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ABSTRACT

This study investigates the impact of job stressors — specifically income, job design, and supervisor
relationships — on the stress levels experienced by employees in Viethamese commercial banks.
Using a quantitative cross-sectional survey of 150 employees, the research employs Partial Least
Squares Structural Equation Modeling (PLS-SEM) for comprehensive data analysis by using Smart
PLS 4. The findings reveal that negative relationships with supervisors, inadequate income, and
poorly designed jobs significantly contribute to increased job stress among employees. This em-
phasizes the multifaceted nature of job stress as a formative construct that adversely affects or-
ganizational commitment. When employees encounter stress due to unsatisfactory supervisory
relationships, insufficient pay, and ineffective job design, their commitment to the organization di-
minishes. Theoretically, this study outlines a model of job stressors that lead to heightened stress
levels, which negatively impact the organizational commitment of bank employees. In light of
these findings, the study stresses the necessity for banks to develop and implement effective strate-
gies aimed at enhancing employee satisfaction and well-being. Key areas for improvement include
increasing income levels to ensure fair compensation, refining job design to create roles that are
engaging and aligned with employees' skills, and fostering positive relationships between supervi-
sors and their teams. Addressing these factors can help alleviate stress levels and enhance overall
organizational commitment, which is crucial for long-term success. This research serves as an es-
sential resource for bank management and policymakers committed to creating a healthier work
environment. Prioritizing employee well-being is not just a moral obligation; it is a strategic imper-
ative that can lead to a more supportive workplace culture. This study underscores the importance

of addressing job stressors to foster organizational commitment in the banking sector.
Key words: job stress, organizational commitment, income, job design, relationships with

superiors

INTRODUCTION

The impact of human resource management on per-
formance was the dominant research issue in the
field!. The literature on human resource manage-
ment in banking industry widely confirm the direct
impact of human resource management practices on

bank performance?

in many domains and countries,
e.g. in retail banking?, in Islamic Banking*, in Pak-
istani banking®, Romanian banking®. Human re-
source helps bank generate sustained competitive ad-
vantage 8.

Of human resource management, factors influencing
organizational commitment of banking sector em-
ployees is interested®. Tt is evidenced that job sat-
isfaction is positively related to organizational trust,
affective commitment, continuance commitment and
normative commitment!®, A study by Kaur and
Sandhu!! revealed significant differences in organi-
zational commitment across career stages of employ-
ees when career stages were categorized on the basis of
chronological age but no significant difference in any

dimension of organizational commitment has been
found between employees in early-career stage (up to
2 years of experience), and employees in mid-career
stage (3-10 years of experience). Nguyen, Mai ' doc-
umented that employees’ organizational commitment
of Vietnamese bankers was impacted by a set of high-
performance human resources managerial practices,
which is mediated by job satisfaction. Prasetio, Yu-
niarsih !® identified the mediating role of organiza-
tional commitment in the relationship between job
satisfaction and organizational citizenship behavior.
In sum, job satisfaction was documented as one of key
drivers of organizational commitment.

In addition, stress is another determinant of orga-
nizational commitment. Khodabakhshi'# found the
significant inverse correlation between occupational
stress and organizational commitment of women
working in Shahr bank, which means that those prone
to high occupational stress have lower organizational
commitment and are more willing to leave the job.
Velnampy and Aravinthan !> also confirmed occu-
pational stress is negatively correlated with organi-
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zational commitment in Sri Lankan private banks.
Bhatti, Bhatti !® found that banking employees face
great stress due to many stress antecedents like lack
of support from supervisors, great pressure of work,
problematic co-workers relationship and family and
work life conflicts, which lead to low organizational
commitment and absenteeism.

This research examines the factors contributing to job
stress among banking employees. Additionally, it as-
sesses the influence of job stressors on organizational
commitment in order to validate the stress measure-
ment model. The subsequent sections of this paper
delve into the theoretical foundations, methodology,
and findings of the study. Finally, the managerial im-
plications will be discussed following the presentation
of the research results.

THEORETICAL BACKGROUND AND
HYPOTHESIS DEVELOPMENT

Job stress (StrSta) and Organizational Com-
mitment (OrgCom)

Stress can be defined as a negative reaction to situa-
tions or events that are perceived to exceed an individ-
ual’s ability to cope effectively!”. Following the per-
spective of the Michigan group '8, stress can be under-
stood as an individual’s response to perceived threats
arising from the characteristics of their work environ-
ment. This viewpoint emphasizes the idea of a mis-
match or poor fit between an individual’s abilities and
the demands placed upon them in their work context.
It suggests that stress may arise when individuals face
excessive demands that surpass their capabilities or
when they lack the necessary resources to effectively
manage a specific work situation 120

Job stress is a condition marked by negative reac-
tions to overwhelming situations that exceed an in-
dividual’s ability to cope. It is regarded as a harm-
ful response to circumstances perceived as unman-
ageable!”. Dr. Hans Selye, a pioneer in stress re-
search, first documented this concept 50 years ago,
describing it as a non-specific bodily reaction to ex-
ternal demands 7. Stress is also characterized as psy-
chological tension or discomfort arising from expo-
sure to challenging or atypical situations, known as
stressors !, Yozgat, Yurtkoru®?. The US National In-
stitute for Occupational Safety and Health further ex-
plains job stress as harmful physical and emotional re-
sponses that occur when job demands do not match
a worker’s capabilities, needs, or responses 23, They
also note that job stress includes any aspect of the
work environment that poses a threat to the individ-
ual, whether due to excessive demands or inadequate
resources, resulting in heightened tension.

Job stress refers to any aspect of the work environ-
ment that presents a potential threat to an individ-
ual, whether it involves excessive demands or inad-
equate resources to meet one’s needs, which leads to
an increase in tension or pressure experienced by the
person?*. Huang, Feuerstein>® conducted a study in
which they identified several factors that contribute
to job stressors. This study, based on NIOSH Pub-
lication No. 96-115 from the National Occupational
Research Agenda (NORA) by the US National Insti-
tute for Occupational Safety and Health in 1996, high-
lighted the concept of job stressors, also known as oc-
cupational stress or work stress. Job stress arises from
various factors related to work organization, specif-
ically those at the task and/or organizational level,
which can lead to stress and potential negative ef-
fects on health. According to NIOSH (2016), job
stressors can be broken down into six main compo-
nents: scheduling (such as work-rest schedules, hours
of work, and shift work), job design (including task
complexity, required skill/effort, and worker control),
interpersonal factors (such as relationships with su-
pervisors and coworkers), career concerns (such as
job security and growth opportunities), management
style (including participatory management practices
and teamwork), and organizational characteristics
(such as climate and culture). These categories closely
resemble the stressors proposed in the early model de-
veloped by 2® concerning the dynamics of work stress.
Organizational commitment refers to the nature of an
individual’s connection with an organization. Orga-
nizational commitment refers to the mental bond be-
tween employees and organizations?’. Highly com-
mitted individuals express a strong desire to remain
part of a specific organization, are willing to invest
significant effort on behalf of the organization, and
firmly believe in and embrace its values and goals 3.
Thus, organizational commitment goes beyond pas-
sive loyalty, representing an active relationship where
individuals are willing to contribute to the organiza-
tion’s success and well-being 2.

Organizational commitment can indeed be influ-

29 con-

enced by job stressors. Watanabe, Imamura
ducted a systematic review of a comprehensive job
stress questionnaire in Japan from 2003 to 2021 and
found that employees experiencing job stress may ex-
hibit various outcomes, including effects on job per-
formance, burnout, sickness absence, work engage-
ment, work holism, work-self facilitation, recogni-
tion of the organization, work identity, motivation,
and work ability. In a study by Inas Mohammed and

Taghrid Saleh?’, it was found that job stressors had
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a significant negative impact on perceived organiza-
tional support and organizational commitment. Ad-
ditionally, previous research by Beckworth®! docu-
mented that job stress led to decreased organizational
commitment and decreased job satisfaction, which
subsequently contributed to employee turnover. As
a result, this research also hypothesizes that job stress
is associated with a decrease in organizational com-
mitment.

Job stressors
Work Scheduling (WS.WoSc)

Employee work scheduling, which can be a source of
stress, encompasses various factors such as work-rest
schedules, allocated work hours, shift work, flexibility
in scheduling, piecework, and breaks>>*2, Employees
in the banking industry face the challenge of dedicat-
ing a significant amount of time not only to their work
at the office but also to work-related tasks at home.
Due to the excessive workload, employees often have
to utilize their rest time to complete their tasks, result-
ing in a reduced period of rest and limited personal
and family time. A study conducted in the United
States by Blix, Cruise revealed that 66% of work-
related stress is caused by time pressure. Bankers may
experience extended working hours or work overtime
to handle pending tasks, which can lead to bringing
work home and further reducing the time available
for family. Job stressors such as heavy workloads and
time pressure are common in the banking industry>*.
These factors lead to increased job stress, and dimin-
ish organizational commitment.

There, the following hypothesis is proposed:
Hypothesis 1.1: Poor work scheduling contributes to
increased job stress.

Hypothesis 2.1: Poor work scheduling contributes to
decreased organizational commitment.

Relationship with Co-worker (WS.ReCo)

The relationships with co-workers can also be a signif-
icant source of job stress for employees. Factors such
as feeling undervalued by co-workers, a lack of sup-
port from co-workers, unfriendly interactions, con-
flicts with co-workers, difficulties in sharing informa-
tion or collaborating with co-workers, and weak so-
cial relationships with co-workers can contribute to
stress. Zaghini, Biagioli>® have identified the lack of
support from co-workers and poor relationships with
co-workers as work-related stressors. These findings
highlight the importance of positive and supportive
relationships with co-workers in mitigating job stress.
In the context of banking industry, the quality of re-
lationships with co-workers can significantly impact

the level of stress experienced by bankers as well as
and their organizational commitment.

There, the following hypothesis is proposed:
Hypothesis 1.2: Negative relationships with co-
workers contribute to increased job stress.
Hypothesis 2.2: Negative relationships with co-
workers contributes to decreased organizational com-

mitment.

Relationship with Seniors (WS.ReSe)

According to Huang, Feuerstein 25, interpersonal fac-
tors, specifically the relationships with seniors and
co-workers, can be a source of job stress. In terms
of relationships with seniors, employees may expe-
rience stress due to various factors such as a lack
of respect, trust, and support from their superiors,
having their opinions ignored, being excluded from
decision-making processes, a lack of understanding
of their workload, pressure to work efficiently, unfair
employee evaluations, and strict supervision. These
factors are influenced by management styles, includ-
ing practices such as participatory management and
teamwork.

Furthermore, when employees face hindrance stres-
sors caused by supervisors, they may resort to in-
tentionally neglecting certain aspects of their job as
a coping mechanism to protect their psychological
well-being®°. The relationship with seniors has also
been identified as a job stressor in computer-mediated

environments>’.

Therefore, the quality of the rela-
tionship with seniors can significantly contribute to
job stress experienced by bankers, and their organi-
zational commitment.

There, the following hypothesis is proposed:
Hypothesis 1.3: Negative relationships with supervi-
sors contribute to increased job stress.

Hypothesis 2.3: Negative relationships with supervi-
sors contributes to decreased organizational commit-
ment.

Income (WS.Inco)

Income-related factors significantly contribute to job-
related stress, which is one of major concerns for
employees in their careers®®. Bankers, for instance,
may experience stress when they encounter circum-
stances like receiving a salary lower than anticipated,
insufficient coverage of basic expenses, inadequate
family income, noticeable salary discrepancies com-
pared to other industries, financial hardships, unequal
salary distribution, not meeting salary expectations,
insufficiently rewarding policies, and unappealing re-
ward systems. Consequently, discontentment with
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income can be regarded as a contributing factor to
job-related stress among bankers, as also documented
by Badar3®, and it also reduces organizational com-
mitment.

There, the following hypothesis is proposed:
Hypothesis 1.4: Low income contributes to increased
job stress.
Hypothesis 2.4: Low income contributes to de-

creased organizational commitment.

Training and Promotion (WS.TrPr)

Career concerns, including growth opportunities, can
indeed contribute to work-related stress. For bankers,
stress may arise when they face situations such as
having limited professional development opportuni-
ties, limited career advancement prospects, a lack
of job skills training, an unclear path for advance-
ment, and participating in boring or irrelevant train-
ing programs. The absence of training and promo-
tion opportunities can significantly impact employee
stress levels. In particular, career concerns related to
promotions can lead to higher levels of stress, espe-
cially among individuals who possess a strong "get-
ting ahead” orientation®. Training and promotion
opportunities are part of the organizational climate,
which contributes to job stressors as observed by
Thakre and Shroff*’. As a result, dissatisfaction with
training and promotion opportunities can be viewed
as a significant job stressor for employees, leading to
a decrease in organizational commitment.

There, the following hypothesis is proposed:
Hypothesis 1.5: Inadequate training and promotion
opportunities contribute to job stress.

Hypothesis 2.5: Inadequate training and promotion
opportunities contributes to decreased organizational
commitment.

Job Design (WS.WoDe)

As stated by Huang, Feuerstein >°, job design refers to
the intricacy of a job, including the necessary skills
and efforts to complete it, as well as the decision lati-
tude of employees, which refers to their level of con-
trol over their tasks and behavior during the work-
day. Unfavorable job design involves aspects such
as high communication skills requirements, occupa-
tional risks, pressure to meet targets, and a multi-
tude of targets. Unfavorable job design can act as a
job stressor because it can impose a “load” on work-
ers>? due to the need to balance various aspects of the
job, which can result in stress, according to Balance
Theory of Job Design for Stress Reduction by Smith
and Sainfort*!, and can also diminish organizational
commitment.

There, the following hypothesis is proposed:
Hypothesis 1.6: Poor job design contributes to in-
creased job stress.

Hypothesis 2.6: Poor job design contributes to de-
creased organizational commitment.

Figure 1 presents the research model, offering an
overview of the theoretical framework and hypothe-
ses. The study suggests that various factors may im-
pact bankers’ job stress and organizational commit-
ment, including work scheduling (H1), relationships
with co-workers (H2), relationships with supervisors
(H3), income (H4), training and promotion opportu-
nities (H6), and job design (H7).

1. Wark Scheduling
2. Relationship with Co-worker
3. Relationship with Seniors

4. Income

5. Training and Promaotion

6. Job Design

Figure 1: The effect of job stressors on stress status
and organizational commitment

METHODS

A quantitative study was undertaken to examine the
impact of job stressors on stress levels and organiza-
tional commitment among bankers. This stage in-
volved a cross-sectional survey that collected data
from 150 employees working in the banking indus-
try in Vietnam. The mediating effect was assessed us-
ing Partial Least Squares Structural Equation Model-
ing (PLS-SEM), as proposed by Hair, Hult*?, follow-
ing the validation and reliability testing of the mea-
surement instruments.

Data collection

The questionnaire utilized in this study consisted of
a total of 69 items designed to measure the various
research variables. To assess the constructs, mea-
surement items were adapted from previous studies.
For instance, the factors contributing to job stressors
were drawn from the work of Huang, Feuerstein?®,
while the Brief Job Stress Questionnaire (BJSQ) in
Sugito, Okada 43 informed the measurement of cer-
tain aspects. Organizational commitment was mea-
sured using items from the study conducted by Mow-
day, Steers?8. Additionally, new items were generated
based on insights obtained from interviews.

The questionnaire encompassed specific dimensions,
including working scheduling (6 items), relationships
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Table 1: Sample description

Gender Age
Male Female Total 22-29 30 -39 40 - 49 Total
Education  College 0 1 1 0 0 1 1
University 70 65 135 63 44 28 135
Postgraduat 11 3 14 3 6 5 14
Income <7.5 mil. 2 5 7 7 0 0 7
7.5 to 15 54 54 108 46 40 22 108
mil.
5 to be- 21 7 28 11 8 9 28
low 20
mil.
Above 20 4 3 7 2 2 3 7
mil.
Job Back- 12 10 22 4 9 9 22
position office
Customer 1 30 31 17 9 5 31
service
Sales staff 62 23 85 43 27 15 85
Managers 5 2 7 1 1 5 7
Risk 1 4 5 1 4 0 5
manage-
ment
Banking  Big4 5 2 7 2 5 0 7
Other 76 67 143 64 45 34 143
com-
ercial
banks
Total 81 69 150 66 50 34 150

*Monthly income in million Vietnamese dong.

** The "Big 4” commercial banks include AgriBank, BIDV, Vietcombank, and VietinBank.

with co-workers (6 items) and seniors (9 items), work-
ing environments (8 items), income (11 items), train-
ing and promotion opportunities (5 items), job de-
sign (7 items), stress status (7 items), and organi-
zational commitment (10 items). Respondents were
asked to indicate their level of agreement or disagree-
ment with the provided statements using a five-point
Likert scale, where 1 represented “strongly disagree”
and 5 represented “strongly agree”

In-depth interviews were conducted with six individ-
uals who had worked in the banking sector for 3 to
15 years. These interviews aimed to clarify the un-
derstanding of the questionnaire, focusing on refin-
ing its wording to ensure the reliability of measure-
ment scales related to work scheduling, relationships

with co-workers and supervisors, income, training
and promotion opportunities, and job design.

Table 1 presents the description of 150 valid respon-
dents. The results indicate that the study sample is
evenly distributed across demographic attributes.

Data analysis

Factor analysis should be conducted using Princi-
pal Components extraction for unidimensional struc-
tures, while Principal Axis Factoring and Promax ro-
tation are recommended for multidimensional struc-
tures or unidimensional structures that exhibit signs

144

of being multidimensional **. The selection criteria

for measurement items and factors include: (1) Cron-
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bach’s Alpha greater than 0.7 and total variable corre-
lation exceeding 0.3; (2) Extraction Sums of Squared
Loadings greater than 50% and factor loadings for
measurement items above 0.5; and (3) the difference
between the highest loading coefficient of a measure-
ment item to one factor and the second highest load-
ing coefficient of that item to other factors should be
no less than 0.3.

The validation of the measurement model consists
of several key steps. First, model fit is assessed us-
ing Confirmatory Factor Analysis (CFA) to evaluate
alignment with the data. Next, both reliability and va-
lidity (convergent and discriminant) of the scales are
examined, which includes validating each individual
construct and comparing the main model with com-
peting models. Finally, the theoretical relationships of
the scale are tested to establish nomological validity.

RESULTS

Reliability, convergent and discriminant
validity

The analysis results in Table 2 indicate that all struc-
tures retained their original number of measurement
items, except for WS.Inco, which had one item with a
slightly low loading coefficient of 0.46. This item will
be retained for the subsequent CFA. Like the low fac-
tor loading of 0.46, the high Cronbach’s Alpha values
(>0.9) warrant further investigation through confir-
matory factor analysis, as suggested by Hair, Hult*2.
After removing a few measurement items, the struc-
tures met the testing requirements, as shown in the
table below. The only exception is that the RMSEA
for StrSta is slightly above the threshold; however, it
is accepted with 5 measurement items. The results in-
dicate that the structures satisfy the criteria for con-
vergent and discriminant validity, and the overall fit
of the model is satisfactory, with CMIN/df = 1.366,
CFI =0.913, TLI = 0.908, and RMSEA = 0.050.

The effects of job stressors on stress status
and organizational commitment

The main model

The testing results presented in Figure 2 indicate that
the model fits well, with CMIN/df = 1.366, CFI =
0.913, TLI = 0.906, and RMSEA = 0.050. The results
of the hypothesis testing are summarized in Table 3.
Two notable significant relationships are found in hy-
potheses H2.3 and H2.6.

H2.3: The relationship with supervisors reflects a hi-
erarchical, bureaucratic nature; the higher the level of
this relationship, the stronger the employee’s commit-
ment to the organization. This can be explained as fol-
lows: although the relationship with supervisors (in a

bureaucratic/command direction) is a stressor, it does
not impact commitment to the organization. This sig-
nificant relationship, as evidenced by the tests, is likely
a coincidental correlation, as organizational commit-
ment is influenced by multiple factors.

H2.6: As job difficulty and challenges increase, orga-
nizational commitment also rises. Difficult and chal-
lenging work can be a source of stress, but it can also
stimulate employees’ potential, encouraging them to
strive for performance and align their personal out-

comes with organizational results.

CMIN=1635.072 (1197)

CMIN/di=1.366
Work CFI=913
Scheduling TLI=.908
RMSEA=.050
Stress
231 Status
_ / 397
Relationship
with Seniors -36:
Income 259
Training 404 -
and Promotion =259 Organizational
- .

Job
Design

Figure 2: The testing results of the main model

To strengthen the testing results, the relationship
WS.ReSe — OrgCom was fixed at 0, yielding fitting
results with CMIN/df = 1.369, CFI = 0.912, TLI =
0.907, and RMSEA = 0.050, with hypothesis test-
ing shown in Figure 3. Overall, the relationships
are consistent with the theory related to Work Stres-
sors — Stress Status, while the only stressor affecting

OrgComm is WS.InCo.

Work
Scheduling

Relationship
with Co-worker

Relationship s—"
with Senors
Income "'-':____

Trair ing
and Promaotion

Job
Design

Figure 3: The testing results of the trial version of
the main model
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Table 2: Table 2: EFA results

Before EFA EFA
Construct items Construct items Lmin Lmax Extraction Alpha
Sums of
Squared
Loadings (%)

WS.WoSc 6 WS.WoSc 6 0.626 0.788 61.264 0.855
WS.ReCo 6 WS.ReCo 6 0.735 0.833 0.903
WS.ReSe 9  WS.ReSe 9 0.748 0.901 0.950
WS.Inco 11 WS.Inco 11 0.460 0.852 0.945
WS.TrPr 5  WS.TrPr 5 0.648 0.798 0.887
WS.WoDx 7  WS.WoDe 7 0.601 0.809 0.857
StrSta 7 StrSta 7 0.602 0.881 57.470 0.872
OrgCom 10  OrgCom 10 0.743 0.809 62.808 0.933

Table 3: Testing results of the main model

Regression Hypotheses Result
weight

StrSta <— WS.WoSc 0.043 0.588 H1.1
StrSta <— WS.ReCo -0.083 0.308 H1.2
StrSta <— WS.ReSe 0.231 0.012 H1.3  Confirmed
StrSta <— WS.Inco 0.397 o H14  Confirmed
StrSta <— WS. TrPr 0.000 0.999 HI1.5
StrSta <— WS.WoDe 0.365 ok H1.6  Confirmed
OrgCom <— WS.WoSc -0.124 0.210 H2.1
OrgCom <— WS.ReCo -0.074 0.458 H2.2
OrgCom <— WS.ReSe 0.259 0.023 H2.3
OrgCom <— WS.Inco -0.404 o H2.4  Confirmed
OrgCom <— WS. TrPr -0.259 0.025 H25  Confirmed
OrgCom <— WS.WoDe 0.220 0.035 H2.6

The competing models The second competing model

To strengthen the testing results, the hypothesis (H3)
suggesting that bankers’ stress status positively affects
their organizational commitment was proposed in the
first competing model. The testing results in Figure 4
indicate that this model fits well, with CMIN/df =
1.387, CFI = 0.913, TLI = 0.907, and RMSEA = 0.050.
However, this model faces similar issues to the main
model regarding hypotheses H2.3 and H2.6. Addi-
tionally, hypothesis H3 is not accepted. It is also noted
that if the relationship WS.ReSe — OrgCom is fixed
at 0, the testing results are similar to those of the main
model, and H3 is unaccepted.

Given the similar testing results of the main model
and the first competing model, along with the posi-
tive coincidental correlation between a poor relation-
ship with seniors and organizational commitment, as
well as the controversial correlation between training-
promotion and organizational commitment, it is rea-
sonable to test the second competing model, in which
the direct relationships between stressors and organi-
zational commitment are removed. As a result, stress
status fully mediates the relationship between stres-
sors and organizational commitment. The testing re-
sults of the competing model in Figure 5 show a good
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CMIN=1634.816 (1196)

CMIN/df=1.387
Work CFI=913
Scheduling TLI=907
RMSEA=.050
Relationship

with Co-worker

Relationship / )

with Seniors

Income

Training
and Promotion

Job
Design

Figure 4: The testing results of the first competing
model

fit with CMIN/df = 1.379, CFI = 0.910, TLI = 0.904,
and RMSEA = 0.050.

CMIN=1657.928 (1202)

CMIN/df=1.379
Work CFI=.910
Scheduling TLI=.908
. - RMSEA=050
Relationship Statu
with Co-worker 22§ s
/ 401
Relationship
with Seniors / 362 -222
Income l
Training
and Promotion Organizational
Commiment
Job
Design

Figure 5: The testing results of the second compet-
ing model

This second competing model is adopted because it
is theoretically sound. First, job stress is caused by
several factors, referred to as stressors, as discussed
in the literature on job stress. This finding enriches
the literature on job stressors, as seen in recent studies
by Yang, Li* and Cong, Zhang46. Second, job stress
can be viewed as a formative construct that leads to
decreased organizational commitment. Results indi-
cate that Vietnamese bankers’ job stress is caused by
negative relationships with supervisors, perceived low
income, and poor job design. As a result, high stress
levels may decrease organizational commitment.

The relationship between job stress and organiza-
tional commitment remains contentious. Chen, Sil-
verthorne?” found no significant link between the
two. In contrast, Abdelmoteleb*® conducted a longi-
tudinal study that identified a dynamic feedback loop,
demonstrating that job stress can negatively impact
organizational commitment over time, and vice versa.

Through the examination of three models, this study
highlights that job stressors adversely affect organi-
zational commitment within the banking industry in

Vietnam.

DISCUSSION, IMPLICATION AND
CONCLUSION

This study introduces a novel model that enhances
our understanding of job stress within the bank-
ing sector. It is theoretically robust, highlighting
that job stress arises from multiple stressors, a con-
cept well-established in the literature on banking job
stress 172123, They also note that job stress includes
any aspect of the work environment that poses a threat
to the individual, whether due to excessive demands
or inadequate resources, resulting in heightened ten-
sion. However, this research uniquely positions job
stress as a formative construct that significantly im-
pacts organizational commitment.

The findings reveal that for Vietnamese bankers,
job stress is predominantly driven by negative rela-

tionships with supervisors2>3¢37

25,38

, perceived low in-

come 25,32,41

, and poor job design by . This per-
spective contributes to the existing body of knowledge
by demonstrating that high stress levels can detrimen-
tally affect organizational commitment. By framing
job stress in this way, the study provides valuable in-
sights that can inform both academic discourse and
practical interventions aimed at improving workplace
dynamics in the banking industry.

This research encourages commercial banks to adopt
comprehensive strategies aimed at reducing job stress
for bankers while simultaneously enhancing their or-
ganizational commitment. By implementing targeted
initiatives that improve income, and refine job design,
banks can foster a culture of well-being and produc-
tivity. Additionally, strengthening relationships be-
tween employees and their superiors is crucial, as it
promotes open communication, trust, and collabora-
tion. Such an approach not only contributes to a more
positive workplace atmosphere but also helps culti-
vate a sense of belonging and loyalty among employ-
ees. As a result, these strategies can significantly en-
hance employee commitment to their banks, leading
to improved performance, lower turnover rates, and
ultimately a stronger competitive position in the fi-
nancial market. By prioritizing the well-being of their
workforce, commercial banks can create a sustainable
model for success that benefits both employees and
the organization as a whole.

This study highlights the complex nature of job stress
as a key factor that negatively impacts organizational
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commitment. However, one notable limitation of
this study is the small sample size of 150 respon-
dents. While this sample provides valuable insights
into the factors influencing job stress among Viet-
namese bankers, it may not fully capture the diversity
of experiences and stressors present in larger popula-
tions or different banking sectors. A limited sample
size can also affect the generalizability of the findings,
as the results may not be representative of all banking
professionals or other industries.

To enhance the robustness of future research, it is rec-
ommended that subsequent studies explore a larger
and more diverse sample. Additionally, future inves-
tigations should consider examining a broader range
of stressors beyond those identified in this study. By
incorporating various factors, such as organizational
culture, workload, and work-life balance, future re-
search can provide a more comprehensive under-
standing of job stress and its implications for orga-
nizational commitment. Future studies should also
investigate the aggregate effects of job stress beyond
organizational commitment. This approach will not
only strengthen theoretical contributions but also of-
fer more targeted recommendations for mitigating job
stress in the workplace.
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TOM TAT

Nghién cttu nay danh gia tac dong clia cac yéu t6 gay cang thdng trong cong viec — cu thé la thu
nhap, thiét k& cédng viéc va méi quan hé véi cap trén — dén muc dé cang thdng ma nhan vién gap
phai trong cac ngan hang thuong mai tai Viét Nam. St dung khéo sét dinh lugng cét ngang véi
150 nhan vién, nghién ctu ap dung mé hinh phuong trinh cdu tric dya trén binh phuong téi thiéu
ting phan (PLS-SEM) dé phan tich d{ liéu bang Smart PLS 4. K&t qua nghién clu cho thdy mai
quan hé tiéu cuc vdi cap trén, thu nhap khéng du va cong viéc dugc thiét ké kém gdép phan gay
ra cang thang trong cong viéc clia nhan vién. Diéu nay cho thdy cang thang trong cong viéc co
cdu trdc nguyén nhan, dugc hinh thanh bdi nhiéu yéu t6 va cé anh hudng tiéu cuc dén cam két
t6 chic. Khi nhan vién gap cang thang do méi quan hé khong tét vai cdp trén, muc luong khong
du va thiét ké cong viec khong phu hop, su cam két clia ho déi véi t6 chiic sé gidm sut. Vé mat Iy
thuyét, nghién ctu nay da khang dinh mét mo hinh cac yéu té gy cang thang trong cong viéc,
anh hudng xau dén sy cam két té& chiic clia nhan vién ngan hang. Dua trén nhimg két qua nay,
c4c ngan hang dugc khuyén nghi phéat trién va thuc hién céc chién luge hiéu qua nham nang cao
su hai long va phtc lgi ctia nhan vién. Cac Iinh vuc can cai thién bao gém tdng muc thu nhap dé
dam bao nhan vién dugc tra cong xing dang, cai thién thiét ké cong viéc dé tao ra su hdp dan va
phu hop vai kj ndng clia nhan vién, cling vai viéc thic ddy cac moi quan hé tich cuc gilta ngudi
quan ly va déi ngd nhan vién. Gidi quyét nhimg yéu té nay cé thé lam gidm muic dé cang thang
va nang cao sy cam két t6 chic clia nhan vién. Diéu nay rat quan trong cho thanh cong lau dai
clia ngan hang. Nghién clu nay cé thé dugc st dung lam tai liéu tham khao cho cac nha quan ly
va nha hoach dinh chinh séch clia ngan hang dé tao ra mét méi trusng lam viéc lanh manh hon.
Dat phuc lgi clia nhan vién [én hang dau khéng chi la nghia vu dao dic; dé la yéu cau chién lugc
dé tao nén van hoa hé trg 1an nhau trong céng viéc. Nghién cliu nay nhan manh tam quan trong
cla viéc cai thién cac yéu td gay cang thang trong cong viéc dé thuc day su cam két td chic trong
Iinh vuc ngan hang.

Tu khoa: cang thdng cong viéc, cam két t6 chuic, thu nhap, thiét k& cong viéc, moi quan hé vai
cap trén.

Trich dan bai bao nay: Hung Vi D, Thanh Long N, Thién Huang L T. Cac yéu té gay cang thang trong

viéc anh huéng nhu thé nao dén cam két t6 chiic ctia nhan vién ngan hang?. Sci. Tech. Dev. J. - Eco.
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