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Abstract

This study examines the impact of work stress on job performance 
in Islamic banks, with a focus on Salam African Bank in the 
Republic of Djibouti. Work stress is considered a major challenge 
facing employees in Islamic banks, encompassing factors such 
as workload, role ambiguity, job insecurity, and intra-role conflict. 
These stressors can have detrimental effects on employee 
well-being and organizational outcomes, including reduced 
productivity, increased turnover, and diminished profitability.
The study aims to analyze the relationship between various 
dimensions of work stress and job performance in the context of 
Islamic banking. A survey-based approach was used to collect 
data from employees at Salam African Bank. The results indicate 
statistically significant relationships between workload, role 
ambiguity, job security, intra-role conflict, and job performance.
The findings provide important insights for Islamic bank 
managers on managing work-related stress and enhancing 
employee performance. The study contributes to the limited 
research on work stress in Islamic banking, offering practical 
solutions and mechanisms that can be utilized by Islamic bank 
leaders in Djibouti and beyond. Recommendations are provided 
for improving work conditions, clarifying roles, and fostering a 
supportive work environment to mitigate the negative impacts of 
work stress on job performance.
Keywords: work stress, job performance, Islamic banks, African 
Islamic Bank, Djibouti, stress management, performance 
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evaluation, Islamic banking services, Islamic banking products, 
Islamic finance, Islamic deposits, positive stress, negative stress, 
individual strategies, organizational strategies.
 

Introduction:

Islamic banks play a crucial role in the global economy, offering 
financial services that align with the principles of Sharia law. 
Employees of these banks often face various pressures that 
can impact their job performance. Islamic banks are considered 
among the most important financial institutions in the Islamic 
world, playing a prominent role in financing the economy and 
achieving economic development in accordance with Islamic 
principles and rulings (Abbad & Basri, 2018). With the growth of 
banking operations and increasing competition in the financial 
arena, Islamic banks have become exposed to mounting work 
pressures that can directly affect their operational performance 
(Ahmed, 2011).
Work stress is considered one of the major challenges facing 
employees in Islamic banks, encompassing time pressures, 
psychological stress, performance pressures, and other factors 
that can affect employee productivity and job performance (Jamal, 
2011). Stress can have detrimental effects on employees› well-
being, leading to physical and mental health issues, absenteeism, 
and decreased job satisfaction (Ganster & Rosen, 2013). Moreover, 
work stress can negatively impact organizational outcomes, 
such as reduced productivity, increased turnover, and diminished 
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profitability (Pfeffer, 2018).
To address the issue of «the impact of work stress on job 
performance in Islamic banks,» this study aims to analyze the 
fundamental concepts of work stress, its causes, and primary 
sources that affect job performance. It will also examine the 
adverse effects of these pressures on the bank›s operations and 
employee performance levels. Furthermore, the study will evaluate 
the existing policies and procedures for measuring employee 
performance, identifying areas for improvement, and ultimately 
enhancing future job performance (Cartwright & Cooper, 1997).

The study Problem:
Work stress is considered one of the ongoing challenges and 
obstacles faced by organizations across various sectors, including 
Islamic banks. The overall performance of banks is a reflection 
of the individual performance of their employees. Work stress 
can have adverse emotional and material effects on employees, 
leading to negative impacts on their behavior, attitudes, and job 
performance (Cooper et al., 2001).

Considering the recent emergence of Islamic banks in the 
Republic of Djibouti over the past two decades, where these 
institutions operate based on Islamic principles, as opposed to 
the conventional interest-based banks that the people of Djibouti 
have been accustomed to for over fifty years, a significant shift in 
banking regulations and practices has occurred. Islamic banks 
have introduced new laws and regulations that differ from those 
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of conventional banks, which may be unfamiliar to customers in 
Djibouti (Djibouti Central Bank, 2022).
The existence of Islamic banks is closely tied to the psychological 
state of their employees and the conducive work environment 
that fosters improved employee performance levels. However, 
the general work environment and its conditions can impact 
employee performance and overall organizational performance 
(Iqbal & Mirakhor, 2007). In this study, the researcher aims to 
explore the relationship between work stress and job performance 
in general, with a specific focus on Salam African Bank as the 
field of study application.
Through interaction with the environment and personal 
experiences, the researcher has developed a conviction that this 
issue deserves study and research due to the desire to uncover 
the truth about the causes, variables, and sources that lead to 
work stress and its impact on the job performance of employees 
in Islamic banks, and consequently, the performance of these 
banks.

Study questions:
The main research question is: What is the impact of work stress, 
with its various dimensions, on job performance?
From this main question, several sub-questions arise:

Is there a statistically significant relationship between 
workload and job performance at the significance level (α = 
0.05) in the bank?
Is there a statistically significant relationship between role 
ambiguity and job performance at the significance level (α = 

1

2
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The importance of studying:
The significance of this study lies in its investigation of work 
stress dimensions and their relationship with job performance, 
as well as the negative impacts these pressures can have on 
employee and bank performance alike, ultimately affecting the 
achievement of goals and the success or failure of institutions. 
Exploring the topic of Islamic banks in Djibouti has become a 
rarity, which makes this study valuable in shedding light on these 
pressures, their multiple dimensions, sources, causes, and the 
real factors influencing job performance. The importance of the 
study can be highlighted through the following two aspects:
- Scientific aspect: This involves attempting to understand the 
concepts and variables related to work stress and its relationship 
with job performance. Additionally, the study will provide 
definitions and explanations for many the oretical aspects 
related to the topic, making it a useful reference for students and 
researchers.
- Practical (applied) aspect: This lies in the potential benefit of 
understanding the impact of work stress (workload, role ambiguity, 

0.05) in the bank?
Is there a statistically significant relationship between job 
security and job performance at the significance level (α = 
0.05) in the bank?
Is there a statistically significant relationship between intra-
role conflict and job performance at the significance level (α 
= 0.05) in the bank?

3

4
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job security, and intra-role conflict) on job performance, and the 
practical solutions and mechanisms that the study will offer, 
which can be utilized by owners and managers of Islamic banks 
in Djibouti.
Therefore, there is a pressing need for an applied study that 
addresses the impact of work stress on job performance in 
Islamic banks, with the researcher conducting fieldwork at Salam 
African Bank in Djibouti.

Objectives of the study:
The study aims to achieve the following objectives:
      Understand the impact of work stress variables (workload, role 
ambiguity, job security, and intra-role conflict) on job performance 
in Islamic banks in Djibouti, represented by Salam African Bank. 
This main objective branches into the following sub-objectives:

Study hypotheses:
The main hypothesis of the study is as follows:
There is a statistically significant relationship between different 

Discuss the concepts and variables related to work stress 
and its impact on job performance in Islamic banks.
Study the relationship between workload and job performance 
in Islamic banks.
Shed light on the relationship between role ambiguity and 
job performance in Islamic banks.
Identify the relationship between job security and job 
performance in Islamic banks.

1
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work stressors and job performance in Islamic banks in Djibouti.
From this main hypothesis, several sub-hypotheses emerge:

Study limitations:
The study limitations include the following:

There is a statistically significant relationship between 
workload and job performance at the significance level (α = 
0.05) in the bank.
There is a statistically significant relationship between role 
ambiguity and job performance at the significance level (α = 
0.05) in the bank.
There is a statistically significant relationship between job 
security and job performance at the significance level (α = 
0.05) in the bank.
There is a statistically significant relationship between intra-
role conflict and job performance at the significance level (α 
= 0.05) in the bank.

Geographical limitations: The study was limited to the main 
branch of Salam African Bank in Djibouti, as discussed and 
detailed in the chapter on fieldwork.
Subject limitations: The subject of the study was limited to 
«the impact of work stress on job performance in Islamic 
banks in Djibouti, with an application on Salam African Bank.»
Time limitations: These span from the establishment of 
Salam African Bank in 2008 until 2023.

1

2
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The Theoretical Framework and Previous Studies Related 
to Work Stress

Conceptual Framework of Work Stress

Work stress has been extensively studied in the organizational 
behavior and human resources literature. There are several 
theoretical perspectives that have been used to conceptualize 
and understand the nature of work stress. One of the most 
influential frameworks is the Job Demands-Resources (JD-R) 
model (Demerouti et al., 2001; Bakker & Demerouti, 2007). The 
JD-R model posits that all job characteristics can be classified 
into two broad categories: job demands and job resources. 
Job demands refer to the physical, psychological, social, or 
organizational aspects of the job that require sustained physical 
and/or psychological (i.e., cognitive or emotional) effort and 
are therefore associated with certain physiological and/or 
psychological costs. Examples of job demands include high work 
pressure, an unfavorable physical environment, and emotionally 
demanding interactions with clients.
In contrast, job resources refer to the physical, psychological, 
social, or organizational aspects of the job that are functional in 
achieving work goals, reduce job demands and the associated 
physiological and psychological costs, or stimulate personal 
growth and development. Examples of job resources include 
performance feedback, job control, and social support from 
colleagues. According to the JD-R model, high job demands and 
low job resources lead to the experience of work stress, which 
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in turn has negative consequences for employee well-being and 
job performance (Bakker & Demerouti, 2007).
Another important theoretical perspective is the Transactional 
Theory of Stress developed by Lazarus and Folkman (1984). This 
theory emphasizes the role of cognitive appraisal in the stress 
process. Specifically, Lazarus and Folkman (1984) argue that 
individuals experience stress when they appraise the demands 
of a situation as exceeding their resources to cope with those 
demands. The transactional theory highlights the importance of 
an individual›s subjective perception and evaluation of a situation 
in determining whether it is stressful or not. This is in contrast 
to approaches that define stress solely in terms of objective 
environmental demands.
In addition, the Conservation of Resources (COR) theory (Hobfoll, 
1989) provides a useful framework for understanding the stress 
process. COR theory posits that individuals strive to obtain, 
retain, and protect resources, which can include objects, personal 
characteristics, conditions, or energies that are valued by the 
individual or that serve as a means for attainment of these objects, 
personal characteristics, conditions, or energies. According 
to COR theory, stress occurs when individuals experience or 
anticipate a net loss of resources or a failure to gain resources 
after investment. The theory suggests that individuals are 
motivated to minimize the threat and actual loss of resources, 
and to maximize the potential gain of resources.
Taken together, these theoretical perspectives suggest that work 
stress arises from an imbalance between the demands placed on 



31

employees and the resources available to them to cope with those 
demands. When job demands are high and job resources are low, 
employees are likely to experience work stress, which can have 
negative consequences for their well-being and performance.

Antecedents and Dimensions of Work Stress
The antecedents and dimensions of work stress have been 
extensively studied in the literature. Some of the key factors that 
have been identified as sources of work stress include:

Role-related factors: Role ambiguity, role conflict, and role 
overload have been consistently linked to work stress (Rizzo 
et al., 1970; Kahn et al., 1964). Role ambiguity refers to a lack 
of clarity about one›s job responsibilities, expectations, and 
the scope of one›s authority. Role conflict occurs when an 
individual faces incompatible demands or expectations from 
different sources. Role overload refers to a situation where 
the demands of the job exceed the individual›s time and 
resources to fulfill them.
Organizational factors: Organizational factors such as lack 
of participation in decision-making, poor communication, 
lack of job security, and organizational changes have been 
found to contribute to work stress (Spector, 1997; Ganster 
& Rosen, 2013). For example, employees who feel that they 
have little control over their work environment or lack a voice 
in organizational decisions are more likely to experience work 
stress.
Physical work environment: The physical work environment, 
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In addition to these antecedents, work stress has been 
conceptualized as a multidimensional construct, consisting 
of various sub-dimensions. The most commonly identified 
dimensions of work stress include:

including factors such as noise, temperature, lighting, 
and ergonomic conditions, can also be a source of work 
stress (Jex & Britt, 2014). Exposure to uncomfortable or 
hazardous physical conditions can lead to physiological and 
psychological strain.
Interpersonal relationships: The quality of interpersonal 
relationships at work, including interactions with supervisors, 
coworkers, and clients, can contribute to work stress. 
Factors such as lack of social support, poor teamwork, and 
interpersonal conflict have been associated with increased 
work stress (Halbesleben, 2006).
Work-life balance: The inability to balance the demands of 
work and personal life can be a significant source of work 
stress. Factors such as long work hours, work-family conflict, 
and lack of flexibility in work arrangements have been linked 
to higher levels of work stress (Eby et al., 2005).

Psychological stress: This dimension refers to the emotional 
and cognitive aspects of work stress, such as feelings of 
anxiety, tension, irritability, and difficulty concentrating 
(Cooper et al., 2001).
Physical stress: This dimension encompasses the 
physiological responses to work stress, such as fatigue, 
headaches, muscle tension, and cardiovascular problems 

1

2
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The various dimensions of work stress are often interconnected, 
with psychological stress leading to physical stress, which in turn 
can result in behavioral and organizational-level consequences.

Previous Studies on Work Stress and Job Performance
The relationship between work stress and job performance has 
been extensively studied in the organizational behavior and 
management literature. A substantial body of research has 
consistently demonstrated the negative impact of work stress 
on various aspects of job performance.
In a meta-analytic review, Gilboa et al. (2008) examined the 
relationship between different sources of work stress (role 
ambiguity, role conflict, workload, job insecurity, and lack of 
autonomy) and various performance outcomes (task performance, 
contextual performance, and counterproductive work behavior). 
The results showed that all five sources of work stress were 
negatively related to task performance and positively related to 
counterproductive work behavior. The authors concluded that 

(Jex & Britt, 2014).
Behavioral stress: This dimension includes changes in work-
related behaviors, such as absenteeism, decreased job 
performance, and increased turnover intentions (Spector, 
1997).
Organizational stress: This dimension focuses on the 
impact of work stress on the organization, such as reduced 
productivity, increased costs, and negative organizational 
climate (Ganster & Rosen, 2013).

3

4
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work stress is a critical factor that can undermine both in-role 
and extra-role performance.
Similarly, a meta-analysis by Podsakoff et al. (2007) found that 
various stressors, including role ambiguity, role conflict, and work 
overload, were negatively associated with task performance and 
organizational citizenship behavior. The authors suggested that 
work stress can deplete employees› cognitive and emotional 
resources, leading to decreased motivation and ability to perform 
their job tasks effectively.
In the context of the banking industry, several studies have 
examined the impact of work stress on the job performance 
of bank employees. For example, Malik and Ghafoor (2017) 
conducted a study on commercial bank employees in Pakistan 
and found that work stress had a significant negative effect on 
both task performance and contextual performance. The authors 
argued that high levels of work stress can lead to burnout, reduced 
job satisfaction, and decreased organizational commitment, all 
of which can ultimately undermine employee job performance.
Amin et al. (2018) investigated the relationship between 
work stress and job performance among bank employees in 
Malaysia. Their findings revealed that work stress, particularly 
role ambiguity and role conflict, had a negative impact on both 
self-rated and supervisor-rated job performance. The authors 
suggested that banks should implement stress management 
programs and enhance job resources to mitigate the detrimental 
effects of work stress on employee performance.
In the context of Islamic banking, limited research has examined 
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the relationship between work stress and job performance. 
One study by Al-Kahtani and Allam (2013) focused on Islamic 
bank employees in Saudi Arabia. The researchers found that 
role ambiguity, role conflict, and work overload were significant 
predictors of work stress, which in turn had a negative impact 
on job performance. The authors emphasized the importance of 
addressing work stress in Islamic banking to improve employee 
productivity and organizational effectiveness.
Overall, the existing literature provides strong empirical evidence 
for the negative relationship between work stress and job 
performance, both in general and within the banking industry. 
However, more research is needed to specifically explore this 
relationship in the context of Islamic banks, given the unique 
cultural and religious factors that may influence the work 
environment and stress experiences of employees in this sector.
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The Theoretical Framework and Previous Studies Related 
to the Job Performance Variable
The Concept of Job Performance

Job performance is a core construct in organizational behavior 
and human resource management research (Motowidlo & Kell, 
2012). It refers to the extent to which an employee carries out 
their job duties and responsibilities (Viswesvaran & Ones, 2000). 
Numerous scholars have sought to define and conceptualize job 
performance. Campbell et al. (1993) defined it as «the behaviors or 
actions that are relevant to the goals of the organization» (p. 40). 
Rotundo and Sackett (2002) conceptualized job performance as 
consisting of three key dimensions: task performance, citizenship 
behaviors, and counterproductive work behaviors. 
Task performance refers to an employee›s proficiency in performing 
the core technical activities that are central to their job (Borman 
& Motowidlo, 1993). Citizenship behaviors are discretionary 
actions that go beyond formal job requirements and benefit the 
organization, such as helping coworkers, volunteering for extra 
tasks, and representing the company positively (Organ, 1988). 
Counterproductive work behaviors are intentional actions that 
harm the organization, such as theft, sabotage, and interpersonal 
aggression (Rotundo & Sackett, 2002).

Factors Influencing Job Performance
A wealth of research has examined the antecedents and 
determinants of job performance. Key factors found to impact 
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performance include:

Individual Characteristics
Researchers have identified several individual-level characteristics 
that influence job performance, including personality traits, 
cognitive ability, goal orientation, and self-efficacy. For example, 
conscientiousness, one of the Big Five personality traits, has been 
consistently linked to higher task performance across a variety 
of jobs (Barrick & Mount, 1991; Hurtz & Donovan, 2000). Similarly, 
general mental ability, or «g», has been found to be a strong 
predictor of performance, particularly for complex jobs (Schmidt 
& Hunter, 1998). Individuals with a learning goal orientation, who 
are focused on developing their competence, tend to perform 
better than those with a performance goal orientation, who are 
concerned with demonstrating their abilities (VandeWalle et al., 
1999). Self-efficacy, or one›s belief in their ability to succeed, has 
also been associated with higher job performance (Stajkovic & 
Luthans, 1998).
Job and Organizational Factors
Characteristics of the job and the broader organizational 
context can also impact employee performance. For instance, 
job complexity, defined as the degree of information processing, 
problem-solving, and decision-making required, has been found 
to positively predict performance (Morgeson & Humphrey, 2006). 
Organizational factors such as leadership, organizational culture, 
and human resource management practices have all been shown 
to influence individual and unit-level performance outcomes 
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(Combs et al., 2006; Jiang et al., 2012).
Work Stress and Job Performance
One key factor that has received substantial attention in the 
literature is the role of work stress in shaping job performance. 
Work stress, also referred to as job stress or occupational stress, 
can be defined as the harmful physical and emotional responses 
that occur when the requirements of the job do not match the 
capabilities, resources, or needs of the worker (National Institute 
for Occupational Safety and Health, 1999). 
Numerous studies have examined the relationship between work 
stress and job performance, with somewhat mixed results. Some 
researchers have found a negative relationship, suggesting that 
high levels of work stress can impair an employee›s ability to 
perform their job effectively (Gilboa et al., 2008; Jamal, 1984; 
Parasuraman & Alutto, 1984). The underlying mechanisms 
proposed for this effect include cognitive impairment, emotional 
exhaustion, and reduced motivation (Sonnentag & Frese, 2003).
In contrast, other studies have found a positive relationship 
between work stress and performance, indicating that moderate 
levels of stress can actually enhance performance by increasing 
arousal and effort (Jamal, 1984; LePine et al., 2005). This 
perspective is grounded in the Yerkes-Dodson law, which suggests 
that performance follows an inverted U-shaped relationship with 
stress, such that performance is optimized at moderate stress 
levels (Yerkes & Dodson, 1908).
To reconcile these divergent findings, some researchers have 
proposed a more nuanced, curvilinear relationship between work 
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stress and performance, where low and high levels of stress are 
detrimental, but moderate levels can be beneficial (Podsakoff 
et al., 2007). Others have suggested that the relationship may 
depend on the type of stressor (e.g., challenge vs. hindrance 
stressors) and the specific performance outcome being measured 
(e.g., task performance vs. contextual performance) (Cavanaugh 
et al., 2000; Gilboa et al., 2008).

The Moderating Role of Individual and Organizational Factors
The relationship between work stress and job performance 
has also been found to be influenced by various individual and 
organizational factors that can act as moderators. 
At the individual level, factors such as personality, coping 
strategies, and emotional intelligence have been shown to 
moderate the stress-performance link. For example, individuals 
high in neuroticism tend to experience higher levels of perceived 
stress, which can then translate into poorer performance (Penney 
et al., 2011). In contrast, those high in conscientiousness and 
emotional intelligence may be better able to manage work stress 
and maintain high levels of performance (Miao et al., 2017; Roche 
et al., 2014).
At the organizational level, factors like leadership, job design, and 
organizational support can also play a moderating role. Supportive 
leadership behaviors, such as providing feedback and resources, 
can help employees cope with work stress more effectively 
(Skakon et al., 2010). Similarly, job design characteristics that 
provide employees with autonomy, feedback, and task significance 
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can buffer the negative effects of work stress on performance 
(Xie & Johns, 1995). Additionally, organizational support in the 
form of family-friendly policies, wellness programs, and access 
to counseling services can help mitigate the detrimental impact 
of work stress on employee performance (Hammer et al., 2011).

Previous Empirical Studies on Work Stress and Job Performance
A substantial body of empirical research has examined the 
relationship between work stress and job performance, with 
studies conducted across a variety of organizational settings 
and cultural contexts.
In a meta-analytic review, Gilboa et al. (2008) found an overall 
negative relationship between work stress and job performance, 
with the magnitude of the effect varying depending on the type 
of stressor and performance measure. Specifically, they found 
that role ambiguity and role conflict were more strongly related 
to impaired performance, compared to quantitative workload and 
job insecurity. Furthermore, the negative relationship was more 
pronounced for objective measures of performance, compared 
to subjective, self-reported measures.
Similarly, a meta-analysis by Podsakoff et al. (2007) revealed a 
curvilinear, inverted U-shaped relationship between work stress 
and task performance, such that moderate levels of stress were 
associated with higher performance, while low and high levels 
of stress were detrimental. The authors also found that the 
relationship was moderated by individual factors, such that the 
curvilinear pattern was more pronounced for individuals with 
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high levels of emotional stability and conscientiousness.
In the banking industry, several studies have explored the impact 
of work stress on job performance. For instance, Jamal (1984) 
conducted a study among bank employees in Canada and found 
that work stress was negatively related to both self-reported 
and supervisor-rated job performance. The author suggested 
that the detrimental effects of stress on performance were due 
to cognitive impairment, emotional exhaustion, and reduced 
motivation.
Likewise, a study by Malik et al. (2017) on bank employees in 
Pakistan revealed a significant negative relationship between work 
stress and both task performance and contextual performance. 
The authors highlighted the importance of organizational support 
and effective stress management interventions in mitigating the 
adverse effects of work stress on employee performance.
In the Islamic banking context, limited research has been conducted 
on the relationship between work stress and job performance. 
One notable study by Amin and Kamal (2016) examined this link 
among employees of Islamic banks in Bangladesh. Their findings 
showed a significant negative correlation between work stress 
and job performance, suggesting that high levels of work stress 
can undermine the effectiveness and productivity of Islamic bank 
employees.

The Current Study
The current study aims to extend the existing literature by 
examining the impact of work stress on job performance in the 
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context of Islamic banks in the Republic of Djibouti. Specifically, 
it will investigate the relationship between various dimensions of 
work stress (e.g., role ambiguity, workload, work-family conflict) 
and different facets of job performance (e.g., task performance, 
citizenship behaviors, counterproductive work behaviors). 

Theoretical Perspectives on Work Stress and Job Performance
Several theoretical frameworks have been used to understand 
the relationship between work stress and job performance. One 
prominent model is the Transactional Stress Theory (Lazarus 
& Folkman, 1984), which posits that stress is the result of an 
individual›s cognitive appraisal of the demands of a situation 
and their perceived ability to cope with those demands. When 
individuals perceive a mismatch between situational demands 
and their resources, they experience stress, which can then 
impact their attitudes, behaviors, and performance.
Another influential model is the Job Demands-Resources (JD-
R) theory (Bakker & Demerouti, 2007), which suggests that 
job performance is determined by the balance between job 
demands (e.g., workload, time pressure) and job resources (e.g., 
social support, autonomy). High job demands can deplete an 
employee›s energy and lead to burnout, which in turn can impair 
job performance. Conversely, job resources can help employees 
cope with job demands and maintain high levels of performance.
The Conservation of Resources (COR) theory (Hobfoll, 1989) 
provides an additional perspective on the stress-performance 
relationship. This theory posits that individuals strive to obtain, 
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retain, and protect their personal and social resources (e.g., 
skills, social support, physical health). When these resources 
are threatened or lost due to work stress, individuals experience 
strain, which can negatively impact their job performance.
Furthermore, the Person-Environment Fit (PE Fit) theory 
(Edwards, 1991) suggests that stress arises when there is a 
mismatch between an individual›s characteristics (e.g., abilities, 
needs, values) and the characteristics of their work environment 
(e.g., job demands, organizational culture). A lack of fit between 
the person and the environment can lead to decreased job 
satisfaction, increased strain, and lower job performance.
These theoretical frameworks have informed a substantial 
body of empirical research examining the complex relationship 
between work stress and job performance, as well as the various 
individual and organizational factors that can influence this 
relationship.

Moderating and Mediating Factors
The relationship between work stress and job performance 
has been found to be influenced by a range of individual and 
organizational factors that can act as moderators or mediators.

Individual-Level Moderators
At the individual level, factors such as personality traits, coping 
strategies, and emotional intelligence have been identified as 
potential moderators of the stress-performance link.
Personality traits: Studies have shown that certain personality 
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traits, such as neuroticism, conscientiousness, and emotional 
stability, can influence how individuals perceive and respond 
to work stress, and consequently, how it impacts their job 
performance (Penney et al., 2011; Roche et al., 2014).
Coping strategies: The way individuals cope with work stress, 
whether through problem-focused or emotion-focused 
strategies, can also moderate the relationship between stress 
and performance. Those who employ more adaptive coping 
strategies tend to experience less detrimental effects of stress 
on their job performance (Ussahawanitchakit, 2008).
Emotional intelligence: Individuals with higher emotional 
intelligence, or the ability to perceive, understand, and manage 
emotions, have been found to be better equipped to handle work 
stress and maintain high levels of job performance (Miao et al., 
2017).

Organizational-Level Moderators
At the organizational level, factors such as leadership, job design, 
and organizational support can also play a moderating role in 
the stress-performance relationship.
Leadership: Supportive leadership behaviors, such as providing 
feedback, resources, and emotional support, can help employees 
cope with work stress more effectively, thereby buffering the 
negative impact of stress on performance (Skakon et al., 2010).
Job design: Characteristics of the job, such as autonomy, task 
significance, and feedback, can influence the extent to which 
work stress affects job performance. Jobs that are designed to 
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provide more resources and control can mitigate the detrimental 
effects of stress (Xie & Johns, 1995).
Organizational support: Organizational support in the form of 
family-friendly policies, wellness programs, and counseling 
services can help employees manage work stress and maintain 
high levels of performance (Hammer et al., 2011).

Mediating Mechanisms
In addition to moderating factors, researchers have also explored 
the potential mediating mechanisms that can explain the 
relationship between work stress and job performance.
Cognitive and emotional processes: Work stress can impair 
cognitive processes, such as attention, memory, and decision-
making, which can then negatively impact an employee›s task 
performance (Sonnentag & Frese, 2003). Stress can also lead to 
emotional exhaustion and reduced motivation, which can further 
undermine job performance.
Behavioral and physiological responses: Work stress can 
elicit various behavioral and physiological responses, such as 
increased absenteeism, reduced effort, and health-related issues, 
which can ultimately hinder an employee›s ability to perform their 
job effectively (Gilboa et al., 2008).
Contextual performance: While the negative impact of work stress 
on task performance is well-established, research has also shown 
that stress can impair an employee›s citizenship behaviors and 
increase their engagement in counterproductive work behaviors, 
which are important facets of overall job performance (Eatough 
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et al., 2011).
On the other hand, The first section of the theoretical framework 
explores the concept of work stress and its relationship to job 
performance. Work stress has been defined as “the harmful 
physical and emotional responses that occur when the 
requirements of the job do not match the capabilities, resources, 
or needs of the worker” (NIOSH, 1999, p. 6). Work stress arises 
from a mismatch between the demands of the work environment 
and an individual›s ability to cope with those demands (Lazarus 
& Folkman, 1984).
There are several theoretical models that explain the relationship 
between work stress and job performance. One prominent model 
is the Job Demands-Resources (JD-R) model (Demerouti et 
al., 2001). This model posits that every occupation has its own 
specific risk factors associated with job stress, which can be 
classified into two categories: job demands and job resources. 
Job demands are «physical, social, or organizational aspects of 
the job that require sustained physical or mental effort and are 
therefore associated with certain physiological and psychological 
costs» (Demerouti et al., 2001, p. 501). Examples include high work 
pressure, emotionally demanding interactions, and role conflicts. 
Job resources, on the other hand, are «physical, psychological, 
social, or organizational aspects of the job that are either/or: 
(1) functional in achieving work goals; (2) reduce job demands 
and the associated physiological and psychological costs; (3) 
stimulate personal growth and development» (Demerouti et 
al., 2001, p. 501). Examples include performance feedback, job 
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control, and social support. 
According to the JD-R model, high job demands exhaust 
employees› mental and physical resources and lead to the 
depletion of energy, which in turn impairs job performance 
(Bakker & Demerouti, 2007). Conversely, job resources can help 
employees cope with job demands, foster their motivation, and 
ultimately improve their job performance (Bakker & Demerouti, 
2007). Thus, the JD-R model suggests that the relationship 
between work stress and job performance is mediated by the 
balance between job demands and job resources.
Another relevant theoretical framework is the Transactional 
Theory of Stress and Coping (Lazarus & Folkman, 1984). This 
theory emphasizes the role of cognitive appraisal and coping 
strategies in the stress process. Individuals first engage in a 
primary appraisal of the work situation, evaluating whether 
it poses a threat, challenge, or harm/loss. They then conduct 
a secondary appraisal, assessing their coping resources and 
options for managing the situation. The individual›s cognitive 
appraisals and coping strategies ultimately determine their stress 
response and its impact on their well-being and performance 
(Lazarus & Folkman, 1984).
The Transactional Theory suggests that the relationship 
between work stress and job performance is influenced by the 
individual›s cognitive appraisal of the stressors and their ability 
to effectively cope with them. Employees who perceive work 
demands as threatening and lack adequate coping resources 
are more likely to experience impaired job performance, whereas 
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those who view work demands as challenges and have effective 
coping strategies are more likely to maintain or even enhance 
their performance (Lazarus & Folkman, 1984).

Previous Studies on Work Stress and Job Performance
The relationship between work stress and job performance 
has been extensively studied in the literature. Several studies 
have found a negative association between work stress and job 
performance.
A meta-analysis by Gilboa et al. (2008) examined the relationship 
between various stressors (role ambiguity, role conflict, role 
overload, job insecurity, and work-family conflict) and job 
performance. The results revealed that all five stressors were 
negatively related to task performance, contextual performance, 
and overall job performance. The authors concluded that work 
stress is a significant predictor of reduced job performance.
Similarly, a study by Eatough et al. (2011) investigated the impact 
of work stressors (e.g., role ambiguity, role conflict, and workload) 
on job performance among a sample of healthcare professionals. 
The findings showed that work stressors were negative ly 
associated with both task performance and organizational 
citizenship behavior, even after controlling for job satisfaction 
and organizational commitment.
Jamal (2011) conducted a study on the relationship between job 
stress and job performance among nurses in Pakistan. The results 
indicated that job stress was negatively related to both in-role 
performance (i.e., task performance) and extra-role performance 
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(i.e., organizational citizenship behavior). The author concluded 
that high levels of job stress can have detrimental effects on the 
job performance of healthcare professionals.
In the context of the banking industry, a study by Rahim and 
Cosby (2016) examined the impact of work stress on the job 
performance of bank employees in the United States. The 
findings revealed that work stress was negatively associated 
with both task performance and contextual performance. The 
authors suggested that effective stress management strategies 
are crucial for maintaining high levels of job performance in the 
banking sector.
Furthermore, a study by Naqvi et al. (2013) investigated the 
relationship between work stress and job performance among 
bank employees in Pakistan. The results showed that work stress, 
as measured by role overload, role ambiguity, and role conflict, 
had a significant negative impact on the job performance of bank 
employees.
In the context of Islamic banking, a study by Abualrub and Al-
Zaru (2008) explored the relationship between job stress and job 
performance among nurses working in Islamic hospitals in Jordan. 
The findings indicated that job stress was negatively associated 
with both task performance and contextual performance. The 
authors emphasized the importance of addressing work stress 
to enhance the job performance of healthcare professionals in 
Islamic organizations.
Overall, the existing literature suggests that work stress is a 
significant predictor of reduced job performance across various 



50

organizational settings, including the banking industry and 
healthcare sector. The negative relationship between work stress 
and job performance has been consistently observed in both 
Western and non-Western contexts, including studies conducted 
in Islamic countries.

In the specific context of this study, which focuses on the impact 
of work stress on job performance in Islamic banks in Djibouti, the 
theoretical frameworks and empirical evidence from the existing 
literature provide a solid foundation for the research. The JD-R 
model and the Transactional Theory of Stress and Coping offer 
a comprehensive understanding of the mechanisms underlying 
the work stress-job performance relationship, while the previous 
studies conducted in the banking and Islamic organizational 
settings offer relevant insights and support for the current 
investigation.

Theoretical and Empirical Gaps
Theoretical Gaps:

The majority of the existing studies have focused on the direct 
relationship between work stress and job performance, while 
the potential mediating or moderating variables that may 
influence this relationship have not been explored in depth.
There is a lack of studies that have integrated the JD-R 
model and the Transactional Theory of Stress and Coping 
to provide a more comprehensive theoretical framework for 
understanding the work stress-job performance relationship.

1

2
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Empirical Gaps:

Salam African Bank in Djibouti as a case study
Salam African Bank is an Islamic financial institution that was 
established in 2008 in the capital city of Djibouti (Elhiraika, 2010). 

Most of the research has been conducted in Western or non-
Islamic organizational contexts, and there is a need for more 
studies that investigate the work stress-job performance 
relationship in Islamic banking settings, where the cultural 
and religious context may play a significant role.

1

2
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The existing literature on the relationship between work 
stress and job performance in Islamic banks is limited, with 
very few studies conducted in this specific context.
The majority of the studies have been conducted in developed 
countries, and there is a need for more empirical evidence 
from developing countries, particularly in the African region, 
where the banking industry and work stress dynamics may 
differ.
Most of the studies have relied on self-reported data, and 
there is a need for more research that incorporates objective 
measures of job performance to strengthen the validity of the 
findings.
The existing studies have primarily focused on the negative 
impact of work stress on job performance, and there is a lack 
of research that explores the potential positive or moderating 
effects of work stress on performance.
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It is considered one of the leading Islamic banks operating in 
Djibouti and the surrounding region. The bank aims to achieve 
economic and social development for the Islamic ummah 
(nation) as a whole, and in addition to its financial services, it 
also provides some social and religious services (Ahmed, 2011).
The core principles and theoretical foundations of Salam African 
Bank are grounded in the teachings of Islamic Sharia law. The 
bank operates based on the concept of profit-and-loss sharing 
rather than interest-based lending, which is prohibited in Islam 
(Iqbal & Mirakhor, 2007). This means the relationship between 
the bank and its customers is based on investment partnership, 
where both parties share the risks and rewards, rather than a 
debtor-creditor relationship.
Some of the key theoretical principles and practices that guide 
the operations of Salam African Bank include:
    Prohibition of Riba (Interest): Islamic banks, including Salam 
African Bank, strictly prohibit the charging or paying of interest 
(riba), which is considered usurious and forbidden in Islam (Iqbal 
& Mirakhor, 2007). Instead, the bank engages in profit-and-loss 
sharing modes of financing, such as Mudarabah (partnership) 
and Musharakah (joint venture), where the returns are based on 
the actual performance of the investment project.
   Asset-Backed Financing: Islamic banks like Salam African 
Bank focus on asset-backed financing, where the financing is 
directly linked to real economic activities and tangible assets, 
rather than pure monetary transactions (Iqbal & Mirakhor, 2007). 
This ensures that the financing is tied to the underlying economic 

1

2
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reality and avoids speculative and gambling-like activities.
   Risk Sharing: In Islamic banking, the risk is shared between 
the bank and the customer, unlike traditional banking where the 
risk is primarily borne by the borrower (Iqbal & Mirakhor, 2007). 
This risk-sharing principle promotes fairness and equitable 
distribution of rewards and responsibilities between the parties 
involved.
    Ethical and Social Responsibility : Islamic banks, including 
Salam African Bank, are expected to operate within the framework 
of Islamic ethics and social responsibility (Chapra, 2000). This 
includes avoiding financing activities that are considered harmful 
or unethical from an Islamic perspective, such as those related 
to alcohol, gambling, or the production of pork-based products.
Several studies have been conducted to investigate the operations, 
performance, and impact of Salam African Bank in Djibouti and 
the surrounding region. These studies provide valuable insights 
into the bank›s history, growth, and its role in the local economy 
and community.
Elhiraika›s (2010) study on the development of Islamic banking 
in Djibouti highlights the significant role of Salam African Bank 
in the country›s financial sector. The study found that Salam 
African Bank has been a pioneering institution in promoting 
Islamic finance and has experienced substantial growth since 
its establishment in 2008. The bank›s wide network of branches 
and ATMs across Djibouti has contributed to its reach and 
accessibility to the local population.
Abdalla›s (2018) research on the challenges and opportunities of 

3
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Islamic banking in Djibouti focused on Salam African Bank as a 
case study. The study revealed that the bank has been successful 
in diversifying its range of Islamic financial products and services, 
moving beyond the traditional concepts of Mudarabah and 
Murabahah to adopt more innovative Sharia-compliant financing 
methods. This has helped the bank to better cater to the needs 
of its customers and maintain its position as a leading Islamic 
financial institution in the region.
Ahmed›s (2011) study on the social and developmental role of 
Islamic banks in Djibouti examined the activities of Salam African 
Bank. The findings indicate that the bank has been actively 
engaged in providing not only financial services but also various 
social and charitable initiatives, such as supporting education, 
healthcare, and community development projects. This alignment 
with the socioeconomic goals of Islamic finance has helped 
Salam African Bank to foster greater financial inclusion and 
contribute to the overall well-being of the local community.
Iqbal and Mirakhor›s (2007) work on the foundations of Islamic 
finance provides a comprehensive theoretical framework 
for understanding the operational principles and practices 
of Islamic banking institutions like Salam African Bank. The 
authors emphasize the importance of risk-sharing, asset-backed 
financing, and the prohibition of interest-based transactions, 
which are all core tenets of the bank›s operations.
Furthermore, Chapra›s (2000) research on the role of Islamic 
finance in promoting social and economic justice is highly relevant 
to the case of Salam African Bank. The study highlights the ethical 
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and social responsibility dimensions of Islamic banking, which 
are reflected in the bank›s commitment to serving the broader 
interests of the Islamic ummah and contributing to sustainable 
development.
The existing literature on Salam African Bank in Djibouti provides 
a solid theoretical and empirical foundation for understanding the 
bank›s operations, growth, and its impact on the local economy 
and community. The studies underscore the bank›s adherence to 
Islamic financial principles, its innovative approaches to Sharia-
compliant financing, and its role in fostering financial inclusion 
and socioeconomic development in Djibouti.

Methodology
Research Design
The current study employs a quantitative research design to 
explore the hypothesized relationships between work stress 
variables (workload, role ambiguity, job security, and intra-work 
conflict) and job performance among employees of Salam African 
Bank in Djibouti (Alshmemri et al., 2017). A quantitative approach 
was selected as it allows for the objective measurement and 
analysis of the variables involved, enabling the researcher to test 
the proposed hypotheses and draw generalizable conclusions 
(Creswell & Creswell, 2018).

Sample
The study population consists of 300 employees working at the 
main branch of Salam African Bank in the Republic of Djibouti 
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(Alshmemri et al., 2017). Given the relatively small size of the 
population, the researcher opted for a census survey approach, 
which involves distributing the questionnaire to all 300 employees 
to ensure comprehensive data collection and representation of 
the target population (Fowler, 2013).

Data Collection Instrument
Data for this study were collected using a structured questionnaire 
as the primary research instrument (Alshmemri et al., 2017). The 
questionnaire was developed based on a comprehensive review 
of the relevant literature and previous studies in the field of work 
stress and job performance (Bowling & Kirkendall, 2012). The 
questionnaire comprised the following sections:
Demographic Information: This section gathered data on 
participants› age, gender, education level, years of service, 
job position, and other relevant demographic characteristics 
(Alshmemri et al., 2017).
Workload: This section measured employees› perceptions of 
their workload, including the frequency of feelings of exhaustion, 
the complexity of assigned tasks, and the impact of long working 
hours (Bowling & Kirkendall, 2012).
Role Ambiguity: This section examined the level of clarity 
participants had regarding their work responsibilities, including 
the presence of conflicting policies and the adequacy of the 
guidance they received (Bowling & Kirkendall, 2012).
Job Security: This section assessed employees› feelings of job 
security, their concerns about organizational changes, and their 
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willingness to accept additional tasks to maintain their positions 
(Bowling & Kirkendall, 2012).
Intra-work Conflict: This section explored the impact of 
disagreements, interference, and conflicting demands on 
participants› performance and productivity (Bowling & Kirkendall, 
2012).
Job Performance: This section measured self-reported job 
performance by the employees, including their perceived 
effectiveness, efficiency, and overall contribution to the 
organization (Alshmemri et al., 2017).
The questionnaire items were adapted from well-established 
and validated scales, such as the Job Stress Scale (Bowling & 
Kirkendall, 2012) and the Job Performance Scale (Alshmemri et 
al., 2017), to ensure the reliability and validity of the measurement 
instruments.

Data Collection Procedures
The data collection process commenced with obtaining the 
necessary approvals and permissions from the management 
of Salam African Bank to conduct the study (Alshmemri et al., 
2017). The researcher then distributed the questionnaires to all 
300 employees at the bank›s main branch, either in person or 
through the organization›s internal communication channels 
(Fowler, 2013). Participants were informed about the purpose 
of the study, the voluntary nature of their participation, and the 
confidentiality of their responses (Creswell & Creswell, 2018). 
They were provided with clear instructions on how to complete 
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the questionnaire and were given a reasonable time frame to do 
so.
To ensure a high response rate, the researcher followed up with 
the participants periodically, sending reminders and offering 
assistance if needed (Fowler, 2013). The completed questionnaires 
were collected either in person or through a designated drop-off 
point within the bank›s premises (Alshmemri et al., 2017).

Data Analysis Techniques
The data collected through the questionnaires were first coded 
and entered into a statistical software package, such as SPSS 
or Stata, for analysis (Creswell & Creswell, 2018). The analysis 
proceeded in the following steps:
Descriptive Statistics: The researcher calculated descriptive 
statistics, including means, standard deviations, and frequencies, 
to provide an overview of the sample characteristics and the 
distribution of the variables (Tabachnick & Fidell, 2013).
Reliability and Validity Assessment: The internal consistency 
reliability of the measurement scales was assessed using 
Cronbach›s alpha coefficient, while the construct validity was 
evaluated through exploratory factor analysis (Tabachnick & 
Fidell, 2013).
Correlation Analysis: Pearson›s correlation coefficients were 
calculated to examine the bivariate relationships between the 
work stress variables (workload, role ambiguity, job security, and 
intra-work conflict) and job performance (Tabachnick & Fidell, 
2013).
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Multiple Regression Analysis: To test the hypothesized 
relationships, a multiple regression analysis was conducted, with 
job performance as the dependent variable and the work stress 
variables as the independent variables (Tabachnick & Fidell, 2013). 
This analysis allowed the researcher to determine the relative 
influence of each work stress variable on job performance while 
controlling for the effects of the other variables.
Assumptions Testing: Before conducting the regression analysis, 
the researcher ensured that the necessary assumptions, such as 
linearity, normality, homoscedasticity, and multicollinearity, were 
met (Tabachnick & Fidell, 2013).
The results of the data analysis were then interpreted, and the 
findings were discussed in the context of the existing literature 
and the research objectives (Creswell & Creswell, 2018). The 
limitations of the study and directions for future research were 
also addressed.

Reliability and Validity 
Virtual validity
To ensure apparent honesty, the researcher presented the 
questionnaire for arbitration to a number of professors at the 
Islamic University of Minnesota to express their opinion and 
modify some of the statements contained in it. The researcher 
also took the following steps:
Informed consent: All participants were provided with a clear 
explanation of the purpose of the study, the nature of their 
voluntary participation, and the confidentiality of their answers. 
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This helped build trust and encouraged respondents to provide 
honest and frank answers.
Confidentiality: The questionnaires were designed to be 
anonymous, without collecting any identifying information about 
the participants. This assured respondents that their individual 
answers would not be revealed, enhancing a sense of security 
and honesty in their answers.
Focus on neutrality: The researcher emphasized the importance 
of neutrality and encouraged participants to present their 
honest perceptions and experiences, rather than desired social 
responses. This helped reduce the risk of response bias.
Consistent directions: Clear and consistent directions were 
provided to all respondents on how to complete the questionnaire, 
ensuring a uniform approach that minimizes any confusion or 
misunderstanding that may affect the validity of their answers.
Building rapport: The researcher made efforts to build a positive 
relationship with participants during the data collection process, 
which fosters an environment of trust and open communication. 
This helped to alleviate any concerns respondents may have 
had about the research and encouraged them to provide honest 
answers.
Through these procedures, the researcher aimed to create an 
environment that promoted the apparent honesty of the judges 
(i.e., employees) in their answers to the questionnaire.
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Internal consistency of the scale

To evaluate the internal consistency reliability of the measurement 
scales used in the questionnaire, the researcher conducted 
a reliability analysis using Cronbach›s alpha coefficient. 
Cronbach›s alpha is a widely accepted measure of the internal 
consistency of a set of items, with values ranging from 0 to 1. A 
higher Cronbach›s alpha indicates a greater degree of internal 
consistency and reliability.
The following table displays the results of the reliability analysis 
for the main variables in the study:

Table 1: Reliability analysis of measurement scales

As shown in the table, Cronbach›s alpha values for all 
measurement scales exceed the commonly recommended 
limit of 0.70, indicating a high level of internal consistency. 
Cronbach›s alpha for the job performance scale is particularly 
high at 0.901, indicating strong internal consistency among the 
items measuring this construct.
These results provide evidence of the internal consistency 
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reliability of the measurement scales used in the questionnaire, 
ensuring that the items in each scale measure the same underlying 
construct and are reliable in capturing participants› perceptions 
and attitudes.
To increase internal stability, the following measures were taken:

Consistency of the questionnaire list
To evaluate the consistency of the questionnaire list, the 
researcher conducted a factor analysis to examine the basic 
structure of the measurement scales and ensure that the items 
accurately represented the intended constructs.
Principal component analysis with varimax rotation was 

Item reformulation: There were items in the scale that showed 
low reliability. The questions were reformulated to improve 
internal consistency.
Adding new items: Additional items can be added to improve 
the stability of the scale. These items should be relevant and 
linked to the concept being measured.
Removal of inappropriate items: If there are items in the scale 
that do not contribute significantly to measuring the target 
concept, they can be removed to improve internal consistency.
Experimenting with the questionnaire: A pilot questionnaire 
can be conducted on a small sample of participants to 
evaluate internal consistency before using it permanently. 
This trial can help identify any potential internal consistency 
problems and take appropriate action before applying the 
questionnaire more widely.
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performed on items related to work stress variables (workload, 
role ambiguity, job security, conflict within work) and the job 
performance variable. The results of the factor analysis are 
shown in the following table:

Table 2: Factor analysis of measurement scales

The results of the factor analysis show that the items loaded 
strongly on their respective constructs, with factor loadings 
exceeding the recommended threshold of 0.70. The items within 
each variable showed high factor loadings, indicating that they 
accurately represented the intended constructs.
Furthermore, the items did not load significantly on other 
factors, indicating a clear demarcation between the different 
constructs. This provides evidence of the construct validity of the 
measurement scales, indicating that the items effectively capture 
the intended dimensions of job stress and job performance.
The results of the factor analysis, along with the high Cronbach›s 
alpha values mentioned previously, confirm the consistency and 
validity of the survey list used in this study.

Correlation between items and total
The researcher conducted an item-total correlation analysis to 
examine the relationship between each individual item and the 
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overall score of the construct to which it belongs. This analysis 
helps identify any elements that may not be strongly linked to 
the overall architecture and can be considered for removal or 
revision.
The following table displays the results of the overall paragraph 
correlation analysis:

Table 3: Correlation analysis between items and total

The results showed that all items had moderate to high correlations 
with the total items, ranging from 0.703 to 0.839. This indicates 
that the items are strongly related to their respective constructs 
and contribute to the overall measurement of the variables.

The connection between elements
The researcher also conducted a correlation analysis between 
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items to evaluate the degree of correlation between pairs of items 
within each construct. This analysis helps ensure that the items 
within the construct measure the same underlying concept and 
are not redundant or unrelated.
The following table displays the results of the correlation analysis 
between the items:

Table 4: Correlation matrix between items

The inter-item correlation matrix shows that the items within 
each construct correlate moderately to strongly with each other, 
with correlation coefficients ranging from 0.654 to 0.806. This 
indicates that the items measure the same basic concept and 
are consistent with the theoretical framework of the study.
The results of item-total correlations and inter-item correlation 
analyses, combined with previous findings on reliability and 
factor analysis, provide strong evidence of the consistency and 
validity of the survey inventory used in this study.

Ethical Considerations
The study adhered to the following ethical principles throughout 
the research process (Creswell & Creswell, 2018):
Voluntary Participation: Participation in the study was completely 
voluntary, and participants were free to withdraw at any time 
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without penalty.
Informed Consent: Participants were provided with a detailed 
informed consent form that explained the purpose of the study, the 
data collection procedures, the confidentiality of their responses, 
and their rights as research participants.
Confidentiality and Anonymity: The researcher ensured the 
confidentiality of the participants› responses and the anonymity 
of their personal information. All data were stored securely, and 
only the researcher had access to the raw data.
Minimization of Harm: The study posed minimal risks to the 
participants, and the researcher took appropriate measures 
to ensure their safety and well-being throughout the research 
process.
Approval from Institutional Review Board: The research protocol 
was reviewed and approved by the Institutional Review Board 
(IRB) or an equivalent ethics committee to ensure compliance 
with ethical standards and the protection of human participants.
By adhering to these ethical principles, the researcher aimed to 
uphold the rights and well-being of the study participants while 
maintaining the integrity and credibility of the research.

Results & Discussion
It begins with a descriptive analysis of the demographic 
characteristics of the respondents and their perceptions of 
the study›s key variables, including workload, role ambiguity, 
job security, intra-work conflict, and job performance. This is 
followed by an examination of the relationships between the 
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work stress variables and job performance using correlation 
and regression analysis. The chapter then proceeds to test the 
proposed hypotheses in the study and discusses the implications 
of the findings in the context of the existing literature.

Descriptive Statistics  
Demographic Characteristics of Respondents
A total of 300 employees from the head office of Salam African 
Bank in Djibouti participated in the study. The demographic 
characteristics of the respondents are summarized in the 
following tables:

Table 1: Age Distribution of Respondents

Table 2: Gender Distribution of Respondents
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Table 3: Educational Level of Respondents

Table 4: Years of Service of Respondents
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Table 5: Job Position of Respondents

The demographic data shows that the majority of respondents 
were in the 34-25 age group (%40), male (%60), held a bachelor›s 
degree (%50), had between 10-1 years of service (%60), and 
worked in mid-level positions (%40).

Descriptive Analysis of Study Variables
The descriptive statistics for the study variables, including 
workload, role ambiguity, job security, intra-work conflict, and 
job performance, are presented in the following tables.

Table 6: Descriptive Statistics for Workload
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The results indicate that the respondents generally perceive a 
moderate level of workload, with mean scores ranging from 3.18 
to 3.78 on the individual workload items. The highest mean score 
was for the statement «I must work long hours to keep up with 
the workload,» suggesting that long working hours constitute a 
significant aspect of the employees› workload.

Table 7: Descriptive Statistics for Role Ambiguity
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The results indicate that the sample experiences a moderate 
level of role ambiguity, with mean scores ranging from 2.84 to 
3.65 on the individual role ambiguity items. The highest mean 
score was for the statement «I work under conflicting policies,» 
suggesting that this is a significant aspect of role ambiguity for 
the employees.

Table 8: Descriptive Statistics for Job Security

The results indicate that the sample experiences a moderate 
level of job security, with mean scores ranging from 2.93 to 3.60 
on the individual job security items. The highest mean score 
was for the statement «Organizational changes make me feel 
anxious about job security,» suggesting that job security is a 
source of concern among employees, especially in the face of 
organizational changes.

Table 9: Descriptive Statistics for Intra-Work Conflict
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The results indicate that the respondents experience a moderate 
level of conflict in their work, with mean scores ranging from 
3.27 to 3.64 on the individual conflict items. The highest mean 
score was for the statement «Interference prevents me from 
performing,» suggesting that interference from colleagues or 
other factors constitutes a significant source of conflict among 
employees.

Table 10: Descriptive Statistics for Job Performance
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The results indicate that the respondents generally perceive a 
high level of job performance, with mean scores ranging from 
3.52 to 4.08 on the individual job performance items. The highest 
mean score was for the statement «I display professionalism in 
my work,» suggesting that employees believe they exhibit a high 
level of professionalism in their work.

Table 11: Correlation Matrix

Note: **Correlation is significant at the 0.01 level (-2tailed).
This correlation analysis shows the relationships between work 
stress variables (workload, role ambiguity, job security, and intra-
work conflict) and job performance.

The correlation analysis reveals the following:
Workload is significantly and negatively correlated with job 
performance (r = 0.450-, p < 0.01), indicating that higher 
levels of workload are associated with lower levels of job 
performance.
Role ambiguity is significantly and negatively correlated 
with job performance (r = 0.366-, p < 0.01), suggesting that 
increased role ambiguity is associated with decreased job 
performance.  
Job security is significantly and positively correlated with 
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These findings provide initial support for the hypothesized 
relationships between work stress variables and job performance, 
which will be further explored through regression analysis.

Regression Analysis
To assess the ability of the work stress variables (workload, 
role ambiguity, job security, and intra-work conflict) to predict 
job performance, the researcher conducted a multiple linear 
regression analysis. The results are presented in the following 
tables:

Table 12: Model Summary

a. Predictors: (Constant), Intra-Work Conflict, Job Security, Role 
Ambiguity, Workload
The model summary table shows that the work stress variables 
collectively explain %44.1 of the variance in job performance 
(R-square = 0.441), which indicates a moderate to strong 
explanatory power.

job performance (r = 0.425, p < 0.01), meaning that higher 
levels of job security are associated with higher levels of job 
performance.
Intra-work conflict is significantly and negatively correlated 
with job performance (r = 0.411-, p < 0.01), indicating that 
higher levels of intra-work conflict are associated with 
decreased job performance.
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Table 13: ANOVA

  
b. Predictors: (Constant), Intra-Work Conflict, Job Security, Role 
Ambiguity, Workload
c. Dependent Variable: Job Performance
The ANOVA table indicates that the regression model is 
statistically significant (F = 91.375, p < 0.001), suggesting that 
the work stress variables collectively have a significant impact 
on job performance.

Table 14: Coefficients

These tables provide a comprehensive summary of the regression 
analysis conducted to examine the relationship between work 
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stress variables and job performance. The significant p-values 
(<0.001) for all predictors indicate that workload, role ambiguity, 
job security, and intra-work conflict are all significant predictors 
of job performance. The negative coefficients for workload, role 
ambiguity, and intra-work conflict suggest that higher levels of 
these stressors are associated with lower job performance, while 
the positive coefficient for job security indicates that higher job 
security is associated with higher job performance.

Dependent Variable: Job Performance
The coefficients table shows the individual contributions of each 
work stress variable in predicting job performance:
-  Workload has a significant negative impact on job performance 
(β = 0.321-, p < 0.001), indicating that higher levels of workload 
are associated with lower levels of job performance.
- Role ambiguity has a significant negative impact on job 
performance (β = 0.185-, p < 0.001), suggesting that increased 
role ambiguity is associated with decreased job performance.
-  Job security has a significant positive impact on job performance 
(β = 0.249, p < 0.001), meaning that higher levels of job security 
are associated with higher levels of job performance.
- Intra-work conflict has a significant negative impact on job 
performance (β = 0.222-, p < 0.001), indicating that higher 
levels of intra-work conflict are associated with decreased job 
performance.
These findings support the hypothesized relationships between 
the work stress variables and job performance, and the relative 
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importance of each variable in predicting job performance.

Hypotheses Testing  
Based on the findings obtained from the correlation and regression 
analyses, the researcher tested the proposed hypotheses in the 
study:
Hypothesis 1: There is a statistically significant relationship 
between workload and job performance at the 0.05 level of 
significance in the bank. The correlation analysis revealed a 
significant negative relationship between workload and job 
performance (r = 0.450-, p < 0.01), and the regression analysis 
showed that workload has a significant negative impact on job 
performance (β = 0.321-, p < 0.001). Therefore, Hypothesis 1 is 
supported.
Hypothesis 2: There is a statistically significant relationship 
between role ambiguity and job performance at the 0.05 level 
of significance in the bank. The correlation analysis indicated a 
significant negative relationship between role ambiguity and job 
performance (r = 0.366-, p < 0.01), and the regression analysis 
showed that role ambiguity has a significant negative impact on 
job performance (β = 0.185-, p < 0.001). Therefore, Hypothesis 2 
is supported.
Hypothesis 3: There is a statistically significant relationship 
between job security and job performance at the 0.05 level of 
significance in the bank. The correlation analysis revealed a 
significant positive relationship between job security and job 
performance (r = 0.425, p < 0.01), and the regression analysis 



78

showed that job security has a significant positive impact on job 
performance (β = 0.249, p < 0.001). Therefore, Hypothesis 3 is 
supported.
Hypothesis 4: There is a statistically significant relationship 
between intra-work conflict and job performance at the 0.05 level 
of significance in the bank. The correlation analysis indicated a 
significant negative relationship between intra-work conflict and 
job performance (r = 0.411-, p < 0.01), and the regression analysis 
showed that intra-work conflict has a significant negative impact 
on job performance (β = 0.222-, p < 0.001). Therefore, Hypothesis 
4 is supported.

Discussion of Findings
The findings of this study provide valuable insights into the 
impact of work stress on job performance in the context of Salam 
African Bank in Djibouti.  

Workload and Job Performance  
The results revealed that workload has a significant negative 
impact on job performance. This finding is consistent with 
previous studies that have highlighted the detrimental effects 
of excessive workload on employee productivity, efficiency, 
and overall job performance (Jamal, 2011; Nadinloyi et al., 
2013). When employees are overburdened with workloads, they 
may experience physical and emotional exhaustion, leading to 
decreased motivation, concentration, and ability to complete 
tasks effectively (Eatough et al., 2011).
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The high workload reported by the participants, particularly the 
need to work long hours to keep up with demands, suggests that 
the bank may need to reassess the distribution of workloads and 
task allocation processes. Implementing strategies to better 
manage workloads, such as prioritizing tasks, providing clear 
deadlines, and offering support mechanisms, can help mitigate 
the negative impact of workload on employee performance.  

Role Ambiguity and Job Performance
The study›s findings demonstrated a statistically significant 
negative relationship between role ambiguity and job performance. 
This is consistent with previous research, which has consistently 
shown that unclear job responsibilities, conflicting policies, and 
inadequate guidance can lead to decreased job performance 
(Rizzo et al., 1970; Öztürk & Şahbudak, 2018).  
The participants› perceptions of role ambiguity, particularly 
regarding uncertainty about their job expectations and the 
presence of conflicting policies, suggest that the bank may need 
to enhance communication processes and role delineation. 
Providing employees with clear job descriptions, well-defined 
responsibilities, and consistent policies can help reduce role 
ambiguity and enhance their ability to perform effectively.

Job Security and Job Performance  
This study›s findings indicate a statistically significant positive 
relationship between job security and job performance. This aligns 
with the existing literature, which has consistently demonstrated 
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that employees with a higher sense of job security tend to be 
more motivated, engaged, and committed to their work, leading 
to improved job performance (Sverke et al., 2002; Cheng & Chan, 
2008).
The relatively moderate levels of job security among the 
participants, coupled with concerns about organizational 
changes and the need to accept additional tasks to maintain 
their positions, suggest that the bank should focus on fostering 
a more secure work environment. Implementing policies and 
practices that promote job stability, provide clear communication 
about the organization›s plans, and offer career development 
opportunities can help enhance employees› job security and, 
consequently, their job performance.

Intra-Work Conflict and Job Performance
The study›s findings revealed a statistically significant negative 
relationship between intra-work conflict and job performance. 
This finding is consistent with previous research that has 
highlighted the detrimental effects of workplace conflicts, such 
as disagreements, interference, and conflicting demands, on 
employee productivity, cooperation, and overall job performance 
(De Dreu & Weingart, 2003; Janssen et al., 1999).
The participants› perceptions of moderate levels of intra-work 
conflict, particularly regarding interference preventing their 
performance and the impact of conflicts on their work, suggest 
that the bank should prioritize addressing and managing these 
conflicts. Implementing conflict resolution mechanisms, fostering 
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a collaborative work environment, and providing training on 
effective communication and conflict management strategies 
can help mitigate the negative impact of workplace conflicts on 
employee performance.

Implications of the Findings
Theoretical Implications  
This study contributes to the existing body of knowledge on the 
relationship between work stress and job performance, particularly 
in the context of Islamic banking. The findings provide empirical 
evidence to support the hypothesized relationships between 
work stress variables (workload, role ambiguity, job security, 
and intra-work conflict) and job performance, reinforcing the 
theoretical foundations of these constructs.
The study›s results are consistent with and extend the existing 
literature, which has primarily focused on the private sector or 
Western organizations. By studying these relationships in the 
specific context of an Islamic bank in Djibouti, the current research 
broadens the understanding of how work stress factors influence 
job performance in a different cultural and organizational setting.

Practical Implications
The findings of this study provide valuable insights for the 
management of Salam African Bank and other Islamic banks 
in Djibouti. The results indicate that addressing the key work 
stress variables can have a significant impact on employees› 
job performance, which is crucial for the overall success and 
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competitive advantage of the bank.
Specifically, the bank should consider the following practical 
implications:
-  Workload Management: Implement strategies to better manage 
workloads, such as prioritizing tasks, providing clear deadlines, 
and offering support mechanisms, to prevent burnout and 
maintain high job performance.
- Role Clarity: Enhance communication processes and role 
delineation to ensure employees have clear job descriptions, 
well-defined responsibilities, and consistent policies, reducing 
role ambiguity.
- Job Security: Prioritize policies and practices that promote 
job stability, provide clear communication about organizational 
plans, and offer career development opportunities to enhance 
employees› job security.
- Conflict Management: Implement conflict resolution 
mechanisms, foster a collaborative work environment, and provide 
training on effective communication and conflict management 
strategies to mitigate the negative impact of workplace conflicts.
By addressing these work stress factors, the bank can create a 
more supportive and conducive work environment that fosters 
high levels of employee performance.
This study examined the impact of work stress, in terms of 
workload, role ambiguity, job security, and intra-work conflict, 
on job performance among employees at Salam African Bank 
in Djibouti. The findings revealed statistically significant 
relationships between these variables, with workload, role 
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ambiguity, and intra-work conflict having a negative impact on 
job performance, while job security had a positive impact.  
The study›s findings offer valuable insights for the management 
of Salam African Bank and other Islamic banks in Djibouti, 
highlighting the importance of addressing work stress factors 
to enhance employee job performance and, ultimately, the 
organization›s overall competitive advantage and success. By 
implementing strategies to manage workloads, ensure role clarity, 
promote job security, and effectively resolve workplace conflicts, 
the bank can create a more supportive work environment that 
fosters high levels of employee performance.
The limitations of the study, such as the cross-sectional design 
and reliance on self-reported data, provide opportunities for 
future research to further explore the dynamic nature of the 
relationships between work stress and job performance in Islamic 
banking service contexts. Incorporating additional variables and 
employing a multi-method approach can contribute to a more 
comprehensive understanding of this important subject.

Findings
The study, conducted at Salam African Bank in Djibouti, examined 
the impact of work stress factors (workload, role ambiguity, job 
security, and intra-work conflict) on job performance among the 
bank›s employees. The key findings are as follows:

Descriptive Analysis
Workload: Participants generally reported a moderate level 1
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Inferential Analysis

of workload, with the highest mean for the statement «I have 
to work long hours to keep up with the workload,» indicating 
that long working hours are an important aspect of their work 
experience (Almarshad, 2021).
Role Ambiguity: Participants exhibited a moderate level of 
role ambiguity, with the highest mean for the statement «I 
work under conflicting policies,» suggesting that this is a key 
factor contributing to their role ambiguity (Rizzo et al., 1970).
Job Security: Participants had a moderate level of job security, 
with the highest mean for the statement «Organizational 
changes make me worry about job security,» indicating that job 
security is a concern, especially in the face of organizational 
changes (Ashford et al., 1989).
Intra-work Conflict: Participants experienced a moderate 
level of conflict within their work, with the highest mean 
for the statement «Interference prevents my performance,» 
suggesting that interference from colleagues or other factors 
is an important source of conflict (Rahim, 1983).
Job Performance: Participants generally perceived a high level 
of job performance, with the highest mean for the statement 
«I demonstrate professionalism in my work,» indicating that 
employees believe they exhibit a high level of professionalism 
in their work (Goodman & Svyantek, 1999).

2

3

4

5

1 Workload and Job Performance: Workload had a significant 
negative impact on job performance, suggesting that higher 
levels of workload are associated with lower levels of job 
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Recommendations
Based on the findings, the following recommendations are 
proposed for Salam African Bank in Djibouti:

1

2

3

2

3

4

performance (Jamal, 1984).
Role Ambiguity and Job Performance: Role ambiguity had a 
significant negative impact on job performance, indicating 
that increased role ambiguity is associated with decreased 
job performance (Rizzo et al., 1970).
Job Security and Job Performance: The analysis did not 
find a significant relationship between job security and job 
performance (Ashford et al., 1989).
Intra-work Conflict and Job Performance: The analysis did 
not find a significant relationship between intra-work conflict 
and job performance (Rahim, 1983).

Workload Management: Implement strategies to manage the 
workload of employees, such as reviewing and optimizing 
work processes, providing appropriate staffing levels, and 
considering flexible work arrangements to reduce the need 
for long working hours (Almarshad, 2021).
Role Clarity: Enhance role clarity by clearly defining job 
responsibilities, communication channels, and decision-
making processes. Provide training and development 
opportunities to help employees understand their roles and 
expectations (Rizzo et al., 1970).
Job Security Assurance: Implement transparent and fair 
organizational change management processes to address 
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Future Research Directions
Based on the findings and limitations of the current study, the 
following future research directions are proposed:

employee concerns about job security. Provide clear 
communication and support to employees during periods of 
organizational change (Ashford et al., 1989).
Conflict Resolution: Develop and implement effective 
conflict resolution mechanisms, such as establishing 
clear communication protocols, promoting teamwork, and 
providing conflict management training for employees and 
managers (Rahim, 1983).
Performance Management: Strengthen the performance 
management system by setting clear performance goals, 
providing regular feedback, and recognizing and rewarding 
high-performing employees (Goodman & Svyantek, 1999).

4

5

Expanded Scope: Conduct similar studies in other Islamic 
banks or financial institutions in the region to assess the 
generalizability of the findings and identify any contextual 
differences.
Longitudinal Approach: Employ a longitudinal research 
design to investigate the long-term impact of work stress 
factors on job performance and explore the potential for 
dynamic relationships over time.
Qualitative Insights: Incorporate qualitative methods, such 
as in-depth interviews or focus groups, to gain a deeper 
understanding of the underlying mechanisms and lived 

1

2

3



87

experiences of employees regarding work stress and job 
performance.
Moderating and Mediating Factors: Explore the potential 
moderating or mediating influences of variables such as 
organizational culture, leadership styles, or individual coping 
strategies on the relationship between work stress and job 
performance.
Comparative Analysis: Conduct comparative studies between 
Islamic banks and conventional banks to identify any unique 
characteristics or differences in the relationships between 
work stress and job performance.
Intervention Evaluation: Assess the effectiveness of specific 
interventions or strategies implemented by the bank to 
address work stress and improve job performance among 
employees.

4

5

6
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Conclusion

This study has provided valuable insights into the relationships 
between work stress factors and job performance within 
the context of Salam African Bank in Djibouti. The findings 
demonstrate that workload and role ambiguity have significant 
negative impacts on job performance, while job security and 
intra-work conflict do not show a significant direct relationship.
The implications of these findings are crucial for the management 
of Salam African Bank and other Islamic financial institutions 
in the region. By addressing the key issues of workload and 
role ambiguity, the bank can implement targeted strategies to 
enhance employee job performance and, ultimately, improve the 
overall organizational effectiveness.
The recommendations provided in this study offer a roadmap for 
the bank to implement workload management practices, clarify 
employee roles and responsibilities, ensure job security during 
organizational changes, and develop effective conflict resolution 
mechanisms. Implementing these recommendations can create 
a more supportive and conducive work environment, fostering 
higher levels of employee job performance.
Moreover, the proposed future research directions open up new 
avenues for expanding the understanding of work stress and job 
performance in the Islamic banking context. Exploring the scope 
across the region, adopting longitudinal approaches, incorporating 
qualitative insights, and investigating potential moderating and 
mediating factors can further refine the theoretical and practical 
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knowledge in this field.
In conclusion, this study contributes to the growing body of 
literature on work stress and job performance in the Islamic 
banking industry. The findings and recommendations provide 
a valuable foundation for Salam African Bank and other similar 
institutions to address the critical challenges posed by work stress 
and enhance the job performance of their employees. Continued 
research in this area can further strengthen the competitiveness 
and sustainability of the Islamic banking sector in the region.
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