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Abstract 

With a focus on the Job Demands – Resources model (JD-R model), this paper examine the effect of the uncertain 

work environment (UWE) as an independent variable to explore the relationship between the job demands (JD) as 

moderating variable and job resources (JR) the mediator on employee job performance (JP). Commercial Banks 

of South Sudan employees were investigated through the distribution of 256 questionnaires, and 160 

questionnaires were returned, which formed a response rate of 62.5%. The study hypothesized that; H1. The 

uncertain work environment has a negative influence on employee work performance, H2. Uncertain work 

environment affects job resources negatively, H3. Job resources have a positive impact on employee work 

performance, H4. Job demands moderate the effect of job resources on work performance, H5. Job demands 

moderate the influence of uncertain work environment on job resources and H6. Job demands moderate the impact 

of the uncertain work environment in work performance. Results confirm that (UWE) affect the (JP). They have a 

significant negative influence on (JP), (JR) has a substantial impact with (JP), (JD) had a significant negative 

influence on relationship between (UWE) and (JP)through (JR), and (JD) moderate the impact of (UWE) on (JR) 

positively. 
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Introduction 

The success and the failure of any organization depend on how it maintains the working environment which is the 

most vital element (Journal, Management, & Global, 2002) in the productivity and job performance process, as an 

outcome of the employee engagement (Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2007). Work environment 

means all surroundings of entire industries that consist of many factors that include physical, social, technological, 

and even political. It can be a good/healthy environment (positive) or bad/unhealthy environment (negative) 

(Kossek, Kalliath, & Kalliath, 2012). Many studies had been done on how the work environment affects employee 

job performance. This research paper is conducted to shed light on how uncertain work environment with the 

moderating of Job demands and mediating of Job Resources have a great impact on employee job performance in 

Banking Industry, especially in the post-war countries specifically in South Sudan. The researcher selected the 

Banking Industry because the banking sector is the most industry that enjoying a healthier work environment. This 

paper studying uncertainty work environment due to the lack of the research done in such areas characterized by 

poor and low productivity; to find out how the countries in which its employees experience uncertain work 

environment in carrying out their performances as a result of work engagement. (Anand & Madhuvanthi, 2012) 

confirm the effectiveness of the work environment in combating performance. Thus, job performance is referred 

to as a deed of performing a task. It means to achieve an objective in a task, role, and firm; however, it is not the 

real results of activities that are undertaken in a job. Hence, this makes job performance to be different from other 

concepts like public performance, firm performance, which are more complex variables (Fleeson et al., 2017). 

Employee work engagement had been given a special focus for the last three decades to measure how much an 

individual contributes to her/his industry; according to studies, it is the main factor for job performance when 

employees are satisfied (Aziri, 2011). Even though employee engagement is a burning issue of the organizations 

or industries, special consideration is paid in the study for its outcome, which is the job performance. Job 

performance has never been conducted in South Sudan, where the work environment is a real disaster due to the 

crises the country is going through and turns the work situation in an uncertain work environment. Employee job 

performance needs full submission of employees emotionally, cognitively, and physically, according to the given 

job (Duggirala, Mehta, Kambhatla, & Arya, 2012), (Anand & Madhuvanthi, 2012). Therefore, the researchers 
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reflect an uncertain work environment in addition to some constructs of both the job demands and job resources 

as variables to measure employees' job performance of commercial banks in South Sudan. The purpose of this 

article is: (1) to find out relationship between the uncertain work environment and job performance in the context 

of South Sudan, (2) to investigate whether the performance factors differ across the different level of management, 

(3) to explore the role of uncertain work environment from the perspective of the job demands-resources model. 

The method used in this research is quantitative method; to study the relationship between the uncertain work 

environment, job demands, and job resources (Dul, Ceylan, & Jaspers, 2011). SPSS as a tool of the analysis; used 

for computing and testing the hypothesis: H1. The uncertain work environment has a negative influence on 

employee work performance, H2. Uncertain work environment affects job resources negatively, H3. Job resources 

have a positive influence on employee job performance, H4. Job demands moderate the effect of job resources on 

job performance, H5. Job demands moderate the influence of uncertain work environment on job resources and 

H6. Job demands moderate the effect of the uncertain work environment in job performance  

 

1. Job Performance 

Job performance is referred to as a deed of performing a task. It means to achieve an objective in a task, role, and 

firm; however, it is not the real results of activities that are undertaken in a job. Hence, this makes job performance 

to be different from other concepts like public performance, firm performance, which are more complex variables 

(Fleeson et al., 2017) (Wolfe et al., 1990) (Campbell & Mı, 2007). Further, Campbell posits that work performance 

is not a singular act, but it is a complex task. Job performance is mainly a behavior that is different from the 

consequences of a certain job that is associated with productivity and success. Work performance can be referred 

to as values and overall benefits that an organization gets from its workers in a certain duration of time (Motowidlo 

& Scotter, 2015). Carlson (2006) refers to work performance as accomplishing tasks by workers in line with 

prescriptions provided by the firm management, whereas using the provided resources in a turbulent environment. 

 

1.1 definition of Job Performance 

Many scholars paid attention to the study of Job performance. Therefore, different perspectives had been registered 

in the definition of the term. (Rotundo & Ph, 2002) defined job performance as the acts and behaviors under 

individuals' control, and they contribute to the firm objectives. Further, job performance is the creation of value 

through employee's performance behavior over a period of time. The implication is that JP is adopted to determine 

the extent to which works perform tasks given to them (Trudel, 2009). 

Conversely, (Grossman et al., 1989), posits that systems of job performance should be built on the behavior 

of employees rather than the behavioral outcomes. Also, Murphy noted that stressing on outcomes may influence 

workers to come with a secure method to attain pre-determined consequences that are harmful to the company in 

the long run. Accordingly, (Grossman et al., 1989) and (Wolfe et al., 1990) had a similar opinion on that 

performance ought to be seen as the consequences of certain behaviors, and job performance can be perceived as 

observable behaviors that employees are engaged on it.  

 

1.2 Concept and Forms of Job Performance 

Generally, job performance is a person's contribution to the overall success of the firm. The factors are distinct 

based on the framework that is applied (Flenady et al., 2009). Nonetheless, the scientific community widely agrees 

that the performance of jobs consists of two key factors, which are the performance of tasks and well as contextual 

performance (Motowidlo & Scotter, 2015). 

Job performance can be either in the form of task performance, which is the basic component of performance 

appraisal as it conducts a direct assessment of task results and relates to the effectiveness of tasks influencing 

organizations' technical core (Rotundo & Ph, 2002). Or in the form of contextual performance, which refers to 

how able employees are in contributing to general organizational well-being. In the recent past, contextual 

performance has been considered to be crucial in the overall performance of tasks. Job performance is significant 

to employees because it indicates the level of efficacy, high performance, mastery, and elicits feelings to job 

satisfaction, (Performance, Heggestad, & Kanfer, 2005). Consequences of job performance are defined as the 

observable, quantifiable measurements that show the level of progress achieved by an individual or an organization. 

 

2. Uncertain Work Environment 

The uncertain work environment is the main variable in the study. It emerges when situation details are 

complicated, unpredictable, or problematic, then we say uncertainty exists; the case is similar when there is 

information unreliability or inconsistency; or the feeling of insecurity in knowledge state in general (Herzig et al., 

2011). Due to the dynamic nature of the organizational environment,' uncertain work environment is inevitable 

and became great challenging, that organizations are forced to deal with, to be successful. Therefore, uncertainty 

in the business environment is an external force that is beyond the control of the management but affects the 

performance of employees (Mcmullen & Shepherd, 2006). According to the researcher, such an environment is 
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not experienced in all countries; still, it could be experienced only by post-war countries, so the Republic of South 

Sudan is the leading country which is going through an uncertain or insecure environment. Therefore, the banking 

industry to be the sector of the study. The uncertain work environment is causing unpleasant experiences. Besides, 

it can affect the behavior of employees; the behavior of low self-actualization reinforces uncertainty, and the result 

is the development of negative character traits in employee behavior. Furthermore, as a strategy to survive in an 

uncertain work environment, sensible and responsible employees can change to irresponsible and irrational (Kim 

& Byon, 2018); due to the situation of struggling for a living. The study finds that an uncertain work environment 

affects the daily job performance schedule, no stability in the office, from another side, some customers not 

respecting and want to force staff of the bank to do according to their will. The intervention of some parts while 

performing their duties especially the shareholders, the dispute among people, implementing policies that come 

from above such as the board of director even though is not according to the policy 

 

3. Job Resources and Job Demands  

Anything that an individual received and helped them in attaining their goal is said to be resources (Halbesleben, 

Neveu, & Westman, 2015). Physical, psychological organizational, or social aspects of the job that reduce costs 

or demands are defined to be job resources, and they help an individual or an organization to achieve work goals, 

individual growth, and learning and development. Therefore, aside from resources being important in dealing with 

job demands and getting things done, it is in their own right important (Hobfoll, 2014). Therefore, resources are 

important in enabling employees to complete their tasks and goals successfully and are also a means of enhancing 

their performance capacity and well-being (Balducci & Schaufeli, 2011). Job demands refer to factors of a job that 

require continuous physical and psychological effort or skills and consume certain physiological or psychological 

costs (Bakker & Demerouti, 2007). In this study, three job demands have been selected; work pressure, 

disturbances, and emotion at work to reflect the job performance of employees in the banking industry in South 

Sudan. As pointed out in the previous studies that, three job demands have been identified high workload, time 

pressure and work-family conflict (van den Broeck, de Cuyper, de Witte, & Vansteenkiste, 2010); (Fleeson et al., 

2017) (Halbesleben et al., 2015). All three demands influence employee performance. As workers' job demands 

increase, physiological and psychological resources are increasingly drained (Demerouti, Mostert, & Bakker, 

2010). That causes negative work outcomes if enough essential resources of individuals are not available (Molino, 

Bakker, & Ghislieri, 2016), (Demerouti, Nachreiner, Bakker, & Schaufeli, 2001). these studies suggest that job 

demands could cause job burnout. (van den Broeck et al., 2010) found that job demands cause emotional 

exhaustion, and under circumstances of high job demands, the constant consumption of employees' resources 

leaves them unable to cope with these demands. Consequently, task difficulty increases and work enthusiasm 

declines, increasing the likelihood of absenteeism and absence (van Woerkom, Bakker, & Nishii, 2016). So, this 

paper found the situation of the employee job performance in commercial banks of South Sudan, similar to the 

previous studies. Thus, the positive reaction of the employee in job performance is a result of well-being (Nielsen 

et al., 2017). Therefore, the well-being and emotional understanding of an employee are essential factors for job 

performance (Dicke, Stebner, Linninger, Kunter, & Leutner, 2018). Conferring to study by Konrad in 2006; 

engaged employees are see-through their unrestricted behavior (Ngao & Mwangi, 2013) ;(Anand & Madhuvanthi, 

2012). In this study, employees of the banking industry in South Sudan revealed the motive of their job 

performance depends on, as the first priority is prevailing of the peace and security then, availability of the job 

resources and job demands, which in turn will motivate them to perform well. 

 

4. methodology 

The researchers applied the purposive sampling procedure to identify and select commercial banks within Juba; 

the capital city of South Sudan, 256 respondents were issued with questionnaires, but only 160 questionnaires were 

received. Therefore, response results formed a response rate of 62.5%, and SPSS used to analyze. According to 

Hinton, Brownlow, McMurray, and cozens (2004) an alpha value of 0.75 and above indicates a high reliability, 

while values of 0.5 to 0.75 are acceptable as they indicate moderate reliability. Therefore, all variables were 

included in the study since they met reliability threshold; all variables had Cronbach alpha values greater than 0.6 

which indicate that the reliability is acceptable.       

Table1: Reliability Analysis  

Variable Cronbach’s Alpha 

Job Demands  .658 

Job Resource  .691 

Uncertainty Work Environment  .618 

Employee Job Performance .686 

The study encompassed gender, age, educational level, marital status, and type of the organization to gather 

general information of the respondents; the result obtained that, (66%) of the respondents used in the study were 

male while 34% were female; 60.6% were born between the year 1980 and 1989 an indication that they were aged 
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between 31 and 41 years old, 18.1% were born in between 1990 and 1999 an indication they were aged between 

20 and 29 years, another 18.1% were born between 1970 and 1979, and 3.1% indicated that they were born before 

1960 an indication that they were aged 59 years and above; (73.1%) of the respondents were married, 25.6% were 

single, and 1.3% was either widow or widower; (76.9%) of the respondents selected for the study had university 

as their level of education, 11.9% had post-graduate, 1.9% had secondary school, and 0.6% had commercial school; 

76.9% of the respondents worked at National/local bank while 23.1% worked at a foreign bank. The above 

mentioned percentage is an  indication that National and Foreign Banks are not gender bias according to the South 

Sudan constitution which provides quota for women representation of 25% in all governmental institutions, and 

the analysis shows that young people are the majority in employment due to their educational level, therefore, they 

are active and responsible as the result of the taking family burden, it also indicated that the majority of employees 

are national citizens.       

 

5. Result 

5.1 Uncertain Work Environment Effect on Job Performance  

The study complied multilevel regression; first regressed uncertain work environment on job performance to test 

the second part of the first objective, which was; to find out the relationships between the uncertain work 

environment and employee performance in the context of South Sudan. The result is shown in table 1; 

Table 1: Model Summary for Uncertain Work Environment on Performance 

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

1 .603a .364 .360 .71119 

a. Predictors: (Constant), uncertain work environment 

The study finds the value of R2 is 0.364, which is an indication that 36.4% of changes in job performance 

can be attributed to changes in an uncertain work environment. 

Table 2: ANOVA for Uncertain Work Environment on Job Performance 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 45.751 1 45.751 90.453 .000b 

Residual 79.916 158 .506   

Total 125.666 159    

a. Dependent Variable: performance 

b. Predictors: (Constant), uncertain work environment 

ANOVA was computed to test whether the model obtained was significant. The model significance was tested 

at a 5% level of significance. From the findings, the p-value obtained (0.000) was less than the selected level of 

significance (0.05), which is an indication that the model developed was significant. The findings further showed 

that the f-calculated value (90.453) was higher than the f-critical value obtained from the f-distribution tables 

(F1,158=3.901), which is an indication that an uncertain work environment influences job performance 

Table 3: Coefficients for Job Resources on Job Performance 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 6.094 .219  27.867 .000 

Uncertain work environment -.688 .072 -.603 -9.511 .000 

a. Dependent Variable: performance 

From the coefficients table, the unstandardized beta coefficients values were used to fit the following 

regression model; 

From the beta coefficients table, the following regression model was developed; 

Y= 6.094 - 0.688 X+ ɛ  

(Y is Job Performance, and X is an uncertain work environment). 

From the above regression equation, it is evident that holding an uncertain work environment to a constant 

zero, job performance will be at a constant value of 6.094. The findings further established that an uncertain work 

environment has a negative influence on job performance (β=-0.688). Also, the p-value for the beta coefficient 

was 0.000, which is less than a selected level of significance (0.05). Therefore, an uncertain work environment 

had a significant negative influence on job performance. 

The first hypothesis of the research was H1. The uncertain work environment has a negative influence on 

employee job performance. Based on the results presented above, the study failed to reject the null hypothesis and 

concluded that an uncertain work environment negatively influences employee job performance.    

 

5.2 Mediating Effect of Job Resources 

The study used Model 4 of the PROCESS macro (Hayes, 2013) to assess the effect of the mediating variable. The 
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results were used to test the second and third research hypothesis; H2. Uncertain work environment affects job 

resources negatively, and H3. Job resources have a positive influence on employee work performance 

The first part of the findings shows the findings on the influence of independent variable on job resources and the 

following equation was found; 

M= 4.4981 - .4031X (M=Job Resources, X uncertain work environment) 

The above model was found to be significant since the p-value of the model summary was (.000) was less than the 

selected level of significance (0.05). Results indicated above also show that an uncertain work environment was a 

significant predictor of job resource, β = -.4031, SE = .0808, p < .05. Based on the findings, the study failed to 

reject the second null hypothesis H2 and concluded that an uncertain work environment harms job resources.  

The findings also showed the effects of the mediating and the independent variables on employee job performance. 

From the findings, the following regression model was developed; 

Y= 4.1002 - .495X + .429 M (Y= Job performance, X uncertain work environment, and M=Job resources). 

The above model was significant since the p-value (.000) from the model summary was less than a selected level 

of significance (0.05). From the preceding equation, it can be observed that job resources have a positive influence 

on employee work performance (β = .429, SE = .0652, p < .05). These results support the third hypothesis, H3, 

that job resources have a positive influence on employee job performance. 

Furthermore, the findings show that an uncertain work environment was still a significant predictor of job 

performance after controlling for a mediator, job resource (β=-.495, SE= .0713, p<0.05). From the model summary, 

approximately 48% of the variance in job performance was explained by the predictors (uncertain work 

environment and job resources), as indicated by the R2 value of .4799. The direct and indirect effects were tested 

using a percentile bootstrap estimation approach with 1000 samples (Kenny, Korchmaros, & Bolger, 2003), 

implemented with the PROCESS macro Version 3.4 (Hayes, 2019). These results indicated the direct coefficient 

was significant, β = -.495, SE = .0713, 95% CI = -.6358, -.3542. The uncertain work environment was associated 

with employee job performance with scores approximately -.1729 less when mediated by job resources. 

 

5.3 Moderating Effect of Job Demands 

The effect of job demands is termed as an interaction that affects the direction or strength of the relationship 

between job performance and an uncertain work environment. The effect of the moderating variable was tested by 

computing the moderated mediated analysis with model 59 of PROCESS macro (Hayes, 2013). The results 

obtained guided the study in answering the following research hypothesis; H4. Job demands moderate the effect 

of job resources on work performance, H5. Job demands moderate the influence of uncertain work environment 

on job resources and H6. Job demands moderate the effect of the uncertain work environment in work performance.  

The findings show how job resources are affected by the independent variable, the moderating variable, and the 

interaction between the independent and the moderating variables (uncertain * job demands). From the findings, 

the following regression equation was developed; 

M= 6.5147 - .9657X - .6669W + .1771XW (M= Job Resources, X= uncertain work environment, W= job demand, 

XW= uncertain work environment * job demands) 

The above model was significant since the p-value (.000) in the model summary was less than the selected 

level of significance (0.05). From the findings, an uncertain work environment had a significant influence on job 

resources (β= -.9657, SE= .228, p<0.05). Job demand is also seen to have a significant influence on job resources 

(β= -.6669, SE= .2354, p<0.05). These findings show that an uncertain work environment and job demand have a 

significant negative influence on job resources. The study, therefore, accepted the null hypothesis H4 and 

concluded that job demands moderate the effect of job resources in work performance.  

The findings further showed that the interaction term (uncertain work environment * job demands) had 

significant influence on job resources (β= .1771, SE= .0634, p= 0.0059<0.05). This finding shows that the 

interaction term positively and significantly influences job resources. Based on the research findings, the study 

failed to reject the fifth research hypothesis (H5) and concluded that job demands moderate the influence of 

uncertain work environment on job resources 

Furthermore, on the conditional effect of the focal predictor (uncertain work environment) at a different value 

of moderator (job demands), the findings showed that at low levels of job demands (2.1818), the effect is low 

(-.5792). In contrast, at high levels of job demands (3.3636), the effect is high (-.3699). Therefore, an increase in 

job demands causes a greater effect on job resources. 

 

6. Discussion  

The study was designed to find out the relationships between the work environment in the form of an uncertain 

work environment and job performance in the context of South Sudan. It revealed that job resources, job demands, 

and job performance are strongly related, and it established that, with the introduction of job demands as 

moderating variables on the relationship between uncertain work environment and job performance, job demands 

have a positive influence on the relationship. At the very time, there is a strong positive relationship existing 
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between job resources and employee job performance, where job resources had a significant positive influence on 

employee job performance. The research was to examine the role of uncertain work environment from the 

perspective of the Job Demands-Resources Model; findings showed that there is a positive relationship existing 

between uncertain work environment and employee job performance through job resources. It is also evident that 

an uncertain work environment has negative effects on employees' daily work life through interruptions they 

encounter. Because of the same uncertainties, they are forced to perform tasks outside established systems. 

Therefore, an uncertain work environment affects the daily work schedule of National and Foreign Commercial 

Banks of South Sudan.  

 

7. Conclusion  

The study set out that, uncertain work environment had a significant negative impact on job performance and a 

negative effect on job resources. Job resources positively related to employee job performance, and the influence 

was significant. At the same time, it established that the moderating variable of job demands had a negative 

influence on the relationship between an uncertain work environment and employee job performance through job 

resources. The influence was found to be significantly negative, and job demands moderate the influence of 

uncertain work environment on job resources positively. In conclusion, the study observed uncertain work 

environment as a variable factor that have an impact on job demand-resources model, and the study also put some 

policies implications to improve the banking industry in South Sudan.  
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