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ABSTRACT: Role ambiguity and role conflict as role stress sources and turnover intention have been studied 

with various variables such as job satisfaction, organizational commitment, or organizational culture by some 

researchers. Then in this study we tried introduce the effect of role stress sources on intention to leave the work. 

Research of the study is applied at a State University in Ankara/Turkey. Role stress sources or role perceptions 

are held as role ambiguity and role conflict. The sample is consisted of 297 research assistants of the university 

from different departments. Role conflict and role ambiguity questionnaires applied to the research assistants. 

The results of the study demonstrated that multiple linear regression analysis is performed to determine effects 

of role conflict and role ambiguity on intention to leave work of research assistants. The results of multiple 

regression analysis are statistically significant (F (2,294) = 38,378, p <, 001).  The adjusted R square value is 

0,20. This result shows that 20 percent of the intention to leave the work is explained by role conflict and role 

ambiguity. According to the multiple regressions analysis performed, while the role ambiguity affects intention 

to leave the work significantly and negatively, the role conflict effects intention to leave the work significantly 

and positively.  

KEYWORDS: Intention to leave the work, role ambiguity, role conflict, role perceptions, role stress sources, 

turnover intention. 

 

I. INTRODUCTION 
This element question is determinant of this study: Do the role conflict and ambiguity of research 

assistants have effect on intention to leave the University? The aim of this study also is to see if it contains 

parallel results with previous outcomes. Before moving on to the topic, it is to give some concept explanations 

and previous studies about in introduction.   

Role ambiguity and role conflict as role stress sources and turnover intention have been studied by 

some researchers. Madera, Dawson and Neal‟s (2013) research shows that managers who perceived a positive 

diversity climate also reported less role ambiguity and role conflict, but more job satisfaction. Role ambiguity 

and role conflict mediated the relationship between perceived diversity climate and job satisfaction [1]. Liu et 

al.‟s (2011) study shows that user–developer conflict and role ambiguity have a negative impact on performance 

estimation difficulty, which negatively affects project performance [2]. Leo et al.‟s (2015) multilevel modeling 

analysis shows that perceptions of team conflict and cohesion, at the interpersonal and inter-team levels, can 

predict changes in collective efficacy. However, individual perceptions of role ambiguity and role conflict were 

not relevant in establishing a team's confidence [3]. Wu and Norman‟s study (2006) shows that their study‟s 

descriptive and inferential statistical analysis of the data revealed a positive relationship between job satisfaction 

and organizational commitment, and a negative relationship between job satisfaction and role conflict and 

ambiguity [4]. Rasit and Isa‟s (2014) findings indicate that comprehensive performance measurement system 

informational characteristics would reduce managers‟ role ambiguity [5]. Belias et al.‟s (2015) research findings 

show that role conflict was negatively correlated with job satisfaction [6]. Wong et al.‟s (2015) research models 

results assert that organizational commitment was also negatively associated with turnover intention and there 

was an additional direct positive relationship between job strain and turnover intention [7]. Bıyık et al‟s (2016) 

study show that organizational commitment had no mediating effect on the effect of ethical climate on turnover 

intention [8].  

According to Sökmen and Şimşek‟ (2016) study results of regression analysis organizational 

commitment had a significant effect on turnover intention [9]. Ekmekçioglu and Sökmen‟ (2016) study results 

reveal that perceived organizational support had a significant and negative impact on employee‟s turnover 

intention and had a significant and positive impact on organizational commitment, and organizational 

commitment had a significant and negative impact on employee‟s turnover intention [10]. Kim et al. (2015) 

refers role stress, job attitude, and turnover intention in their study and their study‟s results show that the 
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psychosocial support function showed a significant relationship with all variables in the model (i.e., a positive 

effect on job satisfaction and organizational commitment, but a negative effect on role conflict, role ambiguity, 

and turnover intention). The relationships were not significant between the career development function and role 

ambiguity, between role modeling and role ambiguity, or between role ambiguity and turnover intention [11]. 

The academic staff which is the subject of the study is key element and play critical and central roles in 

higher education institutions. Role ambiguity and role conflict have dysfunctional effect on both the individuals 

and organizations. The studies of role ambiguity and role conflict amongst the academic staff are therefore 

crucial for effectiveness and productivity of university organizations. Also those role stress sources may cause 

intention to leave university among academic staff. Occasionally research assistants may have difficulty in 

doing their studies and obedience to authority in their proficient. The principle of chain of command and the 

principle of unity of command and direction may be broken in their occasions and they have to meet dual or 

multiple requests from not only one superior but other superiors in the same scientific field. Making reference to 

Schafer (1998), Dilshad and Lateef (2011) in their study of faculty perception at university level stated that 

stress does have some positive effects and cited Greenberg (2009) that “role overload, role insufficiency, role 

ambiguity and role conflict” are the causes of occupational stress. Literature has recorded the existence of role 

ambiguity and role conflict among the academic and administrators of universities [12] [13] [14] [15] and that 

academics experience higher occupational stress than other staff  [16]. There are also documented evidence that 

demographic variables have diverse effect on role ambiguity and role conflict [16] [17] [18] [19] [20] [21]. 

 

II. THEORETICAL FRAMEWORK 
Theoretical frame consists of role theory, role stress sources (role perceptions), role ambiguity, role conflict, and 

intention to leave the work (turnover intention) concepts. 

 

2.1. Role Theory 

The constant interaction between an individual and other people is called the socialization process. It is 

in this process that an individual assumes a role, position, status, or responsibility that is required or demanded 

for a particular context. Social psychology literature mentions that the study of role theory dates back to the 

1930s. In the organizational context, the study of this theory dates back to the period between 1950 and 1960, in 

which the first researchers were Kahn, Wolfe and Quinn [29], which at the time already started to point on the 

existence of organizational tensions in workers while they performed their tasks [22]. 

Role theory as a research domain encompasses several sub-domains and includes knowledge 

development across many disciplines  [23]. In one of the earliest attempts to provide scope for role theory and 

summarize prior study findings, Thomas and Biddle (1966) frame the sub-domain of conflict as one endpoint on 

a continuum that has consensus on the opposite end. Conflict and ambiguity have been recognized to cause 

stress; thus, within larger role theory, “role stress” has largely come to encapsulate three types: 1) role conflict is 

the degree of incompatibility associated with role expectations; 2) role ambiguity is the degree to which clear 

information and expectations are lacking; and 3) role overload is the degree to which expectations exceed 

individual's abilities and motivation to perform tasks   [24] [25] [26]. 

At this point it is to add depth to the subject within organization theory framework. According to 

Rizzo, House, and Lirtzman (1970) in classical organization theory the principle of chain of command and the 

principle of unity of command and direction have implications for role conflict in complex organizations. 

According to the chain-of-command principle, organizations set up on the basis of hierarchical relationships 

with a clear and single flow of authority from the top to the bottom. It must be more satisfying to members and 

result in more effective economic performance and goal achievement than non-authority flow organizations. A 

single chain of command provides more effective control and coordination for top management and it is also 

accordant with the principle of unity of command  [27]. 

The unity of command is very important concept because it upholds an organization structure from 

confusion and conflict. The concept of unity of command implies that for any action an employee should 

receive orders from one superior only, and that there should be only one leader and one plan for a group of 

activities having the same objective. No employee should be made to receive orders from two or more superiors 

since nobody can serve two or more masters at the same time. The essence of this principle is that the structure 

of an organization should keep a member from being caught in the crossfire of incompatible orders or 

incompatible expectations from more than one superior  [27]  [28].  

Dual or multiple commands may cause conflict of authority and fix up of responsibility may become 

very difficult. Such an arrangement is intended to ensure systematic and consistent reporting, evaluation, and 

control of the work of the subordinate. This prevents also the allocating of time and effort according to 

individual preferences, rather than according to the demands of the task, or the directions of superiors. 

Subordinates cannot play one superior against another and thus prevent accurate evaluation of performance. 
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Role theory has been used in a number of areas from sociology to marketing to study role conflict and 

role ambiguity in a number of different settings, such as salesperson-firm (e.g., [33]), work-family (e.g., [34]), 

and gender roles (e.g., [31]). Researchers in the areas of marketing, sales management, and cross-border 

businesses have found that role conflict diminishes both job performance and work satisfaction (e.g., [35] [36] 

[37] [38] [39] [40]). In firms and networks, role conflicts may result in frustration, burn-out, behavior problems, 

and organizational inefficiency. Role ambiguity can also produce negative attitudes and diminish performance 

and effectiveness (e.g. [39]). Sign and Roads (1991) note that in comparison with role conflict, role ambiguity is 

more open to managerial intervention within one organization  [32] [41]. 

 Role theory states that, when the behaviors expected of an individual are inconsistent he will 

experience stress, become dissatisfied, and perform less effectively than if the expectations imposed on him did 

not conflict. Role conflict can therefore be seen as resulting from violation of the two classical principles and 

causing decreased individual satisfaction and decreased organizational effectiveness [27]. Both classical 

organization theory and role theory deal with role ambiguity. According to classical theory, every position in a 

formal organizational structure should have a specified set of tasks or position responsibilities. Such 

specification of duties, or formal definition of role requirements, is intended to allow management to hold 

subordinates ac- countable for specific performance and to provide guidance and direction for subordinates. If 

an employee does not know what he has the authority to decide, what he is expected to accomplish, and how he 

will be judged, he will hesitate to make decisions and will have to rely on a trial and error approach in meeting 

the expectations of his superior. Role theory likewise states [29]  that „role ambiguity-lack of the necessary 

information available to a given organizational position-will result in coping behavior by the role incumbent, 

which may take the form of attempts to solve the problem to avoid the sources of stress, or to use defense 

mechanisms which distort the reality of the situation. Thus, according to role theory, ambiguity should increase 

the probability that a person will be dissatisfied with his role, will experience anxiety, will distort reality, and 

will thus perform less effectively [27].  

Work events carry ambiguities and complexities. Some could be ambiguous because they are unusual 

or unprecedented and others could push the limits of people. The sheer quantity of work events requiring 

attention can generate overload. National culture should be taken into consideration in this context. For 

example, Hofstede's description of uncertainty avoidance suggests that managers in cultures rated high on this 

quality will often be particularly susceptible to stressful events. Managers in high-masculinity cultures will tend 

to have achievement and assertiveness goals that expose them to stressful work events. Role stresses can also 

originate in role structures. Role senders can have ambiguous expectations from workers. Role senders can also 

create conflicting expectations by communicating incompatible or difficult-to-prioritize requirements. Role 

sender overload can occur from time-consuming requirements to review actions with many parties. Structurally 

rooted role stresses (role ambiguity and role conflict) are likely to be especially noticed in cultures in which 

uncertainty avoidance is high. When power distance is high, people can legitimately manage work events 

through recourse to an unambiguous, unitary source-feared power holders or a dominating bureaucracy. The 

argument from bureaucratic management theory is that the unitary basis for interpreting events characteristic of 

high-power-distance contexts should reduce role stress. In this view, authority simplifies control patterns and 

thus removes opportunities for role stresses introduced through the confusions of complex participative 

processes [30].  

Role theory focuses on the discordant, incompatible, or ambiguous expectations resulting from role 

dynamics in the work environment [29]. There are two important concepts in role theory. One of the is role 

conflict, in which “individuals are confronted with situations in which they may be required to play a role which 

conflicts with their value systems or to play two or more roles which confront each other” and the other is role 

ambiguity, in which “the single and multiple roles which confront the individual may not be clearly articulated 

in terms of behaviors of performance levels expected” [31]. 

 

2.2. Role Stress Sources (Role Perceptions) 

One source of stress regularly encountered by most individuals is role stress. Role stress consists of two 

important constructs, namely, role ambiguity and role conflict [42]. The potential effects of conflict and 

ambiguity are costly, not only to the individual in terms of emotional consequences such as high job-related 

tension and low job satisfaction, but also to the organization in terms of lower quality of performance and higher 

turnover [43]. Both role conflict and ambiguity have been associated with job dissatisfaction, job-induced 

tension, lower organizational commitment, and propensity to leave an organization [44]. Role conflict and role 

ambiguity was investigated in relation to structural and interpersonal variables. Role conflict was not related to 

either structural or interpersonal variables in a production/manufacturing environment, and to only interpersonal 

variables in a research and development environment. Role ambiguity was related to structural variables 

regardless of work environment [45]. 
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2.3. Role Ambiguity 

Role ambiguity is uncertainty about what a person responsible for a specific activity should do [22]. 

The construct of role ambiguity, defined as „„employees‟ perceptions of uncertainty concerning various aspects 

of their jobs” [46], has generated persistent research interest [47] and also is defined as the extent of uncertainty 

about the expectations of one's roles [48]. 

Rizzo et al. (1970) defines role ambiguity as unclear job obligations, and role conflict refers to 

inconsistent job obligations or the degree to which work demands from two or more people are incompatible, 

according to role theory. Furthermore, role conflict and ambiguity are major sources of job stress, which is, in 

turn, related to high turnover of the nurse workforce [49].  

 

Role ambiguity would be the result of a lack of information with regards to work evaluation, about 

opportunities to progress, breadth of responsibility, and superiors‟ expectations regarding the role of an 

individual in a hierarchical position [50]. Role ambiguity is uncertainty about what a person responsible for a 

specific activity should do. For Singh and Rhoads (1991 as cited in Lee, 2010), lack of definitions or expected 

behaviors for a position or regarding its scope, can create role ambiguity. According to Fisher (2001), role 

ambiguity is born when an executive does not have useful information that allows him/her to effectively 

perform his/her duties. This information should provide evidence of: (i) relevant expectations regarding the 

performance of a role, as well as its scope in term of rights duties and responsibilities; (ii) crucial activities for 

effectively fulfilling a position‟s duties, as well as the steps or the best way to achieve this; (iii) the 

consequences of carrying out and of not carrying out the duties; (iv) behavior that is compensated or punished, 

the nature of compensation and punishments, behavior that is satisfactory or unsatisfactory in performing the 

role; and finally, (v) opportunities for advancement. For the purposes of this study, role ambiguity is understood 

according to the arguments by the authors [41] [51] [52] [22].  

As one of the core types of role stress, Kahn et al. (1964) define role ambiguity as a “direct function of 

the discrepancy between the information available to the person and that which is required for adequate 

performance of his role”. In the present study, role ambiguity is the focal antecedent to burnout for several 

reasons. First, role ambiguity is an important aspect of role theory and has exhibited the most inconsistent 

findings among the role stress constructs  [29] [41] [53]. Next, the global measure for role ambiguity is lacking 

in its breadth and ability to capture the various underlying facets of ambiguity [41] [54] [55]. Unlike burnout 

research, progress has not occurred in the sales literature to identify relationships at the facet level of role 

ambiguity. Last, role ambiguity is a factor of role stress that management is most likely to be able to positively 

impact [41]. In fact, Walker et al. (1975) note that the right organizational structure and management styles can 

help salespeople to minimize role ambiguity, but cannot reduce the degree of role conflict salespeople 

experience [26].  
Role ambiguity involves unclear expectations that are associated with negative work experiences 

because the confusion of what to do can be experienced as stressful. Role conflict involves experiencing 

multiple conflicting expectations from coworkers and is also experienced negatively by employees because it is 

stressful to have contradictory expectations from coworkers. Thus, both role ambiguity and role conflict have 

negative effects on work attitudes [56] [57] [58]. In fact, role ambiguity and role conflict are work stressors that 

influence job satisfaction (e.g., [59] [60]). This occurs because role ambiguity and role conflict hinder 

employees‟ ability to complete work task. When employees cannot complete their work, they are likely to 

experience negative emotions and anxiety at work [61]. Likewise, role ambiguity and role conflict can be 

experienced as obstructions to work tasks, which threaten employees‟ perceptions that they can complete their 

assigned duties [1].  

 
2.4. Role Conflict 

Role conflict is born from the simultaneous occurrence of two or more role requirements, so that 

performance of one of them makes performance of the other more difficult [50]. This idea is also used by Fisher 

(2001), who even stresses the impossibility of not fulfilling one of the requirements. For King and King (1990), 

and Lee (2010), these requirements can also be perceived as pressures or demands on a position [52] [54] [51].. 

According to Montgomery (2011), situations that create role conflict occur when an executive: (i) 

perceives that his/ her performance will be evaluated in a different way between one or more competing role 

designators; (ii) understands that his/her performance evaluation will be influenced by the view of the role 

designator, with respect to his/her ability to work with new technologies; (iii) considers that his/her performance 

evaluation will be influenced by how much the requirements placed by more than one hierarchical superior to 

whom he/ she reports are fulfilled. For the author, these situations are the result of ineffective interdependencies 

that end up affecting an executive‟s performance [62]. For Tarrant and Sabo (2010) conflict can arise when: (i) 

new skills are required of an individual as a result of assuming new roles, for example participating in decision 

making processes, where he/she is required to maintain an individual profile within a management team; or (ii) 
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when new skills are required of an executive in order to deal with new technologies, techniques, or government 

regulations; or (iii) as a result of an executive‟s inadequate professional training, which does not allow his/her to 

accompany such changes effectively [63]. For Rizzo, House, and Lirtzman (1970) operationally, role conflict 

can be understood in terms of: congruence/incongruence or compatibility/incompatibility between: (i) an 

executive‟s standards or values and the behavior defined for a role; (ii) an executive‟s time, resources or abilities 

and the behavior defined for performing a role; (iii) the various roles that a single executive should perform, and 

(iv) the various organizational inputs inserted into the policies, rules and suggestions of people linked with the 

incumbent role of an executive [22] [27].  

Research on role theory has traditionally focused more on the nature of role conflict, its antecedents 

and consequences, than on adaptations to these conflicts. Kahn et al. (1964), for example, demonstrated the 

impact of personal, interpersonal, and organizational factors on role conflict and the impact of role conflict, in 

turn, on such factors as satisfaction and tension [29] [64].  

Role conflict has been defined as the incompatibility of requirements and expectations from the role, 

where compatibility is judged based on a set of conditions that impact role performance [27]. In addition, 

Kopelman, et al. (1983) defined role conflict as the extent to which a person experiences pressures within one 

role that are incompatible with pressures that arise within another role [65].  

The negative outcomes of role ambiguity and role conflict includes tension; lack of confidence; a 

feeling of hopelessness; anxiety and depression; decreased job satisfaction; distrust in the organization; ill 

relationship with members of role set and superior officers; poor performance; which in turn affects the 

organizations‟ overall performance [66] [67] [68] [69] [40] [70] [71] [72] [73] [27] [74] [75]. 

 

2.5. Intention to Leave the Work 

Turnover intention which refers to an individual's intention to leave, which can refer to the intention to 

leave the organization one is working for or to quit one's profession and move to a different career pathway [76] 

has been studied with different concepts and in years. For example, Amundsen & Martinsen (2014) with leader 

effectiveness and job satisfaction; Kim, et al. (2015) with role stress and job attitude; Wong & Laschinger 

(2015) studied turnover intention with burnout and commitment; Celik et al. (2016) with self-efficacy and 

perceptions of justice; Mathieu & Babiak (2016) with job satisfaction; Shahpouri, Namdari & Abedi (2016) with 

job and personal resources [77] [11] [7] [78] [79] [80]. 

Carmeli and Weisberg‟s (2006) study identified three elements in the withdrawal cognition process of 

turnover intentions: “thoughts of quitting, the intention to search for another job elsewhere, and the intention to 

quit”. Many scholars have claimed that employee turnover intention is a good predictor of actual turnover (such 

as [81] [82] [83] [84] [85]. 

 Turnover intention is defined as a conscious will to look for a job outside the current organization [86] 

and is believed to have a detrimental effect on the organization [86] [87]. A range of factors such as job 

dissatisfaction, salary, school organization, autonomy, resources, and participation, burnout and other issues 

(e.g.adjustment to teaching demands, management of social relationships, understanding the school cultural 

contexts) may lead to employee turnover intentions [88] [89] [90].  

Glissmeyer, Bishop and Fass (2007) studied on a paper and defined intention to quit an organization as: 

the mediating factor between attitudes affecting intent to quit and quitting an organization. They found 

significant effects from role ambiguity and role conflict to intention to quit the organization. Knowing that role 

ambiguity and role conflict have a direct positive relationship with intention to quit the organization could help 

law enforcement management keep employee retention higher, and inversely, keep turnover lower [91].  

Based on main concepts of the variables and studies, the following hypotheses are offered:  

Hypothesis 1: Role stress sources positively affect intention to leave the work. 

Hypothesis 2: Role conflict positively affects intention to leave the work. 

Hypothesis 3: Role ambiguity positively affects intention to leave the work. 

 
Research Model 
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III. METHODOLOGY 
Related to the research‟s findings demographic information, correlation analysis and regression analysis results 

are included in this section.  

 

3.1. Sample and Procedure  

The sample group of this study is 297 research assistants working at the state university. In order to 

analyze the data SPSS software was used. Descriptive questions were represented on the Table 1 that are 

“gender”, education period”, and “marital status”.  Table 1 shows the summary of the descriptive statistics of 

participants: 

  

Table 1: The summary of the descriptive statistics of participants 

Gender Frequency Percent Valid Percent Cumulative Percent 

Valid Female 151 50,8 50,8 50,8 

Male 146 49,2 49,2 100,0 

Total 297 100,0 100,0  

Education Period Frequency Percent Valid Percent Cumulative Percent 

Valid Master Course 13 4,4 4,4 4,4 

Master Thesis 45 15,2 15,2 19,5 

PHD Course 46 15,5 15,5 35,0 

Doctorate Proficiency 

Examination 

22 7,4 7,4 42,4 

PHD Thesis 133 44,8 44,8 87,2 

Doctor 38 12,8 12,8 100,0 

Total 297 100,0 100,0  

Marital Status Frequency Percent Valid Percent Cumulative Percent 

Valid Married 171 57,6 57,6 57,6 

Single 126 42,4 42,4 100,0 

Total 297 100,0 100,0  

 

According to Table-1, 50.8 percent of the research assistants are female and 49.2 percent are male; 57.6 

percent are married and 42.4 percent are single. In addition, 4,4 percent of participants are attending master 

courses, 15,2 percent of them are studying on their master thesis, 15,5 percent are students at doctorate courses, 

7,4 percent of them are preparing for doctorate proficiency examination, 44,8 percent are studying on their  

doctorate thesis, and 12.8 percent is doctor.  

 

3.2. Instruments  

Cronbach‟s alpha for role conflict scale is 0,758, role ambiguity is 0,780, and intention to leave the work is 

0,780. 

Role Conflict (RC): A 8-item Role Conflict Scale is used to determine perceived role conflict of the research 

assistants [27]. Responses are indicated on a five-point Likert scale ranging from 1 (absolutely disagree) to 5 

(strongly agree).  

Role Ambiguity (RA): A 6-item Role Ambiguity Scale is used to determine perceived role ambiguity of the 

participants [27]. Responses are indicated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 

(strongly agree).  

Intention to Leave the Work (TI: Turnover Intention): A 3-item Turnover Intention Scale (Mobley, Horner 

and Hollingsworth, 1978) is used to assess the level of self-evaluation in order to stay or resign at work, which 

was adapted to Turkish by [92]. Responses are indicated on a five-point Likert scale ranging from 1 (strongly 

disagree) to 5 (strongly agree).  

 

IV. RESULTS 
Table-2 represents the mean, standard deviations of the variables and the results of correlation analysis between 

role conflict and role ambiguity, between role conflict and turnover intention, and between role ambiguity and 

turnover intention.  

 

4.1. Correlation Results 

Table 2: The results of correlations between role conflict, role ambiguity and turnover intention. 
 Mean Std. Deviation  RC RA TI 

Role Conflict (RC) 3,3300 ,73012 Pearson Correlation 1 -,331** ,404** 

  Sig. (2-tailed)  ,000 ,000 

  N 297 297 297 

Role Ambiguity (RA) 3,3631 ,83241 Pearson Correlation -,331** 1 -,332** 

  Sig. (2-tailed) ,000  ,000 

  N 297 297 297 
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Turnover Intention (TI) 2,0079 1,03737 Pearson Correlation ,404** -,332** 1 

  Sig. (2-tailed) ,000 ,000  

   297 297 297 

** Correlation is significant at the 0.01 level (2-tailed). 

 

In the analysis of the research, as a result of the correlation analysis, it was found that there was a 

significant and negative correlation between the role conflict and the role ambiguity at a level of significance of 

0.01 (r (297) = -, 331), a significant positive correlation between intention to leave and role conflict (r (297) =, 404) 

and a significant negative correlation (r (297) = -, 332) between the intention to leave the work and the role 

ambiguity. No multiple linkage is indicated by collinearity statistics in the research model (tolerance =, 890 > 

0,2 and VIF= 1,123 < 10). 

 

4.2. Multiple Regression Results 

Table 3: Regression model summary  
Model R R Square Adjusted R Square Std. Error of the Estimate 

1 ,455a ,207 ,202 ,92691 

a. Predictors: (Constant), RA, RC 

 

Table 4: The results of analysis of variance (ANOVA
b)

 
Model Sum of Squares df Mean Square F Sig. 

1 Regression 65,945 2 32,973 38,378 ,000a 

Residual 252,592 294 ,859   

Total 318,537 296    

a. Predictors: (Constant), RA, RC 

b. Dependent Variable: TI 

 

Table 5: Multiple linear regression results  (Coefficients
a)

 
Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 1,381 ,405  3,412 ,001 

RC ,469 ,078 ,330 5,992 ,000 

RA -,278 ,069 -,223 -4,046 ,000 

a. Dependent Variable: TI 

 

 

As it is seen Table-3,4, and 5 multiple linear regression analysis was performed to determine the role 

conflict of research staff and the effect of role ambiguity on intention to leave work. The results of multiple 

regression analysis were statistically significant [F (2,294) = 38,378, p <, 001]. The Adjusted R Square value is 

0,20. This result shows that 20 percent of the intention to leave is explained by role conflict and role ambiguity. 

According to the multiple regression analysis performed, the role ambiguity intention to leave the work was 

significant and negative; and the role conflict affects the intention to leave the work significantly and positively. 

The results of multiple regression analysis are shown in the Coefficients table. 

 

V. CONCLUSION 
There are many studies on relationships among role ambiguity, role conflict, and intention to leave the 

work. They have been done in different cultures, organizational entities, years, and with different groups/ 

workers. Even though cultural differences are not held in this study, they should be subjected to empirical 

testing. Role stressors concept can differ according to cultural concept. A conceptual base for predictions about 

links between culture and role stress is needed. Researchers can understand these links by recognizing two 

origins of role stress and two approaches to managing each kind of stress. Role stress can originate either in 

stressful work events or in role structures whose meanings are inadequate to allow role incumbents to handle 

work events. Role stress can be managed either through unitary-source or multiple-source events. Role stress 

can be managed either through unitary-source or multiple-source. Therefore, the study must not be generalized 

to overall because the applications and results may give differ from on culture to another.   

Moreover, Peterson and et al. (1995) discussed in their study that national culture should be taken into 

consideration in role theory in the frame of Hofstede's high-power-distance description of national cultures. If 

we summarize the Peterson et al. research, role senders can have ambiguous expectations from workers and also 

can also create conflicting expectations by communicating incompatible or difficult-to-prioritize requirements. 

Structurally rooted role stresses (role ambiguity and role conflict) are likely to be especially noticed in cultures 

in which uncertainty avoidance is high. When power distance is high, people can legitimately manage work 

events through recourse to an unambiguous, unitary source-feared power holders or a dominating bureaucracy. 

In this view, high-power-distance contexts should reduce role stress [30]. On the other hand, in our study while 
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the role ambiguity affects intention to leave the work was significantly and negatively, the role conflict affects 

the intention to leave the work significantly and positively. Although Turkey has high uncertainty avoidance 

culture; it is not true generalizing it to all areas rather it should be evaluated according to job fields, departments, 

and different organizational companies. As a result when role conflicts of research assistants are high, they tend 

to leave the work. There is the exact opposite situation in role ambiguity.  
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