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ABSTRACT.

The problem in this research is which variable is the most dominant among the
variables of role conflict, role ambiguity, job stress that affect employee performance?
The purpose of this study was to determine the most dominant variables among the
variables of role conflict, role ambiguity, job stress that affect employee performance.
The research is included in the category of causal research using a quantitative
approach. Causal research is research that wants to see whether a variable that acts as
an independent variable has an effect on other variables being dependent. The target
population in this study were permanent employees of PT. Nuasantara Il Tanjung
Morawa Plantation, totaling 104 people. The sample in this study was 73 people. From
the results of the study, it can be concluded that Role Conflict has a positive and
significant impact on the Individual Performance of PT Perkebunan Nusantara Il
Tanjung Morawa employees. Role ambiguity has a positive and significant impact on
the individual performance of PT Perkebunan Nusantara Il Tanjung Morawa
employees. Work stress has a positive and significant effect on the individual
performance of employees at PT Perkebunan Nusantara Il Tanjung Morawa. Role
conflict has a positive and significant effect on work stress at PT Perkebunan
Nusantara Il Tanjung Morawa. Role ambiguity has a positive and significant effect on
work stress at PT Perkebunan Nusantara Il Tanjung Morawa. Role Conflict on
Employee Individual Performance through Job Stress has no significant effect.
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INTRODUCTION

Human resources or employees provide an important role in achieving goals for the
company. This requires companies to always try to find ways and policies effective
way to improve employee performance. One effort can be done by carrying out
employee performance appraisals. Human resources are the central figure in the
company because in the absence of professional/competitive employees, the company
cannot carry out its activities optimally (Liawandy, Indarti, & Marzolina, 2014)

Employees are the only asset that cannot be duplicated and imitated by other
humans because essentially each person is a unique creature created by the Supreme
Creator with different characteristics (Liawandy et al., 2014). Saying companies need
employees who have high performance and are able to work better and faster, this
means that companies need human resources who are reliable and able to work well
according to their abilities. According to Douglas B (2000) quoted from the Journal
(Fahmiswari & Dharmadiaksa, 2013).

Performance in the organization is the answer to the success or failure of the
company's goals that have been set. Bosses or managers often don't pay attention,
unless it's gone really bad or things have gone awry. Too often managers do not know
how bad performance is and so companies face serious crises (Lindawati & Salamah).
Individual performance refers to individual work performance which is regulated
based on standards or criteria that have been set by an organization, according to
Cecilia (2006) quoted from (Lindawati & Salamabh).

Saying that individual performance is the level of success of a person as a whole
during a certain period in carrying out tasks compared to various possible work
outcomes, targets, targets or criteria that have been determined in advance and have
been mutually agreed upon. According to Iryani (2009) quoted from the Journal
(Fahmiswari & Dharmadiaksa) , 2013).

Basically, employee performance is a complex process, both from the employee's
personal self and from the company's strategic efforts (Utomo & Nugroho, 2014).
Employee performance is a result achieved by workers in their work according to
certain criteria that apply to a job (Utomo & Nugroho, 2014).

From various studies that have been conducted, changes in organizational
environmental conditions both internally and externally can directly or indirectly lead
to Role Conflict, Role Ambiguity and work stress that can reduce employee
performance (Nur, Hidayati, & Maria, 2016).

A company which has employees whose performance is good, it is likely that the
company's performance is also good, so in this case there is a very close relationship
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between individual employee performance and company performance (Nur et al.,
2016). To improve the quality and quantity of employee work, companies must be able
to work with employees and be responsible, for example, making a letter an employee
must be responsible for the letter, especially those who use letterhead and stamps, the
employee must interfere with the responsibility for the letter by placing a code on the
letterhead. the left-hand end of the letter.

Employee performance improvement can be achieved in several ways, for example
through the provision of appropriate compensation, motivation, as well as in terms of
the personality of each employee. In addition, a comfortable work environment and
motivation are basically the rights of employees and the obligation of the company to
support the contributions of its employees in order to achieve the goals that have been
determined.

This company really needs a better employee performance appraisal so that the
company can run well too. Performance appraisal can be done by analyzing the factors
that affect employee performance, so that it can be seen which factors are more
influential in improving employee performance at the PTPN Il Tanjung Morawa
company. Assessment of individual employee performance is increasingly important
when the company will reposition employees.

There are many factors that can hinder the performance of an employee in a
company, one of which is the role ambiguity factor. Role ambiguity arises when
employees do not have information or knowledge that is clear enough to carry out a
job or task (Nur et al., 2016).

Employees are required to be able to work more optimally and be able to complete
within the time limit set by the company. The excessive workload causes collisions or
pressures that occur on him which can cause stress for employees (Wibowo &
Rahardja, 2015). Companies must try to motivate employees to be able to overcome
these pressures so that they do not become problems within the company that will
hinder employee performance. Because conflicts that occur between superiors and
employees and employees who are given jobs that exceed their ability limits cause
employees to be more stressed, it will hamper employee performance, especially
employees who are in the field being pressured by their members and others.

In order for the company to compete, it is necessary to increase the quality of
employees so that the company's productivity can increase. As is known that
employees who work at PT. Perkebunan Nusantara Il Tanjung Morawa consists of
several interconnected parts and from these several parts there are many differences
that exist within the company ranging from differences of opinion, working conditions,
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quality of supervision, task challenges to differences in positions and salaries.

PT. Perkebunan Nusantara Il Tanjung Morawa, is trying to plan in a planned way
to solve various problems regarding role conflict, role ambiguity and also employee
work stress. Currently PT. Perkebunan Nusantara Il Tanjung Morawa has employees
with human resources (HR) who come from different backgrounds and with various
fields of work. From all fields of work, each employee is required to meet the
company's needs in accordance with the company's vision and mission, namely to
create and enhance cooperation by prioritizing trust to provide optimal value.
Employees are required to be able to maximize and be able to complete work within
the time limit determined by the company, this is what employees of PT. Nusantara Il
Tanjung Morawa plantation which tends to lead to role conflicts.

There are factors that affect the level of employee performance, namely work
stress caused by role conflict and role ambiguity, according to Habibullah and
Apriyani (2009) taken from the journal (Yasa, 2007). From the results of observations
of phenomena that occur in employees at PT. It is suspected that the Nusantara Il
Tanjung Morawa Plantation still needs to be managed properly due to indications of
declining employee morale and employees' not being on time.

RESULTS AND DISCUSSION
3.1. Research result

This research was conducted at PT Perkebunan Nusantara IITanjung Morawa. In
this study, the authors made data processing in the form of a questionnaire consisting of
10 statements for the variable X1, 8 statements for the variable X2, 15 questions for the
variable Z, and 15 questions for the variable Y, which the X1 variable is role conflict,
the X2 variable is role ambiguity, the Z variable is work stress, the Y variable is
Employee Individual Performance. This questionnaire was given to 73 respondents as
research samples using a Likert scale in the form of a checklist.

3.2. Analysis Requirements

Data analysis in this study used the Structural Equation Model Partial Least
Square (SEM-PLS). As an alternative to covariance based SEM, the variance based or
component based approach with analysis-oriented PLS shifts from testing
causality/theory models to component based predictive models. Structural model testing
in PLS is carried out with the help of Smart PLS ver software. 3 for Windows. The
following are the results of the structural model formed from the formulation of the
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problem:

Figure 1. Results of the PLS Structural Model

There are two group stages to analyze SEM-PLS, namely the analysis of the
measurement model (outer model), namely (a) convergent validity; (b) construct
reliability and validity; and (c) discriminant validity and structural model analysis (inner
model), namely (a) coefficient of determination (r-square);

(b) f-square; and (c) hypothesis testing (Hair, Hult, Ringle, & Sarstedt, 2014).

ANALYSIS PARTIAL LEAST SQUARE.

4.1. Measurement Model Analysis (Outer Model)

Analysis of the measurement model analysis (outer model) uses 2 tests, including: (1)
Construct reliability and validity and (2) Discriminant validity following the test results.
a. Construct reliability and validity

Construct validity and reliability is a test to measure the reliability of a construct. The
reliability of the construct score should be high enough. The composite reliability
criteria are >0.6 (Juliandi, 2018).

204 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




\\o“‘”"llra
International Journal in Management and Social Science 'IJMR
Volume 09 Issue 08, August 2021 ISSN: 2321-1784 Impact Factor: 7.088 L2

Journal Homepage: http://ijmr.net.in, Email: irjmss@gmail.com
Double-Blind Peer Reviewed Refereed Open Access International Journal

Table 1. Composite Reliability

Composite Reliability
X1 0.944
X2 0.860
Y 0.954
0.945

The conclusion of the composite reliability test is as follows:

1) Role Conflict Variable (X1) is reliable, because the composite reliability value of
Role Conflict (X1) is 0.944>0.6

2) The Role Ambiguity Variable (X2) is reliable, because the composite reliability
value of Role Ambiguity (X2) is 0.860>0.6

3) Work Stress Variable (Z) is reliable, because the composite reliability value of
Work Stress (Z) is 0.945>0.6

4) Employee Individual Performance Variable (Y) is reliable, because the composite
reliability value of Employee Individual Performance (YY) is 0.954>0.6.

4.2. Discriminant Validity

Discriminant validity is the extent to which a construct is completely different
from other constructs (a construct is unique). The best new measurement criteria is to
look at the Heretroit-Monotrait Ratio (HTMT) value. If the HTMT value is <0.90, then
a construct has good discriminant validity (Juliandi, 2018).

Tables 2. Heretroit-Monotoroit Ratio (HTMT)

Heretroit-Monotoroit Ratio (HTMT)
X X2 Y Z
X1
X2 0.929
Y 0.845 0.777
Z 0.744 0.839 0.701
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The conclusion of the Heretroit-Monotrait Ratio (HTMT) test is as follows: (1) Variable
X1 (Role Conflict) to X2 (Role Ambiguity) has a Heretroit-Monotrait Ratio of 0.929>
0.90, meaning that the discriminant validity is good, or completely different from
another construct (construct is unique); (2) Variable X1 (Role Conflict) to Y (Employee
Individual Performance) Heretroit Monotrait Ratio value 0.845> 0.90, meaning that the
discriminant validity is good, or completely different from other constructs (the
construct is unique); (3) variable X2 (Role Ambiguity) to Y (Employee Individual
Performance) Heretroit Monotrait Ratio 0.777> 0.90, meaning that the discriminant
validity is good or completely different from other constructs (the construct is unique);
(4) Variable X1 (Role Conflict) to Z (Work Stress) has a Heretroit Monotait Ratio of
0.744>0.90, meaning that the discriminant validity is good or completely different from
other constructs; (5) Variable X2 (Role Ambiguity) to Z (Work Stress) has a Heretroit
Monotrait Ratio of 0.839> 0.90, meaning that the discriminant validity is good, or
completely different from other constructs; (6) Variable Y (Employee Individual
Performance) to Z (Work Stress) Heretroit Monotroit Ratio value 0.701> 0.90, meaning
that the discriminant validity is good, or completely different from other constructions
(the construct is unique).

4.3. Structural Model Analysis (Inner Model)
Structural model analysis aims to analyze the research hypothesis. There are
at least two parts that need to be analyzed in this model, namely: the coefficient of
determination and hypothesis testing.

a. Coefficient of determination (R-square)

R-Square is a measure of the proportion of variation in the value of the
affected variable (endogenous) which can be explained by the variable that
influences it (exogenous). This is useful for predicting whether the model is
good/bad (Juliandi, 2018). The criteria for the R-Square are:

(1) if the value of 2 (adjusted) = 0.75 — the model is substantial (strong); (2) if
the value of 2 (adjusted) = 0.50 — the model is moderate; (3) if the value of 2
(adjusted) = 0.25 — the model is weak (bad) (Juliandi, 2018)

Table 3. R-Square

R-Square R-Square Adjusted
X 0.841 0.834
Z 0.553 0.541
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b. F-Square

Measurement of F-Square or 2 effect size is a measure used to assess the relative
impact of an influencing variable (exogenous) on the affected variable (endogenous).
The measurement of 2 (f-square) is also called the effect of changing 2. That is,
changes in the value of 2 when certain exogenous variables are removed from the
model can be used to evaluate whether the omitted variables have a substantive
impact on the endogenous construct (Juliandi, 2018).

The F-Square criteria according to (Juliandi, 2018) are as follows: (1) If the

value of 2 =0.02

— Small effect of exogenous variables on endogenous variables; (2) If the value of 2
= (.15 — Moderate/moderate effect of exogenous variables on endogenous variables;
and (3) If the value of 2 = 0.35 — The large effect of the exogenous variable on the

endogenous.
Table 4. F-Square
Y z
X1 0.005 0.120
X2 0.702 0.119
Y
VA 0.013

Based on table 4 above, it is known that: (1) Variable X1 (Role Conflict) to Y
(Employee Individual Performance) has a value of 2 = 0.005, hence the small effect of
exogenous variables on endogenous variables; (2) Variable X2 (Role Ambiguity) to Y
(Employee Individual Performance) has a value of 2 = 0.702, so the moderate effect of
exogenous Vvariables on endogenous variables; (3) Variable X1 (Role Conflict) to Z
(Work Stress) has a value of 2 = 0.120, hence the small effect of exogenous variables on
endogenous variables; (4) Variable X2 (Role Ambiguity) to Z (Work Stress) has a value
of 2 = 0.119, so the effect is moderate/moderate from exogenous to endogenous
variables; (5) Variable Z (Work Stress) to Y (Employee Individual Performance) has a
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value of 2 = 0.013, then the effect is moderate/moderate from exogenous variables to
endogenous.

CONCLUSION.

Based on the results of research and discussion that have been stated previously,
conclusions can be drawn from research on the effect of Role Conflict and Role
Ambiguity on Individual Employee Performance through Work Stress at PT
Perkebunan Nusantara IITanjung Morawa. Based on the analysis and discussion of the
research results, the researcher concludes as follows: Role Conflict has a positive and
significant effect on Individual Performance of Employees of PT Perkebunan Nusantara
Il Tanjung Morawa, Role Ambiguity has a positive and significant impact on Individual
Performance of Employees of PT Perkebunan Nusantara I1Tanjung Morawa, Job Stress
has a positive and significant effect on the Individual Performance of Employees at PT
Perkebunan Nusantara Il Tanjung Morawa, insignificant effect. Based on the
conclusions above, in this case the author can suggest the following: 1) It is better if the
employee role conflict given by the company is more equipped to make it easier for
employees to work. 2) It is better that the ambiguity of the role of PT Perkebunan
Nusantara Il Tanjung Morawa employees should be paid more attention to the work
regulations so that employees comply with the regulations set by the company. 3) It is
recommended that the work stress of employees of PT Perkebunan Nusantara Il
Tanjung Morawa be further increased so that the individual performance of employees
can also increase, so that the company can achieve the expected goals. 4) In improving
the Individual Performance of Employees.

REFERENCES.

Arda, M. (2017). The Effect of Job Satisfaction and Work Discipline on Employee
Performance at Bank Rakyat Indonesia Putri Hijau Medan Branch. Scientific
Journal of Management and Business, 18(1), 45-60.
https://doi.org/10.30596/jimb.v18i1.1097

Arfan, IL (2010). Behavioral Accounting (two). Jakarta: Four Salemba.

Arianty, N. (2014). The Influence of Organizational Culture on Employee Performance.
Scientific Journal of Management and Business, 14(2), 144-150

Arif, M., Syaifani, PE, Siswadi, Y., & Jufrizen, J. (2019). Effect of Compensation and
Discipline on Employee Performance. Proceedings of The 3rd International
Conference on Accounting, Business & Economics (Ull-ICABE 2019), 263—
276.

208 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




\\on‘”"llrb
International Journal in Management and Social Science 'IJMR'
Volume 09 Issue 08, August 2021 ISSN: 2321-1784 Impact Factor: 7.088 =

Journal Homepage: http://ijmr.net.in, Email: irjmss@gmail.com
Double-Blind Peer Reviewed Refereed Open Access International Journal

Azizola, A., Ajdari, Z., & Khaled, O. (2013). The Relationship Between job stress and
Performance Among The Hospitals Nurses. Health Promotion Research Center,
Zahedan University of Medical Sciences, Zahedan, Iran. World of Sciences
Journal, 2.

Damanik, BE (2019). The Effect of Facilities and Lecturer Competence on Learning
Motivation. EK&BI Journal, 2(2), 1-10.

Edy, S. (2011). Human Resource Management. Jakarta: Kencana.

Fahmiswari, A. . IW, & Dharmadiaksa, 1B (2013). The Effect of Individual Employee
Performance on the Effectiveness of Using Accounting Information Systems.
Udayana University Accounting E-Journal, 5(3).

Fanani, Z. (2008). The Influence of Audit Structure, Role Conflict and Role
Unclearness on Auditor Performance. Journal of Indonesian Accounting and
Finance, 5(2).

Faustyna, & Jumani. (2015). The Effect of Career Development and Work Discipline on
Employee Performance at PT Pelabuhan Indonesia 1 (PERSERO) Medan.
Scientific Journal of Management and Business, 15(1), 71-79.

Fitriani, N. (2013). The Influence of Teachers' Perceptions of Principal Leadership and
Work Facilities on the Performance of Vocational High School Teachers.
Journal of Economic Education IKIP Veterans Semarang, 1(1), 38-47.

Habibullah, J., & Apriyani, 1. (2009). The Effect of Work Stress on the Performance of
Service Section Employees at the Population Service of Bandar Lampung City.
Journal of Business & Management, 5(3).

Hasibuan, M. (2012). Human Resource Management. Jakarta: PT Bumi Akasara.
Hasibuan, M. (2014). Human Resource Management. Jakarta: Earth Literacy.

Hasibuan, MS. (2011). Human Resource Management. Jakarta: Earth Literacy.

Hon, AHY (2013). The Effects of Group Conflict and Work Stress on Employee

Performances.

Journal of Tourism Management.

Hutami, H., & Gartiria, G. (2011). The Influence of Role Conflict and Role Ambiguity
on the Commitment of the Independence of Local Government Internal
Auditors. Semarang: Dipenogoro University.

Istiqgomah, SN, & Suhartini. (2015). The Influence of Work Discipline and
Communication Climate on the Performance of Yogyakarta City Transportation
Service Employees with Work Motivation as an Intervening Variable. Journal of
Business Strategy, 19(1), 1-9.

Jufrizen, J. (2018). The Role of Work Motivation in Moderating the Effect of

209 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




International Journal in Management and Social Science
Volume 09 Issue 08, August 2021 ISSN: 2321-1784 Impact Factor: 7.088

Journal Homepage: http://ijmr.net.in, Email: irjmss@gmail.com
Double-Blind Peer Reviewed Refereed Open Access International Journal

Compensation and Work Discipline on Employee Performance. Proceedings:
The National Conferences Management and Business (NCMAB) 2018, 405—
424,

Juliandi, A. (2018). Structural equation model based partial least square (SEM-PLS):
Using SmartPLS. Batam: University of Batam.

Juliandi, A., Irfan, 1., & Manurung, S. (2015). Business Research Methods. Umsu Press.

cashmere. (2016). Human Resource Management (Theory & Practice). Jakarta: PT Raja
Grafindo Persada.

Khasanah, U., Hasionaln, LB, & Warso, M. (2016). The Influence of Leadership, Work
Discipline and Communication on Employee Work Motivation (Study on
Employees of the Production Division of PT New March Semarang). Journal Of
Management, 2(2), 1-22.

Koopmans, L., Bernaards, CM, Hildebrandt, VH, Vet, HCW de, & Beek, AJ van der.
(2013). Measuring Individual Work Performance ldentifying and Selecting
Indicators. A Journal of Prevention, Assessment & Rehabilitation, 45(3), 62-81.

Kreitner, R., & Kinicki, A. (2014). Organizational Behavior (9th ed.). Jakarta: Four
Salemba. Kusumaningrum, D. (2017). The Effect of Peer Learning Facilities on
Internal Motivation

Economy XI Ips Mayoga. Journal of Education and Economics, 6(2), 175-180.

Liawandy, F., Indarti, S., & Marzolina, M. (2014). The Influence of Work Discipline
And Work Environment On The Performance Of Employees Of The Production
Section Of PT. Nafal Tiara Abadi Pekanbaru. Let's Fekon, 1(2), 1-15.

210 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




