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ABSTRACT 

This study investigates the influence of role stressors (workload, role ambiguity, and role conflict) on 

Counterproductive Work Behavior (CWB) and job stress as a mediator variable. A total of 310 

questionnaires were distributed, and employees in Banten, Indonesia's automotive industry, provided 

the information. The Structural Equation Models (SEM) via the Lisrel software was used for path 

analysis along with the descriptive method in this study. The findings indicated a significant correlation 

among job stress and counterproductive work behavior and workload, role ambiguity, and role conflict. 

In CWB, the relationship among workload, role ambiguity, and role conflict was also mediated by job 

stress. The research's conclusions indicate that role stressors should be managed to reduce CWB. 

Therefore, lowering the role stressors leads to less job stress and CWB. 
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Introduction 

Stress is the result of work factors such as expectations that do not match the abilities of 

employees, resources, needs, and job demands (Saranani et al., 2022). Many studies have 

proven that work stress can be an important predictor of employee behavior at work (Silva & 

Ranasinghe, 2017; Raza et al., 2017). This behavior can be positive because stress creates 

conditions for a dynamic work environment as a result of the parties adjusting to challenges 

in the internal and external environment of the organization (Muhdar, 2012). However, it is 

not uncommon for the impact to be negative. The behavior that has a negative impact is 

known as Counterproductive Work Behavior (CWB).  

Robinson and Bennet (1995) state that this CWB may risk the organization's or its 

members' welfare, or even both. It also violates organizational norms. CWB is "harmful to 

the organization by directly affecting the function or role in the organization, or by hurting 

employees in a way that will reduce employee effectiveness" is referred to as CWB (Fox 

et.al., 2001, p. 292). Reactions to work-related stress and other variables that may elicit 

unfavorable emotions can result in CWB. Role ambiguity, workload, and conflict are the 

other variables under consideration. The relationship between work stress and 

counterproductive work behavior has been supported by a number of studies, including those 

by Ma and Li (2019), Mahdi et al. (2018), Hasanati et al. (2018), and even other studies that 

split the three components of job stressors—burden work, conflict, and role ambiguity—as 

independent variables (Ahmad et al., 2021; Sutarmin, et al., 2022; Zhang et al., 2019; Zin et 

al., 2017; ). Stated differently, the objective of this study is to fill two research gaps. The first 

gap is related to the lack of research on CWB itself, since the majority of studies on employee 

behavior at work focus primarily on "good" or "positive" behaviors, especially job 

satisfaction and organizational behavior citizenship. The fact that so few studies (Brender-

Ilan & Sheaffer, 2019; Chen et al., 2020) have looked at "negative" attitudes and behavior 

like job stress and CWB at the same time suggests that more research is needed in this area. 

The second area of research that requires attention relates to CWB predictors. A clear 

understanding of how role stressors can promote job stress and how such stress can lead to 

CWB is lacking despite certain studies indicating a relationship between job stress and CWB, 

especially among employees in the automotive industry.  

The objectives of the study were to determine the predictive effects of workload, role 

ambiguity, role conflict, and job stress on the degree of CWB based on phenomena and prior 

research. These kinds of studies may influence administrators to improve long-term 

performance in the automotive industry. The study pinpoints role stressors and how they 

affect automotive employees' CWB. The automotive industry was chosen for this study 

because employees in this field have a history of experiencing high levels of workplace 

stress. 

 

Literature review 

Role stressor and job stress 

Role stressors, which are defined as role overload, role ambiguity, and role conflict, have 

been the subject of numerous studies. From the perspective of role theory (Kahn et al., 1964; 

Rizzo et al., 1970), which decides that employees are employed to carry out necessary roles 

(i.e., interdependent, recurring behaviors; Katz & Kahn, 1978), the organization's ability to 
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function is dependent on how effectively they can perform these roles. Role stressors are the 

result of repeated interactions between people in various functions and within them that can 

be stressful. Role stressors, which include three aspects: role ambiguity, role conflict, and 

role overload, are significant components of job stress (Eatough et al., 2011). 

The perception that one's personal resources are unable to meet the demands of one's work 

role is known as role overload (Eatough et al., 2011). Some aspects of psychological strain, 

including elevated job stress and psychological distress, have been linked to role overload, 

according to empirical research (Shultz et al., 2010; Rafferty & Jimmieson, 2010). Workload 

and work stress are related, according to several earlier studies, such as Zin et al. (2017), 

supporting this claim. The same conclusion was reached by Susiarty et al. (2019) in a study 

of inpatient nurses at the Mataram City General Hospital, who stated that workload had a 

positive and significant effect on work stress. Similarly, Kokoroko and Sanda (2019), in their 

study on OPD nurses in Ghana using hierarchical regression and correlation analysis, found 

that a high workload is correlated with a significant amount of work stress for nurses.  

In particular, roles with conflicting or ambiguous standards of behavior are referred to as 

having role ambiguity (Rizzo et al., 1970); on the other hand, roles with excessive demands 

that exceed an employee's capacity—that is, their time, energy, and capability—are referred 

to as having role overload (Eatough et al., 2011). The claim that role conflict and work stress 

are related is supported by some prior research investigations, such as Zin et al. (2017), who 

studied the Malaysian police. Similarly, Ahmad et al.'s research from 2021, which used 

regression analysis and correlation, states that role conflict makes people more stressed at 

work. Sutarmin et al. (2022) found that employees at the Office of Communication, 

Informatics and Sandi, East Lombok Regency, West Nusa Tenggara Province, felt more work 

stress than the level of conflict they experienced. The study used both descriptive and 

inferential statistical analysis with PLS. Similarly, several earlier studies such as Zin et al. 

(2017), who studied the Malaysian police, support the hypothesis that role ambiguity and 

work stress have a relationship. Similarly, Ahmad et al. (2021) found that role ambiguity 

increases work stress in a regression and correlation analysis study. Likewise, Obiageli et al. 

(2022), who conducted research at Deluxi Nigeria Limited using the SmartPLS path analysis, 

stated that Job Stress is influenced by role ambiguity. So, according to the literature and 

previous research, the following hypotheses were developed. 

H1: workload has a significant effect on job stress 

H2: ambiguity has a significant effect on job stress 

H3: role conflict has a significant effect on job stress. 

 

Role stressors, job stress and CWB 

Several studies investigated the differential effects among the three role stressors or how they 

relate to CWB when combined. The three role stressors have varying effects on how CWB is 

carried out. According to Zhang et al. (2019), role ambiguity was most closely correlated 

with CWB, followed by role conflict and role overload. Several prior studies that found 

the workload to be a significant predictor of CWB in Nigerian organizations (Uzondu et al., 

2017) support the hypothesis. High workloads have been confirmed by research by Ugwu 

(2017) as a precursor to CWB in Nigerian organizations. Chen et al. (2017) found that 

employees' CWB is positively correlated with workload, time pressure, and work-family 
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conflict. Additionally, Ugwu and Asogwa (2018) conducted research on nurses from five 

hospitals in southeast Nigeria and found a direct and positive correlation between CWB and 

perceptions of a high workload. 

Moreover, the conflict has a significant effect on CWB. This hypothesis is supported by 

some previous research investigations on interpersonal conflict, for example, the study 

carried out by Hasanati et al. (2018), which reveal that interpersonal conflict significantly 

influences CWB. Similarly, Zhang et al. (2019) found that role conflict, a type of conflict, has 

an impact on CWB in their multiple regression analysis study of employees in Mainland 

China. Although role conflict among Account Representatives at the Primary Tax Service 

Office is the subject of Basalamah and Sugiharto's (2021) multiple analysis, it is known to be 

associated with CWB following role ambiguity. 

Uncertainty about an employee's position within an organization leads to role ambiguity, 

which has a significant impact on the output of that employee's work. Put another way, 

workers who perceive their roles as unclear also exhibit high levels of CWB; that is, the more 

ambiguous an employee's role is, the higher their perceived CWB. The claim that role 

ambiguity is most strongly associated with CWB is supported by several earlier studies such 

as Zhang et al. (2019) that used multiple regression analysis to study employees in Mainland 

China. Likewise, Basalamah and Sugiharto (2021), in a multiple regression analysis research 

on Account Representatives at the Primary Tax Service Office, found that that role ambiguity 

have a significant effect on CWB. 

Numerous studies have demonstrated that work stress can be a significant predictor of 

employee behavior at work, particularly the negative behavior known as CWB. Ma and Li 

(2019), for example, found that work stress positively predicts employees' CWB using 

multiple regression analysis and SPSS. Similarly, Mahdi et al. (2018) found that work stress 

had a significant impact on teacher CWB in three schools in the city of Banda Aceh based on 

their multiple regression analysis research on high school teachers using SPSS. According to 

a 2019 study by Farrastama et al. (2019) using path analysis and SMartPLS on workers in 

Mataram, job stress significantly and favorably influences CWB. Then, employing multiple 

regression analysis, Mahadiputra and Piartrini (2021) concluded that Job Stress had a 

favorable and significant impact on CWB. Similarly, Hapsari et al. (2022) found that work 

stress has a positive and significant impact on CWB behavior in a study of civil servants in 

Lombok, using path analysis with SMartPLS. So, according to the literature and previous 

research, the following hypotheses were developed. 

H4: workload has a significant effect on CWB 

H5: ambiguity has a significant effect on CWB 

H6: role conflict has a significant effect on CWB. 

H7: Job Stress has a significant effect on CWB. 

H8: Job Stress has a role as a mediator variable in the relationship among role stressors 

(workload, role ambiguity & role conflict) and CWB. 

 

Methodology 

Because there are variables to be examined, this research method is descriptive method that 

assesed using verification approach . The objective is to provide an accurate, structured, 

factual picture of the relationships among the variables according to the review. As 
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mentioned by Churchill and Iacobucci (2005), this research was conducted using a survey 

technique, which is a method used to provide facts about phenomena so that it may be 

considered based on theoretical reviews or previous studies. Then, conclusions about 

employees' job stress and CWB can be drawn. . 

The sampling method chosen is simple random sampling; because the population in the 

study was known, the sample was determined using the Slovin formula so that a sample size 

of 310 was obtained. For the measurement of CWB, indicators and items that developed by 

Bennett and Robinson (2000) and Spector et al. (2006) was used. The Role Stressor Scale 

(RSS) created by Rizzo, et.al. (1970) was used to assess role stressors. There are eight items 

on this scale. Based on Robbins (2016), a simplified the Job Stress Scale (JSS) that consist of 

nine items was used in this research The method of analysis using Structural Equation Model 

(SEM) was used for verification. This study requires an analysis of data and its interpretation 

that will be used to answer research questions and identify specifics social phenomena. As a 

result, data analysis is the process of simplifying data into a form that is easier to read and 

analyze. To evaluate the proposed hypothesis, a causality or path analysis model will be used 

in this research. . The statistical expert Lisrel's analytical approach is SEM (Structural 

Equation Modeling). Meanwhile, the Sobel test is used in the mediation test. . 

 

Results 

Before evaluating the correlation among variables, the results of the Goodness of fit from the 

data were investigated.. The following table shows the criteria of goodness of fit for the SEM 

analysis using Lisrel.  

 

Table 1. 

Result of Goodness of fit testing 

No. Goodness of Fit Index Cut-off Value Result Statement 

1 Chi-Square Under Table value 332,37< 200,33 Good Fit 

2 Significant Probability ≥ 0.05 0.065 Good Fit 

3 RMSEA ≤ 0.08 0.019 Good Fit 

4 GFI ≥ 0.90 0.976 Good Fit 

5 AGFI ≥ 0.90 0.961 Marginal Fit 

6 RFI ≥ 0.90 0.917 Good Fit 

6 NFI ≥ 0.95 0.954 Good Fit 

7 CFI ≥ 0.94 0.961 Good Fit 

   Source: The result of data processing (2023) 

 

As presented in Table 1, SEM was used to examine the relationship among variables for 

proof that this model was acceptable. The test on the suitability of the model shows that this 

model is fit because almost all the cut-off values of the test indicators can be fulfilled. Even 

though there is one test variable that is below the cut-off value, the difference is not too 

significant; namely, GFI shows a marginal or unfit level of acceptance, because the value 

range close to 0.9 is still acceptable. 

The structural model's interpretation of job stress and CWB is shown in Figure 1. The 

relationship among the dependent variable, the mediator, and the explanatory factors is 

shown by this model. This model, comparable to regression models, enables the relative 

importance of the model's variables to be assessed. The results displayed in Figure 1, 
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demonstrated that each support's direct influence was examined and found to be 

substantial and that the impression of job stress functions as a complete mediator in the 

relationship among role stressors (workload, role ambiguity and role conflict) and CWB.  

 

Figure 1. 

Standardize model structural 

 
 

Based on the results of structural modeling as shown in Figure 1, the parameter of the 

hypothesis test uses a comparison of the t value, namely if the t count > t table (1.96), then 

H0 is rejected and H1 is accepted. The results of hypothesis testing are then summarized in 

Table 2: 

 

Table 2. 

Structural equations 

SK = 0.850*BK + 0.316*KP + 0.427*AP, Errorvar.= 0.0931 , R² = 0.907 

           (0.103)    (0.0691)   (0.0608)             (0.0236)             

            8.252     4.566      7.017                3.944               

  

CWB =  0.758*SK + 0.035*BK + 0.345*KP + 0.607*AP, Errorvar.= 0.644  , R² = 0.356 

              (0.271)    (0.280)    (0.153)    (0.149)              (0.0900)             

                2.794      3.702       2.249      4.086                  7.154 

 

The finding of statistical analysis indicate a correlation among the independent variable 

and the dependent variable. The significance test is after evaluating the hypothesis using 

correlation analysis using SEM analysis to find out if an independent variable's influence on 

the dependent variable occurs significantly. . The significance test, in this context, , an 

analysis of the variance test is between value of the t-table and the t-count. The resultant 

value is significant since the t-count is higher than the t-table. . The summary of the result of 
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data processing can be seen in Table 3: 

 

Table 3. 

Finding summary 

Hypothesis Coefficient  T-value P-Values Decisions 

Direct relations 

workload -> job stress 0.850 8.252 0.003 Accepted 

Role ambiguity -> job stress 0.316 4.566 0.014 Accepted 

Role conflict ->  job stress 0.427 7.017 0.025 Accepted 

workload -> CWB 0.035 3.702 0.004 Accepted 

Role ambiguity -> CWB 0.345 4.086 0.032 Accepted 

Role conflict ->  CWB 0.607 2.249 0.015 Accepted 

Job stress -> CWB 0.758 2.794 0.002 Accepted 

Mediating ta tb Sobel  

workload -> Job stress -> CWB 8.252 2.794 2.586 Accepted 

Role ambiguity -> Job stress -> CWB 4.566 2.794 2. 185 Accepted 

Role conflict -> Job stress -> CWB 7.017 2.794 1.989 Accepted 

Source: Proposed by authors (2023) 

 

The hypothesis testing structural model approves all the hypotheses (See Table 3). 

Workload has a significant impact on job stress (β = 0.85, t = 8.25 > 1.96, and p = 0.003 < 

0.05), so the first research hypothesis (H1) that workload influences job stress is accepted. 

Role ambiguity significantly affect job stress (β = 0.32, t = 4.57 > 1.96, and p = 0.01 < 0.05); 

thus, the second research hypothesis (H2) is accepted. Role conflict significantly affect job 

stress (β = 0.43, t = 7.02 > 1.96, and p = 0.03 < 0.05), thus the third research hypothesis (H3 

is accepted.  

Workload significantly affect CWB (β = 0.04, t =3.70 > 1.96, and p = 0.00 < 0.05), 

supporting the fourth research hypothesis (H4). Role ambiguity significantly affect CWB (β = 

0.35, t =4.09>1.96, and p = 0.02 < 0.05); thus, the fifth research hypothesis (H5) is accepted. 

Role conflict significantly affect CWB (β = 0.61, t = 2.25 > 1.96, and p = 0.00 < 0.05), 

supporting the sixth research hypothesis (H6). Job stress significantly affect CWB (β = 0.76, t 

= 2.79 > 1.96, and p = 0.00 < 0.05); thus, the seventh research hypothesis (H7) is accepted.  

Finally, for the evaluation of the eighth hypothesis (H8), it is confirmed that job stress has 

a mediating effect between workload, Role ambiguity, and role conflict on CWB (Sobel’s 

statistic = 2.59, 2.19, and 1.99 sequentially). 

 

Discussions 

One of the objectives of this study was to analyze the influence of job stress (perceived 

antecedents and impact) on CWB from an organizational perspective, given the current lack 

of a theoretical foundation for job stress. We determined role stressors (workload, role 

ambiguity, and role conflict) as significant antecedents of job stress and CWB based on the 

results of the statistical analysis. 

The major influence of workload on job stress is aligned with that reported in previous 

research, indicating a strong correlation on job stress. This research seems to be consistent 

with studies by Zin et al. (2017), Kokoroko and Sanda (2019), and Susiarty et al. (2019), 

which indicated that workload has a significant effect on job stress as well as the role 



                                           International Journal of Behavior Studies in Organizations 10(2023)18-28                                 25 

ambiguity has a significant effect on job stress. The result of this research seems to be 

consistent with studies by Zin et al. (2017), Ahmad et al. (2021), Sutarmin et al. (2022), and 

Obiageli et al. (2022), which indicated that role ambiguity has an insignificant effect on job 

stress. 

Further, role stressors (workload, role ambiguity and role conflict) also have a significant 

effect on CWB. The result of this research seems to be consistent with studies by Zhang et al. 

(2019), Uzondu et al. (2017), Ugwu (2017), Chen et al. (2017), Ugwu and Asogwa (2018), 

which stated that perceptions of high workload were directly and positively related to CWB. 

The result also shows that there is a relationship between role ambiguity and CWB, or the 

higher the level of role ambiguity of an employee, the higher the perceived CWB. This result 

is reinforced by several previous studies conducted by Zhang et al. (2019); Basalamah and 

Sugiharto (2021) that role ambiguity has a significant effect on CWB. The conflict has a 

significant effect on CWB. This result is reinforced by several previous studies conducted by 

Hasanati et al. (2018), Zhang et al. (2019), and Basalamah and Sugiharto (2021) that role 

conflict is related to CWB. 

So work stress can be an important predictor of employee behavior at work, especially 

negative behavior known as CWB, for example, job stress has significant effects on CWB. 

This statement is reinforced by several previous studies conducted by Ma and Li (2019), 

Mahdi et al. (2018), Farrastama et al. (2019), Mahadiputra and Piartrini (2021), Hapsari et al. 

(2022), stated that work stress has a positive and significant effect on CWB. Even though 

Lestari and Rino (2021) stated that work stress had a negative and significant effect on CWB. 

Our empirical analysis's results offer strong evidence regarding the significance of role 

stressors, which were found to have a significant impact on CWB and job stress. The results 

show that the greatest effect on job stress and CWB has been correlated to the variety of role 

stressors, which include workload, role ambiguity, and role conflict.  Overall, the results of 

this study provide evidence that job stress has a mediating effect on the relationship between 

CWB and role stressors like workload, role ambiguity, and role conflict.  

 

Conclusion 

This study implements path analysis and modern mediation techniques using the Sobel test to 

explain the relationship among role stressors (Independent), CWB (Dependent), and job 

stress (Mediator). Data analysis validates and supports each of the research hypotheses. This 

study shows that role stressors (workload, role ambiguity, and role conflict) and high job 

stress are the causes of increased CWB. This study's design highlights the need for human 

resource administrators to monitor and identify variables that could raise or lower CWB. 

Employees in the automotive industry found that reduced role stressors would result in lower 

CWB levels. Employees would be more dedicated to the automotive industry when given a 

reasonable amount of opportunity and equality to handle. Consequently, even in situations 

where other role stressors are high, the useful findings implication is to minimize job stress. 

The findings show that a significant portion of the impact of role stressors on CWB may be 

mitigated if management can find ways to lessen conflict. In this scenario, management will 

be able to retain CWB workers despite the high level of role stressors. 

Results from this research indicate that manager or owners of organizations need to take 

steps to reduce job stress and CWB in different dimensions of their jobs. However, changes 
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that would increase one dimension on a variable may not associated with a reduction of CWB 

in a different measurement. . 

 

Limitations 

Every research has limitations, as does this research, which are related to geographic location. 

Data was collected from the automotive industry and was specific to the city of Bekasi. Since 

the results of this study may not apply to other organizations generally in other industries, it 

is not possible to generalize the validity of our conclusions to other employees in other 

industry sectors. Apart from that, there are different perceptions that each employee has in 

interpreting the item statements in the questionnaire, which makes the results biased.  

There are two key recommendations for the company. First, improvements should be 

made to the operational process in retail automotive. The second is that in order to reduce 

workload, role ambiguity, and role conflict, employees should receive training whenever they 

are assigned a new task or work. They should also receive guidance relevant to the job or 

duty that clearly defines the responsibilities and role expectations. . 
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