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Abstract: Job Demand-Control-Support (JDCS) model, a theoretical approach applied across Europe 

and Asia to explain relationship between job factors, occupational health, and job outcomes, is applied 

to the Nigerian work context to investigate the causal relationships between precarious employment 

and work conditions of contract bank employees and the effects on their work outcome. Cross-sectional 

design and stratified random sampling were adopted to collect quantitative data from 420 contract bank 

employees across four banks in Lagos, Nigeria. Hypotheses were tested with SPSS/Process Macro v. 

3.5. Findings showed that job demand, job control and social support have significant main causal 

relationships with job performance of contract bank employees, with job demands negatively and job 

control and social support positively relating to their job performance. While social support was found 

to buffer the negative effect of job demands on their job performance, job control alone and in 

combination with social support did not show any buffer effect. Study provides partial support for the 

relevance and applicability of the JD-C-S model in the Nigerian banking work settings, particularly 

with respect to the contract employees in the industry. Limitations and implications of study for theory 

and practice are further discussed. 
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1. Introduction 

In the last few decades, the banking sector around the world has witnessed 

considerable changes in response to the globalised economy and deregulated 

markets. New technology and new work structures adopted have resulted in changes 

to the organisation and execution of work (Giorgi et al., 2017; Kaur et al., 2017). 

Major consequence of this in the banking sector in Nigeria is the ongoing widespread 

retrenchment and adoption of contract employment resulting in severe effect on the 
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working lives of the employees. With a significant number of the total workforce of 

the Nigerian banks being contract employees (about 44.3 per cent) (National Bureau 

of Statistic, Q4 2019), the implication of this on the psychological health and 

performance of this category of employees deserve some attention. 

Contract employment, as an informal and temporary work arrangement, is 

characterised by degraded and precarious work condition. ILO listed some 

challenges faced by employees of financial service sector to include pressure on 

time, problems with ergonomics, conflicting roles, work demands that are 

considered excessive, difficult relationships with customers, and a rising number of 

cases of stress and violence (Giga & Hoel, 2003). Contract bank employees in 

Nigeria also face worries of unrealistic deposit targets, uncertain wages, job 

insecurity, and uncertain career path with inconsistent promotion and incentive 

system which exert additional pressures on their psychological and physical health, 

work-life balance, low career engagement, lower job satisfaction and commitment 

than the regular staff with the tendency that their performance is affected, and quality 

of work suffer (cf. Umar et al., 2017).  

Efforts to explain the relationships of job characteristics with workers’ well-being, 

job satisfaction and productivity and how the negative effects of stressful work 

situation on the psychological wellbeing and performance of employees can be 

mitigated have widely adopted the Job Demand-Control (JD-C) model (Karasek, 

1979) and the Job Demand-Control-Support (JD-C-S) model (Johnson & Hall, 1988; 

Karasek & Theorell, 1990). While the JD-C Model integrates 2 main job 

characteristics: job demands (i.e., such as a high pace and amount of work) and job 

control (i.e., autonomy and independence at work) whereby employees have high 

workloads but relatively little autonomy in completing their assigned tasks, the JD-

C-S model integrates social support (i.e., extent to which employees receive support 

from supervisors and work colleagues) whereby employees also have low social 

support in addition to having high job demands and low job control. High job 

demands, low job control and low social support play a significant role in perception 

of stress at work which translate to negative consequences on employee job 

satisfaction and performance (Valente et al., 2016; Sakuraya et al., 2017). JD-C-S 

model therefore asserts that job stress which results in poor job performance 

manifests among workers who experience a high isolation-strain job, that is, those 

exposed to high job demands with low job control and low social support work 

contexts (strain hypothesis) (Karasek & Theorell, 1990; Johnson & Hall, 1988; 

Rodrıguez, Bravo, Peiros & Schaufeli, 2001; Pozo-Antúnez et al., 2018). 

With the JD-C-S model successfully applied and tested particularly in Europe and 

Asia among financial workers, including bankers and accountants (e.g., Pozo-

Antúnez, 2018; Giorgi et al. 2019; Giorgi et al., 2017; Rehman et al., 2010), the 

model provides a good framework to investigate how the employment and work 
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situations of contract employees in Nigerian banks affect and moderate their job 

performance. The JD-C-S model is therefore applied in this study to examine: (1) 

the causal relationships of job demand, job control and social support to job 

performance of contract bank employees in Nigeria, with the assumption that job 

demands is negatively causally related and job control and social support positively 

causally related to their job performance, and (2) if the assumed negative causal 

relationship of job demands to job performance is moderated by job control and 

social support. 

 

2. Theory and Hypotheses 

2.1. Job Demand-Control-Support Model 

Job Demand-Control-Support Model (JD-C-S) (Karasek & Theorell, 1990) first 

developed as Job Demand-Control model (JD-C model) by Karasek (1979) provides 

a comprehensive and integrated set of theories which help to explain the 

relationships of job demand, job control, and social support to job strain and 

performance. The JD-C model identified two main factors which predict job stress 

as job demands and job control. The model proposes that job stress is produced in 

jobs with high job demands and low job control. These are known as ‘high strain’ 

jobs. The model was extended by Karasek and Theorell (1990) when new findings 

provided evidence that in high job demand situation with low job control, social 

support (supervisor and co-worker supports) has buffering effect on the negative 

impact of high strain jobs. The general formulation of the JD-C-S model is that job 

demands cause a strain but may be moderated (or intensified) depending on the 

degree of control that the employee has on their work and the social support 

available. The JD-C-S model is based on two hypotheses: iso-strain hypothesis 

(main/additive effects) and buffering hypothesis (multiplicative/interaction effects). 

 

2.1.1. Iso-Strain Hypothesis.  

The iso-strain hypothesis refers generally to the increased risk of reduced well-being 

associated with high job demands, low job control and low social support where the 

three job factors may exert independent main effects that impact employee 

outcomes, including performance. The JD-C-S model proposes that the greatest risks 

to physical and mental health are manifested among workers who experience a high 

isolation-strain (iso-strain) job, that is, jobs that are subject to high demands in a 

context of low control or decision latitude and low social support (iso-strain 

hypothesis) (Karasek & Theorell, 1990; Pozo-Antúnez et al., 2018). High job 

demands manifest in excessive workloads which employees cannot finish within a 

specified period and the work objectives are difficult and beyond the current capacity 

of workers requiring additional efforts to achieve (Peeters et al., 2005). High job 
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demands and low job control and low support therefore play a role in perceived 

psychological distress and, as a consequence, the workers who experience a 

combination of these three domains are considered more exposed to occupational 

stress (Valente et al., 2016; Petarli et al., 2015; Sakuraya et al., 2017) which will 

likely negatively impact their performance. However, where employees have the 

autonomy to organize their work and adopt their own methods and initiatives (high 

job control) and receive positive or helpful social interaction and needed work 

support from management, supervisors, and coworkers (high social support) (Iqbal, 

2014; Karasek & Theorell (1990), they are likely to experience low job stress which 

will likely positively impact their performance. While job control gives employees 

the ability to exert influence over work and work environment to establish a less 

threatening or a more rewarding work situation (Iqbal, 2014), social support plays 

vital role in promoting their work behaviour and outcomes, as it helps to protect the 

worker from the adverse effects of unpleasant job situation (Chen et al, 2013). 

According to the strain hypothesis, high job demands and high job control (active 

job) lead to average psychological strain and low job demands and low job control 

(passive job) results in intermediate psychological strain. In high demands and low 

control context (‘high strain’ jobs) employees will experience the most adverse 

reactions of psychological strain like fatigue, anxiety, depression, and physical 

illness. In low job demands and high job control (‘low strain’ jobs), employees will 

experience the least psychological strain. Workers in low strain jobs are both happier 

and healthier than average by work (Karasek & Theorell, 1990). In all the work 

situations, social support plays moderating role in reducing the effects of stress. 

 

2.1.2. Buffering Hypothesis 

Buffering hypothesis asserts that interaction of job controls and social support with 

job demands in a two-way interaction (job demands x job control and job demands 

x social support) and three-way interaction (job demands x job control x social 

support) can moderate the stress effect of job demands resulting in enhanced 

occupational health and job performance (Hausser et al., 2010). Spector (2002) 

argues that job resources (control and support) may modify how the work 

environment is perceived as a stressor, how perceived stressors provoke negative 

emotions, and how negative emotions lead to strain. Thus, job control and social 

support reduce the perception and feeling of stress at work. Bakker and Demerouti 

(2017) also argue that buffering resources function to reduce the tendency of 

organizational properties to generate specific stressors, alter the perceptions and 

cognitions evoked by such stressors, moderate response that follow the appraisal 

process, or reduce the health-damaging consequences of such responses. 

Since Van der Doef and Maes’ (1999) meta-analysis where they found only 15 

studies out of 31 partially supporting the buffering hypothesis, several studies have 
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tested the strain and buffering hypotheses simultaneously with the general picture 

indicating consistent strong support for the strain hypothesis, but weak and 

inconsistent support for two-way and three-way buffering hypotheses (Broughton, 

2010; Edimansyah et al., 2008; Gerich & Weber, 2020; Hausser et al., 2010; Pelfrene 

et al., 2002; Pomaki & Anagnostopoulou, 2003; Pozo-Antúnez et al., 2018; Rehman 

et al., 2010). Specifically, with respect to the strain hypothesis, Gerich and Weber 

(2020) found among private employees in Austria that social support is positively 

related to work satisfaction and negatively related to burnout and job control is 

positively related to work satisfaction and negatively related to burnout. Rehman et 

al. (2010) found job demands to be negatively related to employee job performance, 

job participation and consideration and job control and social support to be 

individually positively related to the work outcomes of private and public sector 

commercial bank employees in Pakistan.  

With respect to two-way interaction effect, Adil and Baig (2018) found job 

autonomy to negatively moderate the relationship of job demands and burnout 

among pharmaceutical employees in Karachi and Pozo-Antúnez et al. (2018) found 

job autonomy to negatively and supervisor support to positively moderate the 

relationship between job demands and occupational health of accounting 

professionals in Europe. With respect to three-way interaction effect, van Yperen 

and Hagedoorn (2003) found a significant three-way interaction between job 

demands, job control and social support on intrinsic motivation of employees. 

Macklin et al. (2006) also reported insignificant three-way interaction effect of the 

three job factors on employees’ psychological distress and job satisfaction. While 

Gerich and Weber (2020) found job control and social support to positively relate to 

work satisfaction and job control to relate to burnout partially negatively, their results 

show evidence of weak interaction of social support and job control in moderating 

the effects of demand intensity on burnout. 

With this evidence, the level of demands placed on employees and the degree of 

control and social support available to them are significantly related to the level of 

job stress and their work performance. High job control and social support can buffer 

the negative effects of stressful job demands, increase work motivation and 

satisfaction, promote prosocial work behaviours and positive moods on the job 

(Humphrey et al., 2007), and enhance employee performance. Having applied the 

JD-C-S model in the investigation of perceptive occupational health of professional 

accountants and stress among bank employees and their job outcomes in Europe and 

Asia (e.g., Pozo-Antúnez et al., 2018; Rehman et al., 2010), the model is applied in 

this study to investigate how the precarious work situation of contract employees in 

Nigerian banks affect their job performance and how this is moderated by their work 

boundaries like job control and social support. The strain and buffering hypotheses 

of the model are applied and stated as follows. 
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Hypothesis 1: Job demands-control-support have significant main causal 

relationships with the job performance of contract bank employees in Nigeria, with 

the relationship between job demands and job performance being negative and the 

relationships between job control, social support and job performance being positive.  

Hypothesis 2: The negative causal relationship between job demands and job 

performance of contract bank employees in Nigeria is significantly moderated by job 

control and social support in a two- and three-way interactions. 

 

3. Methods 

3.1. Design 

Survey design with a cross sectional variant was adopted to enable the use of self-

report survey instruments to collect large quantitative data on job demand, job 

control, social support, and job performance from contract bank employees across 

different departments in four major Nigerian banks and for the findings to be 

generalisable. The design is also appropriate for adoption of descriptive and 

inferential statistics to analyse the data and test the hypotheses. 

 

3.2. Participants 

Sample for this study comprised of employees drawn mainly from across Operations 

(cashiers/tellers and customer care/service officers), Marketing and Credit 

(marketers/relationship and credit officers), and Control (control officers) 

departments of 16 branches of four Nigerian banks across all Local Government 

Areas of Lagos State. This state has the largest concentration of banks in Nigeria. 

The sampled employees perform the day-to-day basic operations of the banks. Two 

each of the four banks are old and new generation banks. Stratified sampling 

technique was adopted to select a total of four hundred and twenty (N=420) contract 

employees comprising 273 males (65%) and 147 females (35%) from the different 

departments. Their job experience range from 2 to 15 years and their average age is 

28 years. Minimum educational qualification is first degree and equivalent. Because 

of their busy schedules, they could only be contacted to collect data after the day’s 

banking operations. List of the contract employees in each branch of the banks was 

obtained on which stratified sampling technique was applied to select the appropriate 

sample.  
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3.3. Measures 

Job demand, job control and social support are measured with an adapted version of 

Psychological Demand subscale of Demand-Control-Support Questionnaire 

(DCSQ) (De Aguiar et al., 2010) and the Job Demands Resources Scale (Rothmann 

et al., 2006). The 10-item job demand subscale is made up of 5-item each adapted 

from the job demands subscale of Demand-Control-Support Questionnaire (DCSQ) 

scale with Cronbach alpha of 0.75 (De Aguiar et al., 2010) and the workload subscale 

of Job Demands Resources Scale (Rothmann et al., 2006) with Cronbach alpha of 

0.76. Job control subscale is made up of the 6-item Decision Latitude subscale on 

the Demand-Control-Support Questionnaire (DCSQ) with Cronbach alpha of 0.50 

(other users reported higher alphas). The social support scale is a 12-item scale with 

6 items each from Social Control subscale of the Demand-Control- Support 

Questionnaire (DCSQ) with Cronbach alpha of 0.82 and Orgnisational Support 

subscale of Job Demands Resources Scale with Cronbach alpha of 0.92. The reason 

to combine scales in the study is to explore the different dimensions of the constructs 

examined by the two different scales and to benefit from the strengths of both. 

Job performance: Measure of job performance was obtained with Individual Work 

Performance Questionnaire (IWPQ) (Koopmans et al., 2014). IWPQ was developed 

to measure individual work performance in a general population (Koopmans, 2015). 

It is suitable for studies involving workers from different types of jobs. It consists of 

18 items measuring three dimensions of work performance, namely, Task 

Performance (5 items with Cronbach alpha 0.79), Contextual Performance (8 items 

with Cronbach alpha 0.83), and Counterproductive Work Behaviour (5 items with 

Cronbach alpha 0.89).  

Likert response scale ranging from 1 to 5 (Never-Rarely-Sometimes-Often-Always) 

was adopted for all scales. 

 

4. Results and Findings 

4.1. Descriptive and Correlations Analyses  

Table 1 shows the results of the descriptive and correlation analyses. The contract 

bank employees have high job demands (x = 3.84, approx. 4 = Often), somewhat job 

control (x = 2.55, approx. 3 = Sometimes) and social support (x = 3.17, approx. 3 = 

Sometimes), and average job performance (x = 2.52, approx. 3 = Sometimes). The 

variables are significantly interrelated, with the least and highest correlation 

coefficients between job demands and job control (.226, p<.001) and between social 

support and job performance (.965, p<.001). 
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Table 1. Descriptive Statistics and Correlations among Variables 

 
**p<.01, *p<.05, N= 420 

Notes: Demo (Demographic Variables), JD (Job Demand), JC (Job Control), SS (Social Support) and 

JP (Job Performance). 

 

4.2. Hypotheses Testing 

The hypotheses were tested by running multiple moderated regression analysis using 

Model 3 of the Process Macro v3.5 for SPSS (Hayes, 2018). In the regression 

equation, job demands, and job performance were entered as predictor (X) variable 

and outcome (Y) variable, and job control and social support as moderator variables 

W and Z, respectively. All variables were mean centred and sample bootstrapping 

(bootstraps set at 5,000) was applied, which is considered an appropriate approach 

to making inferences about direct and moderated effects (Hayes, 2013). Confidence 

interval of 95% is adopted. Heteroscedasticity was assumed and the estimator set at 

HC4. The results are presented in Table 2.  

Hypothesis 1 

To test hypothesis 1, the overall model (job demand, job control and social support) 

was first estimated, then the direct causal relationships (strain hypothesis) of job 

demands, job control and social support to job performance were examined. The 

results in Table 2 show that the overall model explained 95.7% of the variance in job 

performance, indicating that all the job factors together have strong positive causal 

relationship with job performance. For the strain hypothesis, while job demand has 

significant negative causal relationship with job performance (b= -.035, p< .05), job 

control (b= .758, p<.001) and social support (b= 1.166, p<.001) have significant 

positive causal relationship with the outcome variable. This implies that job demands 

decrease job performance, but job control and social support increase it. Social 

support however shows stronger positive causal relationship with job performance 

than job control. Thus, as predicted, job demand is negatively causally related to job 

performance of the contract bank employees in Nigeria, but job control and social 

support are positively causally related to their job performance. Hence, hypothesis 1 

is largely supported. 
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Hypothesis 2 

Hypothesis 2 which predicted that the negative causal relationship between job 

demands and job performance is significantly moderated by job control and social 

support was tested with two-way and three-way interaction analyses. In the two-way 

interaction, job demands x job control and job demands x social support were 

interacted and regressed on job performance. In the three-way interaction, job 

demand was interacted with job control and social support jointly and regressed on 

job performance. The results in Table 2 show insignificant negative two-way 

interaction between job demands and job control (b= -.014, ns), a significant positive 

interaction between social support and job demands (b= .020, p< 0.05) and an 

insignificant three-way interaction among three job factors (ΔR² = .000, b= -.001, 

ns). These results show that only social support moderates the negative effects of job 

demands on job performance among the contract bank employees. Job control 

neither individually in a two-way interaction, nor in conjunction with social support 

in a three-way interaction moderate the negative effects of job demands on job 

performance of the employees. Hypothesis 2 is therefore only partially supported 

with only one moderation effect found (i.e., social support) out of the three expected. 

Table 2. Moderated Regression Analyses for the Effects of JD, JC, and SS on JP 

 
Notes: **p < .001, *p<.01, N = 420 

JD (Job Demand), JC (Job Control), SS (Social Support) and JP (Job Performance) 

 

5. Discussion 

Finding of this study for hypothesis 1 is consistent with the strain hypothesis of the 

JD-C-S model (Johnson & Hall, 1988; Karasek & Theorell, 1990) that employees 

experience job strain and low-level psychological wellbeing when working under 

high job demands, low job control and low social support, which then negatively 

impact their job performance. First, the overall model shows a high predictive value, 

explaining large variance in job performance. Second, all three job factors behaved 

in the hypothesised direction with job demand showing negative causal relationship 
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with the job performance of the contract bank employees, but job control and social 

support positively causally relate to their job performance. By implication, job 

demand induces unhealthy pressures that negatively impact job performance of the 

contract bank employees, but job control and social support may assist the employees 

to reduce and cope with the attendant negative effects of high-work pressure on their 

job performance. When employees have job control or autonomy and feel they have 

the support of their superiors and coworkers, they feel less job stress which provides 

healthy condition and motivating environment to perform. 

These findings align with the general pattern of previous studies. In a review of 

studies on JD-C and JD-C-S models between 1979 and 1997, Van der Doef and Maes 

(1999) found majority of the studies to support the strain hypothesis and more recent 

studies found similar trend (e.g., Rehman et al., 2010; Adil & Baig, 2018; Pozo-

Antúnez et al, 2018; Gerich & Weber, 2020). While few other studies failed to find 

support for the strain hypothesis (e.g., Edimansyah et al., 2008; Pomaki & 

Anagnostopoulou, 2003), the weight of evidence is generally in support of the strain 

hypothesis. However, some studies found support for only one job factor. For 

example, Pozo-Antúnez et al. (2018) found evidence for the positive effect of 

supervisor support on the occupational health of professional accountant but did not 

find the same effect for job control. With the evidence of the present study, the strain 

hypothesis of the JD-C-S model is fully supported and has practical implication for 

promoting conducive work environment that facilitates stimulating work experience, 

occupational health, and job outcomes of contract bank employees in Nigeria. 

With respect to the buffering hypotheses, results show only social support to 

moderate the negative effects of job demands on job performance of the contract 

bank employees. Job control individually, in two-way interaction, or jointly with 

social support, in three-way interaction, does not buffer the negative effects of job 

demands. The failure of job control either alone or jointly with social support to 

moderate the negative effect of job demand is particularly unexpected and this is 

probably because banking operation is highly structured and contract employees 

have little opportunity to use their initiative on the job (low job control) but are 

expected to consult with their superiors and experienced work colleagues to resolve 

work issues (high social support). 

These findings are consistent with the literature which found social support, but not 

job control or a combination thereof to buffer the negative effect of job demands on 

outcome variables. For example, literature deems social support to offer protection 

against perceived occupational stress and seen to moderate the negative effect of 

work pressures and reduce the amount of stress reactions occasioned by high job 

demands (Petarli et al., 2015). As Giorgi et al (2017) explained, support of colleagues 

and superiors when performing tasks, protect health of bank workers against job 

stress and its effects on their work outcomes. Pozo-Antúnez et al. (2018) found the 
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relationship between job demand and perceived occupational health to reduce among 

accounting professionals who can practice their professional skills (a measure of job 

control) and have the support of their superiors (social support). Gerich and Weber 

(2020) also found linear interaction between demand intensity and job control and 

social support on job satisfaction and burnout among Austrian employees and a weak 

curvilinear association between responsibility (one of the three components of job 

demand) and work satisfaction moderated by social support. In contrast, other studies 

found negative or no moderating effects of social support. In their meta-analysis, 

Luchman and González-Morales (2013) found negative interaction between job 

demands and social support in many of the studies. For example, social support did 

not buffer the negative effect of job strain on psychological distress, nor the negative 

effect of job characteristics on the respondents’ wellness and between stressors (i.e., 

role conflict and workload) and psychological wellbeing (Fujishiro, 2005; Pelfrene 

et al., 2002; Pomaki & Anagnostopoulou, 2003). 

Lack of support for the moderation of job demands by job control in this study also 

aligns, on the one hand, with and on the other controverts many previous studies. 

Studies aligning with this finding include Niedhammer et al. (2008) and Pelfrene et 

al. (2002) which failed to find evidence for interaction between job demands and job 

control on psychological distress and health outcomes of workers. Van der Doef and 

Maes (1999) also reported 15 out of 31 studies to partially find support for the 

moderating role of job control on job demands and employee well-being. Studies by 

Macklin et al. (2006) and Meier et al (2008) however did not find job control to 

buffer the negative effect of job demands on job strain/wellbeing. 

Three-way interaction among the three job factors is also less consistently found in 

the literature (Hausser et al., 2010). For example, consistent with the finding of this 

study, Macklin et al. (2006) reported insignificant joint interactive effect of job 

demands x job control x social support on employees’ psychological distress and job 

satisfaction. While Rodrıguez et al. (2001) and Van der Doef and Maes (1999) also 

did not demonstrate the three-way interaction effect, Pisanti et al. (2016) found a 

small but significant three-way interaction effect between the three job factors on 

personal accomplishment among nurses of an Italian academic hospital. Rehman et. 

al. (2010) and Van Yperen and Hagedoorn (2003) also reported similar finding.  

Inconsistencies in findings among studies on the JD-C-S model have been explained 

to be due to heterogeneity among samples, and differences in the work contexts and 

contents of the measurement instruments used by various studies. Among other 

authors, Janssen, Bakker and De Jong (2001) affirm that samples used to test the 

JDCS model should be homogeneous and have similar characteristics as much as 

possible, although they may be heterogeneous with respect to the level of exposure 

of workers to the labour environment variables. In addition, not all professions are 

subject to the same degree of strain, but some occupations tend to combine certain 
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conditions that make workers in those jobs more vulnerable in terms of their physical 

and mental health (Eurofound, 2014). Pisanti et al (2016) also suggested that the 

discrepancies in findings may be due to a lack of match between the kind of 

occupational stressors examined in combination with a specific form of job resource 

(job control and/or social support). De Jonge and Dormann (2006) argued that 

stressors and resources need to address similar domains of functioning (i.e., 

cognitive, emotional, physical) to interact in the prediction of domain specific 

strains. 

 

6. Conclusion 

This study is premised on the relevance of the JD-C-S model (Karasek & Theorell, 

1990) to the precarious work situation and the negative impact on the job 

performance of contract bank employees in Nigeria. Relevance of the model has 

been demonstrated in many studies across professions in Europe and Asia, albeit 

with inconsistent results. Drawing from the postulations of the strain and buffering 

effects of the model, it was hypothesised that: (1) job demands-control-social support 

are directly causally related to the employees’ job performance, with the causal 

relationship of demands being negative and control and support being positive, and 

(2) the negative causal relationships of job demands with the employees’ job 

performance will be positively moderated by job control and social support. 

Consistent with the literature, the results fully support the strain hypothesis, but only 

partially support the buffering hypothesis. While job demands adversely affect job 

performance of the contract bank employees, job control and social support enhance 

it. In addition to social support contributing larger variance in job performance than 

job control, only social support buffers the negative effect of job demands on the 

employees’ job performance. This suggests that the contract bank employees 

probably prefer and consider social support from their superiors and co-workers to 

be more important than job control and this aligns with the views of Petarli et al. 

(2015) that social support is the most important and best situational variable against 

occupational stress. Social support could also promote positive affect and a sense of 

belonging that positively influence the employees’ work behaviours. 

 

6.1. Implications of Study 

This study suggests that the JD-C-S model is relevant and applicable to the Nigerian 

work context, particularly the work condition of the contract bank employees who 

daily contend with precarious work demands which take a high toll on their 

occupational health and work performance. This study therefore fills an important 

gap in literature by extending the cross-cultural and cross-work context validity of 

the model as advocated by Verhoeven et al (2003) and Ibrahim and Ohtsuka (2012) 

https://www.frontiersin.org/articles/10.3389/fpsyg.2016.01082/full#B13
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that studies testing the JDCS model be carried out in non-western settings. The 

inconsistent findings for the buffering effects in literature, including this study, 

therefore suggests the need for a review of the model with further studies to explore 

and account for these inconclusive findings. 

The study also has implication for human resource policies and management 

intervention to help contract bank employees mitigate the negative consequences of 

their employment and work situations. Job redesign with a focus on giving 

employees some leverage to use their initiatives and providing supportive work 

environment and improving the work support system in the banks will help stimulate 

the employees’ work experience and enhance their occupational health and 

performance.  

 

6.2. Limitations and Suggestion for Future Studies 

First, the scope of the study is limited to contract bank employees in Nigeria, which 

implies that the findings may not be generalisable to the entire workforce in the 

Nigerian bank industry. So, caution is advised when applying the findings. Second, 

the study adopted a cross-sectional design which may be limited in its validity. 

Though, longitudinal studies take more time, it may produce more valid results. 

Longitudinal study may provide some insight into whether the relationship among 

the job factors vary over time. Therefore, using the model, future studies should 

adopt longitudinal design to investigate the permanent bank employees whose terms 

of engagement and conditions of work differ from those of contract employees. 

Studies can also consider the demographic and personality implications of the model 

in the Nigerian banks and other work settings. Differences in demographic and 

personality factors may differently influence perception of and reaction to job 

demands. Differences in gender, age, work experience, and workers’ resilience and 

emotional labour may differently determine coping of employees with job demands. 
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