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Management Summary
Research Problem

In a German hospital, role ambiguity and role conflict were found to be quite high.
Based on the current state of the art, the experience of ambiguity and conflict can have
harmful consequences for organizations such as loss of productivity and quality of work.
Moreover, it can also be harmful for individual outcomes such as job satisfaction and the
experience of occupational stress. However, in order to remedy these negative effects, the
literature clearly states that role ambiguity and conflict should be avoided. Based on this, |
focused on the role of job crafting and supervisor support as moderators with the potential to
buffer against the negative effects of role ambiguity and conflict.

Methods and Results

121 respondents completed an online survey, distributed via personal connections of
the researcher. This survey measured levels of experienced role ambiguity, role conflict,
supervisor support, job crafting behavior, occupational stress and job satisfaction. The results
indicated that role conflict had a significant positive relationship with occupational stress and
a significant negative relationship with job satisfaction. Role ambiguity had no significant
relationship with occupational stress, but the relationship with job satisfaction was
significantly negative. No evidence was found for the assumption about the buffering effects
of supervisor support and job crafting.

Interpretation and Practical Implications

| found that employees who reported from role conflicts were also more stressed and
less satisfied at their workplace. Therefore, it is valuable to counteract the effects of role
conflict. Moreover, | found that employees who reported role ambiguity were less likely to
experience job satisfaction, whereas their occupational stress levels remained unaffected. To
sum up, employers should prevent role conflict (or at the very least aim to reduce it), if they
want to reduce levels of occupational stress. However, if employers want to prevent a
decrease in job satisfaction, they should focus on both preventing or reducing role conflicts
and role ambiguity.

Because none of the introduced moderators show an effect in buffering the effects of
role ambiguity and role conflict, | advise to encourage all parties involved in role conflicts
and ambiguities to find, in a collaborative way, a solution for the effects of the ambiguities
and conflicts. This approach can be facilitated by giving members of a company a workshop
about role ambiguity and role conflict, focusing on how they are embedded within the social

structure of that company.
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Abstract
This study aimed to gain insight into (1) the direct relationship between role ambiguity, role
conflict and occupational stress, as well as job satisfaction, and (2) the moderating role of
supervisor support, and (3) job crafting between these relationships. In doing this, it was
attempted to validate useful buffers for the effects of role ambiguity and conflict in the
context of work. The hypotheses were tested by using a cross-sectional design including an
online survey with a convenience sample. 121 employees were included within this study.
Two multiple regression analyses were performed, revealing that role conflict had significant
effects on occupational stress and job satisfaction. Role ambiguity had only a significant
effect on job satisfaction. The moderation effects were all non-significant. Nevertheless, the
study emphasizes the importance of counteracting against the negative effects of role
ambiguity and conflict.

Key words: role ambiguity, role conflict, supervisor support, job crafting, occupational

stress, job satisfaction
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Introduction

Occupational stress has received increasing research attention in recent years because
of its detrimental effects on individual outcomes such as employee health (Gray, 1999) and
well-being (Gulavani & Shinde, 2014), as well as on organizational outcomes such as higher
error rates and more turnover intentions. Although occupational stress has received different
definitions within literature, the National Institute for Occupational Safety and Health
(NIOSH) and the International Labour Office agreed to define occupational stress “as the
harmful physical and emotional response that occur when job requirements do not match or
exceed a worker’s capabilities, resources, or needs” (Levy, Wegman, Baron, Sokas, &
McStowe, 2018).

Especially within the context of healthcare, occupational stress has been found to
contribute to turnover intentions (Shader, Broome, Broome, West, & Nash, 2001) and higher
mortality rates (Tarnow-Mordi, Hau, Warden, & Shearer, 2000). Moreover, occupational
stress can decrease the compassion, nurses experience for their patients, and this impacts the
quality of treatment towards those patients (Harris, 2001; Laschinger & Leiter, 2006;
Morgan, Semchuk, Stewart, & D’Arcy, 2002). In accordance with this, occupational stress
has been found to diminish the quality of care within hospitals (Teng, Hsiao, & Chou, 2010).
The described findings illustrate the importance of doing research and broadening knowledge
on how to prevent occupational stress to avoid the problematic outcomes, particularly within
the context of healthcare.

Literature (Levy et al., 2018) indicates that factors which increasing occupational
stress can at the same time decrease job satisfaction. Job satisfaction, as defined by
Armstrong (2006), deals with positive feelings and attitudes that employees possess toward
their work. These positive feelings are critical for an organization because they have a
positive effect on organizational outcomes (Spector, 2012) such as commitment and
performance (Bakoti¢, 2016; Yoon & Thye, 2002). Not only is it reasonable to assume that
the same antecedent can influence occupational stress and job satisfaction, researchers have
additionally found that occupational stress and job satisfaction can result in the same negative
outcomes for an organization. For example, turnover intentions were found to be positively
related to high occupational stress, as well as to low job satisfaction (Mosadeghrad, 2013;
Seccombe & Patch, 1995). Furthermore, Kula (2016) demonstrated that employees who
experience high occupational stress and low job satisfaction are at high risk of suffering from

burnout.
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Consequently, | argue that high levels of occupational stress and low levels of job
satisfaction are problematic and should be avoided. Because the findings of Mosadeghrad
(2013), Kula (2016), Seccombe and Patch (1995) indicated that occupational stress, if high,
as well as job satisfaction, if low, affect the same outcomes and can be especially harmful
when combined. Therefore, the identification and prevention of work characteristics that
effect both occupational stress (positively) and job satisfaction (negatively) are desirable and
the focus of this research.

The Relationship between Role Ambiguity/Role Conflict and Occupational Stress and
Job Satisfaction

The literature already provides support for work characteristics which are harmful to
employees’ job satisfaction and their occupational stress level, namely role stress and role
ambiguity. Employees must deal with instructions, requests, and information of different role
senders, as described within Role Theory by Kahn, Wolfe, Quinn, Snoek, and Rosenthal
(1964). In dealing with the requests of colleagues or supervisors, conflicts about various
demands, as well as ambiguity and uncertainty about what is requested, can develop (Tucker,
Jimmieson, & Jamieson, 2018). Role conflict and role ambiguity are often described as role
stressors (Kemp, Kopp, & Kemp, 2013) or job demands (Bakker & Demerouti, 2007). Job
demands, as described by Bakker and Demerouti (2007) within the framework of the Job
Demand Resources model, refer to work characteristics which demand continuous effort and
are linked to psychological expenses.

More precisely, a role conflict develops if somebody is confronted with several
simultaneous requests or applications that cannot be aligned (Bode, Lindemann, & Wagner,
2011; Rizzo, House, & Lirtzman, 1970) or/and requested to execute two or more exclusive
tasks (Kahn et al., 1964). In line with the described development of the conflict, role conflicts
often appear within hospitals because a conflict between complying with safety issues and
high work demands is likely to occur (Tyler & Cushway, 1995). Employees are in conflict as
to which role to fulfil: Should they work as accurately as possible so safety issues are met, or
should they work faster at the expense of those safety issues? Role ambiguity develops if
expectations sent towards an employee are unclear (Singh, 1993) or if the employee is
uncertain about what is asked from him/her (Rubino, Luksyte, Perry, & Volpone, 2009).
Again, safety issues are found to contribute to a higher likelihood of role ambiguity (Tucker
et al., 2018).

Because role ambiguity and role conflict, if not buffered, can demand continuous

effort, | assume that they can be associated with the psychological costs of heightened
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occupational stress and lowered job satisfaction. This assumption is supported by the findings
of Hoppe, Heaney, and Fujishiro (2009), who demonstrated that role conflict is positively
related to occupational stress, and Lobban, Husted, & Farawell (1998) who showed that role
conflict is negatively related to job satisfaction. Moreover, Hoppe et al. (2009) found a
positive relationship between role ambiguity and occupational stress and Lobban et al. (1998)
found a negative relationship between role ambiguity and job satisfaction. To sum up, role
ambiguity and role conflict were indicated to have unfavorable effects on occupational stress
and job satisfaction. Therefore, | hypothesize the following:

Hypothesis 1 (H1): There is a positive relationship between role conflict and
occupational stress (H1a), and there is a positive relationship between role ambiguity and
occupational stress (H1b)

Hypothesis 2 (H2): There is a negative relationship between role conflict and job
satisfaction (H2a), and there is a negative relationship between role ambiguity and job
satisfaction (H2b).

The Moderating Role of Supervisor Support

Because of the unfavorable downstream effects of occupational stress, this study
investigates two moderators which I assume to be useful in counteracting the negative effects
of role ambiguity/role conflict on occupational stress and job satisfaction, by using the
theoretical assumptions of the Job Demand Resources model (Bakker & Demerouti, 2007).

The first moderator is supervisor support which has already received research
attention within the context of occupational stress. Supervisor support, within this study, is
operationalized by the support that employees receive from their supervisors so that only
work-related social support is included (Seiger & Wiese, 2009). According to Yucel (2020)
supervisor support can be considered as a job resource and is assumed to be one of the most
important job resources in the case of nursing professions (Cortese, Colombo, & Ghislieri
2010; Pohl & Galleta, 2017). According to the Job Demand Resources model (Bakker &
Demerouti, 2007), job resources, such as supervisor support, have the properties to buffer
against the effects of job demands so that the negative effects of the job demands are reduced.

To understand the mechanism through which I assume supervisor support is
moderating the effects of role conflict/role ambiguity on occupational stress and job
satisfaction, the work of Hall (2007) and Hamaideh (2011) can be considered.
Communicating with supervisors can evoke useful feedback and advice (Hall, 2007,
Hamaideh, 2011) which can be used to handle the situation of role ambiguity and role

conflict more adequately. That is, if a high amount of role ambiguity and stress is present, the
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presence of job resources in the form of supervisor support can combat occupational stress
more adaptively because these employees are provided with feedback and advice on how to
handle the situation more successfully. This should result in a lower degree of occupational
stress. Moreover, negative thoughts and feelings caused by role ambiguity and conflict can be
shared with supervisors if the necessary support is present (Hall, 2007; Hamaideh, 2011). In
the described case, the situation is evaluated in more positive terms which foster positive
emotions and job satisfaction (Moneke & Umeh, 2013). In line with that reasoning, previous
studies found support for the buffering effect of job resources on the relationship between job
demands and well-being (Bakker, Demerouti, & Euwema, 2005; Hughes & Parkes, 2007;
Stiglbauer, 2016). Occupational stress and job satisfaction can be considered as a negative
and positive indicator of employees’ well-being, respectively. Moreover, supervisor support
was found to decrease occupational stress and increase the commitment of employees
towards their workplace (Abualrub, 2004; Mrayyan, 2009) which is associated with job
satisfaction. Consequently, | hypothesize the following:

Hypothesis 3 (H3): The positive relationship between role conflict and occupational
stress (H3a) and between role ambiguity and occupational stress (H3b) is moderated by
supervisor support, such that the relationship is weaker when employees report high levels of
supervisor support.

Hypothesis 4 (H4): The negative relationship between role conflict and job
satisfaction (H4a) and between role ambiguity and job satisfaction (H4b) is moderated by
supervisor support, such that the relationship is weaker when employees report high levels of
supervisor support.

The Moderating Role of Job Crafting

In addition, I also introduce the moderating role of job crafting because | propose that
role ambiguity and role conflict affect occupational stress and job satisfaction especially
within a context of insufficiently defined roles. This is in line with the assumptions made by
Kahn et al. (1964), who stresses the importance of well-defined roles to prevent influences of
role ambiguity and conflict. Roles are a social construct that entail what is expected of a
specific position (llgen & Hollenbeck, 1991). A lack of clearly defined roles increases the
likelihood that employees experience the negative consequences of role ambiguity and role
conflict on occupational stress and job satisfaction; they cannot check if expectations are
legitimate in the case that their role is not well defined, thus they cannot counteract against
the negative effects. Job crafting can contribute to a good definition of roles (Sluss, Dick, &
Thompson, 2011; Tepper, Lockhart, & Hoobler, 2001).
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Wrzesniewskie and Dutton (2001) divided job crafting into three forms, namely task
crafting, relational crafting, and cognitive crafting. Task crafting describes the situation in
which employees adjust the amount or type of activities that they must carry out. Relational
Crafting describes the situation in which employees try to connect with people of similar
interests or decide with whom to interact. Cognitive crafting is not within the scope of this
research, because it can be contrasted from the two other forms in that it only affects the
perception of employees on a current situation instead of actually changing the circumstances
as done by task- and relational crafting (Wrzesniewskie and Dutton, 2001). Moreover, it can
be assumed that task crafting and relational crafting are influenced by organizational aspects
of the work, such that an organization can influence those aspects of job crafting by easing
possibilities for task and relational crafting. In contrast, cognitive crafting depends more on
the individual and his coping behavior, making it harder for an organization to change this
aspect of job crafting.

In line with the Job Demand Resources model (Bakker & Demerouti, 2007), | argue
that job crafting, as a resource, can buffer the positive effect of role stress on occupational
stress and the negative effect of role stress on job satisfaction. That is, | assume that job
crafting buffers these detrimental consequences. By engaging in task and relational crafting,
employees are more capable of fulfilling the responsibilities of their designated role instead
of struggling with conflict and ambiguity. The fulfilment of working roles and the attributed
goals of this role is key to job satisfaction, as stated by Sander and Scherer (2009).
Additionally, the resources gained through job crafting provide employees with a context in
which they are better able to act according to their preferences, which increases job
satisfaction (Tims, Bakker, & Derks, 2013) and should buffer the negative effects that role
ambiguity and conflict have on the employees’ chance to act according to their preferences.

Additionally, occupational stress should decrease when employees engage in task
crafting because requirements caused by too many roles that exceed the capabilities of the
employees can be adjusted within the context of task crafting, and result in a better
functioning of the employees (Leana, Appelbaum, & Sheychuk, 2009), and in turn, less
stressed employees. Furthermore, by engaging in relational crafting employees aim to
increase their social job resources, like supervisor support (Tims & Bakker, 2010), which |
assume to equip them to deal more efficiently with the effects of role ambiguity and role
conflict. Consequently, relational crafting can provide a context in which buffering effects
against role ambiguity and conflict through supervisor support are more likely. If employees

engage in relational crafting, and therefore have more valuable connections with supervisors,



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 10

the chance that role stressors are buffered because of the relations that were built up, should
be higher. Thus, | hypothesize the following:

Hypothesis 5 (H5): The positive relationship between role conflict and occupational
stress (H5a) and between role ambiguity and occupational stress (H5b) is moderated by job
crafting, such that the relationship is weaker when employees report high levels of job
crafting.

Hypothesis 6 (H6): The negative relationship between role conflict and job
satisfaction (H6a) and between role ambiguity and job satisfaction (H6b) is moderated by job
crafting, such that the relationship is weaker when employees report high levels of job
crafting.

Method
Procedure

| distributed a cross-sectional survey containing the in the material section described
measurements that was administered via Qualtrics, a system that supports the distribution of
surveys. In total, the study was online for 33 days. I used a convenience sample and
approached respondents via personal connections of friends and family members who were
working and had a supervisor. Each respondent received a link to the survey via mobile
phone or email. Upon clicking the link, respondents were displayed the study description,
followed by a consent form which needed to be signed before progressing with the study.
Respondents could decide by themselves where and when to conduct the study and how
much time they needed. The received data were stored within Qualtrics and after finishing the
study imported into SPSS for data-analysis.

Participants

In total, 151 employees of various occupations voluntarily participated within this
study. 30 of them were excluded, since although they filled in the consent form, they did not
answer any questions. Therefore, 121 participants were included in data-analyzation,
resulting in a response rate of 80%. G*Power3 (Faul, Erdfelder, Lang, & Buchner, 2007) was
used for conducting an a priori power analysis to test the linear multiple regression models
using a F test, a small effect size (d = .15), and an alpha of .025. To achieve a power of .95 a
total of 147 participants was needed. Therefore, the study is underpowered.

No demographic information about the participants were collected, because
participants consisted of my personnel connections of which I know most demographical data

and asking about these data could have violated anonymity of participants.
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Materials

The survey (see Appendix A) is a collection of validated measurements and consists
of 39 items. Because some measures were not available in German, | used a process of back-
forth translation to translate the original English items into German (see Appendix B for
original and translated items). First, two native German translators familiar with the English-
speaking culture and the terminology covered by the items translated items from English into
German. Second, a bilingual expert of the German and English language compared the two
translations and decided which translations were more accurate, if differences were noticed.
Third, another bilingual expert of the German and English language translated the items back
into English. The original English items and the back and forth translated English items were
compared and if differences were noticed an agreement between all involved translators were
made on how to improve the translation. Furthermore, for each scale Cronbach’s alpha was
computed to assess internal consistency. Different definitions for an acceptable Cronbach’s
alpha exist, but values of Cronbach’s alpha are mostly defined as being acceptable if they
range from 0.70 to 0.95. (Tavakol & Dennick, 2011).

Role ambiguity. Role ambiguity was measured with the subscale role ambiguity,
developed by Rizzo and colleagues (1970) and validated by Kelloway and Barling (1990).
The subscale entails five items (see Appendix B, Table B1) and has a Cronbach’s alpha of .80
(Kelloway & Barling, 1990). Within this study, Cronbach’s alpha of the scale was .75.
Respondents were asked to evaluate the accuracy of different statements which must be
answered on a 5-point scale, ranging from 1 “completely true” to 5 “completely false”.
Examples items were “I know what my responsibilities are” and “Clear, planned goals and
objectives exist for my job”. I computed an overall mean score for role ambiguity. Within the
original scale, high scores are indicating a low degree of role ambiguity. To be consistent
with the meaning of the other scales used within this research and to make the results more
intuitive, I reversed the total score for role ambiguity such that a high score indicates the
experience of high role ambiguity.

Role conflict. Role conflict was also measured with a subscale developed by Rizzo
and colleagues (1970) and validated by Kelloway and Barling (1990) who identified two
items within the role conflict scale that have a relative low factor loading. Consequently,
these two items were excluded. The subscale has six items (see Appendix B, Table B2) and
answer options range from 1 “completely true” to 5 “completely false”. Example items were
“I work with two or more groups who operate quite differently” and “I receive incompatible

requests from two or more people”. Within this study, Cronbach’s alpha was .68. | computed
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an overall mean score for role conflict. A high score indicates the experience of high role
conflict.

Job satisfaction. Job satisfaction was measured by a scale used by Bacharach and
Mitchell (1982) and Conley, Bacharach and Bauer (1988) which entails five items (see
Appendix B, Table B3). Answer options range from 1 “very dissatisfied” to 4 “very
satisfied”. The scale was validated by Bacharach, Bamberger and Conley (1991) who used
two different samples, one consisting of nurses (Cronbach’s alpha: .90) and one consisting of
engineers (Cronbach’s alpha: .88). For this study, the scale achieved a Cronbach’s alpha of
.85. Respondents were asked to identify how satisfied they are followed by statements like
“The chances your job gives you to do what you are best at”. I computed an overall mean
score for job satisfaction. A high score indicates high job satisfaction.

Job crafting. Job Crafting was measured by using two subscales of the job crafting
questionnaire developed by Slemp and Vella-Drodrick (2013), namely task crafting and
relational crafting (see Appendix B, Table B4). The scale for cognitive crafting was excluded
within this research because this subscale measures perception instead of action (Slemp &
Vella-Drodrick, 2013), and the scope of this research is how active job crafting behavior as
task crafting and relational crafting can be helpful as a buffer within the described
relationships. Respondents had to indicate to which degree they engage in the described
behaviors by using a scale that ranges from 1 “hardly ever” to 6 “very often”. The scale for
task crafting included seven items and had a Cronbach’s alpha of .87. Example questions of
these items are: “Introduce new approaches to improve your work™ and “Choose to take on
additional task at work”. The scale for relational crafting also included seven items and had a
Cronbach’s alpha of .83. Example questions of this items are: “Organise or attend work
related social functions” and “Make an effort to get to know people well at work™. I
computed an overall mean score for job crafting. Because job crafting consisted of two
subscales, | performed a confirmatory factor analysis to validate the one factor solution. The
received factor loading revealed that all items load more than .41 on one factor, which
validated the one factor solution. Moreover, Cronbach’s alpha was .83 for the combination of
the two subscales within this study. Higher scores are indicating more engagement in job
crafting of an employee.

Supervisor support. Supervisor support was measured with the by Yucel and
Minnotte (2016) developed subscale to measure supervisor support (Cronbach’s alpha: 0.85).
For this study, the scale achieved a Cronbach’s alpha of .86. Four items (see Appendix B,

Table B5) were included within the scale, which measured the level of perceived
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responsiveness, understanding and comfort while dealing with supervisors. The answer
option for each item ranged from 1“strongly agree” to 4 “strongly disagree”. I computed an
overall mean score for supervisor support. High scores are indicating a high degree of
supervisor support at work.

Occupational stress. Occupational stress was measured by a single item developed
by Van Laethem et al. (2015) and inspired by the single item of Elo, Leppanen and Jahkola
(2003). The item is “How much stress do you generally experience due to your work?”.
Answers can be ranged from 1 “no stress at all” to 10 “very much stress”. The item was
especially suitable for this research because | aimed to have an indication of general work
stress contrasted to situational work stress.

Data Analysis

| preformed all analyses by using SPSS 26.0 (IBM SPSS Statistics for Windows,
Version 26.0) and defined statistical significance as p <.025 because | conducted two
separate analyses for the dependent variables occupational stress and job satisfaction, such
that | had to correct for chance capitalization.

First, | executed descriptive statistics to evaluate means, standard deviation, the actual
range, and skewness for the research variables. In addition, I performed a reliability analysis
to validate that the translated scales are also valid within a German population by using
Cronbach’s alpha, reported within the method section. Second, | calculated Pearson
correlations between the research variables. To test the hypotheses about moderation (H3,
H4, H5 and H6), I used standardized scores of each independent variable and | created
interaction terms by multiplying standardized scores of role ambiguity with standardized
scores of supervisor support and job crafting, as well as by multiplying standardized scores of
role conflict with standardized scores of supervisor support and job crafting. Moderators were
not centered. | tested hypotheses H1, H3 and H5 by performing a multiple regression
analysis. Occupational stress was used as dependent variable within this model. Role conflict
(H1a) and role ambiguity (H1b), together with the two moderators social support and job
crafting and the interaction terms role conflict x supervisor support (H3a), role ambiguity x
supervisor support (H3b), role conflict x job crafting (H5a) and role ambiguity x job crafting
(H5b) were used as independent variables. | tested hypotheses H2, H4 and H6 using another
multiple regression analysis. Job satisfaction was used as dependent variable within this
model. Role conflict (H2a) and role ambiguity (H2b), together with the two moderators social

support and job crafting and the interaction terms role conflict x supervisor support (H4a),
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role ambiguity x supervisor support (H4b), role conflict x job crafting (H6a) and role
ambiguity x job crafting (H6b) were used as independent variables.

Results
Descriptive Statistics

Within Table 1, | present the bivariate correlations, means and standard deviations for
the study variables. Following the criteria of Cohen (1992), correlations between .10 and .29
are interpreted as small, between .30 and .49 as medium, and above .50 as large. The positive
correlation between role conflict and occupational stress was significant and small (r = .29, p
=.001); higher role conflict scores are associated with higher occupational stress. However,
the correlation between role ambiguity and occupational stress was not significant; higher
role ambiguity scores were not associated with higher occupational stress. The negative
correlation between role conflict and job satisfaction was significant and medium (r = -.31, p
=< .001) and the negative correlation between role ambiguity and job satisfaction was
significant and medium (r = -.39, p = <.001). Higher role conflict scores were associated
with less job satisfaction and higher role ambiguity scores were associated with less job
satisfaction.

Participants indicated to experience low levels of role ambiguity, compared to the
findings of other studies which used the same scale for the measurement of role ambiguity
(Rosenkrantz, Luthans, & Hennessey, 1983; Tunc & Kutanis, 2009), which was also
displayed in the potential- (1.0-5.0) and actual range (1.0-4.0) for the scale of role ambiguity
(see Appendix C, Table C1 for the actual and potential range of all study variables). The
actual range of the scale of role conflict was also 1.0-4.0, whereas the scale potential ranged
from 1.0-5.0. Nevertheless, the skewness of the scales used to measure the research variables

ranged from 0,17 to 0,81, so no violation of normal distribution could be detected.

Table 1
Summary of intercorrelations, Means, and Standard Deviations for Scores on role ambiguity,

role conflict, supervisor support, job crafting, occupational stress, and job satisfaction

Measure M SD 1 2 3 4 5 6
1. Role Ambiguity 2.04 .69 — 36**  -19* -19* -10 -.39**
2. Role Conflict 2.32 .66 — -22* 17 29%* - 31**
3. Support Supervisor  2.87 73 — 34** =11 A49**
4. Job Crafting 3.70 .78 — 30**  37**
5. Occupational Stress  5.86  2.29 —  -.06

6. Job Satisfaction 2.92 .64 —
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Note. Pearson correlations are displayed between study variables. High values on a construct are revealing a
more extreme responding towards the assessed construct, valid for each scale.
*p <.05. **< .01

Assumptions Testing

Prior to presenting my results, | tested the underlying assumptions of the conducted
multiple regression analysis. First, | determined if no multicollinearity within the research
data is present, meaning that the independent variables are not too highly correlated with one
another. None of the dependent variables correlated higher than .04 with each other (see
Table 1), so no issues with multicollinearity are assumable (Tabachnick & Fidell, 2007).
Moreover, by performing collinearity diagnostics | observed that all VIF scores of each study
variable were well below 10 and tolerance scores were all above 0.7 (see Appendix D, Table
D1), indicating in a more formally manner that the variables were not too high correlated.
Second, | performed a Durbin-Watson statistic to assess whether the individual data points
were independent from one another. The value should be as close to two as possible (Kenton,
2020). For the model of occupational stress, the Durbin-Watson value was 1.81. For the
model of job satisfaction, the Durbin-Watson value was 1,711. Third, to test the assumption
of homoscedasticity, | plotted standardized values predicted by the two models against the
standardized residuals. The variations in the residuals are roughly the same for each model
(see Appendix D, Figure D1 and Figure D2), meaning that homoscedasticity was present
within both models. Fourth, to determine if the values of the residuals are normally
distributed, | visually inspected the P-Plot for each model. Although, | detected some slightly
violations for the model of occupational stress and job satisfaction (see Appendix D, Figure
D3 and Figure D4), most data points touch the line, meaning that the residuals are roughly
normal distributed. Finally, to determine the presence of influential cases, | used Cook's
distance values. No values were above one, indicating that no significant outliers were
present within the data set, which made it possible to include all 121 cases within both
analyses.
Hypotheses Testing

First, | performed a multiple regression analysis with the entre method to assess
whether role conflict and role ambiguity predicted occupational stress (H1), and to examine
whether supervisor support (H3) and job crafting (H5) moderated this relationship. The
model predicted occupational stress significantly (F(8, 112) = 3.87, p =<.001, R2=.21). The

coefficient for each independent variable in relation to occupational stress are displayed in
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Table 2. Role conflict significantly predicted occupational stress, b = .29, p = .01; supporting
H1a. However, role ambiguity did not significantly predict occupational stress; not
supporting H1b.

None of the moderation effects approached significance. Therefore, no support for the
hypothesis about the moderating effects of supervisor support, namely H3, and the
moderating effects of job crafting, namely H5, were found. Job crafting significantly
predicted occupational stress (b = .31, p = <.001), more job crafting behavior was associated

with more experience of occupational stress.

Table 2
Coefficients of Multiple Regression Analysis for Predicting Occupational Stress
Unstandardized Standardized

Coefficients Coefficients
Model B Std. Beta t Sig.
Error

Constant 5.93 21 28.39 .00
Role Ambiguity -.35 22 -.15 -1.60 A1
Role Conflict .65 23 29 2.88 .01
Supervisor Support -47 22 -21 -2.15 .03
Job Crafting 71 22 31 3.19 .00
Role Ambiguity x Supervisor -17 .20 -.08 -0.84 40
Support

Role Conflict x Supervisor 22 .20 A1 1.12 .23
Support

Role Ambiguity x Job Crafting .03 21 .01 0.13 .90
Role Conflict x Job Crafting .04 22 .02 0.20 .84

Note. Coefficients of multiple regression analysis. Dependent variable: occupational stress. Independent
variables: role ambiguity, role conflict, supervisor support, job crafting, and the interaction terms (role
ambiguity x supervisor support, role conflict x supervisor support, role ambiguity x job crafting, and role

conflict x job crafting).

| performed another multiple regression analysis with the entre method to assess
whether role ambiguity and role conflict predicted job satisfaction, and to examine whether
supervisor support and job crafting moderated this relationship. The model predicted job
satisfaction significantly (F(8, 112) = 10.10, p = <.001, Rz = .42). The coefficient for each
independent variable in relation to job satisfaction are displayed in Table 3. Role conflict (b =

-.21, p =.02) and role ambiguity (b = -.21, p = .01) both have a significant negative
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relationship with job satisfaction; supporting H2a and H2b, respectively. However, none of
the moderation effect reached significance. Therefore, no support for the hypotheses about
the moderating effects of supervisor support, namely H4, and the moderating effects of job
crafting, namely H6, were found. Supervisor support (b =.31, p = <.001) and job crafting (b
= .25, p =<.001) both had a significant positive association with job satisfaction; more
supervisor support and more job crafting were positively associated with more job

satisfaction.

Table 3
Coefficients of Multiple Regression Analysis for Predicting Job Satisfaction
Unstandardized Standardized

Coefficients Coefficients
Model B Std. Beta t Sig.
Error

Constant 2.96 .05 59.11 .00
Role Ambiguity -13 .05 -21 -2.55 .01
Role Conflict -.13 .05 -21 -2.45 .02
Supervisor Support 20 .05 31 3.74 .00
Job Crafting .16 .05 25 2.97 .00
Role Ambiguity x Supervisor .03 .05 .04 .55 .59
Support

Role Conflict x Supervisor .04 .05 .07 .85 40
Support

Role Ambiguity x Job Crafting -.07 .05 -11 -1.40 .16
Role Conflict x Job Crafting -.10 .05 -.16 -1.91 .06

Note. Coefficients of multiple regression analysis. Dependent variable: job satisfaction. Independent variables:
role ambiguity, role conflict, supervisor support, job crafting, and the interaction terms (role ambiguity x
supervisor support, role conflict x supervisor support, role ambiguity x job crafting, and role conflict x job

crafting).

Discussion

The aim of the study was to investigate whether role ambiguity and conflict are
associated with heightened occupational stress and lowered job satisfaction. In line with the
findings of Lobban et al. (1998) and my hypotheses, | discovered that role- conflict and
ambiguity had a negative relationship with job satisfaction. Moreover, and in line with what
was found by Hoppe et al. (2009), role conflict had a positive relationship with occupational
stress, but in contrast to the findings of Hoppe et al., | found no significant relationship

between role ambiguity and occupational stress. The listed significant results are empirical
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support for the Job Demand Resources model (Bakker & Demerouti, 2007), which proposes
that job demands like role ambiguity and role conflict result in psychological costs, like
heightened occupational stress and lowered job satisfaction. In contrast to the model, the
relationship of role ambiguity and occupational stress was not significant.

The absence of a significant relationship between role ambiguity and occupational
could be explained by the low degree of role ambiguity within this sample; compared to other
studies (e.g., Rosenkrantz et al., 1983; Tunc & Kutanis, 2009) which used the same role
ambiguity scale, respondents in this study reported low degrees of role ambiguity. It could be
that low(er) levels of role ambiguity are not at all perceived as demanding and therefore have
no effect on occupational stress. This reasoning also captures the theoretical tenets of the Job
Demand Resources model, which states that job demands must require continuous effort to
result in psychological costs (Bakker & Demerouti, 2007). If a low level of role ambiguity is
present, it can be assumed that employees do not need to display continuous effort in order to
deal with the low level of role ambiguity. Consequently, it can be assumed that occupational
stress is not affected under said levels of ambiguity.

Next, this study examined if supervisor support could potentially act as a buffer on the
relationship between role conflict and role ambiguity, and occupational stress and job
satisfaction. | found no support for any of these moderating effects. A possible explanation
for the lack of significant results could be that the support of supervisors is not that helpful in
the situation of conflict and ambiguity as initially assumed. Role conflicts and ambiguities are
embedded within the social structure of the employee’s workplace (Ilgen & Hollenbeck,
1991), as such, not only supervisors are involved, but every member of the workplace is
involved. The effects of conflict and ambiguity could be manifested more in the context of
working with colleagues. Within this context, it could be hard for supervisors to display
support because they are not directly involved. Therefore, it would be useful to include
support of colleagues in future research and to make a distinction between supervisor support
and support of colleagues so that it could be investigated as to whether there is a difference
between both types of support in buffering effects of ambiguity and conflict.

Moreover, | studied the moderating role of job crafting on the relationship between
role conflict and role ambiguity, and occupational stress and job satisfaction. | was unable to
find any support for the moderating role of job crafting. Combined, these findings are not in
line with the theoretical assumptions made in the Job Demand Resources model (Bakker &
Demerouti, 2007). The effects of the job demands (role- ambiguity and conflict) were not

moderated by the job resources (supervisor support and job crafting).
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A theoretical explanation for the findings that supervisor support and job crafting did
not buffer against the effects of ambiguity and conflict could be that role conflicts and role
ambiguity are not necessarily perceived as job demands, according to the framework of the
Job Demand Resources model (Bakker & Demerouti, 2007) at low and medium levels. It
could be that, even though role ambiguity and role conflict is experienced by employees, a
cut-off score of how much they are experienced must be met, before counting as demanding,
and that this cut-off score is quite high. It could be that if this cut-off score of ambiguity and
conflict is not met, the employee does not profit from supervisor support or job crafting
behavior for counteracting against the effects of ambiguity and conflict because these effects
were not really explicitly experienced by the employee. This explanation is supported by the
work done by Ebbers and Wijnberg (2017), who found that in some situations role conflict
and role ambiguity can be welcomed by employees because maladaptive work processes are
underlined and can be resolved and no demanding responses are therefore necessary. If this
assumption holds true, a research design which includes only participants scoring in the
highest quarter of role- conflict and ambiguity would be valuable, in detecting possible
moderation effects of supervisor support and job crafting.

Study Limitations

Participants within this study sample indicated to experience only low levels of role
ambiguity, compared to other studies which used the same scale (Rosenkrantz et al., 1983;
Tunc & Kutanis, 2009). This contrast can be due to the fact that | used a convenience sample.
A possible confounding effect of this convenience sample could be that participants who
experienced only low degrees of role ambiguity were much more willing to participate in this
study because they were not confronted with feelings of ambiguity towards their work.
Conversely, employees who experienced high amounts of role ambiguity could have perhaps
avoided filling in the questionnaire. This assumption was supported by the high percentage of
participants who did not fill in the questionnaire after consenting and seeing the questions.
They may have simply not been interested in being confronted by their role ambiguities, and
as a result, stopped answering the questionnaire.

Another explanation that participants indicated to experience only low degrees of role
ambiguity could be caused by social desirability, although the questionnaire was anonymous.
The scale to measure role ambiguity includes questions like “T know what my responsibilities
are”. Indicating that one does not know his/her responsibilities can demand a high degree of
forthrightness, which not everybody may have fulfilled. A social desirability scale could be

included in future research to control for the described assumed confounding effect.
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Moreover, because | used a small convenience sample and approached respondents
via personal connections, it could be that the sample was too homogeneous. Consequently,
the study sample is possibly not as representative as desired. Spector (1987) also states that if
no much variance in the independent variable is obtained (i.e. role ambiguity), and a small
sample size is used (for this study n was 121), the likelihood of finding any significant effect
is lower due to a limited variation of the outcome variable (i.e. occupational stress). A more
diverse research population regarding the experience of role ambiguity would have been
more helpful in detecting possible effects of role ambiguity on occupational stress.

Additionally, it should be noted that the scale for role ambiguity only possessed an
alpha of .68 within this study, whereas an acceptable range for alpha is mostly defined from
.70 t0 .95 (Tavakol & Dennick, 2011). The scale was translated from English into German;
therefore, it could be assumed that some validity of the scale was lost in translation.
Consequently, all results on role ambiguity could possibly be influenced due to the loss in
validity for this scale.

Practical Implications and Recommendations

The findings of this research indicate that role conflict and role ambiguity are both
unfavorable work characteristics with regard to job satisfaction. Job satisfaction was found to
be critical within the work environment of hospitals (Bakoti¢, 2016; Yoon & Thye, 2002) to
reach good work outcomes. Therefore, the experience of role conflicts and ambiguities by
employees should be reduced and aimed by employers to provide an environment in which
good work outcomes are obtained, especially within hospitals. In doing so, employers should
communicate to employees that role conflict and role ambiguity are associated with lessened
job satisfaction and heightened occupational stress, so that employees are motivated to
facilitate the resolving of the conflicts.

As evident from the obtained results, neither supervisor support nor job crafting were
helpful in counteracting the effects or role ambiguity and role conflict. Supervisor support, as
well as job crafting, happen on an individual basis. Because role ambiguity and conflicts are
embedded within a social structure, companies may profit more by using a broader,
organizational wide approach to capture the effects of ambiguity and conflict. More
specifically, companies should encourage supervisors and subordinates to collaborate in
groups to find solutions for effects of ambiguities and conflicts. Furthermore, as indicated by
Ebbers and Wijnberg (2017), by resolving the effects of ambiguity and conflict within
collaboration, work processes can possibly be improved, resulting in an efficient strategy for

work productivity and work satisfaction. This approach can be combined with workshops for



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 21

supervisors and subordinates, intended to increase awareness for the impact that role conflicts
and ambiguities can have and how they are braided within the social structure of a given
company. Mutual understanding of why and how conflicts and ambiguities are present should
help to resolve the effects of these conflicts and ambiguities because each party has more
insight of how the conflict and ambiguity is manifested within their social structure,
facilitating more dialogs instead of discussions between the involved parties (Altorf, 2016).
Conclusion

To conclude, this study highlights the importance of preventing the negative effects of
role conflict on occupational stress and job satisfaction, and of role ambiguity on job
satisfaction. Employers should provide a work environment which facilitates a dialog
between the parties that have conflicts and ambiguities in order to capture and prevent the

negative effects.



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 22

References

Abualrub, R. F. (2004). Job Stress, Job Performance, and Social Support Among Hospital
Nurses. Journal of Nursing Scholarship, 36, 73-78. d0i:10.1111/j.1547-
5069.2004.04016.x

Altorf, H. M. (2016). Dialogue and discussion: Reflections on a Socratic method. Arts and
Humanities in Higher Education, 18, 60-75. do0i:10.1177/1474022216670607

Armstrong, M. (2007). A handbook of human resource management practice. London, UK:
Kogan Page.

Bacharach, S. B., Bamberger, P., & Conley, S. (1991). Work-home conflict among nurses
and engineers: Mediating the impact of role stress on burnout and satisfaction at work.
Journal of Organizational Behavior, 12, 39-53. doi:10.1002/job.4030120104

Bacharach, S., & Mitchell, S. (1982). The quality of working life of professional, technical,
and scientific employees of New York State. Report to the Joint Labor-Management
Committee on Professional Development and QWL. Ithaca, NY: NYSSILR, Cornell
University.

Bakker, A. B., Demerouti, E., & Euwema, M. C. (2005). Job Resources Buffer the Impact of
Job Demands on Burnout. Journal of Occupational Health Psychology, 10, 170-180.
d0i:10.1037/1076-8998.10.2.170

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources model: State of the art.
Journal of Managerial Psychology, 22, 309-328. doi:10.1108/02683940710733115

Bakoti¢, D. (2016). Relationship between job satisfaction and organisational performance.
Economic Research-Ekonomska Istrazivanja, 29, 118-130.
d0i:10.1080/1331677x.2016.1163946

Bode, C., Lindemann, E., & Wagner, S. M. (2011). Driving Trucks and Driving Sales? The
Impact of Delivery Personnel on Customer Purchase Behavior. Journal of Business
Logistics, 32, 99-114. doi: 10.1111/j.2158-1592.2011.01009.x

Cohen, J. (1992). A power primer. Psychological Bulletin, 112, 155-159. doi:10.1037/0033-
2909.112.1.155

Conley, S., Bacharach, S. and Bauer, S. (1988). "Organizational work environment and
teacher career dissatisfaction’, Educational Administrative Quarterly, in press.

Cortese, C. G., Colombo, L., & Ghislieri, C. (2010). Determinants of nurses’ job satisfaction:
The role of work-family conflict, job demand, emotional charge and social support.
Journal of Nursing Management, 18, 35-43. d0i:10.1111/j.1365-2834.2009.01064.x



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 23

Ebbers, J. J., & Wijnberg, N. M. (2017). Betwixt and between: Role conflict, role ambiguity
and role definition in project-based dual-leadership structures. Human Relations, 70,
1342-1365. doi:10.1177/0018726717692852

Elo, A.-L., Leppénen, A., & Jahkola, A. (2003). Validity of a single-item measure of stress
symptoms. Scandinavian Journal of Work, Environment & Health, 29, 444-451. doi:
10.5271/sjweh. 752

Faul, F., Erdfelder, E., Lang, A.-G., & Buchner, A. (2007). G*Power 3: A flexible statistical
power analysis program for the social, behavioral, and biomedical sciences. Behavior
Research Methods, 39, 175-191. doi:10.3758/BF03193146

Gray, P. H. (1999). Mental Health in the Workplace: Tackling the Effects of Stress. London,
UK: Mental Health Foundation. Retrieved from:
http://www.mentalhealth.org.uk/html/content/mh_workplace.pdf

Gulavani, A., & Shinde, M. (2014). Occupational Stress and Job Satisfaction among Nurses.
International Journal of Science and Research, 3, 733-740.

Hall, D. S. (2007). The relationship between supervisor support and registered nurse
outcomes in nursing care units. Nursing administration quarterly, 31, 68-80.
d0i:10.1097/00006216-200701000-00015

Hamaideh S. H. (2011). Burnout, social support, and job satisfaction among Jordanian mental
health nurses. Issues in mental health nursing, 32, 234-242. doi:
10.3109/01612840.2010.546494

Harris, N. (2001). Management of work-related stress in nursing. Nursing Standard, 16, 47-
52. d0i:10.7748/ns2001.11.16.10.47.c3122

Hoppe, A., Heaney, C. A., & Fujishiro, K. (2009). Stressors, resources, and well-being
among Latino and White warehouse workers in the United States. American Journal
of Industrial Medicine. doi:10.1002/ajim.20752

Hughes, E. L., & Parkes, K. R. (2007). Work hours and well-being: The roles of work-time
control and work—family interference. Work & Stress, 21, 264-278.
d0i:10.1080/02678370701667242

llgen, D. R., & Hollenbeck, J. R. (1991) The structure of work: Job design and roles. In: M.
D. Dunnette & L. M. Hough (Eds) Handbook of Industrial and Organizational
Psychology (2nd ed., Vol. 2, pp. 165-207). Palo Alto, CA: Consulting Psychologists
Press.

Kahn, R.L., Wolfe, D.M., Quinn, R.P., Snoek, J.D., Rosenthal, R.A. (1964). Organizational
Stress: Studies in Role Conflict and Ambiguity. Oxford, UK: John Wiley



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 24

Kelloway, E. K., & Barling, J. (1990). Item content versus item wording: Disentangling role
conflict and role ambiguity. Journal of Applied Psychology, 75, 738-742. doi:
10.1037/0021-9010.75.6.738

Kemp, E., Kopp, S.W. and Kemp, E.C., Jr. (2013), Take This Job and Shove It: Examining
the Influence of Role Stressors and Emotional Exhaustion on Organizational
Commitment and Identification in Professional Truck Drivers. J Bus Logist, 34, 33-
45. d0i:10.1111/jbl.12008

Kenton, W. (2020, January 29). Understanding the Durbin Watson Statistic. Retrieved from

https://www.investopedia.com/terms/d/durbin-watson-statistic.asp

Kula, S. (2016). Occupational stress, supervisor support, job satisfaction, and work-related

burnout: Perceptions of Turkish National Police (TNP) members. Police Practice and
Research, 18, 146-159. doi:10.1080/15614263.2016.1250630

Laethem, M. V., Beckers, D. G., Kompier, M. A., Kecklund, G., Bossche, S. N. V. D., &
Geurts, S. A. (2015). Bidirectional relations between work-related stress, sleep quality
and perseverative cognition. Journal of Psychosomatic Research, 79, 391-398. doi:
10.1016/j.jpsychores.2015.08.011

Laschinger, H. K., & Leiter, M. P. (2006). The Impact of Nursing Work Environments on

Patient Safety Outcomes. JONA: The Journal of Nursing Administration, 36, 259-267.
d0i:10.1097/00005110-200605000-00019
Leana, C., Appelbaum, E., & Shevchuk, 1. (2009). Work Process and Quality of Care in Early
Childhood Education: The Role of Job Crafting. Academy of Management Journal, 52,
1169-1192. doi:10.5465/amj.2009.47084651

Levy, B. S., Wegman, D. H., Baron, S., Sokas, R. K., & McStowe, H. L. (2018).
Occupational and environmental health: Recognizing and preventing disease and
injury. New York, NY: Oxford University Press.

Lobban, R. K., Husted, J., & Farewell, V. T. (1998). A comparison of the effect of job
demand, dicision latitude, role and supervisory style on self-reported job satisfaction.
Work & Stress, 12, 337-350. doi: 10.1080/02678379808256871

Moneke, N., & Umeh, O. J. (2013). Factors influencing critical care nurses' perception of
their overall job satisfaction: an empirical study. The Journal of nursing
administration, 43, 201-207. doi:10.1097/NNA.0b013e31828958af

Morgan, D. G., Semchuk, K. M., Stewart, N. J., & D'Arcy, C. (2002). Job strain among staff

of rural nursing homes. A comparison of nurses, aides, and activity workers. The



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 25

Journal of nursing administration, 32, 152-161. doi:10.1097/00005110-200203000-
00008

Mosadeghrad, A. M. (2013). Occupational Stress and Turnover Intention: Implications for
Nursing Management. International Journal of Health Policy and Management, 1, 169-
176. doi:10.15171/ijhpm.2013.30

Mrayyan, M. T. (2009). Job stressors and social support behaviors: Comparing intensive care
units to wards in Jordan. Contemporary Nurse, 31, 163-175.
doi:10.5172/conu.673.31.2.163

Pohl, S., & Galletta, M. (2017). The role of supervisor emotional support on individual job
satisfaction: A multilevel analysis. Applied Nursing Research, 33, 61-66.
doi:10.1016/j.apnr.2016.10.004

Rizzo, J. R., House, R. J., & Lirtzman, S. I. (1970). Role Conflict and Ambiguity in Complex

Organizations. Administrative Science Quarterly, 15, 150. doi: 10.2307/2391486

Rosenkrantz, S. A., Luthans, F., & Hennessey, H. W. (1983). Role Conflict and Ambiguity
Scales: An Evaluation of Psychometric Properties and the Role of Social Desirability
Response Bias. Educational and Psychological Measurement, 43, 957-970.
d0i:10.1177/001316448304300403

Rubino, C., Luksyte, A., Perry, S. J., & Volpone, S. D. (2009). How do stressors lead to

burnout? The mediating role of motivation. Journal of Occupational Health
Psychology, 14, 289-304. doi: 10.1037/a0015284

Sander, D., & Scherer, K.R. (2009). The oxford companion to emotion and the affective

sciences. New York, NY: Oxford University Press.

Seccombe, I. J., & Patch, A. (1995). Recruiting, retaining and rewarding qualified nurses in
1995. Brighton, UK: Institute of Manpower Studies.

Seiger, C. P., & Wiese, B. S. (2009). Social support from work and family domains as an
antecedent or moderator of work—family conflicts? Journal of Vocational Behavior, 75,
26-37. doi:10.1016/j.jvb.2009.03.001

Shader, K., Broome, M. E., Broome, C. D., West, M. E., & Nash, M. (2001). Factors
Influencing Satisfaction and Anticipated Turnover for Nurses in an Academic Medical
Center. JONA: The Journal of Nursing Administration, 31, 210-216.
d0i:10.1097/00005110-200104000-00010

Singh, J. (1993). Boundary Role Ambiguity: Facets, Determinants, and Impacts. Journal of

Marketing, 57, 11-31. doi: 10.1177/002224299305700202



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 26

Slemp, G. R., & Vella-Brodrick, D. A., (2013). The job crafting questionnaire: A new scale
to measure the extent to which employees engage in job crafting. International
Journal of Wellbeing, 3, 126-146. doi:10.5502/ijw.v3i2.1

Sluss, D. M., Dick, R. V., & Thompson, B. S. (2011). Role theory in organizations: A
relational perspective. APA Handbook of Industrial and Organizational Psychology,
Vol 1: Building and Developing the Organization., 505-534. d0i:10.1037/12169-016

Spector, p. E. (1987). Interactive effects of perceived control and job stressors on affective
reactions and health outcomes for clerical workers. Work & Stress, 1, 155-162.
doi:10.1080/02678378708258497

Spector, P. E. (2012). Industrial and organizational psychology: Research and practice.
Hoboken, NY: Wiley.

Stiglbauer, B. (2016). Under what conditions does job control moderate the relationship
between time pressure and employee well-being? Investigating the role of match and
personal control beliefs. Journal of Organizational Behavior, 38(5), 730-748.
d0i:10.1002/job.2165

Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics. Boston,
Massachusetts: Pearson Education.

Tarnow-Mordi, W. O., Hau, C., Warden, A., & Shearer, A. J. (2000). Hospital mortality in
relation to staff workload: a 4-year study in an adult intensive-care unit. Lancet
(London, England), 356, 185-189. doi:10.1016/s0140-6736(00)02478-8

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach's alpha. International journal
of medical education, 2, 53-55. doi:10.5116/ijme.4dfb.8dfd

Teng, C. I, Hsiao, F. J., & Chou, T. A. (2010). Nurse-perceived time pressure and patient-
perceived care quality. Journal of nursing management, 18, 275-284.
d0i:10.1111/j.1365-2834.2010.01073.x

Tepper, B. J., Lockhart, D., & Hoobler, J. (2001). Justice, citizenship, and role definition
effects. Journal of Applied Psychology, 86, 789-796. doi:10.1037/0021-
9010.86.4.789

Tims, M., & Bakker, A. B. (2010). Job crafting: Towards a new model of individual job
redesign. SA Journal of Industrial Psychology, 36. doi:10.4102/sajip.v36i2.841

Tims, M., Bakker, A. B., & Derks, D. (2013). The impact of job crafting on job demands, job
resources, and well-being. Journal of Occupational Health Psychology, 18, 230-240.
d0i:10.1037/a0032141



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 27

Tucker, M. K., Jimmieson, N. L., & Jamieson, J. E. (2018). Role stressors in Australian
transport and logistics workers: Psychosocial implications. Safety Science, 109, 12—
19. doi: 10.1016/j.ssci.2018.05.007
Tunc, T., & Kutanis, R. O. (2009). Role conflict, role ambiguity, and burnout in nurses and
physicians at a university hospital in Turkey. Nursing & Health Sciences, 11, 410-416.
doi:10.1111/j.1442-2018.2009.00475.x
Tyler, P., & Cushway, D. (1995). Stress in nurses: The effects of coping and social support.
Stress Medicine, 11, 243-251. doi: 10.1002/smi.2460110140
Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a Job: Revisioning Employees as Active
Crafters of Their Work. The Academy of Management Review, 26, 179.
doi:10.2307/259118
Yoon, J., & Thye, S. R. (2002). A Dual Process Model of Organizational Commitment Job
Satisfaction and Organizational Support. Work and Occupations, 29, 97-124.
doi:10.1177/073088840202900100
Yucel, D., & Minnotte, K. L. (2016). Workplace Support and Life Satisfaction: The
Mediating Roles of Work-to-Family Conflict and Mental Health. Applied Research in
Quality of Life, 12, 549-575. d0i:10.1007/s11482-016-9476-5
Yucel, D. (2020). Different Types of Work—Family Balance, Social Support, and Job
Satisfaction: A Latent Class Analysis. Applied Research in Quality of Life.
d0i:10.1007/s11482-020-09812-7



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 28

Appendix A
Survey of the Study, as Exported from Qualtrics into Word

Sehr geehrte Damen und Herren,

vielen Dank, dass Sie sich die Zeit nehmen, an meiner Studie teilzunehmen. Die Studie
beinhaltet das Ausfillen einer Fragenliste. Die Ergebnisse werde ich verwenden, um meine
Masterarbeit im Bereich Arbeits- und Organisationspsychologie zu schreiben. Des Weiteren
werden durch das Beantworten der Fragenliste wichtige Informationen in Bezug auf
Rollenkonflikte, Arbeitsstress, Arbeitszufriedenheit, soziale Unterstiitzung und
Arbeitsanpassung evaluiert, anhand derer Arbeitsbedingungen verbessert werden kénnen.
Daher wiirde ich mich sehr freuen, wenn Sie die Fragen vollstandig und wahrheitsgemaf
beantworten wirden.

Ihre Antworten werden vollstandig anonym behandelt und es sind keine Fragen vorhanden,
die zu einer Identifikation Ihrer Person fiihren konnten. Daher ist kein Ruckschluss auf Ihre
Person mdglich. Die Teilnahme an dieser Studie ist freiwillig und Sie haben jederzeit das
Recht, die Studie abzubrechen, ohne dafir eine Begriindung angeben zu missen. Zur
Ausfullung des Fragebogens werden ungefahr 10 Minuten bendtigt. Bei Fragen oder
Anmerkungen zu dieser Untersuchung kdnnen Sie gerne mit mir Kontakt aufnehmen, unter
c.ludwig@student.ru.nl.

Vielen Dank fur lhre Teilnahme,

Christoph Ludwig

Ich bestétige, dass ich einverstanden bin, an der Studie teilzunehmen und dass meine
Daten als Teil einer Masterarbeit auf anonymisierter Weise bearbeitet werden.

ja

nein

Der erste Teil des Fragebogens bezieht sich auf das Erfahren von Rollenstress innerhalb
ihres Arbeitsplatzes. Bitte geben Sie auf einer Skala von 1 bis 5 an, inwiefern die Aussagen
auf Sie zutreffen.

Die Zahlen haben folgende Bedeutungen: 1= nie, 2= selten, 3= manchmal, 4=eher haufig,
5=fast die ganze Zeit

5
(fast die
ganze Zeit)

4 (eher

1 (nie) 2(selten) 3 (manchmal) haufig)
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1. Ich erhalte eine
Aufgabe ohne die
Arbeitskraft/Méglichkeit,
sie zu bewerkstelligen.

2. Ich arbeite mit zwei
oder mehr Gruppen,
die ziemlich
unterschiedliche
Arbeitsweisen haben.

3. Ich muss eine Regel
oder eine Richtlinie
missachten, um eine
Aufgabe auszufiihren.

4. Ich erhalte nicht
miteinander zu
vereinbarende

Forderungen von zwei
oder mehr Menschen.

5. Ich tue Dinge, die
darauf gezielt sind, von
einer Person akzeptiert

zu werden, aber nicht
von den Anderen
akzeptiert werden.

6. Ich erhalte eine
Aufgabe, ohne die
angemessenen
Hilfsmittel und
Materialien, um sie
auszuftihren.

7. Ich fiihle mich sicher
in Bezug darauf, wie
viel Autoritat ich
besitze.

8. Eindeutige, geplante
Zielsetzungen und
Ziele existieren fir

meinen Beruf.

9. Ich weil3, was meine
Verantwortlichkeiten
sind.

10. Ich weild genau,
was von mir erwartet
wird.

11. Die Erklarung, was
getan werden muss, ist
eindeutig.
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Der nachste Teil des Fragebogens beschaftigt sich damit, wie Sie ihre Arbeitsbedingungen
durch bestimmte Verhaltensweisen anpassen. Bitte geben Sie die Intensitat an, mit der Sie
an den folgenden Verhaltensweisen teilhaben bei Benutzung der folgenden Skala: 1= fast
nie, bis 6= sehr haufig. (Notitz: “sehr hdufig” bedeutet so hdufig wie méglich innerhalb lhres
Arbeitsplatzes)

1 (Fast 6 (sehr
nie) héaufig)

12. Einfihrung neuer
Vorgehensweisen, um
Ihre Arbeit zu verbessern

13. Anderung der
Bereiche oder der Arten
von Aufgaben, die Sie bei
der Arbeit verrichten.

14. Einfuhrung neuer
Arbeitsaufgaben, die
besser zu lhrem
Geschick oder lhren
Interessen passen.

15. Entscheidung,
zusatzliche Aufgaben bei
der Arbeit anzunehmen.

16. Bevorzugung zu
Arbeitsaufgaben
aufzeigen, die zu Ihrem
Geschick oder Interessen
passen.

17. Anderung der Art und
Weise, wie Sie lhren
Beruf austiben, um ihn
fur Sie selber erfreulicher
Zu gestalten.

18. Anderung kleinerer
Prozesse, die Sie fir
unproduktiv halten.

19. Teilnahme an
Gemeinschaftsaktivitaten,
um mehr Beziehungen
aufzubauen.

20. Sich Bemihen, Leute
auf der Arbeit gut
kennenzulernen.

21. Organisation oder
Besuch von
arbeitsbezogenen
gesellschaftlichen
Veranstaltungen.
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22. Organisation von
speziellen Ereignissen an
Ihrem Arbeitsplatz (z.B.
das Feiern des
Geburtstages eines
Mitarbeiters).

23. Sich selber
Mitarbeitern, Kunden
oder Klienten vorstellen,
die Sie kennen lernen
mussen.

24. Entscheidung, neue
Angestellten einzuweisen
(offiziell oder inoffiziell).

25. Anfreunden mit
Menschen auf der Arbeit,
die ahnliche Fahigkeiten

oder Interessen haben.

31



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 32

Der nachste Teil beinhaltet Fragen zu lhrer allgemeinen Arbeitszufriedenheit. Bitte geben
Sie auf einer Skala von 1 bis 4 an, wie zufrieden Sie mit den Angaben der folgenden
Aussagen sind: 1= sehr unzufrieden, 2= unzufrieden, 3= zufrieden, 4= sehr zufrieden

4 (sehr

1 (sehr . .
unzufrieden) 2 (unzufrieden) 3 (zufrieden) zufrieden)

26. |hr aktueller
Beruf, wenn Sie ihn
mit Berufen in
anderen
Organisationen
vergleichen.

27. Der Fortschritt
den Sie machen, in
Bezug auf Ihre Ziele,

die Sie sich selbst

fur lhre aktuelle
Position stellen.

28. Die Chancen, die
Ihr Beruf Ihnen gibt,
um auszuliben, was
Sie am besten
konnen.

29. lhr aktueller
Beruf, wenn Sie die
Erwartungen
bertcksichtigen, die
Sie hatten, als Sie
lhren Beruf
angenommen
haben.

30. Ihr aktueller
Beruf im Hinblick auf
lhre
Karriereerwartungen.

Die folgenden Fragen sind darauf gerichtet, wie Sie die Unterstiitzung durch Kollegen und
Vorgesetzte innerhalb Ihres Arbeitsplatzes erfahren. Bitte geben Sie auf einer Skala von 1
bis 4 an, wie Sie den folgenden Aussagen zustimmen: 1= nein, 2= eher nein, 3= eher ja, 4=

ja
1 (nein) 2 (eher nein) 3 (eher ja) 4 (ja)

31. Ich erhalte die
Unterstltzung von
meinen Mitarbeitern,
die ich benétige, um
eine gute Arbeit zu
leisten.



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK

32. Ich habe das
Geflhl, dass ich
wirklich Teil der
Gruppe von
Menschen bin, mit
der ich arbeite.

33. Ich erhalte
Unterstiitzung von
meinen Mitarbeitern,
die mir hilft, mein
arbeits-,
personliches oder
familiares Leben zu
bewaltigen.

34. Mein
Vorgesetzter oder
Manager geht auf
meine Bedurfnisse

ein, wenn ich

familiare oder

personliche
Angelegenheiten zu
erledigen habe (zum
Beispiel: arztliche

Absprachen, Treffen
mit den Lehrern des

Kindes, usw.).

35. Mein
Vorgesetzter oder
Manager zeigt
Verstandnis, wenn
ich Uber personliche
oder familiare
Angelegenheiten
spreche, die meine
Arbeit beeinflussen.

36. Ich fuhle mich
wohl, persoénliche
oder familiare
Angelegenheiten vor
meinem
Vorgesetzten oder
Manager
anzusprechen.

37. Mein
Vorgesetzter oder
Manager kiimmert
sich wirklich um die
Auswirkungen, die

die
Arbeitsanforderungen
an mein personliches
oder familiares Leben
aufweisen.



ROLE AMBIGUITY AND ROLE CONFLICT AT WORK 34

Die nachfolgende Frage beschéftigt sich damit, in welchem Mal3e Sie Stress an ihrem
Arbeitsplatz erfahren. Nutzen Sie bitte die Skala von 1 bis 10, wobei 1 gar keinen Stress
bedeutet und 10 sehr viel Stress.

10
(sehr
viel
Stress)

1 (gar
keinen 2 3 4 5 6 7 8
Stress)

38. Wie
viel
Stress
erleben
Sie
allgemein
durch
lhre
Arbeit?

39. Inwelchem Beruf sind Sie tatig?

Vielen Dank fiir Inre Teilnahmel!
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Appendix B

Original Items for Each Sale followed by Results of Back-Forth Translation

Table B1

Results of Back-Forth translation for the Scale of Role Ambiguity

Original Item

Translation of Item

| feel secure about how much authority |
have.

Clear, planned goals and objectives exist for
my job.

I know what my responsibilities are

I know exactly what is expected of me.

Explanation is clear of what has to be done.

Ich fuhle mich sicher in Bezug darauf, wie
viel Autoritat ich besitze.

Eindeutige, geplante Zielsetzungen und
Ziele existieren fir meinen Beruf.

Ich weil}, was meine Verantwortlichkeiten
sind.

Ich weil} genau, was von mir erwartet wird.

Die Erkl&rung, was getan werden muss, ist

eindeutig.

Table B2

Results of Back-Forth translation for the Scale of Role Conflict

Original Item

Translation of Item

| receive an assignment without the

manpower to complete it.

| work with two or more groups who

operate quite differently.

| have to buck a rule or policy to carry out
an assignment.
| receive incompatible requests from two or

more people.

Ich erhalte eine Aufgabe ohne die
Arbeitskraft/Moglichkeit, sie zu
bewerkstelligen.

Ich arbeite mit zwei oder mehr Gruppen, die
ziemlich unterschiedliche Arbeitsweisen
haben.

Ich muss eine Regel oder eine Richtlinie
missachten, um eine Aufgabe auszufihren.
Ich erhalte nicht miteinander zu
vereinbarende Forderungen von zwei oder

mehr Menschen.
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| do things that are apt to accepted by one
person and not accepted by others.

| receive an assignment without adequate

resources and materials to execute it.

Ich tue Dinge, die darauf gezielt sind, von
einer Person akzeptiert zu werden, aber
nicht von den Anderen akzeptiert werden.
Ich erhalte eine Aufgabe, ohne die
angemessenen Hilfsmittel und Materialien,

um sie auszufihren.

Table B3

Results of Back-Forth translation for the Scale of Job Satisfaction

Original Item

Translation of Item

Your present job when you compare it to

jobs in other organizations.

The progress you are making towards the
goals you set for yourself in your present
position.

The chances your job gives you to do what
you are best at.

Your present job when you consider the
expectations you had when you took the

job.

Your present job in light of your career

expectations.

Ihr aktueller Beruf, wenn Sie ihn mit
Berufen in anderen Organisationen
vergleichen.

Der Fortschritt den Sie machen, in Bezug
auf lhre Ziele, die Sie sich selbst fir Ihre
aktuelle Position stellen

Die Chancen, die lhr Beruf Ihnen gibt, um

auszuiben, was Sie am besten kdnnen

Ihr aktuller Beruf, wenn Sie die
Erwartungen beriicksichtigen, die Sie
hatten, als Sie Ihren Beruf angenommen
haben.

Ihr aktueller Beruf im Hinblick auf Ihre

Karriereerwartungen.

Table B4

Results of Back-Forth translation for the Scale of Job Crafting

Scale

Original Item

Translation of Item

Task Crafting

improve your work

Introduce new approaches to  Einfuihrung neuer

Vorgehensweisen, um lhre

Arbeit zu verbessern
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Relational Crafting

Change the scope or types of
tasks that you complete at

work

Introduce new work tasks
that better suit your skills or

interests

Choose to take on additional
tasks at work

Give preference to work
tasks that suit your skills or
interests

Changes the way you do
your job to make it more

enjoyable for yourself

Change minor procedures
that you think are not
productive

Engage in network activities
to establish more

relationships

Make an effort to get to

know people well at work

Organise or attend work

related social functions

37

Anderung der Bereiche oder
der Arten von Aufgaben, die
Sie bei der Arbeit
verrichten.

Einflihrung neuer
Arbeitsaufgaben, die besser
zu Ihrem Geschick oder
Ihren Interessen passen.
Entscheidung, zuséatzliche
Aufgaben bei der Arbeit
anzunehmen.

Bevorzugung zu
Arbeitsaufgaben aufzeigen,
die zu Ihrem Geschick oder
Interessen passen.
Anderung der Art und
Weise, wie Sie Ihren Beruf
ausiiben, um ihn fir Sie
selber erfreulicher zu
gestalten.

Anderung kleinerer
Prozesse, die Sie fur
unproduktiv halten.
Teilnahme an
Gemeinschaftsaktivitéten,
um mehr Beziehungen
aufzubauen.

Sich Bemihen, Leute auf
der Arbeit gut
kennenzulernen.
Organisation oder Besuch

von arbeitsbezogenen
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Organise special events in
the workplace (e.g.,
celebrating a co-worker's
birthday)

Introduce yourself to co-
workers, customers, or

clients you have to met

Choose to mentor new
employees (officially or
unofficially)

Make friends with people at

work who have similar skills

38

gesellschaftlichen
Veranstaltungen.
Organisation von speziellen
Ereignissen an Ihrem
Arbeitsplatz (z.B. das Feiern
des Geburtstages eines
Mitarbeiters).

Sich selber Mitarbeitern,
Kunden oder Klienten
vorstellen, die Sie kennen
lernen missen.
Entscheidung, neue
Angestellten einzuweisen
(offiziell oder inoffiziell).
Anfreunden mit Menschen
auf der Arbeit, die &hnliche

or interests

Fahigkeiten oder Interessen

haben.

Table B5

Results of Back-Forth translation for the Scale of Supervisor Support

Original Item

Translation of Item

My supervisor or manager is responsive to
my needs when | have family or personal
business to take care of—for example,
medical appointments, meeting with child’s

teacher, etc.

My supervisor or manager is understanding
when | talk about personal or family issues

that affect my work.

Mein Vorgesetzter oder Manager geht auf
meine Bedurfnisse ein, wenn ich familidre
oder personliche Angelegenheiten zu
erledigen habe (zum Beispiel: arztliche
Absprachen, Treffen mit den Lehrern des
Kindes, usw.).

Mein Vorgesetzter oder Manager zeigt
Verstandnis, wenn ich tber personliche oder
familidare Angelegenheiten spreche, die

meine Arbeit beeinflussen.
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| feel comfortable bringing up personal or
family issues with my supervisor or
manager.

My supervisor or manager really cares
about the effects that work demands have

on my personal and family life.

Ich fiihle mich wohl, personliche oder
familiare Angelegenheiten vor meinem
Vorgesetzten oder Manager anzusprechen.
Mein Vorgesetzter oder Manager kiimmert
sich wirklich um die Auswirkungen, die die
Arbeitsanforderungen an mein personliches

oder familiares Leben aufweisen.
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Appendix C
Actual- and Potential Range of Study Variables
Table C1

Psychometric Properties of the Study Variables

Range
Variable n Potential Actual
Role Ambiguity 121 1.0-5.0 1.0-4.0
Role Conflict 121 1.0-5.0 1.0-4.0
Support Supervisor 121 1.0-4.0 1.0-4.0
Job Crafting 121 1.0-6.0 1.6-5.2
Job Satisfaction 121 1.0-4.0 1.0-4.0

Occupational Stress 121 1.0-10.0 1.0-10.0
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Appendix D
Assumption Testing of Multiple Regression Analysis
Table D1

Collinearity Statistics for independent variables

41

Collinearity Statistics

Variable Tolerance VIF

Role conflict ,713 1,401
Role ambiguity 776 1,289
Supervisor support , 157 1,322
Job crafting , 7142 1,348

Note. To fulfill the assumption of no multicollinearity, tolerance scores should be above 0.2 and VIF scores

should be well below 10, which is the case for the displayed research variables.
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3 1 0 1 2 3

Regression Standardized Predicted Value

Figure D1. Scatterplot for standardized values predict by the model for occupational stress,

against the standardized values that were obtained for the prediction of occupational stress.
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Scatterplot

Dependent Variable: JobSatisfaction
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Regression Standardized Residual

Figure D2. Scatterplot for standardized values predict by the model for job satisfaction,
against the standardized values that were obtained for the prediction of job satisfaction.

Normal P-P Plot of Regression Standardized Residual
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Figure D3. P-plot for the model of occupational stress. Normal distribution of residuals is

indicated if data points lie close to the diagonal line.
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Normal P-P Plot of Regression Standardized Residual
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Figure D4. P-plot for the model of job satisfaction. Normal distribution of residuals is

indicated if data points lie close to the diagonal line.



