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Abstract: Job stress has been associated with various undesirable effects in terms of physical, 
psychological, and behaviour disorders and commonly associated with jobs that require a lot of direct 
interactions with people. The aim of the study is to evaluate the mediating effect of job stress on the 
relationship between job demands resources and nurses’ performance. In order to achieve the study 
objective, a survey conducted. Questionnaires distributed to the public sector hospital’s manager in 
Saudi Arabia. The findings of the study turn out to be true; the study will contribute to both theory and 
practice. Through the present study, the researcher expects the findings to shed light on the research 
conducted regression to analysis using job stress as a mediator in the relationship between job 
demands-resources and nurses’ performance.  
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INTRODUCTION 

 
Beehr (1995) defined job stress as a situation in which some characteristics of the work situation are 

thought to cause poor psychological or physical health, or to cause risk factors making poor health more likely. 
Williams and Anderson (1991) defined job stress as the harmful physical and emotional responses that occur 
when the requirements of a job do not match the capabilities, resources or needs of the worker. Besides, other 
definitions map emotions with psychosomatic symptoms such as hypertension, headache, coronary artery 
disease and peptic ulcer (McLean, 1974), the equilibrium of an individual (Gray-Toft & Anderson, 1981), 
psychological, physiological or spiritual discomfort that is experienced when environmental stimuli are too 
demanding or exceed a person’s coping strategies (Burnard, 1991).   

Cooper and Payne (1988) have identified a number of variables related to work stress that is classified as 
external or internal in nature. Particularly, external variables concern with factors that are outside a particular 
worker and include job, organization, and environment. Meanwhile, internal variables concern with factors 
related to the workers themselves and is usually described as individual-level influences (Hsieh, 2004). 

Studies have shown that there are universal predictors of job stress, that is, factors that are related to job 
stress in employees regardless of their differences such as their places of origin or the nature of the work which 
they do (Lindholm, 2006). These factors includes role ambiguity, role conflict, heavy workloads, having little 
control or influence in decision-making process, tension or conflict with other employees, and job insecurity or 
the lack of opportunities to develop, to name a few (Koys, 2001). On top of that, Haworth and Levy (2001) 
discovered that emerging economies and developing countries including inadequate management infrastructure 
and practices, inadequate organizational planning, unjust labor regulations, compensation and remuneration 
policies as well as factors that are associated with specific situations such as the status of women, and the 
amount of overtime are also contributors to stress. In the Middle East, the unique factors include Wasta where 
employees are able to advance their careers through the status and ranks of the people that they know as 
opposed to qualification and experience whereas in China, nationalization laws make it impossible for foreign, 
qualified employees to compete for jobs with locals who may not be a qualified (Tsui & Farh, 1997).  

This study deduces that stress among nurses can originate from four sources: caring for patients, making 
decisions, taking responsibilities and from changes (Judge et al., 2001). Further, since the mid 1980’s, the 
amount of stress that is associated with nursing work has increased due to the continuous development and 
improvement of technologies that are used in the health care sector, an increase in the costs of health care and 
“turbulence” within the work environment (Murphy, et al., 2002). On top of that, Pang et al. (2004) 
demonstrated that the multiple roles nurses have to do contribute to their stress. Nurses have to assume the role 
of guardian, coordinator, teacher, and advocate in the course of their work. Consequently, they need to improve 
their knowledge and ability to meet the future demands of their profession.  

Job stress has been associated with various undesirable effects in terms of physical, psychological, and 
behaviour disorders (Lexshimi et al., 2007) including headaches, disturbed sleep, and difficulty in 
concentrating, being easily susceptible to viral infections, back pain, insomnia, weight loss, fatigue, anxiety, 
boredom, irritability, loss of interest in work, depression, committing errors at work, and having frequent 
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clashes with colleagues and other staff (Organ & Konovsky, 1989). Burnout is another effect of job stress that is 
commonly associated with jobs that require a lot of direct interactions with people such as nursing and is 
characterized by emotional exhaustion, depersonalization and reduced accomplishment at a personal level 
(Hekman et al., 2009).  

 
MATERIALS AND METHOD 

 
Theoretical Framework: 

The question was "does job stress among hospital nurses mediate the relationship between job demands and 
resources and their performance in public hospitals?" Specifically, this question sought to examine the 
mediating effect of nurses’ job stress on the relationship between the independents variables of job demands and 
resources (i.e. quantitative demands, physical demands, emotional demands, shift work, skill variety, task 
significance, task identity, feedback, and job security) and nurses’ task and contextual performance (i.e. 
provision of information, coordination of care, provision of support, technical care, interpersonal support, job-
task support, compliance, and volunteering for additional duties).  

 
Table 1: Baron and Kenny's Approach to Testing Mediation 

Steps Result Interpretation 
Equation1: β1 must be significant IV must influence DV significantly 
Equation2: β2 must be significant IV must influence IVV significantly 
Equation3: β3 must be significant IVV must influence DV significantly 
Equation4: If β4 insignificant, Y fully mediated If β4 significant, Y partially mediated. 

 
The hypotheses of mediation were examined using hierarchical regression analysis using Baron and 

Kenny's (1986) approach. The mediating model to be tested is shown in Figure 1.  
 

 
Fig. 1: Mediation Model of Baron and Kenny's (1986) 

 
According to Baron and Kenny (1986), for job stress to be considered mediating the relationship between 

job demands and resources and nurse's job performance, the following steps, as shown in Table 5.23, have to be 
fulfilled where IV = independent variable; DV = dependent variable; and IVV = intervening variable. 

According to Baron and Kenny (1986), mediation analysis of job stress towards nurses’ performance 
requires the following four important steps (1) in the first model a significant relationship between the 
independent variables, namely, job demands and resources (quantitative demands, physical demands, emotional 
demands, shift work, skill variety, task significance, task identity, feedback and job security) and dependent 
variables, namely, nurses’ task and contextual performance (provision of information, coordination of care, 
provision of support, technical care, interpersonal support, job-task support, compliance and volunteering for 
additional duties) is required; (2) in the second model a significant relationship between the independent 
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variables, namely, job demands and resources (quantitative demands, physical demands, emotional demands, 
shift work, skill variety, task significance, task identity, feedback and job security) and job stress is required; (3) 
in the third model a significant relationship between job demands and resources and job stress with nurses’ 
performance is required. A full mediation occurs when the significant relationship between the independent 
variables and the dependent variables is reduced and is not significant after the mediating variable enters the 
equation. But partial mediation takes place when the significant relationship is reduced but still significant.  

The Baron and Kenny's significant criteria were met because the correlation analysis between the targeted 
variables revealed that there were significant relationships between the variables. Therefore, the hierarchical 
regression analysis with Baron and Kenny's approach could be run.  

 
Sample Size: 

For the purpose of this study, the sample size was 380, based on Krejcie and Morgan’s (1970) formula, for 
a population size of 44,719 nurses. As mentioned before, in a multivariate analysis, the sample size should be 
several times larger than the number of variables. Because there are 19 variables in the present study, the 
required sample size should be at least 190 or more, and hence 380 subjects are deemed an appropriate size. 

 
Pilot Study: 

The researcher examined the questionnaire instruments’ reliability. The present study suggested that the 
threshold of an acceptable level of reliability is at least .70, according to Hair et al. (2010),  in which a reliability 
estimate of .7 or higher suggests a good reliability. Table 1 shows the Cronbach’s alpha values of the variables 
used in pilot study. As shown, the alpha values ranged from .735 to .964. These values were higher than the 
threshold value of .70, indicating that the instruments used to measure the main variables were reliable. 

 
Table 2: Result of Cronbach's Alphas of the Main Variables in Pilot Study  

Number of Items Variables Alpha 
5 Quantitative Demands (QD) .745 
8 Physical Demands (PD) .899 
4 Emotional Demands (ED) .735 
2 Shift Work (SW) .846 
4 Skill Variety (SV) .801 
3 Task Significance (TS) .828 
3 Task Identity (TI) .828 
3 Feedback (FB) .773 
6 Job Security (JSec) .882 
14 Job Stress (JS) .964 
23 Nurses’ Task Performance (NTP) .943 
18 Nurses’ Contextual Performance (NCP) .922 

 
Results: 
Results of Interacting Effects: 

This paper is concerned with the hypotheses testing related to the main effects of job demands and 
resources on nurses’ performance (task and contextual). A multiple regression analysis was conducted to 
understand the main effect of the job demands and resources variables on the nurses’ performance (task and 
contextual). A hierarchical multiple regression was conducted to understand the mediating effects of job stress 
on the relationship between job demands and resources variables and nurses’ performance (task and contextual). 
Finally another hierarchical multiple regression was conducted to understand the moderating effects of 
organizational support on the relationship between job stress and nurses’ performance (task and contextual). In 
testing the hypotheses developed for this study, the choice of the level of significance was set at p<.05 and 
p<.01, common in general management studies (Cooper & Schindler, 2008). 

Collinearity exists when the ability of an additional independent variable is related not only to its 
correlation to the dependent variable, but also to the correlation(s) of the additional independent variable to the 
independent variable(s) already in the regression equation (Hair et al., 2010). Variance inflation factor (VIF) 
and tolerance statistics are the two statistical methods that can be used to assess collinearity/multicollinearity. It 
is generally believed that any variance inflation factor (VIF) value that exceeds 10 and tolerance value below 
than .10 indicates a potential problem of multicollinearity (Hair et al., 2010; Myers, 1990). 

In this study, evaluation on assumptions of linearity, homoscedasticity, normality, independence of the error 
terms, and multicollinearity revealed no significant violation of assumption. Table 3 shows that all of the 
variables' skewness and Kurtosis statistics were between the normal distribution (±1.96, ± 2.58) of the standard 
deviations (Hair et al., 2010).  

No exhibit of any nonlinear pattern to the residuals, thus ensuring that the overall equation is linear. In 
details, the result of linearity test for the relationship between the independent variables (job demands and 
resources) and the dependent variable (eight dimensions of nurses’ performance) through scatter plot diagrams 
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shows no evidence of nonlinear pattern to the residuals. No pattern of increasing or decreasing residuals, which 
indicates homoscedasticity in the multivariate case. Because the values fall along the diagonal with no 
substantial or systematic departures, the residuals were considered to represent a normal distribution. The 
Durbin-Watson values of 1.84, 1.87, 1.98, 1.86, 1.75, 1.84, 1.85, and 1.76 met the general rule of thumb, 
suggesting that the assumptions of independence of the error terms were not violated. Finally the variance 
inflation factor (VIF) value did not exceed 10 and tolerance value was not lower than .10, thus exhibiting no 
apparent collinearity problem.  
 
Table 3: Statistic Values of Skewness and Kurtosis (Descriptive Statistics) (n=632) 

Variables Skewness Kurtosis 
Quantitative demands (QD) .84 -.33 
Physical demands (PD) .31 -.95 
Emotional demands (ED) .87 -.20 
Shift work (SW) 1.01 -.86 
Skill variety (SV) -.49 -.27 
Task significance (TS)  -.66 -.35 
Task identity (TI) -.28 -.89 
Feedback (FB) -.66 -.02 
Job security (JSec) .51 -1.43 
Job stress (JS) 1.06 -.70 
Provision of information (PI) -.05 -.65 
Coordination of care (CC) -.42 -.46 
Provision of support (PS) .08 -.72 
Technical care (TC) -.48 -.67 
Interpersonal support (IntSup) -.23 -.68 
Job-task support (JTSup) .16 -.34 
Compliance (Com) -.35 -.65 
Volunteering for additional duties (VAD) -.28 -.74 

 
Effect of Job Demands on Nurses’ Performance (Task and Contextual): 

This paper requires an analysis to examine the relationship between the independents variables of job 
demands, namely quantitative demands, physical demands, emotional demands, shift work, and the dependent 
variables of nurses’ performance namely nurses’ task and contextual performance (i.e. provision of information, 
coordination of care, provision of support, technical care, interpersonal support, job-task support, compliance 
and volunteering for additional duties).  

A standard multiple regression analysis was conducted. The study used an “enter” method to perform the 
regression analysis. The multiple correlation (R), squared multiple correlation (R2) and adjusted squared 
multiple correlation (adjR2) indicate how well the combination of the independent variables predict the 
dependent variable is shown in Table 4. 

 
Table 4: Job Demands and Nurses’ Task Performance & Contextual Performance (n = 632) 

Independent 
variables 

Standardized beta 

Task Performance  
Contextual Performance 

 
 
Provision of 
Information 

 
 
 
 
Coordination 
of Care 

 
 
 
 
Provision 
of 
Support 

 
 
 
 
Technical 
Care 

 
 
 
 
Interpersona
l Support 

 
 
 
 
Job-Task 
Support 

 
 
 
 
Compliance 

 
 
 
 
Volunteering 
for Additional 
Duties) 
 

Quantitative 
demands 
(QD) 

-.096** -.106** -.055 -.095** -.127** -.066 -.102* -.147** 

Physical 
demands (PD) -.109** -.069 -.044 -.066 -.107** -.023 -.128** -.114** 

Emotional 
demands (ED) -.060 -.115** -.101** -.035 -.130** -.073* -.081* -.081* 

Shift work 
(SW) -.120** -.191** -.143** -.094** -.081** -.022 -.082* -.101** 

F value 
R2 
Adjusted R2 
Durbin 
Watson 

44.17 
.390 
.381 
1.84 

31.86 
.316 
.306 
1.87 

47.78 
.409 
.400 
1.98 

41.09 
.373 
.364 
1.86 

65.16 
.485 
.478 
1.75 

29.79 
.301 
.291 
1.85 

18.53 
.211 
.200 
1.85 

35.88 
.342 
.332 
1.76 

Note: * p< 0.05, ** p < 0.01 
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Interacting Effects of Job Stress with Job Demands and Resources on Nurses’ Performance: 
Interacting Effects of Job Stress with Job Demands and Resources on Nurses’ Task Performance: 
H1: The Relationship Between Job Demands And Resources And Provision Of Information Is Mediated By 
Job Stress: 

To examine the hypothesized statement, hierarchical regression was performed. Table 5 demonstrates the 
results of the hierarchical regression analysis using job stress as a mediator in the relationship between job 
demands and resources (quantitative demands, physical demands, emotional demands, shift work, skill variety, 
task significance, task identity, feedback, and job security) and nurses’ task performance (provision of 
information). 

 
Table 5: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Task Performance (Provision of Information)  
               (n = 632) 

Independent variables Standardized beta Results Model 1 Model 2 Model 3 
Quantitative demands (QD) -.096** .120** -.090* No mediation 
Physical demands (PD) -.109** .190** -.099* No mediation 
Emotional demands (ED) -.060 .063** -.057 No mediation 
Shift work (SW) -.120** .134** -.114** No mediation 
Skill variety (SV) .210** -.079** .206** No mediation 
Task significance (TS)  .309** -.143** .302** No mediation 
Task identity (TI) .160** -.061* .157** No mediation 
Feedback (FB) .149** -.140** .143** No mediation 
Job security (JSec) .198** .482** .221** No mediation 
Job stress (JS)   -.048  
F value 44.17 173.68 39.80  
R2 .390 .715 .391  
Adjusted R2 .381 .711 .381  

Note. 
Dependent variable = Provision of information 
* p< 0.05, ** p < 0.01 

 
As portrayed in Table 5, in the first model, job demands and resources significantly contributed to nurses’ 

task performance (provision of information) (R2=.390, F=44.17, p<.01). Model one shows that job demands 
were negatively related to nurses’ task performance (provision of information), while job resources were 
positively related to nurses’ task performance (provision of information).  

In model two, job stress was added to the equation. It was found to significantly affect nurses’ task 
performance (provision of information), with R2 = .132 significantly dropped (F= 95.49, p<.01). Model three 
shows that job demands and resources were still significant (R2= .391, F = 39.80, p < .01), but job stress 
(mediating variable) was not significant. Therefore, job stress did not mediate the relationship between job 
demands and resources (quantitative demands, physical demands, emotional demands, shift work, skill variety, 
task significance, task identity, feedback, and job security) and nurses’ task performance (provision of 
information).  

 
H2: The Relationship Between Job Demands And Resources And Coordination Of Care Is Mediated By Job 
Stress: 

Table 6 indicates that in the first model, job demands and resources significantly contributed to nurses’ task 
performance (coordination of care) (R2=.316, F = 31.86, p<.01). Model one shows that job demands were 
negatively related to nurses’ task performance (coordination of care), while job resources were positively related 
to nurses’ task performance (coordination of care). In model two, job stress was added to the equation. It was 
found that job stress significantly affected nurses’ task performance (coordination of care) (R2= .084, F= 57.77, 
p<.01). Model three shows that job demands and resources were significant (R2= .320, F = 29.17, p < .01), but 
job stress was not. Therefore, job stress did not mediate the relationship between job demands and resources 
(quantitative demands, physical demands, emotional demands, shift work, skill variety, task significance, task 
identity, feedback, and job security) and nurses’ task performance (coordination of care).  

 
H3: The Relationship Between Job Demands And Resources And Provision Of Support Is Mediated By Job 
Stress: 

As portrayed in Table 7, the results indicate that, in the first model, job demands and resources significantly 
contributed to nurses’ task performance (provision of support) (R2=.409, F = 47.78, p<.01). Model one shows 
that job demands were negatively related to nurses’ task performance (provision of support), while job resources 
were positively related to nurses’ task performance (provision of support). In model two, job stress was added to 
the equation, and it was found that job stress significantly affected nurses’ task performance (provision of 
support) (R2= .134, F = 97.71, p<.01). Model three shows that job demands and resources were significant (R2= 



Aust. J. Basic & Appl. Sci., 7(10): 52-62, 2013 
 

57 

.412, F = 43.55, p < .01), but job stress was not. Therefore, job stress did not mediate the relationship between 
job demands and resources (quantitative demands, physical demands, emotional demands, shift work, skill 
variety, task significance, task identity, feedback, and job security) and nurses’ task performance (provision of 
support). 
 
Table 6: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Task Performance (Coordination of Care) 
                (n = 632) 

Independent variables  Standardized beta Results  Model 1 Model 2 Model 3 
Quantitative demands (QD) -.106** .120** -.121** No mediation 
Physical demands (PD) -.069 .190** -.092* No mediation 
Emotional demands (ED) -.115** .063** -.122** No mediation 
Shift work (SW) -.191** .134** -.207** No mediation 
Skill variety (SV) .195** -.079** .205** No mediation 
Task significance (TS)  .243** -.143** .260** No mediation 
Task identity (TI) .030 -.061* .037 No mediation 
Feedback (FB) .201** -.140** .218** No mediation 
Job security (JSec) .177** .482** .120* No mediation 
Job stress (JS)   .119  
F value 31.86 173.68 29.17  
R2 .316 .715 .320  
Adjusted R2 .306 .711 .309  

Note. 
Dependent variable = Coordination of care 
* p< 0.05, ** p < 0.01 
 
Table 7: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Task Performance (Provision of Support) (n = 

632) 

Independent variables  Standardized beta Results  Model 1 Model 2 Model 3 
Quantitative demands (QD) -.055 .120** -.068 No mediation 
Physical demands (PD) -.044 .190** -.065 No mediation 
Emotional demands (ED) -.101** .063** -.108** No mediation 
Shift work (SW) -.143** .134** -.158** No mediation 
Skill variety (SV) .208** -.079** .217** No mediation 
Task significance (TS)  .280** -.143** .296** No mediation 
Task identity (TI) .202** -.061* .209** No mediation 
Feedback (FB) .113** -.140** .128** No mediation 
Job security (JSec) .089* .482** .036 No mediation 
Job stress (JS)   .111  
F value 47.78 173.68 43.55  
R2 .409 .715 .412  
Adjusted R2 .400 .711 .403  

Note. 
Dependent variable = Provision of support 
* p< 0.05, ** p < 0.01 

 
Table 8: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Task Performance (Technical Care) (n = 632) 

Independent variables  Standardized beta Results Model 1 Model 2 Model 3 
Quantitative demands (QD) -.095** .120** -.092* No mediation 
Physical demands (PD) -.066 .190** -.062 No mediation 
Emotional demands (ED) -.035 .063** -.034 No mediation 
Shift work (SW) -.094** .134** -.091** No mediation 
Skill variety (SV) .234** -.079** .232** No mediation 
Task significance (TS)  .268** -.143** .265** No mediation 
Task identity (TI) .127** -.061* .126** No mediation 
Feedback (FB) .122** -.140** .119** No mediation 
Job security (JSec) .034 .482** .044 No mediation 
Job stress (JS)   -.021  
F value 41.09 173.68 36.94  
R2 .373 .715 .373  
Adjusted R2 .364 .711 .363  

Note. 
Dependent variable = Technical care 
* p< 0.05, ** p < 0.01 

 
H4: The Relationship Between Job Demands And Resources And Technical Of Care Is Mediated By Job 
Stress: 
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As shown in Table 8, the results indicate that, in the first model, job demands and resources significantly 
contributed to nurses’ task performance (technical care) (R2=.373, F = 41.09, p<.01). Model one shows that job 
demands were negatively related to nurses’ task performance (technical care), while job resources were 
positively related to nurses’ task performance (technical care). In model two, job stress was added to the 
equation. It was found to significantly affect nurses’ task performance (technical care) (R2= .170, F= 128.75, 
p<.01). Model three shows that job demands and resources were significant (R2= .373, F = 36.94, p < .01), but 
job stress was not. Therefore, job stress did not mediate the relationship between job demands and resources 
(quantitative demands, physical demands, emotional demands, shift work, skill variety, task significance, task 
identity, feedback, and job security) and nurses’ task performance (technical care).  

 
Interacting Effects of Job Stress with Job Demands and Resources on Nurses’ Contextual Performance: 
H5: The Relationship Between Job Demands And Resources And Interpersonal Support Is Mediated By Job 
Stress: 

 
Table 9: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Contextual Performance (Interpersonal 
Support) (n = 632) 

Independent variables  Standardized beta Results Model 1 Model 2 Model 3 
Quantitative demands (QD) -.127** .120** -.135** No mediation 
Physical demands (PD) -.107** .190** -.119** No mediation 
Emotional demands (ED) -.130** .063** -.134** No mediation 
Shift work (SW) -.081** .134** -.089** No mediation 
Skill variety (SV) .193** -.079** .198** No mediation 
Task significance (TS)  .337** -.143** .346** No mediation 
Task identity (TI) .232** -.061* 236** No mediation 
Feedback (FB) .099** -.140** .108** No mediation 
Job security (JSec) .097** .482** .067 No mediation 
Job stress (JS)   .062  
F value 65.16 173.68 58.80  
R2 .485 .715 .486  
Adjusted R2 .478 .711 .478  

Note. 
Dependent variable = Interpersonal support 
* p< 0.05, ** p < 0.01 

 
As portrayed in Table 9, the results indicate that, in the first model, job demands and resources significantly 

contributed to nurses’ contextual performance (interpersonal support) (R2=.485, F = 65.16, p<.01). Model one 
shows that job demands were negatively related to nurses’ contextual performance (interpersonal support), 
while job resources were positively related to nurses’ contextual performance (interpersonal support).  

In model two, job stress was added to the equation. Job stress was found to significantly affect nurses’ 
contextual performance (interpersonal support) (R2= .177, F= 135.58, p<.01). Model three shows that job 
demands and resources were significant (R2=.486, F = 58.80, p < .01), but job stress was not. Therefore, job 
stress did  not mediate the relationship between job demands and resources (quantitative demands, physical 
demands, emotional demands, shift work, skill variety, task significance, task identity, feedback, and job 
security) and nurses’ contextual performance (interpersonal support).  

 
Table 10: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Contextual Performance (Job-Task Support) 
                  (n = 632) 

Independent variables  Standardized beta Results Model 1 Model 2 Model 3 
Quantitative demands (QD) -.066 .120** -.071 No mediation 
Physical demands (PD) -.023 .190** -.030 No mediation 
Emotional demands (ED) -.073* .063** -.075* No mediation 
Shift work (SW) -.022 .134** -.027 No mediation 
Skill variety (SV) .139** -.079** .142** No mediation 
Task significance (TS)  .329** -.143** .334** No mediation 
Task identity (TI) .233** -.061* .235** No mediation 
Feedback (FB) .008 -.140** .013 No mediation 
Job security (JSec) .113** .482** .096 No mediation 
Job stress (JS)   .037  
F value 29.79 173.68 26.81  
R2 .301 .715 .302  
Adjusted R2 .291 .711 .290  

Note. 
Dependent variable = Job-task support 
* p< 0.05, ** p < 0.01 
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H6: The Relationship Between Job Demands And Resources And Job-Task Support Is Mediated By Job 
Stress: 

 
Table 10 shows that, in the first model, job demands and resources significantly contributed to nurses’ 

contextual performance (job-task support) (R2=.301, F = 29.79, p<.01). Model one shows that job demands were 
negatively related to nurses’ contextual performance (job-task support), while job resources were positively 
related to nurses’ contextual performance (job-task support). In model two, job stress was added to the equation 
and was found to significantly affect nurses’ contextual performance (job-task support) (R2= .072, F= 49.19, 
p<.01). Model three shows that job demands and resources were significant (R2= .302, F = 26.81, p < .01), but 
job stress was not significant. Therefore, job stress did not mediate the relationship between job demands and 
resources (quantitative demands, physical demands, emotional demands, shift work, skill variety, task 
significance, task identity, feedback, and job security) and nurses’ contextual performance (job-task support). 

 
H7: The Relationship Between Job Demands And Resources And Compliance Is Mediated By Job Stress: 

Table 11 shows that, in the first model, job demands and resources significantly contributed to nurses’ 
contextual performance (compliance) (R2=.211, F = 18.53, p<.01). Model one shows that job demands were 
negatively related to nurses’ contextual performance (compliance), while job resources were positively related 
to nurses’ contextual performance (compliance). In model two, job stress was added to the equation. It was 
found to significantly affect nurses’ contextual performance (compliance) (R2= .127, F= 91.45, p<.01). Model 
three shows that job demands and resources, and job stress were significant (R2= .221, F = 17.63, p < .01). 

Based on the results, it can be said that job stress fully mediated the relationship between job demands and 
resources (quantitative demands, emotional demands, and shift work) and nurses’ contextual performance 
(compliance), partially mediated the relationship job demands and resources (physical demands, skill variety, 
task significance, task identity, and feedback) and nurses’ contextual performance (compliance), but did not 
mediate the relationship job demands and resources (job security) and nurses’ contextual performance 
(compliance).  

 
Table 11: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Contextual Performance (Compliance) 
                 (n = 632) 

Independent Variables  Standardized beta Results Model 1 Model 2 Model 3 
Quantitative demands (QD) -.102* .120** -.080 Full mediation 
Physical demands (PD) -.128** .190** -.093* Partial mediation 
Emotional demands (ED) -.081* .063** -.069 Full mediation 
Shift work (SW) -.082* .134** -.057 Full mediation 
Skill variety (SV) .145** -.079** .131** Partial mediation 
Task significance (TS)  .149** -.143** .122** Partial mediation 
Task identity (TI) .145** -.061* .134** Partial mediation 
Feedback (FB) .110** -.140** .085* Partial mediation 
Job security (JSec) .076 .482** .165** No mediation 
Job stress (JS)   -.185**  
F value 18.53 173.68 17.63  
R2 .211 .715 .221  
Adjusted R2 .200 .711 .209  

Note. 
Dependent variable = Compliance 
* p< 0.05, ** p < 0.01 

 
H8: The Relationship Between Job Demands And Resources And Volunteering For Additional Duties Is 
Mediated By Job Stress: 

Table 12 shows that, in the first model, job demands and resources significantly contributed to nurses’ 
contextual performance (volunteering for additional duties) (R2=.342, F = 35.88, p<.01). Model one shows that 
job demands were negatively related to nurses’ contextual performance (volunteering for additional duties), 
while job resources were positively related to nurses’ contextual performance (volunteering for additional 
duties).  

 In model two, job stress was added to the equation. It was found to significantly affect nurses’ 
contextual performance (volunteering for additional duties) (R2= .197, F= 154.87, p<.01). Model three shows 
that job demands and resources, and job stress were significant (R2 = .361, F = 35.14, p < .01). Therefore, job 
stress fully mediated the relationship between job demands and resources (physical demands, emotional 
demands and shift work) and nurses’ contextual performance (volunteering for additional duties), partially 
mediated the relationship job demands and resources (quantitative demands, skill variety, task significance, task 
identity and feedback) and nurses’ contextual performance (volunteering for additional duties), but did not 
mediate the relationship job demands and resources (job security) and nurses’ contextual performance 
(volunteering for additional duties).  
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Table 12: Hierarchical Regression Analysis: Job Demands Resources, Job Stress and Nurses’ Contextual Performance (Volunteering for  
                 Additional Duties) (n = 632) 

Independent variables  Standardized beta Results Model 1 Model 2 Model 3 
Quantitative demands (QD) -.147** .120** -.115** Partial mediation 
Physical demands (PD) -.114** .190** -.064 Full mediation 
Emotional demands (ED) -.081* .063** -.064 Full mediation 
Shift work (SW) -.101** .134** -.066 Full mediation 
Skill variety (SV) .199** -.079** .178** Partial mediation 
Task significance (TS)  .242** -.143** .205** Partial mediation 
Task identity (TI) .162** -.061* .145** Partial mediation 
Feedback (FB) .118** -.140** .081* Partial mediation 
Job security (JSec) .110** .482** .236** No mediation 
Job stress (JS)   -.263**  
F value 35.88 173.68 35.14  
R2 .342 .715 .361  
Adjusted R2 .332 .711 .351  

Note. 
Dependent variable = Volunteering for additional duties 
* p< 0.05, ** p < 0.01 

 
Discussion: 

The main purpose of the present study was to examine the determinants of job performance among nurses 
in public hospitals in the Kingdom of Saudi. Specifically, the study examined the direct relationship of job 
demands (i.e. physical demands, emotional demands, quantitative demands, and shift work) and job resources 
(i.e. skill variety, task significance, task identity, feedback, and job security) on nurses’ job performance. 
Towards this end, a number of research hypotheses were formulated. In general, the present study has provided 
empirical support for the determinants of nurses’ job performance.  

  
Interacting Effects of Job Stress with Job Demands and Resources on Nurses’ Job Performance: 

The present study hypothesized that job stress mediates the relationship between job demands and resources 
and nurses’ job performance. The hypothesis was developed because limited studies have considered job stress 
as a potential psychological process, which results from job demands and resources, and consequently how it 
influences performances. Furthermore, job stress was considered because a nursing job is a stressful one and it 
was expected that the characteristics of the job (both the demands and the resources) done would have a bearing 
on the nurse’s psychological process, and hence performance at work. However, despite this theoretical 
possibility, few studies had considered the differential effects on job stress in a single study. Whilst job demands 
could heighten job stress, job resources, on the other hand, should reduce it. As such, job performance should 
follow accordingly. 

The results to the research hypotheses developed were mixed. Specifically speaking, out of 72 hypotheses, 
only 16 hypotheses received empirical support. Job stress was found as a full mediator between quantitative 
demands, emotional demands, and shift work, and nurses’ contextual job performance (compliance), and 
between physical demands, emotional demands, and shift work, and nurses’ contextual job performance 
(volunteering for additional duties). But job stress were found to partially mediate between physical demands, 
skill variety, task significance, task identity, and feedback, and contextual nurses’ job performance 
(compliance), and between quantitative demands, skill variety, task significance, task identity and feedback and 
contextual nurses’ job performance (volunteering for additional duties). In other words, the result indicates that 
job stress was statistically significant in mediating the relationship between eight dimensions of job demands 
and resources and two dimensions of nurses’ contextual job performance (compliance and volunteering for 
additional duties). 

The finding obtained in the present study appears to be consistent with other researchers who found job 
stress to be having a mediating effect (Schwarzer & Hallum, 2008). Indeed, research among nurses has shown 
positive relationships between stress-reactions and poor performance feedback (Eisenstat & Felner 1984). 
Schwarzer and Hallum (2008) conducted a study to examine the relationships between self-efficacy, job stress, 
and burnout, focusing on mediation job stress on the relationship between self-efficacy and burnout on 1,203 
teachers in study I and 458 teachers in study 2. The results indicated that the mediation was found cross-
sectionally, in particular among German teachers. In addition, Zeytinoglu et al. (2007) examined stress as an 
individual worker health and wellness outcome and as a mediator of work intensification on job satisfaction. 
The results showed that stress mediated the effect of work intensification partially and of the control variables. 
Further, the effect of workload on satisfaction of financial rewards was mediated by stress but only partially. 

In job demands and resources-job stress relationship, at the heart of the Job Demands-Resources (JD-R) 
model (Bakker & Demerouti, 2007) lies the assumption that every occupation may have its own specific risk 
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factors associated with job stress. Job demands are usually associated with causing job stress in employees 
(Fernandez-Lopez et al., 2006). For instance, high levels of quantitative and emotional work demands were 
positively correlated with high levels of stress (Mintz-Binder & Sanders, 2012). Parry-Jones et al. (1998) 
indicated that increased workload of nurses were the main sources of stress. In addition, both role overload and 
shift work significantly increased job stress (Tourigny et al., 2010). Rotating shift work was found to positively 
correlate with job stress. Shift work disruption was positively correlated with job stress (Tourigny et al., 2010). 

In job stress-job performance relationship, a negative linear relationship between job stress and job 
performance was conceived by those who viewed job stress as basically dysfunctional for the organization and 
its workers, it decreases both the quality and quantity of job performance (Jamal, 2011; Wu, 2011). These 
researchers contended that chronic job stress is naturally and extremely bad to most workers, as it creates a 
noxious situation in the work environment. In this situation, individuals are most likely to allocate much of their 
resources in coping with the stressors, which in turn undesirably affecting their performance. 

  
Conclusion: 

This research has investigated the factors influencing nurses’ job performance among the Ministry of 
Health hospitals in Saudi Arabia using job demands and resources model based on conservation of resources 
theory (COR), social exchange theory, and negative linear theory that may help nurses’ managers to realize 
nurses’ performance behavior. The findings showed that the nurses’ job performance can be modeled by the job 
demands and resources (JD-R) model original constructs in addition to other significant variables derived from 
other related theories. The present research model was tested and validated with 632 hospitals nurses in one 
region in Saudi Arabia. The study on the factors affecting the hospitals nurses in Saudi Arabian Ministry of 
Health was deemed necessary in order to increase the nurses’ job performance.  

The study found the level of nurses’ job performance among hospitals nurses in Saudi Arabia to be 
moderate. Also the study found direct significant relationships among the tested job demands and resources 
variables with nurses’ job performance. Moreover, the study found partial support for the role of job stress as a 
mediator in a relationship between job demands and resources (JD-R) and nurses’ job performance. Job stress 
mediated the relationship between job demands and resources variables (except job security) and two 
dimensions of job contextual performance (compliance and volunteering for additional duties).  

In addition, the study found partial support for the role of organizational support as a moderator in a 
relationship between job stress and nurses’ job performance. Organizational support moderated the relationship 
between job stress and all four dimensions of nurses’ job task performance (i.e. provision of information, 
coordination, provision of support and technical of care), and organizational support moderated the relationship 
between job stress and two dimensions of nurses’ job contextual performance (i.e. interpersonal support and 
volunteering for additional duties).  

In sum, despite the mixed results, in general, the present study managed to find support for the JD-R model 
and conservation of resources theory in that job demands and resources are able to produce a psychological 
reaction, which subsequently affect job performance. In this study, the psychological reaction was stress, which 
was considered an important and reasonable reaction to the stimuli in the work environment. The study also 
confirmed, albeit partially, the significance of organizational support in mitigating the effect of stress on job 
performance of nurses at work. The findings in general have important implications to practice in particular on 
the need to address the effect of stress brought about by the characteristics in the job. 
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