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ABSTRACT

In this study it is aimed to examine role stressors (role ambiguity and role conflict) in the context of their effects on
intention to leave, organizational identification and individual performance. Uncertainty regarding to a spesific role or
the requirements of the role might cause role ambiguity. On the other hand, employees might experience role conflict
depending on incompatible expectations from others or having two or more roles. Role stressors have been analyzed
from various aspects in the literature. Organizational outputs of role stressors takes attention among researches to see
the reflections of role stressors. Within this perspective, role stressors (role ambiguity and role conflict) may increase
employees’ intentions to leave and reduce their organizational identification and performance. For understanding this,
an empirical research was conducted. A questionnaire form prepared and delivered to Police Directorate of Tokat
Province. Collected data analyzed with statistical methods. According to the findings, role ambiguity has a positive and
significant effect on intention to leave, but negative and significant effects on organizational identification and self-
reported individual performance. Additionally, role conflict has a positive and significant effect on intention to leave
but hasn’t any effect on organizational identification and self-reported individual performance. These findings were
discussed in this study.
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1. INTRODUCTION

Today’s business environment requires organizations which have skilled and qualified work teams
in the context of sustainable competitive advantage. It can be said that organizations are more aware
of importance of having skilled and qualified employees who interiorize their organizations and
they focused on required measures in this manner. Nevertheless, complex structures of
organizations and complicated business relations might cause organizations to face some obstacles
such as role stressors (role ambiguity and role conflict). Role ambiguity and role conflict might
obstruct employees to fulfil the requirements of their roles, thus, these concepts cause an employee
to face high level of stress and sanctions (Vukic et al., 2012: 354). Strict regulations or well planned
job descriptions may not be enough alone to deal with role ambiguity or role conflict. Besides that,
organizations need some agents to provide employees to adopt their organizations and works.

In this study, it is aimed to see the reflections of role ambiguity and role conflict in organizational
and individual context. With this aim, intention to leave, organizational identification and individual
performance variables attached to research. These constructs, with their abilities of providing
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information about the situations of organizations and attitudes of employees, can be considered as
good indicators to see the reflections of role ambiguity and role conflict.

2. LITERATURE REVIEW
2.1. Role Ambiquity and Role Conflict

Role stress have attracted attention of researchers since Katz and Kahn (1966) and Rizzo et al.
(1970) explained them as destructive concepts of organizational behavior (Moss, 2014: 33-37).
Role, can be defined as a set of expactations from a person regarding his/her position in a social
group (Shahbaz & Shakeel, 2013: 6). Schuler et al. (1977: 111) mention three main characteristics
of roles; a) roles represent expectations of the individual and the organization, b) roles serve as
boundary between the individual and the organization, c) roles can serve to tie the individual and
the organization to each other. Employees might experience stress in relation with the roles they
have owned. Even if researchers mention a few dimensions for the role stress, it can be said they
generally focus on role ambiguity and role conflict mostly (Jackson & Schuler, 1985: 16; Ambrose
etal., 2014: 1071).

In some cases, roles might not be defined clearly by management and so employees might face with
uncertainty while performing his/her role. Uncertainty regarding to a spesific role or the
requirements of the role might cause role ambiguity. Role ambiguity might emerge when the
expectations from an individual relating to his/her role remain unclear (Keller, 1975: 57; Shahbaz &
Shakeel, 2013: 6). Besides that, employees might experience role conflict depending on
incompatible expectations from others or having two or more roles. When employees feel pressure
to fulfill incompatible expectations and demands from others or required to play two or more roles
simultaneously, these might cause employees to experience role conflict (Liu et al., 2014: 914;
Celik, 2013: 197).

Researchers analyze role stressors from various aspects. While certain amount of studies focusing
on organizational outputs of role stressors such as performance (Celik, 2013), self-efficiency
(Kanbur et al, 2016), employee deviance (Chiu et al., 2015), organizational commitment (Addae et
al., 2008), turnover intention (Hang-Yue et al., 2005; Nazir et al., 2016), job satisfaction (Koustelios
et al., 2004; Madera et al., 2013), some other studies are constructed with the aim of determining
antecedents of role stressors (Rogers & Molnar, 1976; Minnick, 2013; Bravo et al., 2003; Wincent
& Ortqvist, 2009).

2.2. Intention to Leave

Intention to leave is one of the most investigated construct in the literature of organizational
behavior. This is because of intention to leave has a prominent role as an indicator which might
provide reliable information regarding to situations of working environment. In the context of
business management, intention to leave can be defined as employees’ tendency to leave from their
organization in the near future. Intention to leave causes various-mostly undesired-outcomes for
organizations. Principally, intention to leave is a crucial antecedent of actual turnover (Ma et al.,
2009: 179). Researchers take attention on direct or indirect costs of employee turnover such as
advertisement, selection, recruitment and hiring processes (Khan et al., 2016: 7; Hong & Kaur,
2008: 3). Additionally, employee turnover might depress employees who stay within the
organizations (Barutgugil, 2004: 465).

Existence of intention to leave does not mean it will result in an actual turnover, definitely. Even if
intention to leave would not result in employee turnover, however it will cause certain costs and
unfavorable outcomes for the organizations such as deviant behaviors and low performance
(Krishnan & Singh, 2010: 422; Christian & Ellis, 2014: 202). It can be seen that intention to leave
has numerous reflections in the organizational and individual context.

In last decades, dramatical changes observed at capabilities and qualifications of employees
depending on revolutionary changes in production and sales styles. Todays’ workforce gains more
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importance with its improving qualifications, and so, organizations need to develop strategic
approaches for keeping qualified, skilled and experienced employees within the organization
(Soundarapandiyan & Ganesh, 2015). Considering the importance of workforce and numerous
reflections of intention to leave, current study investigates how role ambiguity and role conflict are
effective on intention to leave.

2.3. Organizational Identification

Organizational identification is one of the critical construct in the literature of organizational
behavior (Ashforth & Mael, 1989: 20). Studies commonly mention organizational identification
concept refering to Social Identity Theory which claims that individuals are aware of their own
membership in a social group (Van Gils et al., 2017: 156). Mael and Ashforth (1992: 103) define
organizational identification as “the perceived oneness with an organization and the experience of
the organization’s successes and failures as one’s own”. Dutton et al. (1994: 239) describe
organizational identification as the degree of a member’s defining himself/herself with the same
features which used to define the organization. It can be said that organizational identification
occurs when members adopt the characteristics of an organization. Regarding to an organization
with a distinguished culture, structure or other distinctive characteristics, members of such
organizations likely to experience high level of organizational identification (Dutton et al., 1994:
242-246). Researchers assume that high level of organizational identification will provide positive
outcomes for both employees and organizations. Fuller et al. (2017: 1) declare that employees with
high level of organizational identification show greater organizational commitment, work more
cooperatively with other employees, exhibit higher work effort, and are less likely to quit.
Conversely, members with low level of organizational identification, display weak cognitive and
emotional ties to relevant organization (Zavyalova et al., 2016: 257). Researchers who approach
organizational identification construct from a different standpoint emphasize that high level of
organizational identification might lead to various deleterious consequences such as unethical
behaviors, resistance to organizational change, lower performance, interpersonal conflict, negative
emotions, and reduced well-being (Conroy et al., 2017: 184). Organizational identification is a
concept which may cause researchers to be confused when they need to establish distinguishing
characteristics of organizational commitment and organizational citizenship behavior concepts.
Besides that, organizational identification differs from mentioned concepts regarding to its typical
antecedents and consequences (Mael & Ashforth, 1992: 104).

2.4. Individual Performance

An extended definition of individual performance suggested by Dar et al. (2011: 1) as “an activity
in which an individual is able to accomplish the task assigned to him/her successfully, subject to the
normal constraints of reasonable utilization of the available resources”. Individual performance is
one of the most complicated construct with its variety, components and predictors. Pekdemir (2014:
336) emphasizes knowledge, skills, abilities and behaviors of individuals when describing
individual performance. Researchers mentioned numerous organizational and individual factors
effective on individual performance such as job stress, motivation, communication, leadership
styles, workplace climates, organizational justice etc. (Muda et al., 2014: 74; Igbal et al., 2015: 6;
Cooke & Meyer, 2007: 30; Sokmen et al., 2013: 41).

Individual performance is a key point which is directly related to organizational success (Hassan,
2016: 17; Pekdemir, 2014: 336). Carlos and Rodrigez (2016: 291) suggest that organizational
performance can be understood if individual performance is understood primarily. Therefore,
researchers and practitioners stay focused on techniques and strategies to enhance individual
performance which remains so open to effects of numerous variables mentioned above (Dutton and
Kleiner, 2015; Christiana, 2016). In this context, well-conceived measures to prevent performance
diminishment gain importance as much as measures to increase performance. Understanding factors
which have negative effects on individual performance and eliminating their devastating influences
might be a useful way to keep performance at desired level.
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3. METHODOLOGY

3.1. Aim

The aim of this study is to investigate how role ambiguity and role conflict of employees effect their
intention to leave, organizational identification and performance. Individuals have very different
roles in their lives. Individuals are also involved in a business organization that is part of their lives
and have roles in this organization that are attributed to them. The fact that these roles in the
organization are not fully known by the individuals and their conflict with other roles might be
cause them to become insensitive to their organizations, decrease their commitment, change the
work they have done, leave their work and as a result cause to decrease their performance. In this
context, organizations should not allow any confusion or conflict in the workplace, ensuring that
their employees’ roles are clear and understandable. It should be noted that the ability of
organizations to achieve sustainable competitive advantage depends on the ability of their
employees to understand, accept and accomplish the roles they have.

3.2. Sample, Hypotheses and Limitations

Data was collected from police officers who work under the central units of Police Directorate of
Tokat Province. When deciding the targeted population some criterias were taken into
consideration. First of all, police directorate has specific units. While some units deal with the
managerial issues such as staff management, logistics, training; some other units deal with criminal
cases such as public order, children protection, cyber crime. It can be said managerial units have a
narrow field in contrast to criminal police units. Criminal police units have a large range of
interaction with other stakeholders and citizens. Hence, it can be said officers of criminal police
units might face much more extra-ordinary situations and cases then officers of managerial police
units who generally deal with routine tasks. Therefore regarding to role stressors, collecting data
from criminal police units and excluding managerial police units might be helpful to increase the
reliability of the data. In this context, target population of the research consists of 380 police
officers. Sample consists of 192 employee is statistically acceptable to represent the target
population in the context of 0=0,05 confidence interval and + 0,05 margin of error (Giirbiiz ve
Sahin, 2016: 132). In the research process, 250 questionnaire forms were delivered to central units
of Police Directorate and 198 questionnaire forms were recycled with a response rate of 79.2%, and
incomplete and unreliable questionnaires were not included in the analysis. As a result, the data
contained in the 198 questionnaire forms which represents the target population, was included into
the analysis.

Focusing on the main purpose of the research the following hypotheses were derived.
H1: Role ambiguity has positive and significant effect on intention to leave.

H>: Role ambiguity has negative and significant effect on organizational identification.
Hz: Role ambiguity has negative and significant effect on individual performance.

Ha: Role conflict has positive and significant effect on intention to leave.

Hs: Role conflict has negative and significant effect on organizational identification.
He: Role conflict has negative and significant effect on individual performance.

Limitations of the research can be generally specified as its target population and participants, its
data gathering technique and the measures used used for the research.

3.3. Measures

In the research process, questionnaire technique is used to collect the data. In the context of
questionnaire, Role Ambiguity and Role Conflict Scale is used to measure role ambiguity and role
conflict degree of police officers. This scale is developed by J.R. Rizzo, R. J. House and S. I.
Lirtzman (1970) and revised by Schuler, Aldag and Brief (1977). The scale consists of 14 items, 8
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of which measures role conflict and 6 of which measures role ambiguity. Besides, it has been used
at various studies and its reliability and validity have been proven (Siegall, 2000; Sabuncuoglu,
2008; Basim et al., 2010; Kanbur et al., 2016). The items take place at the scale can be exemplify as
“| feel certain about how much authority I have.” and “I work with two or more groups who operate
quite differently.”. The scale is structured due to seven-point Likert scale (1 = strongly disagree; 7 =
strongly agree). Intention to Leave Scale which is developed by Cammann et al. (1983) and adapted
to Turkish by Mimaroglu (2008) is used to measure intention to leave degree of police officers. The
scale which has one dimension and 3 items, has been used by various researchers (Yiiriir & Unlii,
2011; Sahin, 2011; Giirbiiz & Bekmezci, 2012; Yildirrm & Yirik, 2014) and the validity and
reliability of the scale has been proven. Items of the scale can be exemplify as “I often think about
quitting.” and “I will probably look for a new job in the next year.” and the scale is structured due to
five-point Likert scale (1 = does not apply to me at all; 5 = applies completely to me). Another scale
used at the research is Organizational Identification Scale which is developed by Mael and
Ashforth (1992), adapted to Turkish by Tak and Aydemir (2004) and used at various studies
(Tiiziin, 2006; Karabey & Iscan, 2007; Polat & Meydan, 2010; Turung¢ & Celik, 2010; Kanbur,
2017) and its reliability and validity have been proven. The scale has one dimension and consists of
6 items such as “When someone criticizes my organization, it feels like a personal insult.” and
“When I talk about my organization, I usually say ‘we’ rather than ‘they’”. The scale is structured
due to seven-point Likert scale (1 = completely disagree; 7 = completely agree). Last scale used at
the research is Self-Reported Individual Performance Scale — SRIPS which is developed by Staples
et al. (1999), revised and shortened by Rego and Cunha (2008) and adapted to Turkish by Donmez
(2014). Validity and reliability of the scale was tested and proven at various studies (Rego et al.,
2010; Nguyen & Nguyen, 2012; Ordu, 2016; Kanbur et al., 2017). The scale has one dimension and
consists of 4 items such as “I believe | am an effective employee.” and “My manager believes | am
an efficient worker.”. The scale is structured due to seven-point Likert scale (1 = does not apply to
me at all; 7 = applies completely to me).

3.4. Reliability and Confirmatory Factor Analyses

The internal consistency analysis of the scales of the research were examined with Cronbach Alpha.
Respectively, Cronbach Alpha values were calculated as 84.6% for role ambiguity scale, 73.6% for
role conflict scale, 81.3% for intention to leave scale, 81.5% for organizational identity scale and
83.5% for self-reported individual performance scale. The Cronbach Alpha values of the scales are
above 70%, which is the acceptability limit for reliability. Skewness and kurtosis values of the
research data were examined and found to be between -1 and +1 values, that is, data of the research
is acceptable for analyses and shows normal distribution (Yazicioglu and Erdogan, 2004: 156).

Additionally, Confirmatory Factor Analysis (CFA) was used to test the validity of the scales used in
the research. Findings related to confirmatory factor analysis were presented in Table 1.

Table 1: Confirmatory Factor Analysis

Scales CMIN/DF RMSEA GFI AGFI NFI CFl
RAS 2,239 ,079 ,972 ,926 ,961 ,978
RCS 2,161 ,077 ,956 ,921 ,916 ,938
OIS 2,224 ,079 ,972 ,928 ,951 ,972
SRIPS ,448 ,003 ,997 ,987 ,997 ,998
RAS Role Ambiguity Scale

RCS Role Conflict

OIS Organizational Identification Scale

SRIPS Self-Reported Individual Performance Scale

CMIN/DE | Chi-Square Fit Index Divided by Degrees of Freedom

RMSEA Root Mean Square Error of Approximation

GFlI Goodness of Fit Index

AGFI Adjusted Goodness of Fit Index

NFI Normed Fit Index
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In Table 1, fit measures of confirmatory factor analysis were shown within the context of the
frequently used and accepted reference values (Schermelleh-Engel et al., 2003; Brown, 2015: 74). It
can be said that the role ambiguity scale (RAS), organizational identification scale (OIS), role
conflict scale (RCS) and self-reported individual performance scale (SRIPS) confirm their
unidimensional factor structure and scales of the research have a good fit with their originals. In
addition, unidimensional factor structure of intention to leave intention (ILI) scale was also
confirmed as a result of the factor analysis performed by the basic components method and the
sampling adequacy (KMO) determined as 0,678, while factor loading values found between 0.779-
0.889 and total variance found as 74%.

Research model of the study, which is established depending on the independent variables (role
ambiguity and role conflict) and dependent variables (intention to leave, organizational
identification, self-reported individual performance) of the research, is presented in Figure 1.

Intention to
(Hy) ¥ Leave

w & &
& Role Ambiguity | (}/
w \
i Organizational
a Identification
Q
o 5
[~ Role Conflict _

—~

(Hy) a0

Figure 1: Research Model
4. FINDINGS

Correlation and regression analyses were utilized to determine the relationships between variables
of the research and findings were explained in this part.

4.1. Correlation Analysis and Findings

Correlation analysis was applied to measure the relationships between research variables and
findings were presented as in Table 2.

Table 2: Correlation Analysis and Findings between Variables

Variables 1 2 3 4 5
1 | Role Ambiguity 1

2 | Role Conflict ,206* 1

3 | Intention to Leave ,430* ,224%* 1

4 | Organizational Identification -,334* ,040 | -,158** 1

5 | Self-Reported Individual Performance | -,533* -,077 -,260* | ,299* 1
Correlations are significant at the * p<0.01 and ** p<0.05.

Findings of correlation analysis presented in Table 2 demonstrate that role ambiguity has a positive
and significant correlation with intention to leave (r=,430; p<,01), but negative and significant
correlations with organizational identification (r=-,334; p<,01) and self-reported individual
performance (r=-,533; p<,01). On the other hand, role conflict has a positive and significant
correlation with intention to leave (r=,224; p<,05) but no correlation with organizational
identification (r=,040; p>,05) and self-reported individual performance (r=-,077; p>,05).

4.2. Regression Analysis and Findings

Regression analysis was applied to investigate the relationships between independent (role
ambiguity and role conflict) and dependent variables (intention to leave, organizational identifiation
and individual performance) and findings were presented as in Table 3 and Table 4. Furthermore,
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Durbin-Watson (DW) test performed for measuring autocorrelation in residuals of regression
analysis.

Table 3: Regression Analysis and Findings between Variables (1)
Independent variable: Role Ambiguity

Dependent variables R? F B t p DW
Intention to Leave 18,1 | 44,409 | 430 | 6,664 | ,000* | 10912
Organizational Identification 10,7 | 24,626 | -,334 | -4,963 | ,000* 1,873
Self-Reported Individual Performance | 28,0 | 77,629 | -533 | -8,811 | ,000* 1,925

* Correlations are significant at the p<0.01.

Findings of regression analysis between independent (role ambiguity) and dependent variables
(intention to leave, organizational identifiation and individual performance) presented in Table 3
demonstrate that role ambiguity explains the 18,1% (R?=,181) of the variance of intention to leave,
10,7% (R?=,107) of the variance of organizational identification and 28% (R?=,280) of the variance
of self-reported individual performance. Durbin-Watson test value found between 1,5 — 2,5 and it
can be said there is no autocorrelation in residuals of regression analysis. In this context, it can be
seen that Hy, H2 and Hs hypotheses are supported.

Table 4: Regression Analysis and Findings between Variables (2)
Independent variable: Role Conflict

Dependent variables R? F B t p DW
Intention to Leave 0,50 | 10,355 ,224 3,218 | ,002* 1,852
Organizational Identification 0,02 ,313 ,040 ,559 577 1,948
Self-Reported Individual Performance 0,06 1,162 -,077 | -1,078 | ,282 1,903

* Correlations are significant at the p<0.05.

Findings of regression analysis between independent (role conflict) and dependent variables
(intention to leave, organizational identifiation and individual performance) presented in Table 4
demonstrate that role conflict explains the 0,5% (R?=,050) of the variance of intention to leave, but
role conflict seems not able to explain the variation in organizational identification (R?=,002) and
self-reported individual performance (R?=,006). Durbin-Watson test value found between 1,5 — 2,5
and it can be said there is no autocorrelation in residuals of regression analysis. According to these
results it can be seen that Ha hypothesis is supported, but Hs and He hypothesis are not supported.

Based on the findings of the analyses, revised version of research model shaped as in Figure 2.

" Role Ambiguity
B Role Conflict (@

Figure 2: Revised Research Model

Intention to

%)rganiz,:tional

Identification

Role Stressors

5. CONCLUSION

Today’s organizations ability to meet the changing and transforming needs as a result of
globalization, to ensure a sustainable competitive advantage against their competitors, to achieve
their objectives within the framework of their mission and vision depends on the ability of their
employees to accomplish the roles they have, to identify themselves with their organizations and
their individual performance. But achieving this circumstance and making it sustainable is not an
easy task or situation. Making employees identify with their organizations and their works and
increasing their individual performance requires employees who have clear and understandable
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roles distant from confusion and conflict and who have achievable roles in accordance with their
physical and mental characteristics. Otherwise, employees may experience role ambiguity and/or
role conflict, moreover, this may increase their intentions to leave and reduce their organizational
identification and performance.

Findings which acquired in the context of the main purpose of the study demonstrate that the degree
of role ambiguity of employees has a positive and significant effect on their intention to leave.
When their role requirements are uncertain and not clear and/or employees are not sure how they
can respond to the requirements of the role they have own, employees might feel negative emotions
towards their organizations and/or works and they might increase their intentions to leave.
Glissmeyer et al. (2007) stated that role ambiguity and role conflict have positive and significant
relationship with intention to leave. Adigiizel (2012) reported in his research conducted with nurses
that role ambiguity has a significant and positive effect on intetion to leave. Derin and Demirel
(2013) also explained similar results in their study which has been conducted with the participation
of nurses.

According to the findings in the current study, role ambiguity has a significant and negative effect
on organizational identification. It can be said that in case of high uncertainty regarding to tasks,
authorities and responsibilities, employees fail to built strong ties with their work and their
organization. Consequently, in these cases there will not be a chance to mention about
organizational identification. Polat (2009) reported that role ambiguity has a negative and
significant relationship with organizational identification. Showail et al. (2013) also declared that
role ambiguity is negatively effective on organizational identification.

Due to the findings of this study, it is found that role ambiguity is negatively and significantly
effective on individual performance as well. Uncertainty at tasks, authorities or responsibilities
leads employees to fail to give the right decision about relevant requirements of a role. In order to
keep individual performance high as a desired level, it’s neccessary to provide clear and
understandable roles to employees. Individual performance might reduce dramatically when
requirements of a specific role or the way how to respond relevant requirements remain uncertain.
Ceylan and Ulutiirk (2006) reported that role ambiguity has a negative and significant relationship
with individual performance.

Findings of the current study demonstrate that role conflict degree of employees has a positive and
significant effect on intention to leave. Inconsistent demands or expectations regarding to relevant
work might cause employees to experience role conflict. In such circumstances, employees might
fail to decide to respond to which demands or expectations and might confront dilemma. Thus,
employees might develop negative thoughts towards their work which might lead them to increase
their intention to leave. Acker (2004) stated that role conflict might be a strong predictor of
intention to leave. Onay and Kilct (2011) also found role conflict has a positive and significant
relationship with intention to leave.

According to the findings in the current study, role conflict hasn’t any significant effect on
organizational identification. Regardless of the type of conflict, if it is not well managed, it can lead
to negative emotions of employees towards their organization, decreases in the sense of belonging,
and failure in identifying with the organization. Thus, this study distinguishes from Grene (1978)
and Vora et al. (2007) who mentioned that role conflict is a strong predictor of organizational
identificaton. On the other hand, due to the findings in the current study, role conflict hasn’t any
significant effect on individual performance. Contradictions, conflicts and stalemates can be
experienced in relation to the role in the organization when demands and expectations that are
opposite to each other were confronted. In the context of individual performance, different results
recorded in the literature. While Bilgi¢ (2010) reported that role conflict is a negative predictor of
individual performance, Saranani (2015) explained that role conflict is not able to influence
individual performance.
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Consequently, organizations need to focus on measures to prevent or to decrease the negative
effects of role ambiguity and role conflict. With this purpose, organizations might provide better
conditions for employees to gain adequate knowledge about their roles and how to respond various
requirements. Well planned job descriptions, clearly definiation of hierarchial and organizational
structure, preconditioned procedures to respond in ordinary and extra-ordinary situations might be
helpful to decrease role ambiguity and role conflict degree of employees.

REFERENCES

Acker, M. G. (2004). “The Effect of Organizational Conditions (Role Conflict, Role Ambiguity,
Opportunities for Professional Development, and Social Support) on Job Satisfaction and Intention
to Leave Among Social Workers in Mental Health Care”, Community Mental Health Journal,
40(1):65-73.

Addae, H. M., Praveen Parboteeah, K., & Velinor, N. (2008). “Role Stressors and Organizational
Commitment: Public Sector Employment in St Lucia”, International Journal of Manpower,
29(6):567-582.

Adigiizel, O. (2012). “Isle ilgili Stres, Rol Catismas1 ve Rol Belirsizliginin Beklenen Personel Devri
Uzerine Etkisi: Hemgireler Uzerinde Bir Uygulama”, Uluslararas1 Alanya Isletme Fakiiltesi Dergisi,
4(3):163-1609.

Ambrose, S. C., Rutherford, B. N., Shepherd, C. D., & Tashchian, A. (2014). “Boundary Spanner

Multi-Faceted Role Ambiguity and Burnout: An Exploratory Study”, Industrial Marketing
Management, 43(6):1070-1078.

Ashforth, B. E. & Mael F. (1989). “Social Identity Theory and the Organizations”, Academy of
Management Review, (14):20-39.

Barutcugil, 1. (2004). Stratejik Insan Kaynaklar1 Yonetimi, Kariyer Yaymcilik, Istanbul.

Basim, H. N., Erkenekli, M. & Sesen, H. (2010). “Birey Davranisindaki Kontrol Odaginin Rol
Catismasi ve Rol Belirsizligi Algisi ile Iliskisi: Kamu Sektdriinde Bir Arastirma”, Amme Idaresi
Dergisi, 43(1):145-165.

Bilgi¢, R. (2010). “Ise Iliskin Tutumlar, Is Rolii Algilari ve Algilanan Performans Arasindaki
Mliski”, Amme Idaresi Dergisi, 43(4):67-86.

Bravo, M. J., Peir6, J. M., Rodriguez, 1. & Whitely, W. T. (2003). “Social Antecedents of the Role

Stress and Career-Enhancing Strategies of Newcomers to Organizations: A Longitudinal Study”,
Work and Stress, 17(3):195-217.

Brown, A. T. (2015). Confirmatory Factor Analysis for Applied Research, Second Edition, The
Guilford Press, New York.

Cammann, C., Fichman, M., Jenkins, G. D. & Klesh, J. (1983). “Assessing the Attitudes and
Perception of Organizational Members”. (Ed. S. Seashore, E. Lawler, P. Mirvis, C. Cammann),
Assessing Organizational Change: A Guide to Methods, Measures, and Practices, pp. 71-119,
Wiley, New York.

Carlos, V. S. & Rodrigues, R. G. (2016). “Development and Validation of a Self-Reported Measure
of Job Performance”, Social Indicators Research, 126(1):279-307.

Ceylan, A. & Ulutiirk, Y. (2006). “Rol Belirsizligi, Rol Catigmasi, Is Tatmini ve Performans
Arasindaki iliskiler”, Dogus Universitesi Dergisi, 7(1):48-58.

Celik, K. (2013). “The Effect of Role Ambiguity and Role Conflict on Performance of Vice
Principals: The Mediating Role of Bornout”, Eurasian Journal of Educational Research, (51):195 -
214.

IDEAstudies ideastudiesjournal@gmail.com

371


mailto:ideastudiesjournal@gmail.com

International Journal of Disciplines Economics & Administrative Sciences Studies pp:363-375

Chiu, S., Yeh, S. & Huang, T. C. (2015). “Role Stressors and Employee Deviance: The Moderating
Effect of Social Support”, Personnel Review, 44(2):308-324.

Christian, J. S. & Ellis, A. P. (2014). “The Crucial Role of Turnover Intentions in Transforming
Moral Disengagement into Deviant Behavior at Work™, Journal of Business Ethics, 119(2):193-208.

Christiana, B. V. (2016). “Enhancement of Employee Performance through Competency Mapping
in IT Sector-An Empirical Analysis”, Clear International Journal of Research in Commerce &
Management, 7(9).

Conroay, S., Henle, C. A., Shore, L. & Stelman, S. (2017). “Where There is Light, There is Dark: A
Review of the Detrimental Outcomes of High Organizational Identification”, Journal of
Organizational Behavior, 38(2):184-203.

Cooke, W. & Meyer, D. (2007). “The Effects of Workplace Climates on Employee Performance
Capacities: A Knowledge-Based Perspective. Retrieved from Massachusetts Institute of
Technology”, http://web.mit.edu/sisO7/www/cooke. pdf.

Dar, L., Akmal, A., Naseem, M. A. & din Khan, K. U. (2011). “Impact of Stress on Employees Job
Performance in Business Sector of Pakistan”, Global Journal of Management and Business
Research, 11(6):1-4.

Derin, N. & Demirel, T. E. (2013). “Hemsirelerde Rol Catismas1 ve Rol Belirsizliginin isten
Ayrilma Niyetine Etkisi”, 1. Orgiitsel Davranms Kongresi, Sakarya.

Dénmez, B. (2014). “Pozitif Psikolojik Sermaye ile Ise iliskin Duyussal lyilik Algisi, Is Doyumu,
Isgoren Performansi ve Yasam Doyumu Iliskilerinin Seyahat Acentasi Calisanlar1 Ornekleminde
Incelenmesi”, Yayimlanmamis Doktora Tezi, Mersin Universitesi/SBE, Mersin.

Dutton, J. E., Dukerich, J. M. & Harquail, C. V. (1994). “Organizational Images and Member
Identification”, Administration Science Quarterly, 39(2):239-263.

Dutton, K. & Kleiner, B. (2015). Strategies for Improving Individual Performance in the
Workplace”, Franklin Business & Law Journal, 2015(2):10-18.

Fuller, P. J., Galvin, B. M. & Ashforth, B. E. (2017). “Larger than Life. Narcissistic Organizational
Identification in Leadership”, Organizational Dynamics, DOI: 10.1016/j.orgdyn.2017.06.003.

Glissmeyer, M., Bishop, J. W. & Fass, R. D. (2007). “Role Conflict, Role Ambiguity, and Intention
to Quit the Organization: The Case of Law”,
http://www.swdsi.org/swdsi07/2007_proceedings/papers/458.pdf.

Greene, N. C. (1978). “Identification Modes of Professionals: Relationship with Formalization,
Role Strain, and Alienation”, The Academy of Management Journal, 21(3):486-492.

Giirbiiz, S. & Bekmezci, M. (2012). “Insan Kaynaklar1 Y6netimi Uygulamalarinin Bilgi Iscilerinin
Isten Ayrilma Niyetine Etkisinde Duygusal Bagliligin Aracilik ve Diizenleyicilik Rolii”, Istanbul
Universitesi Isletme Fakiiltesi Dergisi, 41(2):189-213.

Giirbliz, S. & Sahin, F. (2016). Sosyal Bilimlerde Arastirma Yontemleri, Seckin Yaymcilik,
Ankara.

Hang-Yue, N., Foley, S. & Loi, R. (2005). “Work Role Stressors and Turnover Intentions: A Study
of Professional Clergy in Hong Kong”, The International Journal of Human Resource Management,
16(11):2133-2146.

Hassan, S. (2016). “Impact of HRM Practices on Employee’s Performance. International Journal of
Academic Research in Accounting”, Finance and Management Sciences, 6(1):15-22.

Hong, L.C. & Kaur, S. (2008). “A Relationship between Organizational Climate, Employee
Personality and Intention to Leave”, International Review of Business Research Papers, 4(3):1-10.

IDEAstudies ideastudiesjournal@gmail.com

372


mailto:ideastudiesjournal@gmail.com

International Journal of Disciplines Economics & Administrative Sciences Studies pp:363-375

Igbal, N., Anwar, S. & Haider, N. (2015). “Effect of Leadership Style on Employee Performance”,
Arabian Journal of Business and Management Review, 5(5):1-6.

Jackson, S. E. & Schuler, R. S. (1985). “A Meta-Analysis and Conceptual Critique of Research on
Role Ambiguity and Role Conflict in Work Settings”, Organizational Behavior and Human
Decision Processes, 36(1):16-78.

Kanbur, E., Canbek, M. & Ozyer, K . (2016). “Orgiitlerde Rol Belirsizligi ve Rol Catismasinin
Calisanlarin Oz-Yeterlilik Algilar1 Uzerindeki Etkisi”, Orgiitsel Davranis Arastirmalar1 Dergisi, 1
(1):16-34.

Kanbur, E. (2017). “Psikolojik Giiglendirme ve Orgiitsel Ozdeslesme Arasinda Birey-Orgiit
Uyumunun Araci Roli”, Uluslararas1 Sosyal ve Egitim Bilimleri Dergisi, 4(7):63-82.

Kanbur, E., Canbek, M. & Ozyer, K. (2017). “Calisanlarin S.osyal Destek Diizeyleri Ile
Algiladiklar1 Performanslar1 Arasindaki Iligkinin Incelenmesi: Tokat Il Emniyet Miidiirliiglinde Bir
Arastirma”, The Journal of Academic Social Science Studies, (59):309-322.

Karabey, C. N. & Iscan, O. F. (2007). “Orgiitsel Ozdeslesme, Orgiitsel Imaj ve Orgiitsel
Vatandaslik Davranisi Iliskisi Bir Uygulama”, Atatiirk Universitesi Iktisadi Idari Bilimler Dergisi,
21(2):231-241.

Katz, D. & Kahn, R. L (1966). The Social Psychology of Organizations, Wiley, New York.

Keller, R. T. (1975). “Role Conflict and Ambiguity: Correlates with Job Satisfaction and Values”,
Personel Psychology, (28):57-64.

Khan, I., Nawaz, A., Qureshi, Q. A. & Khan, Z. A. (2016). “The Impacts of Burnout, Absenteeism
and Commitment on Intention to Leave”, Journal of Education and Practice, 7(1):5-9.

Koustelios, A., Theodorakis, N. & Goulimaris, D. (2004). “Role Ambiguity, Role Conflict and Job
Satisfaction among Physical Education Teachers in Greece”, The International Journal of
Educational Management, 18(2):87-92.

Krishnan, S. K. & Singh, M. (2010). “Outcomes of Intention to Quit of Indian IT Professionals”,
Human Resource Management, 49(3):421-437.

Liu, A. H., Gould, A. N., Rollins, M. & Gao, H. (2014). “Role Conflict and Ambiguity Confronting
Transnational Business Networkers: Contrasting Social Stigma and Relational Risks for Chinese
and Western Boundary Spanners”, Industrial Marketing Management, (43):911-919.

Ma, J. C., Lee, P. H, Yang, Y. C. & Chang, W. Y. (2009). “Predicting Factors Related to Nurses’
Intention to Leave, Job Satisfaction, and Perception of Quality of Care in Acute Care Hospitals”,
Nursing Economics, 27(3):178-202.

Madera, J. M., Dawson, M. & Neal, J. A. (2013). “Hotel Managers’ Perceived Diversity Climate
and Job Satisfaction: The Mediating Effects of Role Ambiguity and Conflict”, International Journal
of Hospitality Management, (35):28-34.

Mael, F. & Ashforth, E. B. (1992). “Alumni and Their Alma Mater: A Partial Test of The
Reformulated Model of Organizational Identification”, Journal of Organizational Behavior,
13(2):103-123.

Mimaroglu, H. (2008). “Psikolojik Sézlesmenin Personelin Tutum ve Davraniglarina Etkileri: Tibbi

Satis Temsilcileri Uzerinde Bir Arastirma”. Yaymmlanmamis Doktora Tezi, Cukurova
Universitesi/SBE, Adana.

Minnick, W. (2013). “Understanding the Antecedents of Role Stressors in the Safety Professional”,
Journal of Workplace Behavioral Health, 28(2):134-157.

IDEAstudies ideastudiesjournal@gmail.com

373


mailto:ideastudiesjournal@gmail.com

International Journal of Disciplines Economics & Administrative Sciences Studies pp:363-375

Moss, C. L. (2014). “Role Conflict and Role Ambiguity as Predictors of Burnout in Special and
General Education Coteachers”, Yaymlanmis Doktora Tezi, Walden University/College of Social
and Behavioral Sciences, Minneapolis.

Muda, I., Rafiki, A. & Harahap, M. R. (2014). “Factors Influencing Employees' Performance: A
Study on the Islamic Banks in Indonesia”, International Journal of Business and Social Science,
5(2):73-80.

Nazir, T., Bt Ungku, U. N., Nawab, S. & Hussain Shah, S. F. (2016). “Mediating Role of
Organizational Cynicism in Relationship Between Role Stressors and Turnover Intention: Evidence
from Healthcare Sector of Pakistan™, International Review of Management and Marketing,
6(2):199-204.

Nguyen, T. D. & Nguyen, T. T. M. (2012). “Psychological Capital, Quality of Work Life, and
Quality of Life of Marketers: Evidence From Vietnam”, Journal of Macromarketing, (32):87-95.

Ok, S. (2010). “Banka Calisanlarmin Tiikenmislik Diizeylerinin Is Doyumu, Rol Catismasi, Rol
Belirsizligi ve Bazi1 Bireysel Ozelliklere Gére incelenmesi”, Tiirk Psikolojik Danisma ve Rehberlik
Dergisi, 111(21):57-67.

Onay, M. & Kilci, S. (2011). “Is Stresi ve Tiikenmislik Duygusunun Isten Ayrilma Niyeti Uzerine
Etkileri: Garsonlar ve Ascibasilar”, Organizasyon ve Yo6netim Bilimleri Dergisi, 3(2):363-372.

Ordu, A. (2016)."“Lise Ogretmenlerinin Is Doyumlar1 ve Bireysel Performanslar1 Arasindaki Iligki”,
Mustafa Kemal Universitesi Sosyal Bilimler Enstitiisii Dergisi, 13(36):1-19.

Pekdemir, 1. (2014). “Ozerklik ve Odiillendirme Algilarmin Calisan Performanst Uzerindeki
Etkisinde Calisanin Inovasyona Yonelik Davranisinin Aracilik Roliine Yénelik Bir Arastirma”,
Istanbul Universitesi Isletme Fakiiltesi Dergisi, 43(2):332-350.

Polat, M. (2009). “Orgiitsel Ozdeslesn}enin Onciilleri ve Ardillar1 Uzerine Bir Saha Calismas1”,
Yayimmlanmamis Doktora Tezi, Uludag Universitesi/SBE, Bursa.

Polat, M. & Meydan, C. H. (2010). “Orgiitsel Ozdeslesmenin Sinizm ve Isten Ayrilma Niyeti ile
Iligkisi Uzerine Bir Arastirma”, Kara Harp Okulu Savunma Bilimleri Dergisi, 9(1):145-172.

Rego, A. & Cunha, M. P. (2008). “Perceptions of Authentizotic Climates and Employee Happiness:
Pathways to Individual Performance?”, Journal of Business Research, (61):739-752.

Rego, A., Marques, C., Leal, S., Sousa, F. & Cunha, M. P. E. (2010). “Psychological Capital and
Performance of Portuguese Civil Servants: Exploring Neutralizers in The Context of an Appraisal
System”, The International Journal of Human Resource Management, (21):1531-1552.

Rizzo, J. R., House, R. J. & Lirtzman, S. I. (1970). “Role Conflict and Ambiguity in Complex
Organizations”, Administrative Science Quarterly, 15(2):150-163.

Rogers, D. L., & Molnar, J. (1976). “Organizational Antecedents of Role Conflict and Ambiguity in
Top-Level Administrators”, Administrative Science Quarterly, 21(4):598-610.

Sabuncuoglu, T. E. (2008). “Rol Catigmasinin ve Rol Belirsizliginin Tiikenmislik ve Is Doyumu
Uzerindeki Etkilerinin Incelenmesi”, Dokuz Eyliil Universitesi Iktisadi ve Idari Bilimler Fakiiltesi
Dergisi, 23(1):35-49.

Saranani, F. (2015). “Role Conflict and Stress Effect on the Performance of Employees Working in
Public Works Department”, The International Journal of Engineering and Science, 4(6):1-10.

Schermelleh-Engel, K., Moosbrugger, H. & Miiller, H. (2003). “Evaluating the Fit of Structural
Equation Models: Tests of Significance and Descriptive Goodness-of-Fit Measures”, Methods of
Psychological Research Online, 8(2):23-74.

Schuler, P. S., Aldag, R. J. & Brief, A. P. (1977). “Role Conflict and Ambiguity: A Scale
Analysis”, Organizational Behavior and Human Performance, (20):119-128.

IDEAstudies ideastudiesjournal@gmail.com

374


mailto:ideastudiesjournal@gmail.com

International Journal of Disciplines Economics & Administrative Sciences Studies pp:363-375

Shahbaz, W. & Shakeel, A. (2013). “Role Ambiguity and Employees Organization Based Self
Esteem: Moderating Effect of Workplace Spirituality”, 3rd International Conference on Business
Management, Feb. 27-28, Lahore, Pakistan.

Showail, S. J., McLean Parks, J. & Smith, F. L. (2013). “Foreign Workers in Saudi Arabia: A Field
Study of Role Ambiguity, lIdentification, Information-Seeking, Organizational Support and
Performance”, The International Journal of Human Resource Management, 24(21):3957-3979.

Siegall, M. (2000). “Putting the Stress Back into Role Stress: Improving The Measurement of Role
Conflict and Role Ambiguity”, Journal of Managerial Psychology, 15(5):427-440.

Soundarapandiyan, K. & Ganesh, M. (2015). “Employee Retention Strategy with reference to
Chennai Based Ites Industry-An Empirical Study”, Global Management Review, 9(2):1-13.

Sokmen, A., Bilsel, M. A. & Erbil, C. (2013). “Orgiitsel Adaletin Calisan Motivasyonu ve
Performansi Uzerindeki Etkisi: Bankacilik Sektoriinde Bir Arastirma”, Gazi Universitesi Iktisadi ve
Idari Bilimler Fakiiltesi Dergisi, 15(1):41-60.

Staples, D. S., Hulland, J. S. & Higgins, C. A. (1999). “A Self-Efficacy Theory Explanation for The
Management of Remote Workers in Virtual Organizations”, Organization Science, 10(6):758-776.

Sahin, F. (2011). “Lider-Uye Etkilesimi ile Isten Ayrilma Niyeti Arasindaki Iliski Uzerinde
Cinsiyetin Etkisi”, Ege Akademik Bakis, 11(2):277-288.

Tak B. & Aydemir, B. A. (2004). “Orgiitsel Ozdeslesme Uzerine Iki Gérgiil Calisma”, 12.Ulusal
Yonetim ve Organizasyon Kongresi, Bursa.

Turung, O. & Celik, M. (2010). “Algilanan Orgiitsel Destegin Calisanlarin Is-Aile, Aile-Is
Catismasi, Orgjitsel Ozdeslesme ve Isten Ayrilma Niyetine Etkisi: Savunma Sektoriinde Bir
Arastirma”, A.U. SBE Dergisi, 14(1):209-232.

Tiiziin, K. 1. (2006). “Orgiitsel Giiven, Orgiitsel Kimlik Ve Orgiitsel Ozdeslesme Iliskisi;
Uygulamali Bir Calisma”, Yaymnlanmamig Doktora Tezi, Gazi Universitesi/Sosyal Bilimler
Enstitiisii, Ankara.

Van Gils, S., Hogg, M. A., Van Quaquebeke, N. & van Knippenberg, D. (2017). “When
Organizational Identification Elicits Moral Decision-Making: A Matter of the Right Climate”,
Journal of Business Ethics, 142(1):155-168.

Vora, D., Kostova, T. & Roth, K. (2007). “Roles of Subsidiary Managers in Multinational
Corporations: The Effect of Dual Organizational Identification”, Management International
Review, 47(4):595-620.

Vukic, M., Mihailovic, D. & Ninkovic, B. (2012). “Analysis of Stress in The Hotel Industry
Depending on The Work Place”, XIII International Symposium, June 5 - 9, Zlatibor, Serbia.

Wincent, J., & Ortqvist, D. (2009). “A Comprehensive Model of Entrepreneur Role Stress
Antecedents and Consequences”, Journal of Business and Psychology, 24(2):225-243.

Yazicioglu, Y. & Erdogan, S. (2004). SPSS Uygulamali Bilimsel Arastirma Yontemleri, Detay
Yaymecilik, Ankara.

Yildirm, L. B. & Yirik, S. (2014). “Isgorenlerin Is Giivencesi Algilar1 ve Isten Ayrilma Niyetleri
Iliskisi: Belek Bolgesi Bes Yildizli Otel Calisanlar1 Ornegi”, Igdir Universitesi Sosyal Bilimler
Dergisi, (6):123-140.

Yiiriir S. & Unlii O. (2011) . “Duygusal Emek, Duygusal Tiikenme ve Isten Ayrilma Niyeti
Miskisi”, Endiistri Iligkileri ve insan Kaynaklar1 Dergisi, 13(2):81-104.

Zavyalova, A., Pfarrer, M. D., Reger, R. K., & Hubbard, T. D. (2016). “Reputation as a Benefit and
a Burden? How Stakeholders’ Organizational Identification Affects the Role of Reputation
Following a Negative Event”, Academy of Management Journal, 59(1):253-276.

IDEAstudies ideastudiesjournal@gmail.com

375


mailto:ideastudiesjournal@gmail.com

