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ABSTRACT 
The general objective of the study was to analyze the strategies used by commercial banks to manage job related stress. The specific objectives of the study were to establish job oriented factors causing employee stress, assess the effects of job stress on employee performance and find out the strategies employed by commercial banks in reducing job stress. The findings of this research would enable the academicians in broadening of syllabus with respect to strategies for reducing job stress in organizations. The kind of information which was sought from the respondents is sensitive with the fear of reprisals from management and could be a challenge but an introductory letter from the university help to convince the respondents. This study focused on the strategies used by Kenya commercial banks in reducing job stress among employees by KCB. The study was carried out in Nairobi targeting 170 employees working at the Head office located at Moi Avenue. The study adopted a case study design. This design was considered appropriate because in-depth information on the strategies for the management of job stress by Kenya Commercial bank. .The study targeted 170 employees of Kenya Commercial Bank, at the Head Office. Stratified simple random sampling and purposive sampling was used to select 30% of the respondents to be involved in the study. This gave a total of 51 respondents. A semi structured questionnaire comprising with closed ended questions was used to collect primary data. The data collected was quantitative .Questionnaires were chosen because of the fact that all the respondents involved in the study were literate and able to respond to the questionnaire items.The quantitative data was analyzed by use of descriptive statistical tools that included frequency tables and percentages. Qualitative data was transcribed and organized into similar topics and presented in form of narrative reports. Quantitative data was analyzed using percentages and presented using tables.Based on the study findings, the study recommends that KCB expand their training programmes on management of stress by ensuring that all employees are trained. The study suggests that further study be done on the impact of job stress on employee performance in commercial banks. 

INTRODUCTION

Background to the Study

The word “stress” is one of the most frequently used words today.  We live in a world developing fast, requiring constant adaptation.  Technology is changing, so are social habits, values, social structures and people.
Everybody has to cope  with  those  changes,  not  only  individuals,  but  the  organizations  and government as well (Thompson, 2002).Some people are aware of positive values of those changes, but very few think of the negative consequences that may ensue.  According to some estimates, humankind looses 100 million workdays every year due to the aftermath of stress.  What matters more, 50 to 75 per cent of today’s diseases are related to stress.  The European Agency for Health and Safety at Job, states that stress within organizations is the second most frequent trouble and affects as many as 28 per cent of employees (Price Waterhouse Coopers, 2006: 3).

In South Africa during March 2005 and the beginning of March 2006, 45 out of every 1000 employees took time off for psychological reasons.  This had risen to 65 out of every 1000 between March 2006 and March 2007.  Psychological illness includes depression and absenteeism due to stress.  Absenteeism in the job place could be costing the South  African  economy as much as R12 billion a year, according to the South African Chamber of Business (SACOB).A staggering 65 per cent of all South African business owners are reportedly more stressed out today than they were a year ago.  This, according to Grant Thornton’s 2006 International  Business Owner’s Survey which polled  7000 enterprise owners running medium-sized  organizations in 30 countries.
SA is rated seventh out of the 30 countries polled.  Last year SA was rated third.  This while globally, the report indicates that business owners are now 50 per cent more stressed than last year (Colley, 2006).

The managing of job relates stress is a “real” issue and any organization that seeks to  establish and maintain the best state of physical, mental and social well-being  of  its  employees  needs  to  have  policies  and  procedures  that comprehensively  address  health   and  safety. These policies will include strategies to manage stress, based on the needs of the organizations and its members, and will have to be regularly reviewed and evaluated.

Over the past 20 years, there has been growing recognition of job stress as an important occupational health problem. In industry, there is a heightened awareness that occupational stress contributes to a significant portion of worker compensation claims, health-care costs, and disability, absenteeism, and productivity losses. In a recent national survey by the Northwestern National Life, 46 per cent of the 600 workers interviewed indicated that their job was very stressful, and 27 per cent said it was the single greatest cause of stress in their lives. Moreover, nearly 72 per cent of the participants reported frequent stress-related physical or mental conditions that they believed added to health-care costs. Similarly, the St Paul Fire and Marine Insurance Company analyzed job stress data obtained from 28,000 workers in 215 different organizations, and summarized the results in a report entitled American Workers under Pressure. The report indicated that stress at work was associated with higher burnout, and more frequent health and performance problems. (Colley, 2006).

In the federal sector, the National Institute for Occupational Safety and Health (NIOSH) has listed psychological disorders as one of the top ten leading work-related diseases and injuries, and has formulated a national strategy for the prevention of psychological disorders in the workplace. Finally, the American Psychological Association has brought national attention to the issue of job stress by joining with NIOSH to host scientific conferences on job stress in 1990 and 1992(Thompson, 2002).
1.1.1
Profile of Kenya Commercial Bank

The history of KCB dates back to 1896 when its predecessor, the National Bank of India opened an outlet in Mombasa. Eight years later in 1904, the Bank extended its operations to Nairobi, which had become the Headquarters of the expanding railway line to Uganda. The next major change in the Bank’s history came in 1958. Grind lays Bank merged with the National Bank of India to form the National and Grind lays Bank. Upon independence the Government of Kenya acquired 60% shareholding in National & Grind lays Bank in an effort to bring banking closer to the majority of Kenyans.  In 1970, the Government   acquired 100% of the shares to take full control of the largest commercial bank in Kenya. National and Grind lays Bank was renamed Kenya Commercial Bank. The latest addition into the KCB Family came in November, 2007 with the opening of KCB Bank Uganda Limited which has 14 branches. In December 2008 KCB Rwanda began operations with one branch at Kigali. There are currently 9 branches spread out in the country. 

The Government has over the years reduced its shareholding to 35% and more recently to 26.2% following the rights issue exercise in 2004, which raised KShs 2.45 billion in additional capital for the bank. In the second Rights Issue exercise held in the year 2008, the Government further reduced its shareholding to 23.1% after raising additional capital for kshs 5.5billion. The bank conducted the third Rights Issue exercise in 2010, in which the Government further reduced its shareholding to 17.74% after raising additional capital of Kshs 12.5billion. In 2010 S&L was merged with KCB providing access to mortgage finance through the bank's wide branch network of 222 branches.  

 Statement of the problem 

The word “stress” is one of the most frequently used words today. We live in a world developing fast, requiring constant adaptation. Technology is changing, so are social habits, values, social structures and people. Everybody has to cope with those changes, not only individuals, but the organizations and government as well (Thompson, 2002).Some people are aware of positive values of those changes, but very few think of the negative consequences that may ensue. According to some estimates, humankind looses 100 million workdays every year due to the aftermath of stress. What matters more, 50 to 75 per cent of today’s diseases are related to stress. 

The managing of work related stress is a “real” issue and any organisation that seeks to establish and maintain the best state of physical, mental and social well-being of its employees needs to have policies and procedures that comprehensively address health and safety. Strategies to manage stress, based on the needs of the organizations and its members, and will have to be regularly reviewed and evaluated. Organizations recognize that stress at work is a significant and costly problem, and that the challenge for companies is to manage work stress in order to reduce health-care costs and improve productivity. This study therefore sought to establish the strategies employed by banks to manage job related stress 

Objectives of the study

General objective

The general objective of the study was to analyze the strategies used by commercial banks to manage job related stress

Specific Objectives 

The study focused on the achievement of the following specific objectives; 

i) To establish job oriented factors causing employee stress

ii) To assess the effects of job stress on employee performance

iii) To find out the strategies employed by commercial banks in reducing job stress

Research Questions

The study sought to answer the following research questions

i) What are the job oriented factors that cause employee stress

ii) To assess the effects of job stress on employee work performance?

iii) To find out what strategies are used by commercial banks in managing job stress?

 Significance of the study

To the Academicians/ Researchers 

The findings of this research would enable the academicians in broadening of syllabus with respect to strategies for reducing job stress in organizations. 

Banking Sector

In the Banking sector the results of the study would also assist the management of the Banking industry in reducing job stress amongst employees so as to achieve profitability, efficiency, and good customer service.

 Limitations of the study 

The kind of information which was sought from the respondents is sensitive with the fear of reprisals from management and could be a challenge but an introductory letter from the university help t convince the respondents
Scope of the Study

This study focused on the strategies used by Kenya commercial banks in reducing job stress among employees by KCB. The study was carried out in Nairobi targeting 170 employees working at the Head office located at Moi Avenue.  Conceptual framework
The conceptual framework shows the relationship between the independent variables and the dependent variable. This figure was adopted as conceptual framework for this study

Effect of job stress (dependent variable)

Management of job stress

(Independent variable)


Source: Author, (2014)

LITERATURE REVIEW

Introduction

The review of literature involves the systematic identification, location and analysis of documents containing information related to the research problem being investigated.  The main aim of the study will be to find out the strategies employed by commercial banks to address job related stress. This chapter presents past studies on stress by different scholars, organizational stress management, job related stress and strategies used to manage job stress.

Definition of stress

There are numerous definitions of stress that have been advanced by various organizations, individuals, institution or bodies around the world. For instance, Georgia Reproductive Specialist defines stress as the ‘wear and tear’ our bodies experience as we adjust to our environment. It has physical and emotional effects on us and can create positive and negative feelings. (Thompson, 2002).

Stress is a psychological reaction to requirements that make a person feel tense or anxious. Stress on the job is a problem causing physical, mental, and financial consequences for employers as well as employees.  Studies show that stressful working conditions are associated with increased absenteeism, tardiness, and intentions by workers to quit their jobs. People strive to reach self-actualization, failure to which they become stressed and withdraw from work.  Since stress is part of life there is need to know how to cope with it.  Unmanaged stress can lead to health problems and even death. (Thompson 2002). Since stress is twofold, that is external and internal at work place, there is need to draw a line between the causes of stress.  Job or work stress may as well result to detrimental effects to the organization’s performance. (Thompson, 2002).

Cole (2002), defines stress as, the adverse psychological and physical reaction that occurs in an individual as a result of their being unable to cope with demands being made on them.  

Madara (1996) defines stress as a state of worry coming as a result of pressure caused by problems of life or too much work.  York (2000) also points out that stress is the anxiety generated by multi-tasking and balancing priorities, meeting contradicting demands and knowing where to start and papering over the cracks when you want to do too much.

Strategies for Managing Work Related Stress
Primary Stress Management Strategies

Primary  stress  management  strategies  is  concerned  with  taking  action  to change or  eliminate sources of stress inherent in the work environment and thus reduce their negative  impact on the individual.
This approach to stress depicts stress as the consequences of the “lack of fit” between the needs and demands of the individual in his/her environment.  The focus of primary stress management strategies is in adapting the environment to “fit” the individual (Manshor, Fontaine & Choy, 2003: 623).

Rice (1992: 267) mentions a useful range of possible strategies to reduce and manage work related stress: redesign the task; redesign the work environment; establish flexible work schedules; encourage participative management; include the employee in career development;  analyze work roles and establish goals; provide  social  support  and  feedback;  build   cohesive  teams;  establish  fair employment policies; and share the rewards. A number of other primary stress management strategies for managing work related stress will be discussed in some detail, below:

Work environment

This strategy refers to the current work environment and how redesigning the work environment can help to reduce primary stress management.  There is no significant research that redesigning the work environment can reduce stress and help  with  the management of  work related  stress this change can  be directly synthesized (Cooper & Cartwright, 1997).

Work load and work pace

Demands (both physical and mental) should be adequate with the capabilities and resources of workers, avoiding under load as well as overload.  Provisions should be made to allow recovery from demanding tasks or from increased control by workers over characteristics such as work pace of demanding tasks (Cooper & Cartwright, 1997: 8; McShane & Von Glinow, 2000).

Work schedule

Work  schedules  should  be  compatible  with  demands  and  responsibilities outside the  job.Flexi-time, a compressed work week, and job sharing are examples  of  positive steps in this direction. When schedules involve rotating shifts,   the  rate  of  rotation  should  be  stable  and  predictable  (Cooper  & Cartwright, 1997)

Career development

Job stress mirrors the developmental peaks and valleys in  the employee’s career. According to one national study of work stress, people bring several specific hopes to a job.  They hope for rapid, or at lease steady, advancement. They hope for some freedom in   the   job and increased  earning  power. Preferably, they hope to learn new things and work at new jobs.  Finally, they hope to find solutions to certain work problems (Veniga & Spradley, 1981: 196). For some employees, the promotion does not come.  The job that once looked so secure may be eliminated.  Then they respond in ways that reveal building stress.  When their hopes and dreams only flicker faintly, employees often lose a sense of accomplishments and self-esteem.  Minor irritants they would have casually brushed aside when the dream was fresh now irate and fester inside.

Four factors are closely related to stress in the in career development: under promotion, over promotion (also called the Peter Principle), lack of job security, and frustrated  ambitions. Contrary to what some managers  believe is job insecurity, not increasing production demands, increases stress and generally lowers productivity (Cooper & Cartwright, 1997).

Secondary Stress Management Strategies

Secondary stress management strategies are essentially concerned with the prompt   detection  and  management  of  experienced  stress  by  increasing awareness  and   improving  the  stress  management  skills  of  the  individual through training and educational activities.  Individual factors can alter or modify the way employees exposed to work related stressors perceive and react to this environment.  Each individual has their own personal stress threshold, which is why some people thrive in a certain setting and others suffer. This threshold will vary between individuals and across different situations and life stages. Some key factor variables that influence an individual’s vulnerability to stress include their personality, their coping strategies, age, gender, attitudes, training, past experience, and the degree of social support available from family, friends and work colleagues, as discussed earlier in this chapter.

Secondary  stress  management  strategies  can  focus  on  developing  self awareness   and   providing  individuals  with  a  number  of  basic  relaxation techniques.
Health   promotion   activities and lifestyle enhancement and modification programmes also fall into this category (Williams & Spur, 2007).

Stress education and stress management training serve a useful function in helping individuals to recognize the symptoms of stress, and to overcome much of the negativity and stigma still associated with the stress label. Awareness activities  and  skills  training   programmes  designed  to  improve  relaxation techniques, cognitive
coping
skills and work/lifestyle modification & enhancement  skills (e.g. time management courses or assertiveness training) have  an  important  part  to  play  in  extending  the  individual’s  physical  and psychological resources. They are partially useful in helping individuals deal with stressors inherent in the work environment that can not be changed and have to be lived with, for example, job insecurity.  Such training can also prove helpful to individuals in dealing with stress in other aspects of their life that is non-work related (Cooper & Cartwright, 1997: 9).

For the purpose of this study we will “label” secondary stress management strategies as “lifestyle management” and this will be discussed in detail below.

1 Lifestyle management

Although this “trend” or “perks” of lifestyle management is still new in South Africa, some  top  listed  companies (like Old  Mutual, Santam, Nedbank and Hollard Insurance) in SA are providing staff with services ranging from massage therapy to crèches to help them deal with  work related stress and achieve balance in  their lives. In return these companies retained  their best staff, boosted productivity and reduced absenteeism (Piliso, 2007: 8).  But balancing

work and non-work roles requires a purposeful appraisal of one’s career goals, strategies and  conception  of success. Time-based conflicts extent beyond employees with families and it has become important to address the “balancing” of these roles.
Planned rest periods after a period of high stress is a useful technique.  This could be used on an hourly, daily, weekly and monthly basis. For every “peak” period, employees must build in a “valley” area where they can rest, relax and restore themselves for the next challenge.  Personal leave, “time out” (e.g. lunchtime gym session) or paid sabbaticals are uses frequently for this purpose (Potgieter, 1996: 218).

Physical health is a buffer for the negative consequences of stress.  Physical exercise is used to build and maintain “stress fitness” (Williams & Spur, 2007:30-31).  It helps employees to moderate the automatic adrenalin response when faced  with  stress,  as well  as  provide  high  levels  of  endorphins  (feel good hormones)  in  the  blood  system.  Correct  nutritional  intake,  enough  sleep, relaxation and spiritual prayer and meditation will enable your body and mind to maintain optimal functioning during stress (Environmental Nutrition, 2000: 7).

However, the role of secondary prevention strategies is essentially on damage limitation, often addressing the consequences rather than the sources of the stress which may be inherent in the organization’s structure or culture.
They are  concerned  with  improving  the  “adaptability”  of  the  individual  to  the environment.   Consequently this type of intervention is often described as “the band aid” or inoculation  approach, because it is implicitly assumes that the organization  will  not  change  but   continue  to  be  stressful,  therefore,  the individual has to develop and strengthen his/her resistance to that stress.

 RESEARCH METHODOLOGY

Research Design

The study adopted a case study design. This design was considered appropriate because in-depth information on the strategies for the management of job stress by Kenya Commercial bank. 

Target Population

The study targeted 170 employees of Kenya Commercial Bank, at the Head Office. The target population is classified as follows

Table 3.1
Target Population

	Management Level 
	Number 
	Percentage 

	Top management 
	20
	12

	Middle Level Management 
	50
	29

	Lower Level Management
	100
	59

	Total 
	170
	100


Source: Author (2014)

Sampling Design

Stratified simple random sampling and purposive sampling was used to select 30% of the respondents to be involved in the study. This gave a total of 51 respondents

Table 3.2
Sample Size

	Management Level 
	Total Number  
	30% of Population

	Top management 
	20
	06

	Middle Level Management 
	50
	15

	Lower Level Management
	100
	30

	Total 
	170
	51


Source: Author (2014)

Data Collection

A semi structured questionnaire comprising with closed ended questions was used to collect primary data. The data collected was quantitative .Questionnaires were chosen because of the fact that all the respondents involved in the study were literate and able to respond to the questionnaire items.

Data Analysis 
The quantitative data was analyzed by use of descriptive statistical tools that included frequency tables and percentages. Qualitative data was transcribed and organized into similar topics and presented in form of narrative reports. Quantitative data was analyzed using percentages and presented using tables.

RESULTS
Experiencing job related stress at place of work

The study sought to establish from the respondents whether they experience job stress. The information obtained from the respondents is as summarised in table 4.3 below:
Table 4.1 Experiencing job related stress at place of work

	Response 
	Frequency 
	Percentage (%) 

	Yes
	40
	100

	No 
	00
	00

	Total 
	40
	100


Source: Author (2014)
From the table above all the respondents indicated they experience job stress. All in this case includes the management who were involved in the study. An indication that job stress affects all the calibres of employees. 
Forms of stress affecting the workers performance 

The study sought to establish from the respondents the form of stress that mostly affects their work performance. The information given by the respondents is as summarised in table 4.2 below 

Table 4.2 Forms of stress affecting the workers performance 

	Statements
	Frequency
	Percentage (%)

	Organizational factors

	04
	10

	Job characteristics
	12
	30

	Working relationships

	04
	10

	Individual characteristics
	02
	05

	Diseases and ailments

	06
	15

	Financial conditions

	08
	20

	Social factors
	04
	10

	Total
	40
	100


Source: Author (2014)
From table 4.4 above, 10% of the respondents indicated that they experience stress originating form organisational factors mostly, 30%cited job characteristics, 10% cited working relationships, 05% indicated individual characteristics, 15% cited diseases, and 20% cited financial conditions and 10% cited social factors. This clearly indicates that job related stress is the one that is mostly experienced by employees.
Job related factor affecting work performance

The study sought to establish job related factors that cause stress amongst employees working in the bank. The information obtained from the respondents is as summarised in table 4.5 below:
Table 4.3 Job related factors affecting work performance

	Stressor 
	1
	2
	3
	4
	5
	Total 

	Work overload 
	10
25%
	40
55%
	00

00%
	04
10%
	03

15%
	40
100%

	Difficult tasks


	12
30%
	20
50%
	00

00%
	06
15%
	04
05%
	40
100%

	Too simple tasks
	12
30%
	18
45%
	02
05%
	04
10%
	04
10%
	40
100%

	Monotony
	16
40%
	18
45%
	00

00%
	02
05%
	04
10%
	40
100%

	Work relationships
	10
25%
	18
45%
	00

00%
	06
12%
	06
15%
	40
100%


Source: Author (2014)
Work overload 

From the 4.3 above 25% of the respondents indicated that to a very high extent work overload is one of the job related factors causing stress amongst bank employees, 55% indicated that it does to a high extent, none was uncertain, 10% cited to a low extent whereas 15% cite that to a very low extent work overload is a job related factor causing stress amongst bank employees.
Difficult tasks


From the 4.3 above 30% of the respondents indicated that to a very high extent difficult tasks is one of the job related factors causing stress amongst bank employees, 50% indicated that it does to a high extent, none was uncertain, 15% cited to a low extent whereas 05% cite that to a very low extent difficult tasks is a job related factor causing stress amongst bank employees

Too simple tasks

From the 4.3 above 30% of the respondents indicated that to a very high extent simple tasks is one of the job related factors causing stress amongst bank employees, 45% indicated that it does to a high extent, 05% were uncertain, 10% cited to a low extent whereas 10% cite that to a very low extent simple tasks is a job related factor causing stress amongst bank employees.
Monotony
From the 4.3 above 30% of the respondents indicated that to a very high extent monotony is one of the job related factors causing stress amongst bank employees, 50% indicated that it does to a high extent, none was uncertain, 15% cited to a low extent whereas 05% cite that to a very low extent monotony is a job related factor causing stress amongst bank employees.
Work relationships

From the 4.3 above 30% of the respondents indicated that to a very high extent work relationships is one of the job related factors causing stress amongst bank employees, 50% indicated that it does to a high extent, none was uncertain, 15% cited to a low extent whereas 05% cite that to a very low extent work relationships is a job related factor causing stress amongst bank employees.
STRATEGIES FOR REDUCING JOB STRESS
The study sought to establish the extent to which banks have used various strategies in reducing job stress amongst employees the information given by respondents is summarized in table 4.4 below

Table 4.4 Strategies for Reducing Job Stress

	strategy
	5
	4
	3
	2
	1
	Total 

	Job rotation 
	10
25%
	18
45%
	00

00%
	06
12%
	06
15%
	40
100%

	Reward
	02
05%
	04
10%
	02
05%
	12
30%
	20
50%
	40
100%

	Training 
	10
25%
	18
45%
	00

00%
	06
12%
	06
15%
	40
100%

	Job enrichment
	12
30%
	20
50%
	02
05%
	04
10%
	02
05%
	40
100%


Source: Author (2014)
Job rotation 

From table 4.7 above, 30% of the respondents indicated that to a very high extent the banks use job rotation as a strategy to reduce job stress,50% indicated that the banks use the strategy to a high extent ,05% were uncertain,10% indicated that to a low extent the strategy of job rotation is used to reduce job stress and 05% indicated that to a very low extent, job rotation is used to reduce job stress amongst employees working in banks.
Reward

From table 4.7 above, 05% of the respondents indicated that to a very high extent the banks use reward as a strategy to reduce job stress,10% indicated that the banks use the strategy to a high extent ,05% were uncertain,30% indicated that to a low extent the strategy of reward is used to reduce job stress and 50% indicated that to a very low extent, reward is used to reduce job stress amongst employees working in banks.
Training 

From table 4.7 above, 25% of the respondents indicated that to a very high extent the banks use training as a strategy to reduce job stress, 45% indicated that the banks use the strategy to a high extent, 15% were uncertain, 15% indicated that to a low extent the strategy of training is used to reduce job stress and 05% indicated that to a very low extent, training is used to reduce job stress amongst employees working in banks.
Job enrichment

From table 4.7 above, 30% of the respondents indicated that to a very high extent the banks use job enrichment as a strategy to reduce job stress, 50% indicated that the banks use the strategy to a high extent, 05% were uncertain, 10% indicated that to a low extent the strategy of job enrichment is used to reduce job stress and 05% indicated that to a very low extent, job enrichment is used to reduce job stress amongst employees working in banks.
Summary of Findings

Job related factor affecting work performance

All the respondents indicated that they experience job stress. 10% of the respondents indicated that they experience stress originating form organisational factors mostly, 30%cited job characteristics, 10% cited working relationships, 05% indicated individual characteristics, 15% cited diseases, and 20% cited financial conditions and 10% cited social factors. In relation to work overload, 25% of the respondents indicated that to a very high extent work overload is one of the job related factors causing stress amongst bank employees, 55% indicated that it does to a high extent, none was uncertain, 10% cited to a low extent whereas 15% cite that to a very low extent work overload is a job related factor causing stress amongst bank employees, in relation to difficultness of tasks 
30% of the respondents indicated that to a very high extent difficult tasks is one of the job related factors causing stress amongst bank employees, 50% indicated that it does to a high extent, none was uncertain, 15% cited to a low extent whereas 05% cite that to a very low extent difficult tasks is a job related factor causing stress amongst bank employees, as concerns too simple tasks 30% of the respondents indicated that to a very high extent simple tasks is one of the job related factors causing stress amongst bank employees, 45% indicated that it does to a high extent, 05% were uncertain, 10% cited to a low extent whereas 10% cite that to a very low extent simple tasks is a job related factor causing stress amongst bank employees, monotony was identified as cause of job related stress to a high extent by 80% of the respondents whereas 80% also cited working relationships at departmental level as a cause of job stress to a high extent.
Effects of Job Stress

The study sought to establish the effects of job stress on workers and company productivity. This included increased cases of workers absenteeism. 25% of the respondents strongly agreed that job stress leads to increased cases of absenteeism, 45% agreed none was uncertain, 15% disagreed and 15% strongly disagreed that job stress is a cause of absenteeism amongst employees of Kenya commercial Bank., 30% of the respondents strongly agreed that job stress leads to increased cases of sickness, 50% agreed, 05%were uncertain, 10% disagreed and 05% strongly disagreed that job stress is a cause of sickness amongst employees of Kenya commercial Bank,25% of the respondents strongly agreed that job stress leads to increased cases of deteriorating working relationships, 55% agreed none was uncertain, 10% disagreed and 15% strongly disagreed that job stress is a cause of deteriorating working relationships amongst employees of Kenya commercial Bank, 30% of the respondents strongly agreed that job stress leads to increased cases of staff turnover, 50% agreed ,none was uncertain, 15% disagreed and 05% strongly disagreed that job stress is a cause of staff turnover amongst employees of Kenya commercial Bank 35% of the respondents strongly agreed that job stress leads to increased cases of abscondment of work, 45% agreed none was uncertain, 05% disagreed and 10% strongly disagreed that job stress is a cause of abscondment of work amongst employees of Kenya commercial Bank 40% of the respondents strongly agreed that job stress leads to increased cases of poor decision making, 45% agreed none was uncertain, 05% disagreed and 10% strongly disagreed that job stress is a cause of poor decision making amongst employees of Kenya commercial Bank.
Strategies for Reducing Job Stress

The study sought to establish the extent to which banks have used various strategies in reducing job stress amongst employees. In relation to Job rotation 30% of the respondents indicated that to a very high extent the banks use job rotation as a strategy to reduce job stress, 50% indicated that the banks use the strategy to a high extent, 05% were uncertain, 10% indicated that to a low extent the strategy of job rotation is used to reduce job stress and 05% indicated that to a very low extent, job rotation is used to reduce job stress amongst employees working in banks. as concerns rewards 05% of the respondents indicated that to a very high extent the banks use reward as a strategy to reduce job stress, 10% indicated that the banks use the strategy to a high extent, 05% were uncertain, 30% indicated that to a low extent the strategy of reward is used to reduce job stress and 50% indicated that to a very low extent, reward is used to reduce job stress amongst employees working in banks. in terms of training 25% of the respondents indicated that to a very high extent the banks use training as a strategy to reduce job stress, 45% indicated that the banks use the strategy to a high extent, 15% were uncertain, 15% indicated that to a low extent the strategy of training is used to reduce job stress and 05% indicated that to a very low extent, training is used to reduce job stress amongst employees working in banks and finally in terms of job enrichment30% of the respondents indicated that to a very high extent  the banks use job enrichment as a strategy to reduce job stress,50% indicated that the banks use the strategy to a high extent ,05% were uncertain,10% indicated that to a low extent the strategy of job enrichment is used to reduce job stress and 05% indicated that to a very low extent, job enrichment is used to reduce job stress amongst employees working in banks.
Conclusion

Based on the study findings, the study concludes that;
(i) Job related factor affecting work performance include work overload, difficult too simple tasks, monotony was identified as cause of job related stress. 

(ii) Job stress has various effects on employees which translate to affecting the performance of the company. These include increased cases of absenteeism, , increased cases of deteriorating working relationships, increased cases of staff turnover, increased cases of abscondment of work, and  increased cases of poor decision making, 

Commercial banks use various strategies to counter job stress including job rotation rewards, training and job enrichment.
Recommendations

Based on the study findings, the study recommends the following

i) Expand their training programmes on management of stress by ensuring that all employees are trained

ii) Practice job rotation in all departments so as to reduce monotony

iii) Simplify job tasks that are too difficult for employees in certain departments

iv) Establish employee assistance programmes targeting stressed employees

Suggestions for Further Study

The study suggests that further study be done in the following areas: 
i) The impact of job stress on employee performance in commercial banks. 

ii) Challenges faced by commercial banks in reducing job stress amongst their employees. 
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