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Abstract

Job stress is becoming a common phenomenon ingtfeeNands, increasingly more
organizations are experiencing difficulties witle #iffects of job stress. Therefore, the aim of
this study was to examine the relationship betwetnoverload and job stress. In addition,
the moderating roles of job variety and perceivaeghnizational support (POS) are
investigated. On basis of the Job Demands Resdocdel (JD-R model), it is hypothesized
that role overload has a positive effect on jobssr In accordance to the JD-R model, it is
hypothesized that job variety and POS will poslyivaoderate the relationship between role
overload and job stress. Data was collected byemience sampling using a questionnaire
and was conducted among 461 respondents usings:®ectional design. The results
indicated that there is a significant positive tielaship between role overload and job stress.
However, the expected moderating effect of jobatgrand POS is not supported in this
study. This study contributed to the existing btere, because there is a focus on two
perspectives. An organizational perspective byuidiclg POS in the relationship between role
overload and job stress and focus on the contettiegbb by including job variety in this
relationship. It also contributes to theory by giyiinsights in the role of organizational
support and job variety in organizations.

Keywords:role overload, job stress, job variety, perceigeganizational support
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Introduction

In the past few years, the amount of physical aytimlogical complaints caused by
work, such as job stress, burnout, and emotiorfzestion, has increased. In the Netherlands,
1.7 million employees experience job stress, whiels become a common phenomenon
(University of Twente, 2017). Moreover, researamirthe independent research organization
TNO found that thirty-six percent of work-relatelosenteeism in the Netherlands is caused by
job stress (TNO, 2014). Job stress has negativeecpences for employees and organizations
as it contributes to negative outcomes such asovem absenteeism and employee
dissatisfaction (Beehr & Newman, 1978). The costbgenteeism caused by job stress amount
to 1.8 billion euros that have to be paid by Dwtafiployers (TNO, 2014). As job stress and it
costs are increasing, it is important to gain nmosgghts in the antecedents of job stress.

Thirthy-eight percent of the antecedents of jolesstrare related to high job demands
such as role overload (TNO, 2014). Previous retebes shown that role overload has a
significant effect on job stress (Coverman, 198&nbert, Hogan, Paoline, & Clarke, 2005).
Bakker and Demerouti (2007) implemented the job aleafs-resources (JD-R model) model,
where working conditions are divided into job demsiand job resources. Role overload can
be defined as a job demand, because it is a psygibal aspect of the job that involves
psychological costs (Bakker & Demerouti, 2007). é&ating to the JD-R model, employees
who experience high job demands (e.g. role ovejlbade a higher chance of experiencing
health problems. This is referred to as the haaifrairment process. Therefore, this study
assumes that there is a positive effect of roleload on job stress.

In addition, the motivation process underlying JileR model states that job resources
motivate employees and could lead to high work gagent, low cynicism and excellent
performance (Bakker & Demerouti, 2007). Therebip, iesources may buffer the impact of job
demands on job stress (Bakker, Demerouti, & Euwe@@5). Job variety can be defined as a
job resource as it is a functional aspect of theyhich will stimulate personal growth, learning
and development (Bakker & Demerouti, 2007). It xpexted, that the positive relationship
between role overload and job stress will weakeamliigh levels of job variety are present in
the job. Therefore, job variety will be taken irdocount as a moderator in the relationship
between role overload and job stress.

Previous research has shown that organizationsl dmnefit from assumptions of the
social exchange theory in effectively managing emexd organizational support in
organizations (Blau, 1964). This theory is aboutualiobligations and reciprocity within social

relationships (Blau, 1964). Perceived organizalioswpport (POS) is the perception of
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employees to what degree they are supported by dhganization (Eisenberger et al., 2001).
In this study, POS will be taken into considerat&na moderator of the relationship between
role overload and job stress. According to the J&del, POS can be classified as a job
resource, because it is similar to other formsoofa support (e.g. supervisor and co-worker
support) (Bakker & Demerouti, 2007). Job resouroay buffer the impact of job demands on
job stress (Bakker et al., 2005). Therefore, éxpected that the positive relationship between
role overload and job stress will weaken when eyg#s experience a high level of POS.

The aim of this study is to further clarify how jetress is developing and to investigate
whether job variety and POS can help the emplay@eping with job stress that is caused by
high role overload. To contribute to the existifigrature of coping with job stress, the focus
in this study is divided into two categories. Thera focus on the organizational perspective
by including POS in the relationship between ralertbad and job stress. In addition, there is
a focus on the content of the job by including yabiety in this relationship. Two different
types of job resources are examined as a moderatbe relationship between role overload
and job stress. The results of this study can teetietermine whether POS and job variety are
helping to reduce job stress. Furthermore, theltsesan contribute to determine whether role
overload is a hindrance demand or a challenge deéman

On the basis of this study, evidence can be celteédr job variety or POS being
beneficial for organizations. Based on the outcorf®;managers can adjust their policies to
further diminish job stress. Based on the aforemeat, the following research question is
formulated:“To what extent is role overload related to joests and to what extent is this
relationship influenced by job variety and perceéivgganizational support?”

The following section starts with an explanationtioé variables job stress and role
overload and their relationship, on the basis efdB-R model. The variables job variety and
POS will be examined as moderator in the relatigmbhtween role overload and job stress on
basis of the JD-R model. Last, the hypothesizeatiogls are illustrated within a conceptual

model.
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Theoretical Framework

Job stress

Job stress describes the awareness or feeling iofaimdual’s dysfunction as a result
of perceived conditions or happenings in the wathsg (Parker & DeCotiis, 1983; Beehr &
Newman, 1978). Job stress can be divided into tiwmnsions, time stress and anxiety. Time
stress occurs when an employee is experiencingasilzd time pressure in the job. The second
dimension is anxiety, which is associated with atwkicaused by job-related feelings, for
example feelings of fidgety or nervousness (PadkebeCottiis. 1983). In addition, the
duration, intensity, number of stressors and thiléybf the individual to cope with the feelings
of stress results in whether job stress is shom teith no lasting outcomes or more lasting
with second level outcomes (e.g. arousal) (ParkBre&otiis, 1983).
Role overload

Role overload is defined as the feeling of emplsytbat their work roles are overloaded
(Jenssen, Patel, & Messersmith, 2013) and havimgnny role demands and too little time to
fulfill them (Coverman, 1989). An employee feelsedeaded when expectations of work
exceed his/her resources (e.g. time) or persompalsiy (Jensen et al., 2013). Role overload
is often compared to role conflict, which existsamra person experiences pressures in one role
that are incompatible with the pressures that exisnother role (Rizzo, House, & Lirtzman,
1964). While role conflict and role overload ovexléhey are different concepts. Role overload
can lead to role conflict, when the job demandomé role make it difficult to fulfill the
demands of another role (Coverman, 1989).
Therelationship between role overload and job stress

The job demands-resources model (JD-R model) carsédd to explain the relationship
between role overload and job stress. The JD-R hsudgests that whereas every occupation
may have its own specific risk factors associateth yob stress, all these factors can be
classified in two aspects of work, job demandsjabdesources (Bakker & Demerouti, 2007).
Job demands refer to the physical, psychologioalasor organizational aspects of the job that
require sustained physical and psychological cests,time pressure, high work pace, high
work effort and role overload (Bakker, Demerouti\M&rbeke, 2004). Karasek (1979) states
that high job demands are not necessarily negaswiescribed in other studies. By means of
his job demands-control model, he shows that wigimjob demands are combined with high
job control, it can lead to challenge in the wodqa (Karasek, 1979). Although job demands
are not necessarily negative, they can turn irfbosfoessors if the demands are too high to be

met by the usual working effort (Schaufeli & Bakk2®04). The consequences of job stressors
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can be defined as job stress (Lambert, Hogan, Mdkreker, Jenkins, Stevenson, & Jiang,
2009). This is consistent with the JD-R model, whstiggests that job stress arises when an
employee experiences a high level of job demand&K& & Demerouti, 2007). In addition,
the link between role overload and job stress litsdeen investigated. Coverman (1989)
suggests that role overload affects role satisiaategatively, which in turns affects job stress
positively. MoreoverLambert et al. (2005) have found that role overlbad a statistically
significant positive effect on job stress.

The second aspect of work are job resources. Téky to physical, physiological,
social or organizational aspects of the job thatfanctional in achieving work goals, reduce
job demands and the associated costs and stinpgatenal growth, learning and developing
(Bakker & Demerouti, 2007). In the JD-R model, twraderlying psychological processes are
presented. The first process is the health-impaitnpeocess, which is related to high job
demands. In this process, high job demands exkeaysioyees’ mental and physical resources
and lead to job stress and, consequently to hpedtiiems (Bakker & Demerouti, 2007). Role
overload can be defined as a job demand and watefore, be positively related to predicting
job stress according to the health impairment mecé the JD-R model (Bakker et al., 2005).
Accordingly, employees who experience a high Iefaole overload will have higher levels
of job stress. Previous findings suggest that ovlerload affects role satisfaction, which will
in turn affect job stress (Coverman, 1989). Fos¢heeasons, this study states the following
hypothesis:

Hypothesis 1: The higher the employees’ levelslefoverload, the higher their job stress will
be.
Job variety

Job variety can be defined as the degree of vamiati a job (Hackman & Oldham,
1976). Jobs with a low job variety only consistrgpetitive tasks (Lambert et al., 2009). The
second process of the JD-R model is the motivatjgmmeess, which suggests that job resources
motivate employees and consequently lead to higk eaagagement, low cynism and excellent
performance (Bakker & Demerouti, 2007). In additiexposure to the same tasks leads to
lower levels of arousal, resulting in less satistacand greater boredom which could be a job
stressor for some employees (Kass, Vodanovich, Be@@er, 2001; Lambert et al., 2009).

In contrast, when job variety is higher, the jamuires the multitude of skills an
employee has and also requires a certain compléXiy Veldhoven & Meijman, 1994).

Therefore, jobs with high variety can be a reso@ioceemployees to avoid boredom (Lambert
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et al., 2009). Moreover, job variety allows empleydo learn new skills, employ themselves
and fulfills more employee’s needs (Lambert et2009).
Job variety asa moderator between role overload and job stress

The JD-R model suggests that many different tyfgsbodemands and job resources
may interact in predicting job stress (Bakker & Deouti, 2007). According to the JD-R
model, job variety can be defined as a job reso(Bedker et al., 2005). Previous research
found that job variety would lead to increased saklisfaction (Lambert et al., 2009). Because
job resources may buffer the impact of job demamgob stress (Bakker et al., 2005), this
study suggests that when employees experiencéndevigl of role overload, they will feel less
job stress in case of high levels of job varietiyisTresults in the following hypothesis:
Hypothesis 2: The positive relationship betweer mlerload and job stress is moderated by
job variety, so that it is weaker when high lewalgob variety are experienced by employees.
Per ceived Organizational Support

According to Rhoades and Eisenberger (2002), P@3sréo an employee’s general
perception of how well the organization supporta bir her (Eisenberger, Armeli, Rexwinkel,
Lynch, & Rhoades, 2001). This perception is an daton for employees whether the
organization favors or disfavors their effort (Rdea & Eisenberger, 2002). POS stems from
the social exchange theory, which explains mutbéiations within social relationships. For
example, an employee who works extra hard, caewarded with a bonus by the organization.
This reciprocation is one of the basic assumptartbe social exchange theory (Blau, 1964).
POS can be used to buffer the negative effectolef stress on important employee work
outcomes (Stamper & Johlke, 2003). Therefore, wiemple feel that they have social support
from others, they report less psychological distres strain (Jawahar, Stone, & Kisamore,
2007).
Per ceived organizational support asa moderator between role overload and job stress

Based on the JD-R model, POS can be classifieqasrasource (Bakker &
Demerouti, 2007). Previous research has mainlysedwn the moderating role of social
support on job stress (Viswesvaran, Sanchez, &¥Fisl999), but has not examined the
potential moderating role of perceived organizal@upport on the relationship between role
overload and job stress. Perceptions of POS calfsidmployees to gain confidence in their
ability to cope with the job demands, for examglie overload (Jawahar et al., 2007).
Therefore, this study suggests that the positilaiomship between role overload and job
stress will be moderated by perceived organizatismaport. It is expected that the

relationship is weaker when high levels of perceigeganizational support are experienced
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by employees. In other words, employees with higells of role overload will feel less job
stress when they perceive high organizational suppbis leads to the following hypothesis:
Hypothesis 3: The positive relationship betweee mierload and job stress is moderated by
perceived organizational support, so that it weakesmen high levels of perceived

organizational support are experienced by employees

Job variety Perceived organizational support

H2 - H3 -

Eole overload L HI + hJ Job stress

v

Figure 1.Conceptual model

M ethod

Population and sample

This study uses a cross-sectional design. In dadanswer the research question, data
was gathered by setting out questionnaires to grapk from 101 different departments,
selected in 82 organizations. 461 questionnaires wellected, which equals, a response rate
of 91.3%. This study focuses on the individual lexfehe employee. The questionnaires were
handed out to 505 employees, 461 employees fitlethd returned the questionnaire. In order
to exclude missing values, a list wise missing ®analysis was executed. Only respondents
who filled in all questions of the questionnairerevselected for this study. Furthermore, an
outlier analysis was performed to ensure that ntliess were included in the research.
Eventually, 417 respondents were selected 7). The average age of the respondents was 40
years §D=12.9). The majority of the respondents were fermadenely 60.2%. Furthermore,
1% of the respondents completed only elementargadahn, 13% basic education, 34% middle
education, 32% higher education, and 20% academicagion. The majority of the
organizations were very large (>1000 employeesh wWi%. After these organizations, the

micro/small organizations (<25 employees) weresteond-largest group with 21%.
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Procedure

The present study was conducted within a broadeareh practicum on employee well-
being, job stress and performance by students ahdtiu Resource Studies at Tilburg
University. The chosen departments belonged tode wange of organizations within and
outside the Netherlands from various different @ectOrganizations and the corresponding
departments were recruited by convenience sampiitfyn students’ own networks. Each
student was responsible for approaching two diffedepartments each consisting of at least
seven employees. Before the students handed owgudsionnaires to the employees of the
departments, a sample frame was set up on the dfagb tenure and birth date. Job tenure
was the key factor for this sample. In additionpiicit stratified random sampling was used to
select five employees per department as responfiaritss study. After the respondents filled
in the questionnaires, they signed a verificationm. This was filled in to control for every
student that the questionnaires are not faked anginsure the reliability of the collected
guestionnaires. A cover letter was sent along tighquestionnaire to explain the aim of the
study to the respondents and to emphasize thedemtiality. In order to collect data two types
of questionnaires were used; an employee and ageamestionnaire. The questionnaire
consisted of 115 questions and was distributechgligh and Dutch, depending on the locations
of the organizations and the language the respongesispeaking. For the present study, only
the data obtained from the employee questionnaawged.
M easures

All respondents were asked to rate themselveginstef role overload, job stress, job
variety and perceived organizational support. Ti@neers of the items were all measured on a
5-point Likert scale. The principal axis factor bisés was conducted to examine how many
components loaded on one factor, to ensure thdroohsalidity of the concepts. Eigenvalues
were used to determine the number of factors. Theesplot confirms if only the factor with
the highest Eigenvalue should be taken into accanto take multiple factors into
consideration. Varimax rotation was used in analyzhe data and to test whether the data was
suited for a principal factor analysis, the Kaisyer-Olkin (KMO) had to exceed .6 and
Bartlett's test of sphericity had to be significgi@ramer, 2004). Reliability analysis was
conducted after the factor analystyonbach’s alphadf) had to exceed .6 to be considered as
acceptable (Peterson, 1994). In addition, Cronlzaalpha if-item deleted was taken into
consideration. If Cronbach’s alpha if-item deleiedhigher than the Cronbach’s alpha of the
scale, this item should be excluded from the sttafeake sure each item contributes positively
to its scale.
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Job stress. Job stress was measured on a 5-point Likert sedtle answering
possibilities ranging from 1= ’'strongly disagre@ 5= ‘strongly agree’. This scale was
developed by Parker and DeCotiis (1983) and cathist 6 items. An example of an item in
the questionnaire was: “I have felt fidgety or rears as a result of my job” (Parker & DeCotiis,
1983, p.169). The KMO for this scale was .861 (a6l Bartlett's test of sphericity was
significant (Chi-square= 971.258f= 15). The principal factor analysis revealed thespnce
of one component (Eigenvalue= 3.439). The religbdf the scale was godd= .842). When
deleting the item (item 87 in the questionnairefg@l guilty when | take time off from job” the
scale will increase to a Cronbachi®f .852. Nevertheless, this item was not deldtedause
the difference (.10) was considered as negligible.

Role overload. Role overload was measured on a 5-point Likertesgdath answer
categories ranging from 1= "strongly disagree’to&rongly agree’. This scale was developed
by Jensen et al. (2013) and consisted of eightsitén example of an item in the questionnaire
was: “I am pressured to work long hours” (Jenseal.e2013, p.1708). The assumptions for
factor analysis were satisfied, as the KMO measums .889 (>.6) and Bartlett's test of
sphericity was significant (Chi-square= 1471.4é#®, 28). Eigenvalue analysis suggested one
component in the scale (Eigenvalue= 4.397). Scalmhility was good ¢= .881) and
Cronbach’szif item-deleted were not exceeding this value afribach’sa.

Job variety. Job variety was measured on a 5-point Likert sedtd answering
possibilities ranging from 1= 'strongly disagree’3= ‘strongly agree’. The four items of the
“VBBA” developed by Van Veldhoven and Meijman (19%ere used to measure this variable.
An example of an item in the questionnaire was: “Mark is varied” (Van Veldhoven &
Meijman, 1994). The assumptions for factor analysese satisfied. The KMO for this scale
was .717 (> .6) and Bartlett’s test of sphericigsvsignificant (Chi-square= 616.168,= 6).
Eigenvalue analysis suggested one component insthée (Eigenvalue = 2.546). Scale
reliability was good &= .805) and Cronbachgif item-deleted were not exceeding this value
of Cronbach’'sz.

Per ceived or ganizational support (POS). POS was measured on a 5-point Likert scale
with answering possibilities ranging from 1= 'stgiyi disagree’ to 5= ‘strongly agree’. This
scale was a shortened version of the scale dewtlbgeEisenberger, Fasolo and Davis-
LaMastro (1990). An example of an item in the guestaire was: “My work unit shows very
little concerns for me” (Eisenberger et al., 20045). This is also the one item of the scale that
needed to be recoded before performing the factalyais and the reliability analysis. After

recoding, the assumptions of the factor analysie wested. KMO was .743 (> .6) and Bartlett’s
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test of sphericity was significant (Chi-square= 488, df= 6). The principal factor analysis
with Varimax rotation revealed the presence of oomponent (Eigenvalue= 2.420). The
reliability analysis showed a Cronbach’s alpha7a®. and Cronbach’s if item-deleted were
not exceeding this value of Cronback’s

Control variables. Two control variables were included in this studyorder to rule
out any spurious relationships. The control vagablere the following: gender and level of
education. Previous research shows that femalagexgignificant higher levels of job stress
in the same job, as compared to men (Gardiner &drigann, 1999). Therefore, this study
includes gender as a control variable. Second)ethe of education was included because
higher levels of job stress are related to a hitghes of education (Bonanno, Galea, Bucciarelli
& Vlahov, 2007). The two control variables wereluded as dummy-variables in the analysis
as they are measured on nominal (gender) and orgéval of education) scale. The answer
categories of gender were coded as 0= male andnkdde Level of education was divided into
5 categories, coded as 1= elementary educatioba2ic education, 3= middle education, 4=
higher education and 5= academic education. Foy@areswer category, a dummy was created
(0= not the stated education level, 1= the edundéwel)
Analysis

Bivariate correlation (Pearson’s r) analysis wasgqumed to describe the strength and
direction of the linear relationships between rolerload, job stress, job variety, perceived
organizational support and the control variablegpdthesis 1 is tested using the Peanson
correlation. Pearsonis used, because it is designed for continuousias (Pallant, 2016).
The correlations of this study are presented iretdh the size of the value provides an
indication of the strength of the relationship.akhdition, the correlation matrix shows which
control variables are significantly related to rolerload, job stress, job variety and perceived
organizational support. Furthermore, a multipleresgion analysis was used to examine
whether the expected interaction effects of jobergrand POS were significant. Multiple
regression is based on correlation, but allows aremdetailed exploration of the
interrelationships among a set of variables (Pgl2016). Therefore, hypothesis 2 and 3 are
tested using the multiple regression analysis.régeession analysis was performed twice, once
with job variety as a moderator and the second titie POS as a moderator. Both models are

presented in the results section.
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Results

In this paragraph, the results of this study aseuised. In table 1, the correlation matrix
including means, standard deviations and correlatie presented. Job stress is positively and
significantly related to role overload=.52, p= .000). Furthermore, job stress is negatively
related to job varietyr€ -.04,p= 0.238) and negatively and significantly related?OS (= -
.22,p=.000). Role overload and POS are significantly megatively related€ -.19,p=.000).

In addition, there is a significant and positiviatienship between role overload and job variety
(r=.12,p= .007). Moreover, the control variables are sigaiitly correlated with job stress.
Gender correlates positively with job stress. Basid middle education are negatively related
to job stress, however higher and academic edurcat®positively related to job stress. Finally,
not all the control variables correlated signifittamo job stress, role overload, job variety and
POS, however they were included in the multipleresgion analysis to control for their

possible effects.
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Tablel
Correlation matrix (N = 417)
Measures M SD 1 2 3 4 5 6 7 8 9 10 11
1. Job Stress 2.16 71 -
2. Role overload 2.55 .75 52** -
3. Job Variety 3.87 .68 -.04 2% -
4. Perceived 3.73 .58 -.22%* -.19** 29%*
organizational
support
5. Elementary .01 A1 .01 -.10* -.04 .01 -
education
6. Basic education 13 .34 -.16%* -11* .02 .01 -.04 -
7. Middle education .34 47 -11* =17 -.07 -.04 -.08 -.28% -
8. Higher education .32 A7 2% 21 .07 -01 -.07 =27 -48**
9. Academic .20 .40 13 .08* -.01 .05 -.06 =20  -36 -34% -
education
10. Gender (female) 60.2% 2% .06 .07 .01 .05 -.08 -.03 -.03 A1 -

Note ** p <.01 two-tailed. *p < .05 two-tailed
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In this study, a multiple regression analysis wagrmed to explore the relationship
between role overload, job stress, job variety B@b. Multiple regression is used because it
is designed for the investigation of complex réf@l-fesearch questions (Pallant, 2016). In
advance of performing the multiple regression agiglythis study tested if the assumptions of
multiple regression were met. The first assumptiat was checked for was collinearity, which
refers to the relationship among the independenabigs. When the independent variables
(role overload, job variety and POS) are highlyremted (> .9), multicollinearity exists
(Pallant, 2016). In addition, the VIF factor shoudt exceed 10. In the regression analysis
collinearity should not be present. The secondrapion that was checked for was normality,
the errors should be normally distributed (Pall&@16). The third assumption is that, the
relationship between the predictors and job stebssild be linear (Pallant, 2016). The last
assumption that was checked for was homoscedgstiod variance of the errors should be the
same for all predicted scores (Pallant, 2016).adsaimptions were met and regression analysis

was used as a valid tool to perform the analyses.

Table?2

Results of regression analysis on job stress

Model 1 Model 2 Model 3 Model 4
B B B B
Gender .10* .08 .08* .09*
Elementary education .02 .05 .05 .05
Basic education -.08 -.08 -.07 -.07
Higher education 15%* .02 .03 .03
Academic education .15%* .07 .08 .07
Role overload B51** 52** 43
Job variety -.10* -.15*
Moderating effect .10
R .25 .55 .56 .56
R? .05** 29%* .30 0.30**
F 5.62 29.07 26.05 22.76
F change 5.52** 137.65** 5.84* 0.15

Note.Job stress is the dependent variable
* p < .05 two-tailed, *p<.01 two-tailed

!Middle education is frame of reference
2Moderating effect is role overload x job variety
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Table3

Results of regression analysis on job stress

Model 1 Model 2 Model 3 Model 4

B B B B
Gender .10* .08 .08 .08
Elementary education .02 .05 .06 .06
Basic education -.08 -.08 -.07 -.08
Higher education 15%* .02 .03 .04
Academic education .15%* .07 .08 .09
Role overload 51** A8** 12
Perceived organizational support - 13** -.32*
Moderating effect .37
R .25 .55 .56 .56
R? .06** .30** 32%* 32**
F 5.52 29.07 26.91 23.85
F change 5.52** 137.65** 10.11** 1.97

Note.Job stress is the dependent variable

* p < .05 two-tailed, *p<.01 two-tailed

Middle education is frame of reference

2Moderating effect is role overload x perceived oigational support

Hypotheses testing

This paragraph explains whether the proposed hggattwill be supported or rejected
by using the significance level of .05 and .01. Til& hypothesis suggests that the higher the
role overload an employee experiences, the higiar tevel of job stress. Results from the
correlation matrix confirmed that role overload fmasignificant positive effect on job stress
(r= .52, p=.000). In addition, results from the regressiomalgsis (See table 2, model 2)
confirmed this relationshipBE .51 p=.000). Therefore, when an employee experiencds hig
role overload, this employee will experience mate $tress as compared to an employee who
experiences low role overload. Thus, the first Higpeis is supported.

In table 2, the F change of model 4 when the mauheraffect of job variety is entered,
is not significant B= .15, p=.703. see table 2, F change). Role overload, glety and the
control variables explain 30% of the variance ib giress R%= .30. see table 2, model 3).
Respectively, in table 3, the F change of modelhen the moderating effect of POS is entered,
is not significantB= 1.97,p=.161. see table 3, F change). Role overload, RdShe control
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variables explain together 32% of the variancelngtress (R= .32 see table 3, model 3). Thus,
in both tables model 3 will be maintained as thst fiked model, as the F change of model 3
exceeds the not significant F change of model 4.

Furthermore, table 2 (see model 3) shows a sigmifidirect effect of job variety on job
stress B = -.10 p = .016). Therefore, when employees experience rjuirevariety, they
experience less job stress. The second hypothagss that job variety has a moderating effect
on the relationship between role overload and jodss. As described above, there is a direct
effect between job variety and job stress. Howetleg, results do not show a significant
moderating effect of job variety on role overloadigob stressR= .10, p=.703. see table 2,
model 4). Moreover, there was no significant imgnoent of the model’s fit when job variety
was added to the model as a moderafoct{ange .15, p=.703. see table 2, model 4) and
therefore the second hypothesis is rejected.

Hypothesis 3 suggested a moderating role of PO%errelationship between role
overload and job stress. The results for POS wierdas to the results of job variety. Table 3
(see model 3) showed a direct effect of POS orsjodss B= -.13,p=.002). Therefore, when
employees experience more support from the orghoigathey experience less job stress.
However, the results do not show a significant matileg effect of POS on the relation between
role overload and job stresB .37, p=.161. see table 3, model 4). The total of variance
explained by the independent variables stayedaheswhen adding POS as moderatér(R
.32 see table 3, model 4). In additiBrgchangewas not significant which means that there was
no improvement of the model when POS was addedhasderator £ change 1.97,p=.161.
see table 3, model 4) and, therefore, the thirdthgsis is not supported.

Discussion
The goal of this study was to examine the relatignbetween role overload and job
stress, and to what extent job variety or POS ealuage the strength of this relationship.
Therefore, the focus of this study is on thederating effect of job variety and POS on the
relationship between role overload and job str@sgo moderating effects are examined,
because both effects focus on different job resesurdob variety focuses on the aspects of the
job and POS is an organizational factor which coattlice job stress. A cross-sectional design
was used to collect data from 461 employees wBRimrganizations. The results showed that
there is a significant positive relationship betweele overload and job stress. However, both

POS and job variety have no significant moderagffgct on this relationship. In all analyses,
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the control variables gender and level of educatiotihe employees were included to rule out
any spurious effects.

The findings of this study support the direct rielaship between role overload and job
stress, which means that employees, who perceive note overload experience more job
stress (H1). This confirms the health impairmemwicpss of the JD-R model, which states that
high job demands (e.g. role overload) may exhaugi@yees’ mental and physical resources,
this leads to job stress and consequently heatthlggms (Bakker & Demerouti, 2007).

The JD-R model suggests that job resources (eogigdety) may buffer the impact of
job demands (e.g. role overload) on job stressKBa&t al., 2005). Based on this theory it was
expected that job variety has a moderating effedhe relationship between role overload and
job stress. It was expected that job variety coattlice the level of job stress, caused by high
levels of role overload. However, in this studyewidence was found for a moderating effect
of job variety on the relationship between rolertnad and job stress (H2). In addition, POS
has also no influence on the relationship betweds overload and job stress (H3). Which
means that the extent to which employees perce®® Ras no significant influence on the
relationship between role overload and job stréBs is not in accordance with the literature
of Jawahar, Stone and Kisamore (2007) who suggebtgdperceptions of POS could help
employees to gain confidence in their ability tgpeowith role demands, for example role
overload. An explanation for the missing moderagffgct, could be the existence of personal
resources. In the present study, the role of pafsm@sources is not investigated. Personal
resources, such as self-efficacy and optimism,ccpldy a significant role in the relationship
between role overload and job stress. Personalimes® moderate the relationship between job
demands and exhaustion, which is associated with gtvess (Xanthopoulou, Bakker,
Demerouti, & Schaufeli, 2007). Therefore, thesesperal resources could affect the moderating
effect of job variety and POS could explain theeastence of these effects. Nevertheless, the
moderating effect of job variety and POS could stiist, but this research could not confirm
it. Concluding, higher levels of role overload associated with higher levels of job stress,
whereas conditional effects could not be detedthis study found that the more role overload
an individual perceive, the more job stress hehm experiences. This relationship is not
influenced by the way employees perceive supporhfthe organization and the level of job
variety their job has.

Limitations and recommendations
There are several limitations that need to be takerconsideration. The first limitation

is the design of this research. The design ofrtssarch was cross-sectional, which means that



THE RELATIONSHIP BETWEEN ROLE OVERLOAD AND JOB STRES: THE ROLES OF JOB VARIETY AND POS 18

respondents were asked to fill in tipeestionnaire only once. Therefore, there canaeatrbwn
any conclusions on causality of the relationshifpveen role overload and jdtress (Straits &
Singleton, 2011). This means that the directionthefrelations between the variables in this
study could be different than proposed in the cphed model, for example job stress might
also predict role overload, instead of role ovetlgaedicting job stress. By executing a
longitudinal study, future research could solvedaesality issue and improve the reliability of
the study (Straits & Singleton, 2011).

Another limitation is the sample used for this stuahich consisted mainly of Dutch
respondents. Little other ethnicities were includethe sample. Therefore, it is important for
future research to use a more diverse sample. ditiaal the sample was compiled with
convenience sampling within students’ own netwdrkis is a form where respondents are
chosen based on their accessibility. Convenienoglsag limits generalization. However,
there were no indications of possible effects bhpgishis form of sampling, but it should be
taken into account when interpreting the resulistufe research could be using random
sampling, so the results could be generalizeddawiole population of interest.

The way data was collected in this study should de taken into account as a
limitation. In this study, self-reported questiomaa were used, the scores were estimated by
the respondents themselves. Self-reported measntemad lead to respondents answering in
socially desirable ways, leaddome common method variance issues and so thbiligfiand
validity of the data will be uncertain (Jackson9&% In addition, the questions were covered
by all the needed questions to measure the vasiaHl®vever, the questions only measure the
overall opinion of the respondent, because thetoures only answered at one certain time.
Future research could use interviews, semi stradtuogether with the questionnaires to obtain
more generalized information about the measureidblas and improve the reliability of the
data collection
Practical implications

This study confirms that role overload has a sigaift effect on job stress. Due to the
increased costs of health problems in organizatitins important to tackle these problems.
Therefore, practitioners should be aware of the flaat job demands such as role overload
increase the level of job stress and that to reghizestress, they can focus on reducing role
overload. Based on this study’s findings, focusingob resources to reduce job stress is not
effective, when employees experience high levelslaf overload. No moderating effects of
job variety and POS on the relationship betwees owkrload and job stress were found in this

study. Job variety was not directly related to gttess. However, this does not mean that job
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resources are not worth to invest in as the JD-Rahshows how job resources could lead to
high work engagement, low cynism and excellentgrerance (Bakker & Demerouti, 2007).

In addition, a negative direct effect between P@& jab stress was found. Therefore,
if organizations want to reduce job stress theytpato increase organizational support by for
example encourage supervisor support (Gansteridgrugi Mayes, 1986). Employers should
be aware of the fact that POS could reduce jolsstamd implement practices to induce the

perceived organizational support by employees.

Conclusion

In conclusion, this study examined the relation$tf@tween role overload and job stress
and gave insight in the moderating role of job efriand POS in this relationshiphis is
important because job stress, as well as the asstxiated with job stress are increasing in the
Netherlands (TNO, 2014). Furthermore, job stress$®ciated with negative consequences for
employees and organizations as it contributes &dilineelated problems (Beehr & Newman,
1978). The results show that there is only a die#fetct between role overload and job stress,
higher levels of role overload results in more sttess. However, there was no evidence in this
study for the moderating roles of job variety ai@iS9in the relationship between role overload
and job stress. The moderating effects could exist, but this study could not confirm it.
Furthermore, POS has a direct negative effect dnsjmess, so it is still important for
organizations to encourage POS as it will redubesfeess. Finally, to keep employees healthy,
organizations should focus on keeping job demauds as role overload at appropriate levels

and increase the level of organizational support.
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Appendix A

De onderzoeksvraag van deze scriptie is beantwammdie hand van een data-analyse en
literatuur. Maar de vraag blijft, hoe het in dektiji tot zijn recht zou komen. Om meer
inzicht te krijgen in de variabelen van deze stuwlide praktijk, is er gesproken met een HR-
manager (Agnes Vermeulen) en een werknemer bineeelfde organisatie (Annemarie
Buijs). Beide werkzaam binnen SHL-groep, een ogrtie die ondersteunende diensten
levert aan zorgprofessionals, zoals huisartserednskundigen. De taken van de HR-
manager zijn voornamelijk het toezicht houden amedures, strategieén bedenken,
vormgeven van HR-praktijken en het helpen van wemkers met problemen. De werknemer
voert de dagelijkse werkzaamheden uit, in dit ggearnamelijk het contact houden met

klanten.

De eerste variabele die centraal stond in beida\vi@ws was job stress. Hoe kijkt een
organisatie aan tegen job stress en hoe vertdadtjess zich in de organisatie. Agnes gaf aan
dat job stress zeker aanwezig is binnen de orgamistet bedrijf zit midden in een fusie,
waardoor er meer wordt verwacht van de werknenkensctiecomschrijvingen zijn niet meer
helemaal duidelijk, waardoor werknemers niet meetew wat er precies van ze wordt
verwacht en dit levert stress op. De directe ludsen role overload en job stress die werd
gevonden in deze studie, is dus ook te begrijpanivaen organisatie perspectief. Maar er
blijken in de praktijk ook nog andere factoren earte spelen. Dit wordt ook benoemd door
Annemarie, zij geeft aan dat de job stress in denjdat ze er werkt is toegenomen. Zij denkt
dat dit voornamelijk komt door een tekort aan werkiers, er zijn veel collega’s verdwenen
maar het werk is hetzelfde gebleven. De onduidetif over verwachtingen kunnen zorgen
voor meer role overload, waardoor job stress birdeenrganisatie stijgt. Agnes ziet vooral
ook een grote rol voor de thuissituatie van werkaesmHet meenemen van problemen thuis

naar het werk zorgt ook voor meer job stress biknwemers.

In deze studie is geen moderatie effect gevonderzowel job variety als POS. Agnes geeft
aan dat dit vanuit de praktijk niet altijd zo hoeftzijn. De werknemers die aangeven dat ze
zich gewaardeerd voelen, laten ook zien dat zeeidts’s willen doen voor de organisatie.
Dit leidt volgens Agnes tot meer verbondenheid decbrganisatie, maar vermindert volgens
haar ook de job stress. Ook Annemarie gaf aanalatigport die zij van de organisatie
ontvangt voor haar erg van belang is. Alleen dpdern van fusie en onzekerheid is deze
support niet erg duidelijk meer zichtbaar en neleietdoor ook de job stress niet af. De

variabele job variety als moderator speelt binndh Siet een hele grote rol, omdat het gaat
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over werk dat al heel gevarieerd is. Een toenamgolavariety zal in de ogen van Agnes niet
tot minder job stress leiden. Wel ziet ze het bgghgan POS binnen een organisatie, maar
geeft ze ook aan dat POS hoge verwachtingen menzee kan brengen. Werknemers
kunnen zich verplicht voelen om meer terug te da®r de organisatie en daardoor kunnen
de werkeisen stijgen. Het blijft een vicieuze ciykeaarbij aan de ene kant POS kan zorgen
voor minder job stress, maar aan de andere kalttHet weer tot meer werkeisen die die job
stress zullen verhogen. Daarom moet volgens Age¢siteen naar POS worden gekeken als
een organisatie job stress wil verminderen, maatmogekeken worden naar wat een
werknemer individueel nodig heeft en daarop moetiewo ingespeeld. Daarbij speelt ook de

organisatiecultuur en contact met leidinggevendeoaliega’s volgens haar een grote rol.



