levels of the organization. According to Neely (2007) employees can be measured based on their (1) productivity and quality of work, (2) goals and objectives obtained, and (3) learning and improvement. However, he also addressed the fact that it differs for each and every organization which aspects of employee performance they include in their performance measurements. According to Maynard, Kennedy and Sommer (2005) it is not always possible to determine which aspects of performance to include when the organization is dealing with a highly dynamic environment. On the other hand, literature agrees upon the fact that job performance models which have typically divided performance into three domains, task, contextual and adaptive performance (Campbell, McCloy, Oppler& Sager, 1993; Pulakos et al., 2000).

Performance in the form of task performancecomprises of job explicit behaviors which includes fundamental job responsibilities assigned as a part of job description. Task performance requires more cognitive ability and is primarily facilitated through task knowledge (requisite technical knowledge or principles to ensure job performance and having an ability to handle multiple assignments), task skill (application of technical knowledge to accomplish task successfully without much supervision), and task habits (an innate ability to respond to assigned jobs that either facilitate or impede the performance) (Conway, 1999). Therefore, the primary antecedents of task performance are the ability to do the job and prior experience. In an organizational context, task performance is a contractual understanding between a manager and a subordinate to accomplish an assigned task. Entrusted task performance is broken into two segments: technical–administrative task performance and leadership task performance. The expected job performance comprising of planning, organizing, and administering the day-to-day work through one’s technical ability, business judgment and so on are called as technical–administrative task performance. Leadership task performance is labeled through setting strategic goals, upholding the necessary performance standards, motivating and directing subordinates to accomplish the job through encouragement, recognition, and constructive criticisms (Borman, & Brush, 1993; Tripathy, 2014).  Borman, and Motowidlo (1997) defined job performance in the context of task performance as “effectiveness with which job occupants execute their assigned tasks, that realizes the fulfillment of organization’s vision while rewarding organization and individual proportionately.” Werner (1994) has synthesized the earlier propositions of task performance through relating it to organizational formal reward stating as “the demonstrated skill and behavior that influences the direct production of goods or service, or any kind of activities that provides indirect supports to organization’s core technical processes.”

Industrial psychologists have referred non-job components as organizational citizenship behavior (OCB) or contextual performance that refers to voluntary actions of employees that benefit employers intangibly (Bateman & Organ, 1983). Contextual performanceis a kind of prosocial behavior demonstrated by individuals in a work set-up. Such behaviors are expected of an employee but they are not overtly mentioned in one’s job description. These kinds of unstated expectations are called prosocial behavior or extra role behavior. Brief, and Motowidlo (1986) defined it as a behavior that is (i) accomplished by a member of an organization, (ii) which is directed towards an individual, group, or organization with whom the member interacts while carrying out his or her organizational role, and (iii) finally such behavior is performed with the intention of encouraging the betterment of individual, group, or organization towards which it is directed.Supporting the aforesaid ideology, many prominent researchers in this field have advocated that expected job performance carries two vital dimensions; one as the work required by an organization concomitant to one’s role and the other one as the discretionary work behavior (LePine, Erez, & Johnson, 2002; Van Dyne, &Lepine, 1998). Impressing on the importance of voluntary work behavior or non-task performance, later psychologists have coined it as contextual performance which connotes helping others to adapt with the varied job roles (Borman, &Motowidlo, 1993, 1997; Motowidlo, & Van Scotter, 1994; Motowidlo, Borman, &Schmit, 1997). Bergeron (2007) recommends that contextual performance should consist of multiple “sub dimensions” such as teamwork, allegiance, and determination.

It is believed that an engaged employee works with a sense of passion which leads to translation into not only high performance but extra role behavior as well (Kahn, 1990). The contextual performance is elaborated on the ground of “feeling and viewpoint” that employee embraces about their colleagues, which is termed as espirit-de-corps (team spirit). A kind of fellow feeling gets intensified through team spirit, wherein employees are able to share their issues and problems willingly and freely with each other within the organization (Jaworski, & Kohli, 1993). Esprit-de-corps is an excellent endeavor for deriving organizational success (Jones et al., 2007; William, Swee-Lim, & Cesar, 2005). Earlier researchers in this context have advocated that growth in team spirit within an organization results in better employee performance and a happier workplace (Alie, Beam, & Carey, 1998; Boyt, Lusch, & Naylor, 2001; Cohen, & Bailey, 1999). Contextual performance is a kind of attitude like volunteering for extra work, helping others in solving difficult task, upholding enthusiasm at work, cooperating with others at the time of need, sharing critical resources and information for organizational development, abiding by the prescribed rules and regulations, and supporting organizational decisions for a better change (Coleman, & Borman, 2000; Motowidlo, &Schmit, 1999). This kind of behavior contributes for creating a stimulating culture and climate of the organization which aids in achieving individual productivity and organizational effectiveness. For selecting and inducting the right personnel in organizations, introducing personality tests and group discussion for measuring a prospective candidate’s ability for contextual performance along with the efficiency tests (ability and experience tests) to measure their task performance is proposed.

An individual’s ability to acclimatize and provide necessary support to the job profile in a dynamic work situation is referred to as adaptive performance (Hesketh, & Neal, 1999). Earlier studies have found that once the employees derive a certain amount of perfection in their assigned tasks, they try to adapt their attitude and behavior to the varied requirements of their job roles (Huang et al., 2014; Pulakos et al., 2000). An effective adaptive performance necessitates employees’ ability to efficiently deal with volatile work circumstances (Baard, Rench, & Kozlowski, 2014), for example, technological transformations, changes in one’s core job assignment, restructuring of organization and so on. Evolutions of various new occupations as an offshoot of technological innovation need employees to engage in fresh learning and get oneself adaptable with changes in an efficient manner (Griffin, Parker, & Mason, 2010; Hollenbeck, LePine, &Ilgen, 1996). 
[bookmark: _1fob9te]2.2.3	Employee’s Adaptive Performance
Adaptive performance in the work environment refers to adjusting to and understanding change in the workplace (Pulakos, Arad, Donovan, &Plamondon 2000). An employee who is versatile is valued and important in the success of an organization. Employers seek employees with high adaptability, due to the positive outcomes that follow, such as excellent work performance, work attitude, and ability to handle stress (Leiz, Niessan&Sarowsky, 2009). Employees, who display high adaptive performance in an organization, tend to have more advantages in career opportunities unlike employees who are not adaptable to change (Pulakos, Arad, Donovan, &Plamondon 2000).

Adaptive performance of employees is about the ability and willingness of an individual to change (Jund et al., 2014). Hereby, the most commonly definition nowadays used in the literature is the definition given by Pulakos et al. (2000): “Adaptive performance is the ability to modify their behavior to meet the demands of a new situation or event or changed environment”. This definition, and underlying factors that come with it, is chosen because the model is still used widely in present-day literature (Baard, Rench& Kozlowski, 2014; Jundt et al., 2014; Maynard, Kennedy & Sommer, 2015; Huang et al., 2014).  Adaptive performance is considered a separate dimension from task and contextual performance (Hesketh& Neal, 1999; Pulakos et al., 2000), although successfully performing adaptive behaviors may contribute to both task and contextual performance (see Johnson, 2001).  Pulakos et al. (2000) represents the only work to date that articulated the construct space for adaptive performance. It defined adaptive performance as the proficiency with which an individual alters his or her behavior in response to the demands of a new task, event, situation, or environmental constraints. 

Using a content analytic procedure to map critical incidents at work onto different dimensions of adaptive performance, Griffin et al. (2007) situated adaptive performance at three work role contexts such as individual, team, and organization and subsequently obtained empirically distinct measures of adaptability in each work context; however, each of their adaptability measures collapses across behavioral dimensions (e.g., coping with changes, learning) and captures overall adaptive performance. Thus, to date, despite acknowledgment that there are different behaviors that may be labeled as adaptive performance; there is a lack of empirical support for considering adaptive performance as multidimensional. An alternative framework for considering adaptation would be to distinguish the drivers behind the changes: Workers may engage in reactive changesin response to the demands of the environment (e.g., handling a crisis, adjusting to different people) imposed upon them, and they may pursue proactive changesto modify the environment and adjust their behaviors accordingly (e.g., implementing a new method, developing oneself). 
Although, adaptive performance can be narrowly defined as a response to environmental change (Griffin et al., 2007), Ashford and Taylor (1990) emphasized the active role employees play in their work environments to facilitate effective adaptation. Ployhart and Bliese (2006) argued that an adaptive individual may proactively change his or her behavior to achieve desired outcomes upon recognizing an old behavior’s being ineffective, even in an unchanged environment. Similarly, Shoss, Witt, and Vera (2012) noted that adaptive performance can occur in anticipation of changes, in addition to in response to changes. In both reactive and proactive adaptation, workers need to modify their behaviors, but they take on different foci: Changes are externally determined in reactive adaptation and self-initiated in proactive adaptation. 
2.2.4	Dimensions and forms of adaptive performance
Campbell et al. (1993) argued that, due to the many definitions for employee adaptive performance, it is important to clearly define the variable and its underlying dimensions. The original scale of Pulakos et al. (2000) consisted of eight dimensions:
1. Handling emergencies and crisis situations: making quick decisions when faced with an emergency.
2. Handling stress in the workforce: keeping composed and focused on task at hand when dealing with high demand tasks.
3. Creative problem solving: thinking outside the boundary limits, and innovatively to solve a problem.
4. Dealing with uncertain and unpredictable work situations: able to become productive despite the occurrence of unknown situations.
5. Learning and manipulating new technology, task, and procedures: approach new methods and technological constructs in order to accomplish a work task.
6. Demonstrating interpersonal adaptability: being considerate of other people's points of view when working in a team to accomplish a certain goal.
7. Demonstrating cultural adaptability: being respectful and considerate of different cultural backgrounds.
8. Demonstrating physically oriented adaptability: physically adjusting one's self to better fit the surrounding environment.
Adaptive performance, as described by Pulakos et al. (2000), is seen as the theoretical foundation regarding the literature about adaptive performance (Griffin et al., 2000). Their operationalization with the underlying dimensions, and corresponding scales, is used as the basis for later studies about adaptive performance. By means of contrast, in the recent years the operationalization of adaptive performance has been subject of discussion. For example, Han and Williams (2008), developed a new 12-item scale only including four of the eight original dimensions of adaptive performance. They argued that when measuring team adaptive performance only four dimensions of employee adaptive performance were significantly contributing. With that, they argued that when doing team-level analysis only those four dimensions should be included. Furthermore, Charbonnier and Roussel (2010), argued that only the dimensions which were directly related to the impact on well-being of the employee were significantly affecting the adaptive performance. Based on these arguments, the context in which the scale is used seems to be a determinant for which dimensions are appropriate to include.
Yet, other scholars argue that it is not the context that determines which dimensions are appropriate but that the eight dimensions of adaptive performance can be categorized into different forms of adaptive performance. The most common discussion identified in the literature is the distinction between either reactive forms of adaptive performance or proactive forms of adaptive performance (Jong et al., 2014; Huang et al., 2014). In their paper, Huang et al. (2014), made the distinction between reactive adaptive performance and proactive adaptive performance based on a categorization of the eight dimensions of the original scale. Hereby, reactive adaptive performance includes the five dimensions: (1) handling emergencies and crisis, (2) managing work stress, (3) dealing with uncertain and unpredictable work situations, (4) cultural adaptability, and (5) physical adaptability. On the other hand, proactive adaptive performance includes the three dimensions: (1) solving problems creatively, (2) training and learning effort, and (3) interpersonal adaptability. 
Reactive adaptive performance will be defined as the employee’s ability to modify their behavior “as a response to a change in the environment” (Dorsey et al., 2010). This is done by “responding constructively to unexpected and new circumstances (Griffin et al., 2010, p.6). Finally, proactive adaptive performance will be defined as “an attempt to shape the environment” (Dorsey et al., 2010). This is done by “self-initiated and future-oriented action that aims to change the situation on oneself” (Griffin et al., 2010). Although the distinction between reactive and proactive adaptive performance has been made in recent literature, several researchers have considered the proactive form of adaptation. Ashford and Taylor (1990) emphasized the active role employees play in their work environments to facilitate effective adaptation.
2.2.5	Causes of Job Stress 
Stress is found at all workplaces, and can affect an individual’s performance, health and well-being. An effort to control or manage stress levels at the workplace should be an integral part of all corporate organizations. Many corporates are now introducing innovative technology to provide a healthy and stress-free environment to their employees in order to increase their productivity and reduce stress. People work in organizations, perform the various types of job, and play a variety of roles for achieving the organization goals. There are various causes such as
· Characteristics of the job: These potential sources of stress relate to the vital nature of the job itself such as the working conditions and type of tasks. This is related to work performance closely monitored, organizational changes for change's sake, dull and repetitive work, dealing with difficult customers and clients and lack of enjoyment of job.
· Work-overload: This is the point to which individuals feel that the demands of their workload and the allied time pressures are a source of pressure such as unrealistic deadlines and expectations, technology overload and under recruitment of staff for work already timetabled.
· Role in organization: If the employee role within the organization is unclear it may be source of stress. Role conflict occurs when an individual is expected to play two contradictory roles. Role ambiguity arises if the role is not well defined and it involves uncertainty regarding job expectations and job description.
· Relationship at Work: Employees is working in organizations develop personal relationship. These relations may be with supervisor and colleagues. Poor or unsupportive relationships with colleagues and supervisors can be a potential source of pressure. Failure to establish friendly relationship can be a result of aggressive management style, absence of support from others, isolation at work, avoiding behaviour, bullying and irritation, lack of understanding and leadership, manager always finding faults in your work.
· Organizational structure: Organizational structure defines the level of differentiation, task allocation, supervision and coordination in the organization. Extreme rules and lack of participation in decisions might be potential sources of stress.
· Reimbursements and benefits: The financial rewards consociates with a job are important in terms of lifestyle. They are also often perceived to be an indication of an individual's worth and value to the organization.
· Career development and Job security:If there is lack of career opportunity in the organization and lack of job security it may be source of stress. Job changes are a source of pressure, for example job insecurity, lack of job stability, temporary or fixed term contracts, future job change and fear of skill redundancy. 
· Work and home interface:The demands of work have affected personal and home life and so put a strain on relationships outside work. For example, working people fail in maintaining a proper balance between personal and professional life. 
· Personal Causes:Many events related to the individual that are taking place outside the organization may also become the source of stress at work for employees. Some past incidences like traumas and unhappy events may contribute stress in life. For example, events of personal life like divorce, death of loved one, hostile environment of family, financial difficulties, personal health problem have been considered as personal causes of stress. 
In banking industry context, the causes of job stress among bankers were found to be higher targets, salary, work load, timings, public dealing and lack of management and peer support, the responsibility of controlling the developing stress in any work setting lies on both the management and employees (Badar, 2011). Study showed that in the banking sector of Pakistan sources of stress are negative feelings about work load, extensive working hours, technologies used at work and no proper training provided, unsatisfactory salary, no time for family and social life and job complications.
Prolong working hours don’t provide employees the time to take rest or to manage their family life. These all reasons lead to physical and psychological stress (Kattak et al., 2011). Also, Nigeria banking showed that the working hours for employees mostly don’t have any time limit they may exceed the standard time of 8 am to 5 pm which is a source of concern for employees. Stress has a negative relation with job performance if stress is lower performance increases so both are inversely proportional to each other (Bashir &Ramay, 2010). The banking sector is becoming competitive day by day; the banking management adds responsibilities on employees that exceed their capabilities, which results in psychological problems. Pakistan banking industry is growing rapidly and is providing opportunities for employment, but the psychological issues as stress and strain may become a hurdle in the growth of the sector (Rahim, 2010).

Employee can reduce the negative effects of stress by properly coping with it and an Employee who perceives low occupational stress and high coping will have better work performance (Sun &Chiou, 2011). Stress can be harmful for the whole society, job satisfaction, perceived stress and psychological well-being of employees is important for proper working of banks. Research jshowed that the failure of any financial institutions is costly for owner, customer, employees and the economy, as banks play an important role in the growth of any economy (Samuel, 2009).
2.2.6	Dimensions of Job Stress in Banking Sector
Undie, Ukpata and Iyortsuun (2018), conceptualized three dimensions of job stress and these dimensions are in line with the findings and recommendations of (Adetayo et al, 2014; Chovwen, 2013; Akrani, 2011; Enekwe et al, 2014): pressure induced stress, work load induced stress, and target induced stress.
1. Pressure induced stress
Employees in the bank face a lot of pressure from customers. This could be in form of opening of accounts, complaints about the Automated Teller Machine (ATM) and renewal, pressure when the network is faulty or undergoing upgrade, on-going Bank Verification Number (BVN), pressure when customers’ accounts are hacked by fraudsters.
2. Work load induced stress
This could be in form of; one employee being assigned to collect cash and record the transaction, too many customers to attend to and as a result employees have to work late to balance the day’s transaction, one employee saddled with the responsibility of verifying ATM cards, reversing debit without payment, resolving SMS alerts issues, etc.
3. Target induced stress
Given that the banking sector is target driven, the employees particularly marketers are usually given a target to meet either monthly or weekly. To meet this standard, they try as much as possible to meet up and sometimes resort to illicit sexual affairs with married men/women as the case may be.
Other dimensions of job stress identified by various researchers exists thus; Akrani (2011) identified: career concern, role ambiguity, role conflict, occupational demand, work overload, poor working conditions and lack of social support. Enekwe, et.al (2014), sees the causes of work related stress as: lack of free time, job environment problem, high workloads, low salary, unrealistic deadlines, job insecurity, lack of clarity of role, a sense of feeling undervalued, roles without sufficient levels of challenges, lack of clear policies and procedures and weakly managed organizational situation. Akingbola and Adigun (2010); Chovwen (2013), argue that especially exposed to high occupational stress are commercial bank workers in Nigeria who must contend with a host of precipitating factors such as , excessive and unpredictable work schedule occasioned by an ever increasing competition in the industry, a virtual disappearance of job security as evident in mass retrenchment of thousands of bank workers on a regular basis, low decision latitude on the job, and increasing threats to physical safety, security and well-being as banks have become the number one target of armed robbery attacks, kidnappings and armed raids by bandits. Adetayo et al (2014) reported that many aspects of organizational life that can become eternal stressors, this includes issues of structure, management use of authority, monotony, lack of opportunity for advancement, excessive responsibilities, ambiguous demands, value conflict’s, and unrealistic workloads. A person’s non-working life (e.g family, friends, health and financial situations) can also contain stressors that can negatively impact job performance. Thus, emotionally induces stress arises from one’s imagination. Over the years, a large number of workplace stressors of varying degree of gravity have been identified:  According to Murphy, (1995), common organizational and individual stressors could be classified into five (5) groups: 
Individual Task Demands: The stress caused by the job itself. Some occupations are more stressful than others. Managing employees is more stressful than being a receptionist.  Nevertheless, low level jobs can be more stressful than high level jobs because employees often have less control over their lives and thus less work satisfaction. Being a high-speed word processor or doing telemarketing phone sales, for instance can be quite stressful. There is also considerable stress caused by worries over the prospective loss of a job. Recent surveys indicate that employees frequently worry about being laid off. Job security is an important stressor to manage because it can result in reduced job satisfaction, organizational commitment and performance. 
Individual Role Demand: The stress created by others‟ expectations of you. Roles are sets of behaviours that people expect of occupants of a position. Stress may come about because of role overload, role conflict and role ambiguity. Role overload: Role overload occurs when managers have too many responsibilities and activities to perform. That is, when others’ expectations exceed one’s ability. At this point you might be thinking that role overload is part and parcel of most managers’ job. Managers do have multiple responsibilities and at times, these can become excessive, resulting in high level of stress. Role Conflict: Role conflict occurs when there is a conflict or friction between expected behaviours. That is, when one feels torn by the different expectations of important people in one’s life. In performing the roles of spokesperson and information disseminator, managers may find their responsibility to transmit accurate information to be at odds with their responsibility to promote a positive image for the organization in the eyes of the public. In performing the roles of a leader and resource allocator, managers may experience conflict between their responsibility to motivate organizational members and rewards high performance and their responsibility to allocate scarce resources (including money for raises and bonuses). Role Ambiguity: Role ambiguity occurs when others‟ expectations are unknown. That is, when you find your job description and the criteria for promotion vague, a complaint often voiced by new comers to an organization. 
Group Demands: the stress created by co-workers and managers. Even if you don’t particularly care for the work you do but like the people you work with, that can be a great source of satisfaction and prevent stress. When people don’t get along, that can be a great stressor. In addition, managers can create stress for employees in a number of ways; Exhibiting inconsistent behaviours, failing to provide support, showing lack of concern, providing inadequate direction, creating a demanding and high productivity environment, focusing on negatives while ignoring good performances. People who have bad managers are five times more likely to have stressed induced headaches, upset stomachs and loss of sleep. 
Organizational Demands: Stress created by the environment and culture. The physical environments of some jobs are great sources of stress. Such jobs are; Poultry processing, asbestos removal, coal mining, firefighting, police work, ambulance driving and so on. Even white collar work can take place in a stressful environment, with poor lighting, too much noise, improper placement of furniture and no privacy. An organizational culture that promotes high pressure work demands on employee will fuel the stress response. Research shows preliminary support for the idea that organizational stress can be reduced by participatory management. 
Non-work Demands: The stress created by forces outside the organization. As anyone knows who has had to cope with money problems, divorce, support of elderly relatives or other serious non-work concerns. The stress outside one’s work life can have a significant effect on work and people with lower incomes, education level and work statuses are particularly apt to have higher stress. But even people with ordinary lives can find the stress of coping with family life rugged going. Burke (1988) in Lu, Cooper, kao& Zhou (2003) group job stressors into the following six (6) categories: physical environment, role stressors, organizational structure and job characteristics, relationship with others, career development and work-family conflict. While Copper & Marshal (1988) in Lu et al, 2003) identified six (6) sources of stress at work; factors intrinsic to the job, management role, relationship with others, career and achievement, organizational structure and climate, and home/work interface. More simply, Antoniou, Polychromic and Vlachakis (2006), point that specific conditions that make jobs stressful can be categorized either as exogenous (i.e. unfavorable occupational conditions, excessive workload, lack of collaboration etc) or endogenous pressures (i.e. individual personality characteristic).  
2.2.7	Job-Related Stress Appraisal and Employee’s Adaptive Performance
It has been long recognized that work stress generally has a negative effect on job performance (Motowidlo, Packard & Manning,1986). There is differential influence resulting from different perceptions of stressors. When faced with a new situation, individuals would spontaneously begin to evaluate their own abilities and skills as compared with the requirements of the situation, which is referred to as stress appraisals (Folkman, Lazarus, Dunkel-Schetter,  DeLongis, & Gruen, 1986). Such stress appraisal has two stages: primary appraisal and secondary appraisal. In the primary appraisal stage, individuals evaluate what potential threats there will be, concerning the demands from situation and the goals and values of themselves. In the secondary appraisal stage, individuals evaluate the resources they have to deal with those requirements. The results of appraisal, after two stages, are indicated to fall on a continuum between two extremes of being challenged and threatened (Blascovich, & Mendes, 2000).

Challenge appraisals mean that individuals feel their resources, like abilities and social support to be abundant sufficient to fulfill requirements of the situation. Threat appraisals, on the other hand, mean that individuals are not confident about their abilities or other resources to respond to the situation demands. Threat appraisals and challenge appraisals could influence job performance distinctively (Schneider, 2004). As for adaptive performance, the more challenging (i.e., the less threatening) one's stress appraisals are, the more adaptive performance he/she would have (Stokes, Schneider, & Lyons 2008). This relationship is mediated by self-efficacy, which is a belief about one's capacities for certain tasks. Challenging rather than threatening appraisals would lead to higher levels of self-efficacy, and thus benefit individuals' adaptive performance.
2.2.8	Bank Employees Stress Management 
Stress Management is more important in now-a-days in the banking sector. There is no such thing like stress free job. Everyone in their work is exposed to tension and anxiety as they get through the duties assigned to them. Banking industry plays important role in the developing the country’s economy is not an exceptional one. The job nature of banking employees is very tedious as it involves the direct customer interaction in all levels. The large number of bankers are facing high level of stress because of their job and the reasons behind this stress include long working hours, heavy work load, improper reward system, lack of job autonomy, organizational culture, role conflict etc. and the main reason is lack of management support to employees. The employees can notice a number of symptoms indicating high level stress among them.

However, if these symptoms are not noticed in early Stage, they can cause serious health problems among employees such as depression, heart problems, diabetes etc. Not only health but personal life of bankers is also being affected because of high job stress, most employees are unable to spend time at home or with family. Thus, stress management of banking employees is the need of the hour. However hard we try to go beyond a stress situation, life seems to find new ways of stressing us. Stressors, if not escapable, are fairly manageable. Effective management of job stress can only be achieved under two conditions. First, the individual worker must be able to recognize stressors and understand their consequences and second, organizations must develop stress prevention, as well as stress reduction techniques. Stress Management is important for both individual and from the point of view of the organization. It is generally assumed that there are two basic approaches to cope with stress i.e. individual oriented approach and organizational oriented approach.
2.3	Theoretical Review
The theoretical underpinning of this study stems from two theories; role theory and person environment fit, 
2.3.1	Role Theory
In order to fulfill expected service outcomes “over the last decade human service agencies in most western economies have undergone major organizational restructuring and redefinitions of professional roles” (Biggs et al., 1995). One of the basic premises of the role theory is that various occupational roles that individuals engage in may be stressful regardless of their actual occupation, suggesting that stress found in various work roles may be stressful for all workers. Osipow and Spokane (1987) identify six work roles that they felt were stressful regardless of an individual’s actual vocational choice. These six roles were also utilized in the revised version of the OSI and include: (a) role ambiguity, (b) role insufficiency, (c) role overload, (d) role boundary, (e) responsibility, and (e) physical environment (Osipow and Spokane, 1987; Osipow, 1998).
2.3.2	Person-Environment Fit
A review of the literature suggests that researchers have attempted to find an explanation regarding the potential relationships that exist between stress, an individual, and the environment. It has been theorized that if there is not an accurate fit between the person and the environment, strain will occur (French, Caplan, and Harrison, 1982). More specifically, a person environment (P-E) fit suggests that individuals fit certain occupations based on the interaction of a multitude of variables. Theoretically, P-E fit “predicts that the magnitude of strain experienced by an individual is proportional to the degree of misfit between the individual and their occupation” (Pithers and Soden, 1999). Individuals “vary in their needs and abilities just as jobs vary in their incentives and demands” (French et al., 1982). Lazarus and Folkman (1986b) believe that the interaction between how an individual affects the environment and vice versa is a complex bi-directional process that is a result of a variety of factors and not any single variable.

The P-E fit theory has attracted researchers who believe there is some efficacy in its’ relationship to stress (Pithers and Soden, 1999; Sutherland et al., 1995). This theory was lent some empirical evidence by Sutherland et al. (1995). Their research supported the idea that stress and strain is “inversely related to measures of P-E fit” (Sutherland et al., 1995). Both the OSI (Osipow and Spokane, 1987) and the OSI-R (Osipow, 1998) mention the need for further validation studies to examine P-E fit and the relationship to stress and strain. Person–environment fit (PE) theory offers a framework for assessing and predicting how characteristics of the employee and the work environment jointly determine worker well-being and, in the light of this knowledge, how a model for identifying points of preventive intervention may be elaborated. Several PE fit formulations have been proposed, the most widely known ones being those of Dawis and Lofquist (1984) illustrated in figure 1, may be used to discuss the conceptual components of PE fit theory and their implications for research and application.


Figure 1. Schematic of French, Rogers and Cobb’s Theory of Person-Environment (PE) Fit[image: ]
[image: http://www.ilocis.org/documents/images/psy05fe.gif] Source: French, Rogers and Cobb 1974; cited by Harrison 1978
Poor PE fit can be viewed from the perspectives of the employee’s needs (needs supplies fit) as well as the job environment’s demands (demands–abilities fit). The term needs supplies fit refers to the degree to which employee needs, such as the need to use skills and abilities, are met by the work environment’s supplies and opportunities to satisfy those needs. Demands abilities fit refers to the degree to which the job’s demands are met by the employee’s skills and abilities. These two types of fit can overlap.
2.4	Empirical Review
There are few studies that documents individual characteristics of employees in relationships and adaptive performance (Enchakoui, 2013; Sawyer et al, 2018). Several factors were found might influence the adaptive performance of their employees. To achieve the objectives of this study, few research literatures on job stress in relation to employee performance were also critically reviewed
Hayley (2016), investigated the topic of adaptive performance, and its effects on individuals at work, responses from 324 participants were utilized in a correlational and regression design. The findings of this study suggest that Individual Adaptability and Adaptive Performance on the job (i.e. how well they perform in work situations requiring Adaptive Performance) are related. Findings also suggest that certain dimensions of Adaptive Performance can predict Job Satisfaction when there is a good fit between a people’s Individual Adaptability and the Adaptive Performance Requirements on the job.
Audrey and Patrice (2012) addressed the deficiency in the scale to measure individual performance in organizations by developing a multidimensional measure of adaptive performance that meets the needs of both researchers and practitioners, Using both qualitative and quantitative methods. They develop and evaluate a 19-item scale measuring five dimensions of adaptive performance. The study revealed good reliability and internal validity with a stable structural factor model across the three samples. Confirmatory factor analysis results support the fit of the five-factor model. Finally, additional structural equation modeling supports the discriminant, convergent and nomological network validity of the overall scale. The results of this study largely corroborate the research by Pulakos et al. (2000, 2002) with respect to the multidimensionality of adaptive performance. The five factors returned by the exploratory and the confirmatory analyses reflected the behavioural domain they identified with the exception of Physical Adaptability.

Stijn van Heck (2018) examinedthe relationships between transformational leadership, the big-five personality traits and the adaptive performance of employees. Hereby, the relationships were tested on three perspectives of adaptive performance: total adaptive performance, reactive adaptive performance, and proactive adaptive performance. In order to test this, a cross-sectional multi method research design was used. In the first stage, multiple hierarchical regression analyses were performed to test the various hypotheses of this study. Consequently, in-depth semi structured interviews were used to validate the results found in the quantitative stage. This study provided evidence for four out of the six hypotheses around the relationship towards adaptive performance. Conscientiousness, extraversion, and openness to experience were found to have a positive relationship with adaptive performance. Furthermore, neuroticism was found to have a negative relationship with adaptive performance. No further results confirmed that there was a significant relationship between agreeableness or transformational leadership and adaptive performance. Besides the testing of the hypotheses, this study tried to validate the distinction between reactive and proactive adaptive performance as proposed by Huang et al. (2014). However, no validation was found in the confirmatory factor analysis of this study.
Huang et al. (2014) examined emotional stability, ambition (an aspect of extraversion), and openness as predictors of adaptive performance at work, based on the evolutionary relevance of these traits to human adaptation to novel environments. A meta-analysis on 71 independent samples (N _ 7,535) demonstrated that emotional stability and ambition are both related to overall adaptive performance. Openness, however, does not contribute to the prediction of adaptive performance. Analysis of predictor importance suggests that ambition is the most important predictor for proactive forms of adaptive performance, whereas emotional stability is the most important predictor for reactive forms of adaptive performance. Job level (managers vs. employees) moderates the effects of personality traits: Ambition and emotional stability exert stronger effects on adaptive performance for managers as compared to employees.
Imtiaz & Ahmad (2009) carried out research on the impact of stress on employee productivity, performance and turnover in Twin Cities of Pakistan Rawalpindi/Islamabad, and identified the factors affecting stress as personal issues, lack of administrator support, lack of acceptance for work done, low span over work environment, unpredictability in work environment &inadequate monetary reward. Their analysis showed immense support for negative relationship between stress and job performance. The results showed that with every unit; increase in personal dilemmas, decrease in financial reward, decrease in influence over work environment, decrease in supervisor support there would be 0.513, 0.079, 0.266, 0.117 decreases in job performance respectively. It was noted that levels of stress would increase if no managerial concern for solution is given to the employee and this would result in poor performance by the employee performance; staking organizational reputation and loss of skilled employees.
[bookmark: _3znysh7]Qadoos, Ayesha, Tayyab, Toqeer and Hafiz (2015) carried out a study on the Influence of Job Stress on Employees Performance in Pakistan. The aim of this paper is to analyze the impact of job stress on employee’s performance in the industrial sector of Pakistan. For this purpose, previous research literature was critically studied and data were collected through questionnaire survey 250 copies of the questionnaire were distributed among the customers of telecommunication service providers in Pakistan. The self-administered 250 copies of the questionnaire were distributed and 200 completed questionnaires were received at a response rate of 80%.Non- probability sampling techniques was used for the selection of sample. The finding of this study is that there is positive moderate relationship between job stress and employees’ performance.

Bewell, Yakubu, Owotunse, &Ojih (2014) examined work induced stress and its relationship to organizational effectiveness and productivity and concluded that the concept of work-induced stress, and workers effectiveness and productivity are relatively inseparable; and challenged the various organizations in Nigeria to employ the services of Organizational and Clinical Psychologists to help in providing stress coping skills, coaching and counselling to employees as it will help to boost efficiency and high productivity in various organization in Nigeria.  Adetayo, Ajani and Olabisi (2014), in a similar study, found that job stress has significant effect on employees’ performance. This research was carried out to appraise Job stress and performance of employee in an organization in Nigeria tertiary hospitals. The data of the study were collected through the use of Primary and Secondary sources by administering questionnaire, personal interviews. Findings indicated that work overload, career development and work/family conflict are considered to likely cause a disruptive effect on performance of workers. The study found that workers’ performance was affected by the following factors; tiredness, worry, unhappiness, weakness, headache, and anger. 
Usman and Muhammad (2010) examined the relationship between job stress and job performance among 144 bank employees of banking sector in Pakistan. Their results were significant with negative correlation between job stress and job performances and showed that job stress significantly reduces the performance of an individual. Shahram, Somayeh and Behnam (2014) carried out a study on the effect of occupational stress, psychological stress and burnout on employee performance: Evidence from banking industry in Karaj, Iran. The study designs a questionnaire in Likert scale and distributed it among all female employees who worked for Bank Maskan in the city. Cronbach alpha has been used to verify the overall questionnaire, all components were within acceptable levels, and the implementation of Kolmogorov-Smirnov test indicated that the data were not normally distributed. Using Spearman correlation ratio as well as regression techniques, the study has determined that while psychological stress influenced significantly on all three components of employee performance including interpersonal performance, job performance as well as organizational performance, the effect on job performance was greater than the other components. In addition, occupational stress only influences on organizational as well as interpersonal performance. Finally, employee burnout has no impact on any components of employee performance.
In a similar research in India, Tulsee(2015) carried out a study on job stress and its effect on employee performance in banking sector. The objective of the study was to evaluate empirically the impact of occupational stress on employees’ performance in Banks. The sample was collected from Banks of major cities of Rajasthan State. Relevant data were collected through structures questionnaire. The Z-test was used to analyze the hypothesis. The result showed that occupational stress brings about subjective effects such as fear, anger and anxiety among employees resulting in poor mental and psychological health. Based on these findings, it was recommended that Banks should reduce psychological strain, job insecurity, and clear role ambiguity, through job redesign. Other support activities such as behavioural and psychological counselling and short term courses on time management and workshop on stress management can be organized. 
A research work byUdu& Eke (2018) investigated the relationship that exists between occupational stress (role boundary, distorted responsibility and physical environment) and job performance of female bankers in United Bank for Africa Plc branches, a descriptive survey was carried out, and data were collected using structured questionnaire in Likert scale format. Analyses of data were done using descriptive statistics, while hypotheses of the study were tested using Pearson correlation coefficient. Findings were that all three dimensions of occupational stress studied have high degree of relationship with female bankers‟ performance. Occupational stress indicators of role boundary, distorted responsibility and physical environment were further found to significantly affect the performance of female bankers in different ways depending on their marital status and their specific assigned duties. Recommendations are that peculiar working environment ought to be created for female bank workers especially the lactating mothers; adequate job redesign and improved physical environment of the bank branches would also improve the performance of female bank workers at branch level.
In a related study by Undie, Ukpata and Iyortsuun (2018) assessed the impact of job stress on employee performance in the Nigerian Banking Industry. Pressure induced stress, workload induced stress and target induced stress were parameters of job stress. Three hypotheses were tested in this study: pressure induced stress, workload induced stress and target induced stress were hypothesized as having a relationship with employee performance in the Nigerian Banking Industry. The sample size for the study was 300, while only 250 questionnaires were used for the data analysis. Results from the regression analysis showed that pressure induced stress, workload induced stress and target induced stress are related to employee performance in the Nigerian banking industry. It was recommended that organizations should redesign jobs to reduce workload, set realistic targets that can be achieved and improve the quality of services to reduce pressure on employees



2.5	Gaps in the Literature
[bookmark: _2et92p0]In the current literature, there is a lack of studies on job-level predictors of adaptive performance (Jundt et al., 2014; Huang et al., 2014). However, job stress has been studied widely in relation to the performance of employees (Adetayo, Ajani and Olabisi, 2014; Warraich, Ahmed, Ahmad and Khoso, 2014). Thus, employee performance is a quite broad concept with many underlying dimensions. Most recent studies only examined the relationship between job stress and employees’ performance but did not exhibit adaptive performance. Few studies examined the relationships between individual characteristics of employees in relationships and adaptive performance (Enchakoui, 2013; Sawyer et al, 2018), others studied contextual variables in relationship to adaptive performance (Ghitulescu, 2013; Zhang & Li, 2016; Charbonnier et al; 2010). However, no current studies have related job stress to adaptive performance.  For that reason, this present study investigates the effect of job stress on employees’ adaptive performance of staff at the branches of Access Bank PLC in Ilorin metropolis. In this study,little contributions to the literature were discussed. Based on results of this study, few implications were provided regarding the job stress and adaptive performance.





CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter clearly defines the research methods used in conducting the study. It gives a meaningful detail about the population of the study, sampling and sampling size, method of data collection and data analysis.
3.2 Profile of Organization Studied
Corporate Profile of Access Bank Plc
Access Bank Plc is a full-service commercial Bank operating through a network of about 366 branches and service outlets located in major centres across Nigeria, Sub Saharan Africa and the United Kingdom. Listed on the Nigerian Stock Exchange in 1998, the Bank serves its various markets through 4 business segments: Personal, Business, Commercial and Corporate & Investment banking. The Bank has over 830,000 shareholders including several Nigerian and International Institutional Investors and has enjoyed what is arguably Africa's most successful banking growth trajectory in the last ten years ranking amongst Africa's top 20 banks by total assets and capital in 2011. 
As part of its continued growth strategy, Access Bank is focused on mainstreaming sustainable business practices into its operations. The Bank strives to deliver sustainable economic growth that is profitable, environmentally responsible and socially relevant. 

Corporate & investment banking 
The corporate and investment banking focuses on multinational well-structured large local and foreign owned companies with minimum annual turnover of N20 billion and with risk rating falling within a specified limit, as well as financial institutions in the banking, capital markets, financial institutions in the banking, capital markets, pension and insurance sub-sector. The corporate and investment SBU’s sector focus include the cement and construction, communications, manufacturing upstream oil and gas and financial institutions sectors and selective focus in the downstream oil & gas, power, transportation, agriculture and real estate sectors. The corporate and investment banking SBU’S financial markets unit offers clients a wide range of financial services including treasury (trading in fixed income and currency, products), corporate finance, project finance and structured finance (acquisition and leveraged finance services). This decision is also responsible for the group’s relationships with domestic and international financial institutions (including development finance institutions (‘DFIs’).
Commercial banking 
The commercial banking focuses on incorporated companies with turnover of N1 billion and above (excluding companies that meet corporate and investment banking SBU customer criteria), Federal government ministries, departments and agenizes, as well as state and local governments. The commercial banking SBU’s TARGET MARKET include companies that are within the corporate and investment banking value chain, as well as federal, state and local governments. Specific target customers include Asian companies in key sectors industries and select state\citizen, manufacturing companies’ consumer, hospitality and life style companies and contractors in select sectors (Oil &gas, construction and real estate).
Business Banking
The business Banking focuses on companies and small and medium enterprises (SMES) with annual turnover of not more than 1 billion. The Business Banking BSU’s target market model focuses on the implementation of a (holistic) SME partnership and advisory programme while extending its global facility framework to cover the SME segment of the value chain of selected Access Bank Corporate and Commercial banking customers.
Personal and Private Banking
The Personal Banking section focuses on affluent professionals, employees in the value chain of the Group’s corporate clients, as well as students, pensioners’ employees of religious organizations and informal traders, while the Private Banking Section focuses on High Net-worth individuals (HNI) and Ultra-High Net-worth Individual (UHNI).
3.3	Research Design 
By the nature and design of this study, it can be described as both quantitative and qualitative research approaches. It is descriptive type of research design because it produces quantitative information about the social world and analyzes several variables simultaneously (Babbie, 1986; Neuman, 1994). Descriptive design research aims to accurately and systematically describe a population, situation or phenomenon
This research design is an appropriate choice for this study because it's widely research methods to investigate one or more variables. It helps to identify characteristics, frequencies, trends, and categories.
3.3.1	Population
The population of the study is the entire staff of Access Bank Plc in Nigeria while the target population includes the employees of Access Bank Plc in Ilorin, Kwara state. A total two hundred (200) respondents were drawn from all three branches located in Ilorin, Kwara state as the studied population. The selection was based on different categories of the employees.
3.3.2	Sample Size 
The sample population is a subset of the entire population, and inferential statistics is to generalize from the sample to the population. A statistical formula was used in determining the sample size is the Yaro Yamani method as follows:
n    =           N
	  1+N (e) 2


Where n = sample size; N= population and e = level of significance (0.05) 
 n =              200 		=	133
  1+ 200(0.05)2
              n   =    133
3.3.3	Sampling Technique
Sampling was used to select a portion of the population to represent the target population in order to give true representation and accuracy of the research result. Therefore, 133 respondents were selected through simple random sampling from the population. This is because it gives every element in the population an equal chance of being selected in the sample size. This sampling technique was applied where this study selects a group of different categories of staff of the bank based on the length of service. The study was also guided by certain demographic parameters such as gender, age, marital status and educational qualifications.  
3.4 Sources and Methods of Data Collection
Both primary and secondary data were used in this research. The source of secondary data especially for the literature review in this study were the journals from internet, articles, and books. The collection of primary data required the use of questionnaire.  Closed-ended questionnaires were designed for the respondents. The questionnaire has two parts. All the questions in part A provides general information about the respondents while the remaining questions in part B addressed the research questions. The questionnaire was designed in 5-point Likert scale format (Strongly Agree, Agree, Undecided, Disagree and Strongly Disagree) and comprises of 15 questions. A total of 133 copies of the questionnaire were distributed to the respondents to ensure a comprehensive view of the staff of three Access Bank Branches in Ilorin on job stress and employees’ adaptive performance. The respondents were asked to tick in the appropriatedcolumns to indicate their view on a five point Likert scale.  However, it is important to state that only one hundred and twenty (120) copies of questionnaire representing 90.2% were filled and returned. The presentation, analysis and conclusion of the study were based on the one hundred and twenty (120) copies of questionnaire as below under the various headings.
3.5	Method of Data Analysis
Descriptive statistics was used to present the demographic variables such as percentages, frequency counts and tabulation in analysis of gender, age, marital status, and educational qualifications and to interpret the data. The correlation matrix was also used to show the relationship between various variables of interest to the research hypotheses and research objectives stated for this study.
For the test of the formulated hypotheses, multiple regression analysis was used. The rationale for the use of multiple regression analysis is that it is a statistical technique that allows the prediction of an outcome on one variable (dependent variable) on the basis of several other variables (independent variable). The analysis of data was conducted using the application of computer software programs such as MS word, MS excel, and SPSS.
3.6	Model Specification
 In this study, three dimensions of job stress in banking industry were analyzed to determine if they have an effect or influence on employees’ adaptive performance, and this is in line the formulated objectives. The structural model was stated as follows:
y = α + β1χ1 + β2χ2 + β3χ3 + u ………………………………………………… (1)
Where:
α is the intercept
β1- β3 are the unknown regression coefficients or slope parameters 
u is the unobserved error or disturbance term
y is the dependent, explained, response or predicted variable
χ1 … χ3 are the independent, explanatory, control or predictor variables, or regressors.
Thus, the model can be re-specified in the following form;
EAP = α + β1JR + β2EPMC+ β3WE + u …………………………… ………..  (2)
Where:
EAP= Employee’s Adaptive performance;
JR = Job roles
EPMC = Employee’s physical and mental conditions
WE = Work environment
[bookmark: _tyjcwt]3.7	Measurement of Variables
The independent variable (Job stress) was measured by using different job stress dimensions such as work environment, employee’s physical and mental condition, job roles while employees’ adaptive performance was captured by overall adaptive performance and measured by behavioral dimensions (e.g., coping with changes, learning).








CHAPTER FOUR
DATA ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION
This chapter presents the result, interpretation and discussion of findings. The demographic characteristics of the respondents to reveal the background factors influencing the respondents understanding of the subject matter of the study. 
4.2 PRESENTATION AND ANALYSIS OF INFORMATION COLLECTED FROM RESPONDENTS
SECTION A: DEMOGRAPHIC INFORMATION
Table 4.2.1 Demographic characteristics of the respondents
	
	
	Frequency
23
	Percent
19

	Gender
	Male
	
	

	
	Female
	97
	81

	
	Total
	120
	100

	Age

	18-25yrs
	16
	13

	
	26-35yrs
	45
	37

	
	36-45yrs
	38
	32

	
	46-55yrs
	13
	11

	
	Above 56
	8
	7

	
	Total 
	120
	100

	Marital Status
	Single
	47
	39

	
	Married
	61
	51

	
	Others
	12
	10

	
	Total
	120
	100

	Educational Qualification


	Diploma/OND
	36
	30

	
	First degree/BSC OR HND
	70
	58

	
	Postgraduate
	14
	12

	
	Total
	120
	100

	Organizational position


	Entry level  
	68
	56

	
	Middle management
	41
	35

	
	Management executive
	11
	9

	
	Total
	120
	100

	Working duration
	0-5 years
	30
	25

	
	6-10years
	49
	41

	
	11-15years
	23
	19

	
	16-20years
	10
	8

	
	Above 21
	8
	7

	
	Total
	120
	100

	Source: Researcher’s field survey, 2025



Table 4.2.1 portrays the demographic characteristics of the respondents with reference to the respondent’s gender, age, marital status, educational qualification, position and tenure. The distribution of demographic variables indicated that majority of respondents are female.   Out   of   the 120 respondents, 81% are female and 19% are male. This implies that banking sector tends to be favourable to female in its employment, female dominating over their male counterparts. The respondents’ division according to age shows that 37% respondents belong to age bracket of 26-35, 32% belong to the age bracket of 36-45 and 13% respondents belong to the age bracket of 18-25, while 11% between 46-55, and 7% above 56years. This means that the Banking sector having young people in the service and are ready to serve for long time provided they are motivated enough to stay.
Regarding to marital status, as seen on the table above, 39% of the respondents are single while 51% are married. It is not surprising that the high level of education of banking staff has a far-reaching effect on bank performance, 58% of the respondents are bachelor degree/higher national diploma holders, followed by the diploma/OND holders (30%). The results also show the staff position of the respondents, 68 (56%) are in entry level position and 41 (35%) are within middle management position while 11(9%) are at top management cadre of their organizations. The result implies that majority of the respondents were at lower cadre. Based on the tenure of the staff or years of working with the bank, the study revealed that 41% of staff have been working between 6 to 10 years, 25% of the respondents have been with the bank close between 1 to 5years and only 7% of the respondents have stayed with the bank for 21 years and above. This indicates that most of staff are experienced.
SECTION B:  Presentation of Responses and Analysis
Table 4.2.2 Responses to the job Demand
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	56
41
6
10
7
120
	46.7
34.2
5
8.3
5.8
100
	46.7
34.2
5
8.3
5.8
100
	46.7
80.9
85.9
94.2
100


Source: Researcher’s field survey, 2025
Table 4.2.2 depicts that 97 (80.9%) of the respondents fairly and strongly agreed that they keep composed and focused on task at hand when dealing with high demand tasks while, 17 (14.1%) of the respondents fairly and strongly disagreed. This implies that being resilient, remaining composed, and demonstrating the highest levels of professionalism in stressful circumstances may necessarily dealing with work stress.
Table 4.2.3 Responses to Job Satisfaction
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	22
33
10
20
35
120
	18.3
27.5
8.3
16.7
29.2
100
	18.3
27.5
8.3
16.7
29.2
100
	18.3
45.8
54.1
70.8
100


Source: Researcher’s field survey, 2025

Table 4.2.3 reveals that 55 (45.8%) of the respondents fairly and strongly agreed that they are more satisfied with their jobs, regardless any odds. However, 10 (8.3%) of the respondents were undecided while 55 (45.9%) of the respondents fairly and strongly disagreed. This finding suggests that highly satisfied and adaptable people perform better on jobs. This is in consonance with the study of Hayley (2016) suggested that people in jobs that require adaptive performance are generally more satisfied with their jobs, regardless if they are an adaptable person or not.
Table 4.2.4  Up-to-date information on Job 
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	35
53
7
20
5
120
	29.2
44.2
5.8
16.7
4.2
100
	29.2
44.2
5.8
16.7
4.2
100
	29.2
73.4
79.2
95.8
100


Source: Researcher’s field survey, 2025

Table 4.2.4 shows that 53 (73.4%) of the respondents fairly and strongly agreed that they wait for more accurate information from my superior before acting. 7 (5.8%) of the respondents neither wait for directive from supervisor nor carried out their task without their supervisor's directives while it was reported that 25 (20.9%) fairly and strongly disagreed. This indicates that most of the respondents have seldom or not control over their job. Consequently, generating idea and innovative approaches enhance creativity. This is in consonance with the study of Muhammad and Ali (2003) when employees feel they did not have control over their jobs they may be stressed. As most of the employees have one qualification or the other, they are highly competitive and their specialized knowledge is stifled by the lack of control over their jobs and the frustration they endure may lead to distress.
Table 4.2.5 Physical adaptability and Work Conditions
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	5
53
2
 47
13
120
	4.2
44.2
1.7
39.2
10.7
100
	4.2
44.2
1.7
39.2
 10.7
100
	4.2
48.4
50.1
89.3
100


Source: Researcher’s field survey, 2025

Table 4.2.5 posits that 58 (48.4%) of the respondents fairly and strongly agreed that they strive to adapt in any working conditions they find themselves while 60 (49.9%) of the respondents fairly and strongly disagreed This implies that physical adaptability help in performing well despite physical discomfort and challenging work conditions. Improving the work conditions, the level of job stress will be decreased and in turn, job satisfaction will be improved. This is line with the theory of Herzberg, workplace physical conditions factor may cause job dissatisfaction. 
Table 4.2.6 Job Role and Adaptability
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	34
56
15
5
10
120
	28.3
46.7
12.5
4.2
8.3
100
	28.3
46.7
12.5
4.2
8.3
100
	28.3
75
87.5
91.7
100


Source: Researcher’s field survey, 2025

Table 4.2.6 posits that 90 (75%) of the respondent fairly and strongly agreed that their job role is well defined and influences adaptive performance. However, 15 (12.5%) of the respondents were undecided while 15 (12.5%) of the respondents fairly and strongly disagreed. This means that if the employee role within the organization is clear, it will continue to be a factor in employee adaptive performance. Hence, individual adaptability, adaptive performance on the job, and job satisfaction are related.


Table 4.2.7 Tasks Change and Work Situation
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	64
38
8
7
3
120
	53.3
31.7
6.7
5.8
2.5
100
	53.3
31.7
6.7
5.8
2.5
100
	53.3
85
91.7
97.5
100


Source: Researcher’s field survey, 2025

Table 4.2.7 depicts that 102(85%) of the respondent constituting the majority fairly and strongly agreed that agreed that they are feeling at ease even if their tasks change and occur at a very fast pace.  8(6.7%) of the respondents were undecided while 10 (8.3%) of the respondents fairly and strongly disagreed. This finding indicate that effectively adjusting plans, goals, actions, or priorities to deal with changing situations will help to perform better on jobs.

Table 4.2.8 Decision making and Job Performance
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	71
31
13
5
-
120
	59.2
25.8
10.8
4.2
-
100
	59.2
25.8
10.8
4.2
-
100
	59.2
85
95.8
100


Source: Researcher’s field survey, 2025

Table 4.2.8 revealed that 102 (85%) of the respondents fairly and strongly agreed that they derived job satisfaction when they are left with decision making. However, 13 (10.8%) of the respondents were undecided, while 5 (4.2%) of the respondents strongly disagreed. The result here implies that the participation of the employees in decision making processes increasing the level of job performance.
Table 4.2.9 Dealing with Excessive and Unpredictable Work Situations
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	71
29 
5
13
2
120
	59.2
24.2
4.2
10.8
1.7
100
	59.2
24.2
4.2
10.8
1.7
100
	59.2
83.4
87.6
98.3
100


Source: Researcher’s field survey, 2025

Table 4.2.9 shows that 100 (83.4%) of the respondent constituting the majority fairly and strongly agreed that taking additional work unexpectedly makes them very anxious. 5 (4.2%)of the respondents were undecided while 15 (12.5%) of the respondents fairly and strongly disagreed. This implies that excessive job pressures to meet job demands becomes exhausted and stressed. These findings are in line with findings of Adetayo et al (2014) and Sajuyigbe et al (2015), the authors established work-load as one of the causes of stress in an organization. Workload induced stress implies that when employees are overloaded with tasks/jobs at work, it constitutes stress and consequently affects employee performance. 
Table 4.2.10 Handling Work-Related Stress 
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	22
58
17
13
10
120
	18.3
48.3
14.2
10.8
8.3
100
	18.3
48.3
14.2
10.8
8.3
100
	18.3
66.6
80.8
91.7
100


Source: Researcher’s field survey, 2025
Table 4.2.10 Indicates that 80 (66.6%) of respondents fairly and strongly agreed that work-related stress impacts quality of what they do. However, 17 (14.2%) of the respondents were undecided while 23 (19.1%) of the respondents fairly and strongly disagreed. This suggests that when employees are faced with difficult circumstances or a highly demanding workload or schedule may affect performance but demonstrating resilience and the highest levels of professionalism may go along ways to mitigate stressful circumstances. In similar findings, Muhammad and Ali (2003) found that there is evidence to the effect that most employees reported to work under pressure and that they feel uncared for by the organization. Thus, employing effective stress management practices will increase employee satisfaction and overall employee performance. 


Table 4.2.11 Team Spirit
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	49
32
13
16
10
120
	40.8
26.7
10.8
13.3
8.3
100
	40.8
26.7
10.8
13.3
8.3
100
	40.8
67.5
78.3
91.7
100


Source: Researcher’s field survey, 2025
Table 4.2.11 revealed that 81 (67.5 %) of the respondents fairly and strongly agreed that they look for solutions by having a calm discussion with colleagues. 10.8% of the respondents were undecided while 26 (21.6%) of the respondents fairly and strongly disagreed. Therefore, it implies that working well and developing effective relationships with highly diverse personalities will enhance interpersonal adaptability. These relations may be with supervisor and colleagues. Poor or unsupportive relationships with colleagues and supervisors can be a potential source of pressure. Poor relationship among employees often cause stress and have adverse effects on the performance of employees.
Table 4.2.12 Workload and Job stress
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	76
23
5
2
14
120
	63.3
19.2
4.2
1.7
11.7
100
	63.3
19.2
4.2
1.7
11.7
100
	63.3
82.5
86.7
88.3
100


Source: Researcher’s field survey, 2025

Table 4.2.12 shows that 99 (82.5%) of the respondents fairly and strongly agreed that they are stressed when have a large workload while 4.2% of the respondents were undecided, 16 (13.4%) of the respondents fairly and strongly disagreed. This means that work overload & time pressure to complete too much work in short span of time is big source of stress which decrease the performance of employees. These findings are in line with findings of Adetayo et al (2014) and Sajuyigbe et al (2015), the authors established work-load as one of the causes of stress in an organization. Workload induced stress implies that when employees are overloaded with tasks/jobs at work, it constitutes stress and consequently affects employee performance. 

Table 4.2.13 Job Role Conflict and Work Commitment
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	52
38
10
12
8
120
	43.3
31.7
8.3
10
6.7
100
	43.3
31.7
8.3
10
6.7
100
	43.3
75
83.3
93.3
100


Source: Researcher’s field survey, 2025

Table 4.2.13 reveals that 90 (75%) of the respondents fairly and strongly agreed that they feel at unease when job role conflict decreases commitment while 20 (16.7%) of the respondents fairly and strongly disagreed. This shows that job role that involves uncertainty regarding job expectations are role related stressors that affect employee productivity. In same vein, the study of Odunze (2008) also claimed that role conflict and poor physical environment are negatively related to job performance.
Table 4.2.14 Changes in the Work Demands
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	66
31
10
3
10
120
	55
25.8
8.3
2.5
8.3
100
	55
25.8
8.3
2.5
8.3
100
	55
80.8
89.1
91.7
100


Source: Researcher’s field survey, 2025
Table 4.2.14 shows that 97 (80.8%) of the respondents fairly and strongly agreed that they anticipate changes in the work demands. 10 (8.3%) of the respondents were undecided while 13 (10.8%) of the respondents fairly and strongly disagreed. This means that constantly changing causing employees to be more adaptable on the job than ever before while some job changes are a source of pressure, for example job insecurity, lack of job stability, temporary or fixed term contracts, future job change and fear of skill redundancy.


Table 4.2.15 New Work Processes and Procedures
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	55
43
2
-
20
120
	45.8
35.8
1.7
-
16.7
100
	45.8
35.8
1.7
-
16.7
100
	45.8
81.6
83.3
-
100


Source: Researcher’s field survey, 2025
Table 4.2.15 posited that 98 (81.6%) of the respondents fairly and strongly agreed that they adjust to new work processes and procedures. However, 2 (1.7%) of the respondents were undecided, while 20 (16.7%) of the respondents fairly disagreed. This suggests that maintaining rules, work processes and procedures promote work efficiency and decrease stress.
Table 4.2.16 Work Performance Deficiencies
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	84
21
12
3
-
120
	70
17.5
10
2.5
-
100
	70
17.5
10
2.5
-
100
	70
87.5
97.5
100


Source: Researcher’s field survey, 2025
Table 4.2.16 shows that 105(87.5%) of the respondents fairly and strongly agreed that they take action to improve work performance deficiencies. 12 (10%) of the respondents were undecided while 3(2.5%) strongly disagreed. This indicates that employing unique types of ideas and generating new, innovative ideas in complex areas; developing creative solutions; thinking outside the given parameters to see if there is a more effective approach; developing innovative methods of obtaining or using resources when insufficient resources are available to do the job will all decreasing the work performance deficiencies.
Table4.2.17 Physical and Mental Conditions of Employee
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	74
21
12
5
8
120
	61.7
17.5
10
4.1
6.7
100
	61.7
17.5
10
4.1
6.7
100
	61.7
79.2
89.2
93.3
100


Source: Researcher’s field survey, 2025
Table 4.2.17 reveals that 95 (79.2%) of the respondents fairly and strongly agreed that they demonstrate physically and mentally oriented adaptability, while 12 (10%) of the respondents were undecided. However, 13 (10.8%) of the respondents fairly and strongly disagreed. This confirms that adjusting to challenging environmental states such as extreme heat, humidity, cold, or dirtiness; frequently pushing self physically to complete strenuous or demanding tasks; adjusting weight and muscular strength or becoming proficient in performing physical tasks are necessary for the job.
Table 4.2.18 General Physical Well-being
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	41
29
5
13
32
120
	34.2
24.2
4.2
10.8
26.7
100

	34.2
24.2
4.2
10.8
26.7
100
	34..2
58.4
62.6
73.3
100


Source: Researcher’s field survey, 2025

Table 4.2.18 indicate that 70 (58.4%) of the respondents fairly and strongly agreed that they keep working even when they are physically exhausted, 5 (4.2%) of the respondents were undecided, while 45(37.5%) of the respondents fairly and strongly disagreed. This implies that physical adaptability will go a long way to perform well and also giving up to-date health and safety services is essential for preparing a secure workplace.
Table 4.2.19 Employees Intellectual Ability
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	28
47
21
10
14
120
	23.3
39.2
17.5
8.3
11.7
100
	23.3
39.2
17.5
8.3
11.7
100
	23.3
62.5
80
88.3
100


Source: Researcher’s field survey, 2025
Table 4.2.19 depicts that 75 (62.5%) of the respondents fairly and strongly agreed that they maintain high levels of Intellectual ability, while 17.5% of the respondents were not sure and 24 (20%) of the respondents fairly and strongly disagreed. This implies that making decisions based on clear, focused thinking and objectivity on the situation at hand and handle emergencies as necessary and appropriate is tend to enhance employees’ productivity which would be the advantage of the organization. 


Table 4.2.20 Employees Emotional Intelligence
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	59
31
7
13
10
120
	49.2
25.8
5.8
10.8
8.3
100
	49.2
25.8
5.8
10.8
8.3
100
	49.2
75
80.8
91.6
100


Source: Researcher’s field survey, 2025

Table 4.2.20 reveals that 90 (75%) of the respondents fairly and strongly agreed that they maintain control over emotion in challenging situations while 23 (19.1%) of the respondents fairly and strongly disagreed. This shows that maintaining control over one’s feelings and responses in challenging or stressful situations will reduce stress. Thus, emotional stressors negatively affect employee commitment.
Table 4.2.21 Adaptability and Work Environment
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	66
27
12
5
10
120
	55
22.5
10
4.2
8.3
100
	55
22.5
10
4.2
8.3
100
	55
77.5
87.5
91.7
100


Source: Researcher’s field survey, 2025

Table 4.2.21 reveals that (93) 77.5 % of the respondents fairly and strongly agreed that they keep adjusting to better fit the work environment. 10% of the respondents were not sure while 15 (12.5%) of the respondents fairly and strongly disagreed. This means that appropriately responding to changing situations with improved physical work environment of the bank branches would also improve the performance.
Table 4.2.22 Adaptive Performance and Work Environment
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	66
27
12
5
10
120
	55
22.5
10
4.2
8.3
100
	55
22.5
10
4.2
8.3
100
	55
77.5
87.5
91.7
100


Source: Researcher’s field survey, 2025

Table 4.2.22 depicts that 93 (77.5%) of the respondent fairly and strongly agreed that they can only work efficiently in a comfortable environment. 12 (10) of the respondents were undecided while 15 (12.5%) of the respondents fairly and strongly disagreed. This implies that adjusting to challenging environment becoming proficient in performing physical tasks as necessary for the job.
Table 4.2.23 Workplace Design
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	66
27
12
5
10
120
	55
22.5
10
4.2
8.3
100
	55
22.5
10
4.2
8.3
100
	55
77.5
87.5
91.7
100


Source: Researcher’s field survey, 2025

Table 4.2.23 reveals that 93 (77.5%) of the respondents fairly and strongly agreed that they cannot maintain high levels of professionalism in poorly designed work office while 22 (12.5%) of the respondents are in the disagreement category. This shows that poorly designed office space, lack of privacy and poorly ventilated rooms are physical environment stressors that affect employee job satisfaction.
Table 4.2.24 Office Politics
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	55
27
15
11
12
120
	45.8
22.5
12.5
9.6
10
100
	45.8
22.5
12.5
9.6
10
100
	45.8
68.3
80.8
90.4
100


Source: Researcher’s field survey, 2025

Table 4.2.24 reveals that 82 (68.3%) of the respondents fairly and strongly agreed that they feel uncomfortable with office politics while 23 (19.6%) of the respondents fairly and strongly disagreed. This shows that office politics, poor supervision and conflict with co-workers are interpersonal stressors that affect employee efficiency.
Table 4.2.25 Work Environment and Performance
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	43
30
12
14
21
120
	35.8
25
10
11.6
17.6
100
	35.8
25
10
11.6
17.6
100
	35.8
60.8
70.8
82.4
100


Source: Researcher’s field survey, 2025

Table 4.2.25 depicts that 73 (60.8%) of the respondents fairly and strongly agreed that they sometimes reach their physical limits to accomplish task with poorly work environment. However, 12 (10%) of the respondents were undecided while 35 (29.2%) of the respondents fairly and strongly disagreed. This implies that there is a misfit between the employees and their working environment. The findings concur with the study of Udu and Eke (2018) physical environment is found to significantly affect the performance of female bankers in different ways depending on their specific assigned duties.
Table 4.2.26 Diversity and Interpersonal Relations
	
	Frequency
	Percentage
	Valid percentage
	Cumulative percentage

	SA
A
U
SD
D
Total
	43
32
16
10
19
120
	35.8
26.6
13.3
8.3
15.8
100
	35.8
26.7
13.4
8.3
15.8
100
	35.8
62.5
75.9
84.2
100


Source: Researcher’s field survey, 2025

From table 4.2.26, 75 (62.4%) of the respondents fairly and strongly agreed that they get along with people from different backgrounds (culture and religious beliefs) while 29 (24.1%) of the respondents fairly and strongly disagreed. This implies that being able to understand the feelings, motivations, and behaviors of others; learning about, integrating with, and respecting the cultures, customs, and values of others can be helpful to the success of an organisation.


4.3 TEST OF HYPOTHESIS
Hypothesis One
Table 4.3.1 shows the result of the regression analysis to ascertain the amount of variations in the dependent variable (Employees’ adaptive performance) which can be associated with changes in the value of an independent or predictor variable (Job roles, work environment and employee’s physical and mental conditions) in the absence of other variables.
H01: Job stress has no significant impact on employees’ adaptive performance

Table 4.3.1 Regression Analysis of impact of Job Stress on employees’ adaptive performance

a) 		Model Summary
	

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.985a
	.969
	.968
	.18851

	
Predictors: (Constant), job roles, work environment, and employee’s physical and mental conditions
Source: Researcher’ Computation using SPSS
Table 4.3.1a indicates that adjusted R2 statistic in the model as fitted explains 96.8% of the total variability in employees’ adaptive performance. In other words, 3.2% of the total variability in employees’ adaptive performance can be explained by other variables. The value of adjusted R2 = 0.968 (96.8%) shows that job stress dimensions are good predictor of employees’ adaptive performance. 


b) 			ANOVA
	

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	98.027
	3
	19.605
	551.694
	.000b

	
	Residual
	3.092
	117
	.036
	
	

	
	Total
	101.118
	120
	
	
	

	
a. Dependent Variable: Employees’ adaptive performance

	b. Predictors: (Constant), job roles, work environment, and employee’s physical and mental condition
Source: Researcher’ Computation using SPSS



Table 4.3.1b shows that the analysis of variance of the fitted regression equation is significant with F value of 551.694. This is an indication that the model is a good one. Since the p-value is less than 0.05, it shows a statistically significant relationship between the variables at 95 percent confidence level. Therefore, the null hypothesis (H01) is rejected. Thus, job stress has significant effect on employees’ adaptive performance




c)	Coefficients
	

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	.041
	.062
	
	.665
	.008

	
	Job roles
	.109
	.079
	-.099
	-1.373
	.043

	
	Employee’s physical and mental conditions
	.829
	.062
	.862


	13.305
	.046

	
	Work environment
	.135
	.067
	             .145
	2.026
	.000


a. Dependent Variable: Employees’ adaptive performance
Source: Researcher’ Computation using SPSS
The standardized coefficients (Beta) value in Table 4.3.1c reveals that the independent variables are statistically significant at 0.05 significant levels.



Hypothesis Two
H02: There is no significant relationship between job stress and employees’ adaptive performance 
	
Table 4.3.2 Correlation Matrix of variables

	
	EAP
	JR
	EPMC
	WE

	EAP
	Pearson Correlation
	1
	.679**
	.799**
	.483**

	
	
	
	
	
	

	JR
	Pearson Correlation
	      .679**
	1
	 456**
	.487**

	EPMC
	Pearson Correlation
	    .799**
	    .456**
	1
	       .896**

	
	
	
	
	
	

	WE
	Pearson Correlation
	    .483**
	    .487**
	      .896**
	1


             Source: Researcher’ Computation using SPSS
The correlation table above clearly shows that significant relationship exists between different job stress dimensions (Job roles, work environment, and employee’s physical and mental condition) and employee's adaptive performance. These results are unexpected and completely negate the claims that job stress is negatively related to job performance. In fact, there is positive relationship among the different job stress dimensions and employee's adaptive performance. Although, there are higher levels of stress in the banking sector, however, due to better conditions in certain areas, for instance, control over work and support at work, the employees can perform well and stress is unable to retard the performance of the employees.
4.3 Hypothesis Three
H03: Job roles have no significant impact on employees’ adaptive performance
Table 4.3.3a Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.875(a)
	.640
	.632
	.53847


a. Predictor: (Constant), Job roles
Source: Researcher’ Computation using SPSS
Table 4.3.3a indicates that adjusted R2 statistic in the model as fitted explains 63.2% of the total variability in employees’ adaptive performance. In other words, 36.8% of the total variability in employees’ adaptive performance can be explained by other variables. The value of adjusted R2 = 0.632 (63.2%) shows that job roles is a good predictor of employees’ adaptive performance. This established that job roles have significant impact on employees’ adaptive performance.
Table 4.3.3b ANOVA
	Model
	
	Sum of Squares
	df
	   Mean Square
	    F
	    Sig.

	1
	Regression
	140.650
	    2
	  11.155
	67.650
	.000(a)

	
	Residual
	80.350
	    118
	   .408
	
	

	
	Total
	221.000
	    120
	
	
	


a. Dependent Variable: Employees ‘adaptive performance
b. Predictor: (Constant), Job roles
Source: Researcher’ Computation using SPSS

Table 4.3.3b shows that the analysis of variance of the fitted regression equation is significant with F value of 67.650. This is an indication that the model is a good one. Since the p-value is less than 0.05, it shows a statistically significant relationship between the variables at 95% confidence level. Therefore, the null hypothesis (Ho3) is rejected. Thus, job roles have significant impact on employees’ adaptive performance.
Table 4.3.3c Coefficients
	Model
	
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	.356
	.237
	
	1.344
	.237

	
	Job roles
	.472
	.083
	.748
	7.640
	.000


Dependent Variable: Employees’ adaptive performance                      P> 0. 05
Source: Researcher’ Computation using SPSS
The standardized coefficients (Beta) value in Table 4.3.3c reveals that the independent variables are statistically significant at 0.05 significant levels. The intercept and slop (ie B) as reflected in the table are 0.356 and 0.472 respectively. This could be written in model form as:
y= 0.356 + 0.472 x where y = “Employees’ adaptive performance” and x = “Job roles”


Hypothesis Four
H04: Physical and mental conditions of employee do not affect employees’ adaptive performance.

Table 4.3.4 a Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.976(a)
	.952
	.950
	.17851


a. Predictor: (Constant), Physical and mental conditions of employee
Source: Researcher’ Computation using SPSS
The R-square value as depicted in table 4.3.4a is 0.952 (95.2%) and adjusted R-square is 0.950 (95%).  This indicates that the variability changes in the employees’ adaptive performance could be accounted for by approximately 95% of factors related to physical and mental conditions of employee. This established that physical and mental conditions of employee do have affect employees’ adaptive performance.
Table 4.3.4b	ANOVA
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	96.027
	2
	18.685
	652.934
	.000b

	
	Residual
	3.432
	118
	.042
	
	

	
	Total
	99.459
	120
	
	
	

	a. Dependent Variable: Employees’ adaptive performance

	b. Predictor: (Constant), Physical and mental conditions of employee


Source: Researcher’ Computation using SPSS
Table 4.3.4b shows that the p-value is 0.000 (positive) which is less than tabulated p-value of 0.05 at 95% level of confidence, the Null hypothesis which states that physical and mental conditions of employee do not affect employees’ adaptive performance is rejected while the alternative hypothesis which establishes that physical and mental conditions of employee do have affect employees’ adaptive performance is accepted. Also at 95% level of confidence, the calculated F-value of the model is 652.934 is greater that the F-tabulated value of the model which is 1.000. This depicts that the statistical significance of the analysis is valid.
Table 4.3.4c	Coefficients
	Model
	
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	.061
	.098
	
	.865
	.004

	
	Physical and mental conditions of employee
	.159
	.145
	.279
	1.563
	.001


Dependent Variable: Employees’ adaptive performance                     P > 0. 05
Table 4.3.4c reveals the coefficient of the regression model. The intercept and slop (ie B) as reflected in the table are 0.061 and 0.159 respectively. This could be written in model form as: y= 0.061+ 0.159 x where y = “Employees’ adaptive performance” and x = “physical and mental conditions of employee”


Hypothesis Five
Ho5: Work environment has no influence on employees’ adaptive performance
Table 4.3.5a Model Summary
	

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.962a
	.926
	.922
	.31373


a. Predictors: (Constant), Work environment
Source: Researcher’ Computation using SPSS
The Adjusted R2 statistic in Table 4.3.5a indicates that the model as fitted explains 92 percent of the total variability inemployees’ adaptive performance. In other words, 8 percent of the total variability in employees’ adaptive performance can be explained by other factors. The value of Adjusted R2 = .922 shows that is work environment a good predictor ofemployees’ adaptive performance.

b)	ANOVA
	

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	107.136
	2
	21.427
	217.699
	.000b

	
	Residual
	8.563
	118
	.098
	
	

	
	Total
	115.699
	120
	
	
	



a. Dependent Variable: Employees’ adaptive performance
b. Predictors: (Constant), Work environment

Source: Researcher’ Computation using SPSS
Table 4.3.5b shows that the analysis of variance of the fitted regression equation is significant with F value of 217.699. This is an indication that the model is a good one. Since the p-value is less than 0.05, it shows a statistically significant relationship between the variables at 95 percent confidence level. Therefore, the null hypothesis (H02) is rejected. Thus, accept alternative hypothesis (H12)work environment has influence on employees’ adaptive performance.

c)	Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	.231
	.082
	
	-2.829
	.006

	
	Work environment
	.072
	.123
	-.067
	-.588
	.000

	a. Dependent Variable: Employees’ adaptive performance
Source: Researcher’ Computation using SPSS


The standardized coefficients (Beta) value in Table 4.3.5c reveals that the independent variables are statistically significant at 0.05 significant levels. The intercept and slop (ie B) as reflected in the table are 0.231 and 0.072 respectively. This could be written in model form as: y= 0.231+ 0.072 x where y = “Employees’ adaptive performance” and x = “work environment”

4.4. Discussion of Results
By looking at the relationships of the job stress and employee adaptive performance, this study hypothesized that the three different job stress dimensions (Job roles, physical and mental condition of employee and work environment) have positive significant relationships with adaptive performance. Based on results of this study, a few implications can be provided regarding the job stress and employee adaptive performance.
First of all, the quantitative results of this study found that job stress has significant effect on employees’ adaptive performance. From table 4.3.1a, the model as fitted explains 97 percent of the total variability in employees’ adaptive performance. In other words, the variability changes in the employees’ adaptive performance could be accounted for by approximately 97% of factors related to job stress while 3% of the total variability in employees’ adaptive performance can be explained by other variables. This implies that job stress is a good predictor of employees’ adaptive performance. This is in line with Udu and Eke (2018) who argued that occupational stress found to significantly affect the performance of female bankers in different ways.
Second, the study found significant relationships between different job stress dimensions and adaptive performance. The correlation matrix indicates that job roles, work environment, and employee’s physical and mental conditions are positively related to employee's adaptive performance. This finding of the analysis does not support the acceptance of the negative relationship. This is in contrary with findings of Udu and Eke (2018); Hamidi et al (2019) who found about the direct relationship that exists between job stress dimension, especially physical conditions of employee, and physical environment and the job performance. The relationship was also highly negative and significant, indicative of the facts that extreme physical condition of employees and work environment would affect the adaptive performance of the staff adversely.

 Third, with regard to the job roles, a significant impact was found with adaptive performance, meaning that higher levels of job roles explain higher levels of performance. The findings is consistent with similar result which was reported in Akingbola and Adigun(2010) and Chovwen (2013), the authors established that employees are faced with excessive and unpredictable work schedules all in the quest to achieve the bank’s target. The Nigerian Banking Industry is target driven and as such employees are often saddled with sometimes unrealistic targets that cannot be met. 

Furthermore, physical and mental conditions of employee were found to have significant effect on employee adaptive performance. Moreover, high significant regression coefficients were found which might be explained by the physical and mental conditions of employee. This indicates that physical and mental conditions of employee were one of most important predictor of adaptive performance in this study. This is similar with the findings of Srivastava and Sing (1983) who found that if well-being of employees is cared for through intervention strategies, it is possible that employees‟ productivity would increase to the advantage of the organization

Finally, work environment was found to have impact on adaptive performance. The linear model showed that work environment dimensions of job stress is a factor which has statistically significant influences employees adaptive performance level in the studied population (p<0.05). In addition, the model revealed that 92% of the total variability in employees’ adaptive performance caused by work environment while 8 percent of the total variability in employees’ adaptive performance can be explained by other factors. In same manner, Hayley (2016) argued that work environments are often unstable, unpredictable and constantly changing, causing workers to be more adaptable on the job than ever before, specifically, highly adaptable people perform better on jobs that require adaptive performance.



CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1	Summary 
This study was conducted with the prime aim of examining the effect of job stress on employees’ adaptive performance of staff at the three branches of Access Bank Plc, Ilorin, Kwara state. Specifically, the study sought to examine the relationship between job stress and employees ‘adaptive performance and also investigate the impact of job roles on employees’ adaptive performance. The study went further to explore how physical and mental conditions of employee affect employees’ adaptive performance as well as to ascertain the impact of work environment on employees’ adaptive performance. For the collection of data, quantitative approaches were used. The quantitative approach involved responding to close-ended questions in the questionnaire which indicating the degree of responses from respondents by ticking against a set of closed-ended questions. This was supported with data from the interview using the same questionnaire as the interview guide. 
For this purpose, the study covered three branches of Access banks in Ilorin, Kwara state. The sample size for the study was 133, while only 120 questionnaires were used for the analysis. Five hypotheses were tested in this study so as to either retain or reject them at the 0.05 level of significance. Hypothesis one ascertained the amount of variations in the dependent variable (employees’ adaptive performance) which can be associated with changes in the value of an independent or predictor variables (three different job stress dimensions) in the absence of other variables. The p-value is less than 0.05; it shows a statistically significant relationship between the variables at 95 percent confidence level. Therefore, null hypothesis which says job stress has no significant impact on employees’ adaptive performance was rejected.
Hypothesis two established that there was a significant relationship between job stress and employees’ adaptive performance. The outcome of Hypothesis two was a strong positive correlation (r= 0.679; 0.799 and 0.483 p>0.05) between three different job stress dimensions (Job roles, physical and mental conditions of employee, and work environment) and employees' adaptive performance. This implies that each job stress dimension was related to employees’ adaptive performance. This agreed with the previous findings of Udu and Eke (2018)
Hypothesis three was accepted as the result of the regression analysis showed that job roles induced stress is related to employees’ adaptive performance. The findings showed that the analysis of variance of the fitted regression equation is significant with F value of 67.650. This is an indication that the model is a good one. Since the p-value is less than 0.05, it shows a statistically significant relationship between the variables at 95% confidence level.
From the analysis of the study, hypothesis four provides that the calculated p-value of the estimated model tends to be positive which is less than the tabulated value of 0.05 at 95% level of confidence necessitates the establishment that physical and mental conditions of employees have significant impact on employees’ adaptive performance. Furthermore, the p-value of work environment in hypothesis five equals 0.00 that is less than 0.05. Therefore we are 95% confident the impact of work environment on employees' adaptive performance is significant.  Moreover, the value of B in unstandardized coefficient of work environment indicates that for every unit increase in work environment, employees' adaptive performance will go up 0.072 units. 
Following the above discussion and the acceptance of all the five alternative hypotheses, the findings of the study indicate that all the three aspects of job stress dimensions analyzed in this study were found to possible have an effect on adaptive performance of employees: job roles, physical and mental conditions of employees and work environment. Yet, only physical and mental conditions of employees found to have the highest impact on the adaptive performance of employees. The regression equation can be written as follow:
EAP =α + (0.109) JR+ (0.829) EPMC + (0.135) WE
However, this relationship was also confirmed by the quantitative analysis of previous studies.
5.2 Conclusion
Stress is a natural human response to its environment. Stress has become significant due to dynamic social factor and changing needs of life styles. Stress is man’s adaptive reaction to an outward situation which would lead to physical, mental and behavioral changes. In fact, moderate levels of stress are considered essential motivators. However, high levels of stress have the capacity to greatly impact physical and emotional health, not all stresses are destructive in nature. Appropriate amount of stress can actually trigger passion for work, tap latent abilities and even ignite inspirations. Stress can make a person productive and constructive, when it is identified and well managed. The employees working in different organizations must deal with stress, especially in banking industries. Stress Management is more important in now-a-days in the banking sector. There is no such thing like stress free job. Everyone in their work is exposed to tension and anxiety as they get through the duties assigned to them. These contribute to decreased employee’s adaptive performance, high staff turnover and absence due to health problems. 
Banking industry plays important role in the country’s economy is not an exceptional one. The job nature of banking employees is very tedious as it involves the direct customer interaction in all levels. The large number of bankers is facing high level of stress because of their job and the reasons behind this stress include long working hours, heavy work load, improper reward system, lack of job autonomy, organizational culture, role conflict etc. The main reason is lack of management support to employees. The employees can notice a number of symptoms indicating high level stress among them. However, if these symptoms are not noticed in early Stage, they can cause serious health problems among employees such as depression, heart problems, diabetes etc. Not only health but personal life of bankers are also being affected because of high job stress, most employees are unable to spend time at home or with family. However, with the help of proper management techniques by management, the bankers stress level can be reduced to great extent. Perhaps, the main purpose of stress management is to manage and reduce the stress through suitable coping up techniques.
As noted above, how people adapt to certain circumstances is mainly shaped through the characteristics of an individual. However, there are more factors that influence the behavior of an individual. To conclude, this research contributed to the relationship between job stress and employees' adaptive performance in banking sector. Therefore, in this study, managers were challenged to actively think about how to improve the ‘adaptivity’ of their employees and were given some theoretical background which could be used to do so.
5.3 Recommendations 
With regard to the qualitative and quantitative analysis of this study, the relationship between job stress and employees’ adaptive performance has been established. Based on the findings of the study, the following recommendations are made in order to help employees of banking institutions to reduce stress on their work:
1. Bank managers and supervisors should explore the causes of stress within the working environment. They should assess the level of their subordinate knowledge and skills, whether they will be able to meet their job deadline. 
2. Bank managers should pay extra attention to job roles in order to avoid or reduce distortions of responsibilities.
3. Bank managers should communicate towards employees’ well-being and make sure that employees can adapt to either situations, or that the right employees are in the right position to deal with the situations they encounter.
4.  They should make sure that the employees find intellectual stimulation in the work they perform.
5. They should make physical working environment more conducive and less stress by expanding employee's working station to avoid overcrowding. 
6. Bank managers should adjust their leadership style to the different individuals, hereby, trying to achieve the most optimal effects of the job stress on adaptive performance.
7. Management of banking institutions should introduce stress management technique at their banks. An Employee Assistance Program that will improve the ‘adaptivity’ of their employees must be introduced.
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APPENDIX

                                         Department of Business Administration and Management 
					Institute of Finance and Management Studies 
                                  Kwara State Polytechnic							         Ilorin.


Dear Respondent,
I am a student of the above-named Department, undertaking a research onthe effect of job stress on employees’ adaptive performance of staff at the branches of Access Bank PLC in Ilorin metropolis. This questionnaire has been designed to enable me collect information for the research. Your kind assistance is hereby requested in filling this form.
All information you provide will be treated with strict confidence and shall be used strictly for academic purpose.

Thanks for your co-operation.

Yours faithfully,
IGWE Juana Chigemezu






SECTION A: DEMOGRAPHIC INFORMATION
Kindly answer the following questions by ticking (√) in the boxes
1. Please indicate your gender
Male 		     Female 
2. Kindly indicate your age group
Below 25 years         	26-35 years		36- 45years		46-5years
56 years and above 
3. Tell me your marital status 
Single 			Married 		Divorce
4. Kindly enlighten me your organizational position 
Entry level  	 Middle  Management executive 		Other
5. How long has you been working with this organization
0-5 years 		6-10years 		11-15years 		16-20years


SECTION B
INSTRUCTION: Please indicate by ticking () where appropriate, the extent to which you agree or disagree with each of the statements regarding to the adaptive performance in your organization. Use a scale of 1 to 5, where; 1 = Strongly Agree (SA); 2 = Agree (A); 3 = Undecided (U); 4 = Strongly Disagree (SD); 5 = Disagree (D)

	Reacting with adaptive performance
	1
	2
	3
	4
	5

	
	SA
	A
	U
	SD
	D

	1
	I keep composed and focused on task at hand when dealing with high demand tasks
	
	
	
	
	

	2
	I think outside the boundary limits, and innovatively to accomplish a work task 
	
	
	
	
	

	3
	I wait for more accurate information from my superior before acting 
	
	
	
	
	

	4
	I strive to adapt, however difficult, to the working conditions I am in
	
	
	
	
	

	5
	I do not hesitate to go against established ideas to propose an innovative solution
	
	
	
	
	



SECTION C
INSTRUCTION: Please indicate by ticking () where appropriate, the extent to which you agree or disagree with each of the statements regarding to the most demanding and stressful situations at work in your organization. Use a scale of 1 to 5, where; 1 = Strongly Agree (SA); 2 = Agree (A); 3 = Undecided (U); 4 = Strongly Disagree (SD); 5 = Disagree (D)

	Most demanding and stressful situations at work 
	1
	2
	3
	4
	5

	
	SA
	A
	U
	SD
	D

	6
	I feel at ease even if my tasks change and occur at a very fast pace 
	
	
	
	
	

	7
	I keep my cool in situations where I am required to make many decisions
	
	
	
	
	

	8
	Having to take on additional work unexpectedly makes me very anxious
	
	
	
	
	

	9
	Work-related stress impacts the quality of what I do
	
	
	
	
	

	10
	I look for solutions by having a calm discussion with colleagues
	
	
	
	
	



SECTION D
INSTRUCTION: Please indicate by ticking () where appropriate, the extent to which you agree or disagree with each of the statements regarding to your job roles and adaptive performance. Use a scale of 1 to 5, where; 1 = Strongly Agree (SA); 2 = Agree (A); 3 = Undecided (U); 4 = Strongly Disagree (SD); 5 = Disagree (D)

	Response on the job roles and adaptive performance
	1
	2
	3
	4
	5

	
	SA
	A
	U
	SD
	D

	11
	I am usually stressed when I have a large workload
	
	
	
	
	

	12
	I feel at unease when job role conflict decreases commitment
	
	
	
	
	

	13
	I anticipate changes in the work demands
	
	
	
	
	

	14
	I adjust to new work processes and procedures
	
	
	
	
	

	15
	I take action to improve work performance deficiencies
	
	
	
	
	




SECTION E
INSTRUCTION: Please indicate by ticking () where appropriate, the extent to which you agree or disagree with each of the statements regarding to how your physical and mental conditions affect your adaptive performance. Use a scale of 1 to 5, where; 1 = Strongly Agree (SA); 2 = Agree (A); 3 = Undecided (U); 4 = Strongly Disagree (SD); 5 = Disagree (D)
	How physical and mental conditions of employee affect employee’s adaptive performance?
	1
	2
	3
	4
	5

	
	SA
	A
	U
	SD
	D

	16
	I demonstrate physically oriented adaptability
	
	
	
	
	

	17
	I keep working even when I am physically exhausted
	
	
	
	
	

	18
	I maintain high levels of Intellectual ability
	
	
	
	
	

	19
	I maintain a sense of humor in emotionally challenging situations
	
	
	
	
	

	20
	I keep adjusting to better fit the work environment
	
	
	
	
	


SECTION F
INSTRUCTION: Please indicate by ticking () where appropriate, the extent to which you agree or disagree with each of the statements regarding tothe influence of work environment on employees’ adaptive performance. Use a scale of 1 to 5, where; 1 = Strongly Agree (SA); 2 = Agree (A); 3 = Undecided (U); 4 = Strongly Disagree (SD); 5 = Disagree (D)

	Influence of work environment on employees’ adaptive performance
	1
	2
	3
	4
	5

	
	SA
	A
	U
	SD
	D

	21
	I can only work efficiently in a comfortable environment
	
	
	
	
	

	22
	I cannot maintain high levels of professionalism in poorly designed work office
	
	
	
	
	

	23
	I feel uncomfortable with office politics
	
	
	
	
	

	24
	I sometimes reach my physical limits to accomplish task with poorly work environment
	
	
	
	
	

	25
	I get along with people from different backgrounds (culture and religious beliefs)
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