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Abstract. Role clarity and workplace autonomy are always considered a dilemma for employees to perform better to achieve
their desired targets, which can affect organizational performance. The purpose of this research is to investigate the effect of role
clarity and work autonomy on the performance of employees with the mediating influence of organizational commitment. Clas-
sical organization theory and role theory constitute the methodological framework of the study. Structural equation modelling
and confirmatory factor analysis were used as research methods. Data is gathered from 311 employees of five different multina-
tional telecommunication organizations operating in the Federal Capital Territory (FCT) Islamabad and Rawalpindi City, Punjab,
Pakistan through a convenience sampling. We used AMOS for data analysis. The research results revealed that role clarity and
work autonomy have a significant positive effect on the work performance of individuals. Similarly, organizational commitment
demonstrated the partial mediation between the association of role clarity and work autonomy with work performance among
employees of multinational telecommunication organizations. Employees who are uncertain about their job responsibilities are
unable to be engaged and motivated at work. Organizations, therefore, should eradicate role ambiguities and conflicts to boost
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IToHMMaHue PO/ U aBTOHOMUS TPy/ia pa0OTHUKOB
B MEKX/IYHapPOIHBIX TeJIEKOMMYHUKAIIUOHHbIX KOMIIAHUAX:

OIIBIT PA3BHBAIOIIIHNXCA CTPAH

M.A. 3axup’?, M.A. Paza3, M. Man3yp', Y.A. Pagxa’

T Cenbckoxo3aicTBeHHbIN yHUBepcuTeT Mup Mexp Anu LWax Apug, r. PaBannunay, MakuctaH
2Pumckmin yHusepcuteT Top Beprarta, 1. Pum, tanus
3 Crambynbckiun yHusepcuteT AingbiH, r. Crambyn, Typums

AHHoTauusA. MNpy BbINOAHEHUN paboumx 06A3aHHOCTEN COTPYAHMKM KOMMAHWUIA NMOCTOAHHO CTANIKUBAKOTCA C HEOMpPeLeNeHHO-
CTblO CBOEI POJIN B OpraHn3aLnm 1 HegocTaTouyHo aBToHomuel Tpyaa. CTaTba NOCBALLEHa aHanM3y BAVAHNA YKa3aHHbIX GpaKTo-
POB Ha Pe3yNbTaTUBHOCTb AEATENBHOCTM PAOOTHUKOB, @ TaKXKe N3YUYEHUIO BAMAHWA NPUBEPMKEHHOCTY PaboTHMKa OpraHn3aLmm
B 3TOM B3aUMOAEeNCTBUN. METOLOMOMMYECKY0 OCHOBY PaboTbl COCTaBUAM KIlacCUYECKas TeOPWs OPraHm13aLmm 1 TEOpUsa opraHu-
3aLMOHHBIX ponel. icnonb3oBanncb MeTofbl MOAENMPOBAHNA CTPYKTYPHbIMU YPaBHEHUAMI 1 NOATBEPKAAIOLEro GaKTOPHOrO
aHanu3a; oTbop PecnoHAEHTOB OCYLIECTBASANCS METOAOM YA06HO BbIGOPKU. IMNMpUYeckas 6asa npeactaBieHa AaHHbIMY, No-
NyYeHHbIMW B XOAe aHKeTMPOoBaHMA 311 COTPYAHUKOB MeXAYHaPOAHbIX TENEKOMMYHUKALMOHHbBIX KOMMaHWIA, PacronoXeHHbIX
B I. Micnamabag v r. PaBannuHan (nposuHumA MNengxab, MaknctaH). AHann3 faHHbIX NPOBEAEH B CTAaTUCTUYECKOW Nporpamme
AMOS. Pe3ynbTaTbl MCCIEA0BAHWA CBUAETENLCTBYIOT O 3HAYVIMOM MOSIOKUTENBHOM BANAHUM NOHUMaHWA PaboOTHUKaMM opraHu-
3aLMOHHbIX ponel 1 aBTOHOMUM TPyAa Ha X 3$deKTMBHOCTb. [oATBEPKAEHO NPeANONOoXKeHNe O TOM, UTO NPUBEPKEHHOCTb Op-
raHV3auumy UMEeEeT YaCTUYHbIV MEANALNOHHDBIN 3$PEKT B JaHHOIN B3anMOCBA3U. [loka3aHo, UTo paboTHMKK, He obnagaioLyue yeT-
K/M MOHMMaHVEM CBOMX 06A3aHHOCTEN, UCMbITbIBAIOT CNlabyto MPUBEPXKEHHOCTb OpraHM3aLmMy N HeoCTaTOYHO MOTUBMPOBAHbI
K Tpygy. [NosToMy KoMnaHuM fomxHbl 6onee yeTKo onpefenaTb NepeyeHb 3agay 418 COTPYAHUKOB 1 CO3AaBaTb O6LLYl0 aTMOC-
depy onpepeneHHocTU. BbiBOAbI McCnefoBaHNA BHOCAT BKMaf B TEOPMIO OPraHn3aLMOHHbIX POSie U MOTyT MCMNOMb30BaTbCA
KOMMaHWAMMW NpW onpefeneHur ypoBHA aBTOHOMUM Tpyha ANA obecneyeHns MakcMManbHOro YPOBHSA MPOW3BOAUTENBHOCTM
pabOTHMKOB.
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INTRODUCTION

In the context of globalization, work autonomy as well
as an individual global mindset helps employees seek
competitive advantage, thereby enhancing work per-
formance and innovative work behaviour [Correia et al.,
2023; Pusparini, Aryasa, 2021; van Zyl et al., 2021]. Em-
ployees who believe that the outcome is the product of
their actions and have good relationships with their lead-
ers are seen to have a considerably greater level of role
clarity, which has a substantial influence on work perfor-
mance and commitment than those who lack all of these
aspects [Hegazy et al., 2023; Kauppila, 2014]. When an or-
ganization hires people who are overqualified and have
an empowering attitude, job clarity increases significant-
ly, which has a considerable impact on work outcomes
or work performance but when work autonomy exceeds
networking abilities, it has a greater influence on in-role
performance [Ma et al., 2020; Nesheim, Olsen, Sandvik,
2017]. If employees are free to perform their tasks trans-
parent with internal communication, collaboration, and
flexible work arrangements then they feel at ease at work
which enhances work performance, well-being, and mo-
tivation but developing networking skills and work au-
tonomy corresponds with positive in-role and extra-role
performance [Fincke et al., 2020; Nesheim, Olsen, Sand-
vik, 2017].

Employees having a high level of intrinsic motivation
and work compared to employees having a low level of
intrinsic motivation, demonstrate a sense of having per-
ceived work autonomy that consequently enhances the
level of work performance [Dysvik, Kuvaas, 2011; Santia-
go-Torner, 2023]. Employee choices of different socializa-
tion tactics, i.e. inquiry, observation, and networking are
associated with organizational commitment as well as
turnover intention through their linkage with role clar-
ity [Tang et al., 2014]. According to Jong and Ford [2020],
supervisors’ support and consideration regarding the
enhancement of work autonomy among employees are
directed towards positive attitudes and high work per-
formance. The positive supervisor-subordinate relation-
ship allows for advantageous job resources such as work
autonomy, development opportunities, job crafting, and
organizational citizenship behaviour which enhances
employees’ work performance [Guan, Frenkel, 2019].
A high-performance work system should be implement-

ed with an effective strategy for the improvement of work
performance through the intervention of organizational
commitment and competencies [Hsu et al., 2007; Jewell,
Jewell, Kaufman, 2022]. Employees with a high personal
need for structure demonstrated a high level of role clar-
ity during close monitoring which subsequently affected
task performance and organizational commitment in
the organization [Rietzschel, Slijkhuis, Van Yperen, 2014].
Many managers use work design to motivate first-line
employees to exhibit customer-oriented behaviour that
influences organizational commitment and role clarity in
dealing with customers [Lavelle et al., 2023; Rayburn, Gil-
liam, 2016].

This study aims to investigate the concerns of employ-
ees working in multinational telecommunication compa-
nies operating in developing nations. Employees of the
telecom industry face numerous issues, including clarifi-
cation of roles while performing their duties, autonomy
and flexible work arrangements, dedication, and com-
mitment towards tasks. Overall, less research has been
conducted on role clarity, commitment, and autonomy
of staff within the context of the telecom industry. There-
fore, we propose a model to enhance the performance
of telecommunication employees. The upcoming part
of the paper is structured as follows: the second section
represents theory and hypotheses development with
a research model based on an extensive literature review
of variables associations, i.e., perceived work stress, or-
ganization commitment, turnover intention, and gender
perspective. Similarly, the third section represents mate-
rial and methods with sample characteristics, i.e., gender,
age group, qualification, and experience. Moreover, the
fourth section shows results with measurement and va-
lidity through confirmatory factor analysis (CFA), mean,
standard deviation (SD), reliability, and Pearson correla-
tion. Furthermore, the fifth section discusses the model
fitness index, direct effect, indirect effect with a mediator,
total effect, and gender differences. Finally, the last sec-
tion is dedicated to implications limitations, and conclu-
sion.

LITERATURE REVIEW AND RESARCH HYPOTHESES
Theoretical background. The term“role”is used by some
authors to describe defining behaviours [Leifer, Burt,
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1985; Petit, 2012], while other authors use it to describe
social roles to be played [Winship, Mandel, 1983], and
still other authors provide definitions that centre on so-
cial conduct scripts [Hilbert, Zurcher, 1984; Turner, Bates,
Harvey, 1976]. Role theorists differ in their presump-
tions and incorporate them into fundamental ideas, but
they are often similar in their philosophic perspective
and employment of research techniques. Role theorists
continue to concur that the fundamental issues of orien-
tation are defining behaviours, roles to be played, and
behaviour scripts. The basic principle of role theory is
that people perform a variety of roles in daily life [Bid-
dle, 1986]. Roles can be roughly characterized as a col-
lection of behavioural expectations that are imposed
on people based on their position in a social system
[Biddle, 1986; Rizzo, House, Lirtzman, 2016; Tubre, Col-
lins, 2000]. Clarity assists in lowering uncertainty about
what is expected of employees by the organization but
role clarity makes the organization’s beliefs, objectives,
and requirements easier to understand [Saks, Ugger-
slev, Fassina, 2007]. Role ambiguity, which exists on a
continuum with role clarity, happens when people are
unclear about their roles’ boundaries [Ebbers, Wijnberg,
2017; Rizzo, House, Lirtzman, 2016; Tubre, Collins, 2000].
According to classical organization theory, role ambigu-
ity in complex organizations is affected by the chain of
command and the principle of unity of command and
direction. Role conflicts have been discovered in formal
organizations, and studies imply that stress is linked
to role conflicts [Fisher, Gitelson, 1983; Stryker, Macke,
1978; Van Sell, Brief, Schuler, 1981]. Role theory provides
an effective lens through which one can examine the
effects of role clarity and work autonomy on productiv-
ity and organizational commitment. Role conflicts have
also been linked to several indicators of personal mal-
integration at work, including poor work performance,
lower organizational commitment, and increased turno-
ver. Role clarity can serve as a significant predicate of in-
dividual organizational commitment [Panaccio, Vanden-
berghe, 2011].

Role clarity and work performance. Role clarity and
feedback to the employees appear as a strong predic-
tor of various types of performance in the organization
but the relationship between role clarity and managerial
work performance is substantial if relevant job informa-
tion is provided [Tisu et al., 2022; Williams et al., 2021].
Role clarity is influenced effectively in those organiza-
tions, where performance feedback and participation
in decision-making are practiced for outstanding staff
performance [Teas et al., 1979]. Clarity about roles and
tasks with the interactive role of job security enhances
the work performance of employees and understanding
of what is expected from them, whereas, supervisor sup-
port with customer participation generates role clarity,
ability, and intrinsic motivation, which further facilitate
the relationship between employee’s service innovation

engagement and work performance in the organization
[Fried et al., 2003; Cadwallader et al., 2010]. Constructive
and supportive coaching provided from the managerial
side directly influences employee work satisfaction and
role clarity but affects work performance and organiza-
tional commitment indirectly [Kim et al., 2013]. Organi-
zations have a high turnover rate due to a lack of train-
ing activities but high performance can be achieved by
the implementation of an organizational development
model and role clarity [Kennett, 2013]. Therefore, based
on the literature review, the following hypothesis is for-
mulated:

H1. Role clarity has a significant positive influence on
work performance.

Work autonomy and work performance. High lev-
els of work autonomy tend to exhibit higher levels of
performance as compared to low levels of autonomy,
but work autonomy with supervisor support increased
the work performance [Kuvaas, 2009; Niessen, Volmer,
2010]. When work group autonomy and identity are in-
creased in the organizational working environment then
staff exhibit good mental health, high work motivation,
performance, and job satisfaction which lead to the at-
tainment of the organizational goal [Wall, Clegg, 1981].
Proactive behaviour plays an essential role in the associa-
tion of emotional competence with a high level of work
performance organizations can achieve desired results
with the presence of a high level of autonomy, but work
autonomy can intervene in the relation between job sta-
tus (full-time or part-time) and work performance [Gott-
man et al., 1998; Marchese, Ryan, 2001]. Work autonomy
provides the opportunity for employees to work with
freedom and make desirable changes to the present and
future working conditions, thus increasing their interest
in work that instantaneously leads to higher work per-
formance. Employees who prioritize meeting perceived
performance goals exclusively, without considering situ-
ational or external factors, may experience negative per-
formance outcomes with intervention of work autonomy
[Brockner et al., 2006; Niessen, Volmer, 2010]. Older em-
ployees have to make themselves sustained in daily work
pressure and job crafting, therefore, a high level of au-
tonomy can make them much more satisfied, motivated,
and engaged in their work that is directed towards a high
level of work performance [Kooij et al., 2020]. Thus, the
following hypothesis is suggested on based of literature
review:

H2. Work autonomy has a significant positive influence
on work performance.

Role clarity and organizational commitment. In an
organization, where role ambiguity exists, the job and
organizational tenure of employees becomes limited,
whereas role clarity and job involvement positively in-
fluence job satisfaction, which in turn enhances organi-
zational commitment [Sakires, Doherty, Misener, 2009;
ul-Hassan et al., 2021]. Autonomy and role clarity have



a higher influence on organizational commitment and
work involvement among males compared to females
[Kokubun, Yasui, 2020]. Role clarity is improved by clearly
defining employee responsibilities, delivering feedback,
encouraging involvement, and providing solid team sup-
port that is directed towards the enhancement of organi-
zational commitment and job satisfaction, but changes
in role clarity, work overload, and job satisfaction trigger
changes in organizational commitment as well as turno-
ver over intention of employees [Mukherjee, Malhotra,
2006; Tammy et al., 2001]. Individual attributes and job
characteristics have high or more influence on aspects
of work motivation aspects, i.e. job satisfaction, role clar-
ity, organizational commitment, and job involvement
[Moynihan, Pandey, 2007]. Similarly, greater role ambigu-
ity leads to lower levels of job satisfaction, organizational
commitment, and efforts as when employees are not clear
regarding their prescribed roles it becomes less valuable
to them [Sakires, Doherty, Misener, 2009]. Therefore, the
following hypothesis is derived based on the literature
review:

H3. Role clarity has a significant positive influence on or-
ganizational commitment.

Work autonomy and organizational commitment.
Work autonomy, organizational commitment, and citi-
zenship behaviour also lead to greater life satisfaction,
but when employees participate in organizational activi-
ties actively their freedom to perform task, job satisfac-
tion, and work commitment is enhanced [Lambert et al.,
2006; Roney, Soicher, 2021]. The presence of functional
support and organizational-level decision-making in the
working environment is directed towards well-being and
organizational commitment, but those who work vir-
tually have different levels of autonomy depending on
working conditions among IT professionals [Dhondt, Pot,
Kraan, 2014; Ahuja et al., 2007]. According to Pandu, Balu
and Poorani [2011], work autonomy refers to the level of
employee control over time and tasks, and commitment
refers to the level of employee dedication towards work;
therefore, work autonomy and work commitment en-
hance the work-life balance. Working conditions, turno-
ver factors, and commitment are related to the decision
to quit, but an employee with full organizational support
increases the level of commitment towards work [Aubé,
Rousseau, Morin, 2007; Ahuja et al., 2007]. Job autono-
my is positively related to organizational commitment,
however, clear self-concepts lead to greater life satisfac-
tion and commitment [Dhondt, Pot, Kraan, 2014; Roney,
Soicher, 2021]. Thus, the below hypothesis is developed
based on a literature review:

H4. Work autonomy has a significant positive influence
on organizational commitment.

Organizational commitment and work performance.
In this era of technological advancement and globaliza-
tion, organizations are required to provide technological
facility for the enhancement of work commitment and
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satisfaction which further boost their work performance
[Martin, Omrani, 2015; Zaheer et al., 2022]. Employees may
exhibit unfavourable actions and attitudes when a corpo-
ration breaches its contract resulting in decreased loyalty,
organizational commitment, organizational citizenship
behaviour, and increased workplace deviant behaviour
that ultimately declines productivity and performance;
therefore, organizational commitment and employee
job satisfaction should be given top priority [Anisa, 2012;
Hussain, 2014]. Well-implemented HR practices enhance
work satisfaction and further influence employee’s organ-
izational commitment, this emphasis makes it possible
for human resource management to perform operational
work in the most productive form to boost work perfor-
mance [Aisyah, Wolor, Usman, 2021; Jawaad et al., 2019].
Various dimensions of professionalism have a favourable
influence on attitudes, such as job satisfaction, dedica-
tion, and intrinsic motivation, which leads to increased
work performance [Dinger et al., 2015]. Employee’s or-
ganizational commitment significantly impacts organi-
zational citizenship behaviour, thereby increasing work
performance and enhancing productivity [Anisa, 2012].
Therefore, the following hypothesis is formulated based
on the literature:

H5. Organizational commitment has a significant posi-
tive influence on work performance.

Organizational commitment as a mediator. Role
clarity facilitates the relationship of feedback seeking
with task performance and organizational commitment,
whereas effective managerial coaching increases em-
ployees’ understanding of their roles in the organization
and leads to job satisfaction and organizational commit-
ment, both resulting in a significant effect on work per-
formance [Reio, Ghosh, 2009; Whitaker, Levy, 2012]. The
organizational development model is utilized in areas of
the organization where there is a lack of organizational
commitment and role clarity so that each individual’s
work performance can be improved and ultimately ben-
eficial for the organization [Kennett, 2013]. Proper train-
ing, empowerment, open internal communication, and
equitable rewards, all contribute to the high level of or-
ganizational performance and work commitment but the
presence of transformational leadership immediately af-
fects organizational commitment and role clarity, which
improves task performance in considerable ways [Macky,
Boxall, 2008; Viator, 2001]. The laissez-faire leadership
style is the most effective and appropriate leadership
style because it gives employees the autonomy to make
decisions and makes them feel empowered and commit-
ted to their jobs, consequently improving performance
[Khan, Saleem, 2021]. Similarly, the two-way interac-
tion between organizational-level decision latitude, job
autonomy, and organizational commitment enhances
work performance [Dhondt, Pot, Kraan, 2014]. Effective
managerial coaching has an indirect influence on organi-
zational commitment and work performance but has
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a direct influence on job satisfaction and role clarity;
however, flexible work arrangements allowing autonomy
in work duration and location combined with efficient
cooperation and communication enhance job perfor-
mance [Fincke et al., 2020; Kim et al., 2013]. Work auton-
omy has a positive and significant relationship with job
involvement, organizational commitment, and work per-
formance [Sekhar, 2011]. Subsequently, two hypotheses
were formulated:

Hé6a. Organizational commitment mediates the relation-
ship of role clarity with work performance.

H6b. Organizational commitment mediates the relation-
ship of work autonomy with work performance.

Figure 1 presents the research model of the study.

Role
clarity

e

Organizational Work
- -
commitment performance
Work
autonomy

Fig. 1. Research model
Puc. 1. Modense uccnedosarus

MATERIALS AND METHODS

The study focused on employees of multinational tel-
ecommunication companies operating in the two cities
of Pakistan, namely Islamabad and Rawalpindi. We col-
lected data from different telecom companies using a
self-administered questionnaire and convenience sam-
pling. As shown in Table 1, the final sample consisted of
311 respondents, of which 46.6% were female and 53.4%
were male. Similarly, 64.6% of participants were under-
graduates and 35.4% were postgraduates. In addition,
Table 1 illustrates the experience levels of employees:
37.0% had 1 to 4 years of experience, 13.8% had 5 to
8 years of experience, 38.0% had less than 1 year of expe-
rience, and 11.3% had more than 8 years of experience.
In addition, 46.0% were between the ages of 26 and 40,
50.8% were under the age of 25, and 3.2% were over the
age of 40.

This study used reliable metrics that were state-
of-the-art at the time. Role clarity is assessed using
6 items from Rizzo, House and Lirtzman [1970], 9 items
from Breaugh [1985] used to evaluate work autonomy,
15 items of organizational commitment were taken from
Mowday, Steers and Porter [1979] and 10 items of work
performance were taken from Kuvaas and Dysvik [2009].
Furthermore, all items of role clarity, work autonomy, or-
ganizational commitment and work performance were

Table 1 - Socio-demographic characteristics of respondents
Tabnuya 1 - CoyuanbHo-0emozpdguyeckue Xapakmepucmuku

pecnoHoeHmos
Characteristics Frequency %
Gender
Female 145 46.6
Male 166 534
Age group
25 years or under 158 50.8
26-40 years 143 46.0
Above 40 years 10 3.2
Qualification
Undergraduate 201 64.6
Graduate 128 354
Experience
Less than 1 year 118 38.0
1to 4 years 115 37.0
5to 8 years 43 13.8
Above 8 years 35 11.3

followed by a 5-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree).

Measurement and validity. The technique of struc-
tural equation modelling (SEM) is commonly used to
analyse data. In this investigation, the confirmatory fac-
tor analysis (CFA) was used to assess the reliability of
the measuring instrument, and the factor loadings are
displayed in the path analysis below. According to Cua,
McKone and Schroeder [2001], validity was determined
by a factor loading of each item that was greater than or
equal to 0.50. In Fig. 2, the path diagram, all items of role
clarity, work autonomy, organizational commitment, and
work performance have factor loadings greater than 0.5.
Six items of organizational commitment were excluded
due to low factor loading. As proposed by Fornell and
Larcker [1981], the validity of the instrument is indicat-
ed by an average variance extracted (AVE) value greater
than 0.50.

Descriptive statistics, reliability, and correlation
analysis. Descriptive statistics are presented in Table 2, in-
cluding the correlation, mean, and standard deviation of
all variables. These data exhibited the mean values of role
clarity, work autonomy, and organizational commitment,
which are critical factors in determining an individual’s
work performance. The correlational analysis revealed
a positive relationship between all variables. Table 2
contains the values of Cronbach’s Alpha reliability for all
variables. These coefficients lie within the recommended
range of 0.70 to 0.90, indicating the reliability of the re-
sults [Hair et al., 2019].
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Puc. 2. Jloeuka uccnedosaHus nocsie UCKIIoHYeHUs 3Ha4UMbIX hakmopos

Table 2 - Descriptive statistics, reliability,

and Pearson correlation analysis

Tabnuya 2 - OnucamenbHAA CMAMUCMUKA, HA0eXHOCMb
u Ko3puyueHm Koppenayuu [upcoHa

Variable| Mean SD RC AT ocC WP
RC 3.0118 [ 0.84637 | -0.892

AT 3.1068 [0.75326| 0.181**| -0.887

0oC 3.1819 | 0.7951 | 0.394**| 0.598**| -0.914

WP 3.2338 [ 0.90642 | 0.508**| 0.495**| 0.591**| -0.936

Note: n = 311. RC is role clarity, AT is autonomy, OC is
organizational commitment, and WP is work performance. **p <
0.001. Correlation is significant at the 0.001 level.

RESULTS

Structural equation modelling. Steenkamp and Baum-
gartner [2000] evaluate the effectiveness of latent vari-
ables by identifying their strengths and limitations using
the CFA method. Psychometric qualities typically include
several statistical measures, such as Chi-Square, Root Mean
Square Error of Approximation (RMSEA), Goodness-of-Fit
Statistic (CMIN/DF), Tucker-Lewis Index (TLI), Comparative
Fit Index (CFl), Goodness-of-Fit Index (GFl), and Adjusted
Goodness-of-Fit Index (AGFI). If the RMSEA value is equal to
or less than 0.08, the model is considered to be sufficiently

fitting. In addition, it is crucial to observe that the CFI, AGFI,
GFI, and TLI values should ideally be closer to or greater
than 0.95. Doll, Xia and Torkzadeh [1994] state that AGFI

and GFl values of 0.8 or higher indicate a reasonable match.
In addition, as suggested by Bentler and Bonett [1980]

and Hu and Bentler [1999], the ratio of Chi-Square to De-
grees of Freedom (CMIN/DF) should lie between 3.0 and 5.0.
Table 3 displays the direct and indirect effects of the model

fitness index.

Model fitness index. The present study employed
structural equation modelling to investigate the direct and
indirect effects including intrinsic motivation. Additionally,
Table 3 presents the details of the model fitness index.

Table 3 - Research model fit index
Tabnuya 3 - VIHOekc coomsemcmaus 8 MoOesiu UCC/1Ie008aHUA

Indexes of fit factors | Direct effects |Indirect effects values
Chi-square/df 2419 2.142
AGFI 0.830 0.808
TLI 0.908 0.901
RMSEA 0.068 0.061
GFI 0.858 0.832
CFI 0.917 0.908
NFI 0.867 0.842
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Direct effects. Figure 3 presents the direct influence
of role clarity and autonomy on work performance of em-
ployees.

Individuals’ role clarity has a significant positive im-
pact on their work performance (3 =0.476, p < 0.001),and
work autonomy has a significant positive impact on work
performance ( = 0.438, p < 0.001), as shown in Table 4
and Fig. 3. Consequently, the evidence supports hypoth-
eses H1 and H2, so they are accepted.

Indirect effects. Likewise, Figure 4 presents the indi-
rect effect of role clarity and autonomy on the work per-
formance of employees with organizational commitment
as a mediator.
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Organizational commitment partially mediated the
relationship between role clarity and work performance,
as well as the relationship between work autonomy
and work performance. Role clarity positively influenc-
es organizational commitment significantly (3 = 0.317,
p < 0.001). Similarly, work autonomy has a significant pos-
itive influence on organizational commitment (3 = 0.598,
p < 0.001), and organizational commitment also has a
significant positive influence on individual work perfor-
mance (3 = 0.289, p < 0.001), as shown in Table 5 and Fig.
4.Work autonomy and task interdependence increase the
work performance of employees and intrinsic motivation
partially mediates this relationship [Kuvaas, 2009]. There-
fore, H3, H4, and H5 are supported.

Fig. 3. Direct effects without a mediator

Puc. 3. [pamoti 3¢hcpekm 6e3 yvema meduamopa

Table 4 - Direct effects of variables
Tabnuua 4 - Mpamvle 3¢pghekmel 8 nepemMeHHbIX

i Multicollinearity diagnostics
Relationship Estimate S.E C.R P value TS L]
support Tolerance VIF
RC -» WP 0.476 0.065 8.462 0.000 H1 supported 0.967 1.034
AT - WP 0.438 0.065 7.72 0.000 H2 supported 0.967 1.034

Note: RC is role clarity, AT is autonomy, and WP is work performance.
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Table 5 - Indirect effects of variables
Tabnuua 5 - KoceeHHule 3¢hhekmbl 8 nepemeHHbIX

Multi collinearity diagnostics
Relationship Estimate S.E C.R P Value Hypothesis support
Tolerance VIF
RC - OC 0.317 0.05 6.137 0.000 H3 Supported 0.841 1.19
AT - OC 0.598 0.059 9.604 0.000 H4 Supported 0.639 1.565
oC -» WP 0.289 0.088 3.977 0.000 H5 Supported 0.558 1.791

Note: RC is role clarity, AT is autonomy, OC is organizational commitment, and WP is work performance.

Comparison of direct and indirect effects. Similarly,
the inclusion of organizational commitment decreased
the B coefficient value in both relationships between
role clarity and work autonomy with employee work
performance. Consequently, it was determined that or-

ganizational commitment partially mediates the rela-
tionships of role clarity and work autonomy with work
performance. Therefore, H6 and H7 are accepted, and
Table 6 presents the comparison of direct and indirect
effects.

Table 6 - Comparison of direct and indirect effects
Tabnuya 6 - CpasHUMesbHbIU aHAU3 NPAMBIX U KOCBEHHbIX 3(hhekmos

Relationship Direct estimate P value Indirect estimate P value Hypothesis support

RC - WP 0.476 0.000 0.384 0.000 H6 supported

AT - WP 0.438 0.000 0.267 0.000 H7 supported
Note: RCis role clarity, AT is autonomy, and WP is work performance.
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DISCUSSION

Organizations that encourage open communication in
their working environment can solve work-related prob-
lems easily with the involvement of employees in discus-
sions because every individual has different views and
ideas that automatically promote job satisfaction, high
work performance, and role clarity among employees
[Rogers, 19871. Our first hypothesis was supported and
revealed that role clarity is a strong predictor of individ-
ual work performance in the telecommunication industry.
The result of the second hypothesis revealed that work
autonomy has constructive effects on employee work
performance. Similarly, work autonomy has a positive
and significant relation with job involvement, organiza-
tional commitment, and work performance [Sekhar, 2011].
Therefore, the third hypothesis exhibited that role clarity
is an essential predictor of organizational commitment.
Role clarity, organizational commitment, and job satisfac-
tion are significantly influenced by transformational lead-
ership in organizations because transformational lead-
ers alter and make the roles clear to employees, which
enhances organizational commitment and satisfaction
[Viator, 2001]. When a performance measurement system
is implemented, its characteristics have a considerable
influence on employee’s work motivation and perceived
autonomy at work [De Souza, Beuren, 2018].

In an organization, telecommuting has a constructive
effect on job satisfaction, role stress, commitment, and
performance which is partially mediated by perceived
autonomy [Gajendran, Harrison, 2007]. Similarly, work
autonomy and organizational commitment are found to
be significantly related to each other [Pandu, Balu, Poo-
rani, 2011]. Moreover, the fourth hypothesis was also
supported and observed that work autonomy increases
the organizational commitment among employees of
telecom companies. Work autonomy and locus of control
strengthen the relationship between perceived organiza-
tional support and organizational commitment, whereas
the sense of possession of the working environment en-
hances job satisfaction with the essence of work commit-
ment [Aubé, Rousseau, Morin, 2007; Mayhew et al., 20071.
Expanding individual adjustment indicators is crucial for
improving organizational results and integrating research
with management issues and this extension should in-
clude factors like work commitment, job satisfaction,
and performance [Nelson, 1990]. According to the fifth
hypothesis, organizational commitment enhances indi-
vidual performance. Performance feedback, relationship
development, and networking have a direct link with role
clarity and organizational commitment, which further en-
hance work performance [Menguc, Han, Auh, 2007]. Man-
agers handling the marketing department can help em-
ployees cross-sell more effectively by offering consistent
training and incentives because this strategy simultane-
ously enhances role clarity, organizational commitment,
and task performance [Zboja, Hartline, 2010].

When organizations use proactive socialization tac-
tics like information seeking, relationship building, and
networking, it leads to a significant impact on newcom-
ers’ perceptions of role clarity, organizational commit-
ment, and job satisfaction during their adjustment to a
new work environment [Menguc, Han, Auh, 2007]. Simi-
larly, the sixth and seventh hypotheses exhibited that
the relationship between role clarity and work autonomy
with the work performance of employees is mediated by
organizational commitment to some extent. Moreover,
performance feedback is related to lower-order needs
fulfilment whereas role clarity and participation are re-
lated with high order needs fulfilment, but organizations
should maintain in-role and extra-role performance to
achieve high ends networking ability and work autono-
my [Nesheim, Olsen, Sandvik, 2017; Teas, Wacker, Hughes,
1979]. Furthermore, if work autonomy is greater than
networking ability it has a stronger impact on role per-
formance [Nesheim, Olsen, Sandvik, 2017]. Employees
of large organizations have long tenure and experience
a high level of autonomy, which enhances work per-
formance in case of better compensation and benefits
[Macky, Boxall, 2008]. Leader-member exchange and job
performance have significant relations with each other
along with role clarity, commitment, and competence
[Day, Gerstner, 1997]. While considering lean production
or formulation of assembly line, job characteristics like
work autonomy, organizational commitment and partici-
pation in decision-making intervene between lean pro-
duction and employee outcome [Parker, 2003].

IMPLICATIONS AND CONCLUSION

Theoretical implications. By investigating the compli-
cated links between job clarity, work autonomy, organi-
zational commitment, and work performance, this study
contributes to the subject of organizational psychology
and management through the lens of role theory with the
unique environment of the telecom industry. Role theory
offers a conceptual framework for comprehending how
people’s interactions, behaviours, and expectations are in-
fluenced and how they see their roles within an organiza-
tion [Biddle, 1986]. When employees are clear about their
roles, their alignment with the organization’s objectives
improves [Mukherjee, Malhotra, 2006]. The autonomy
given to individuals in the telecommunication industry
is consistent with the role theory’s premise of role fulfil-
ment. Understanding how work performance influences
role satisfaction and consequently work performance can
give telecom companies insights into how to customize
autonomy levels for maximum productivity. Autonomy is
regarded as a crucial variable and a crucial motivational
job trait that affects job design and aids in increasing ser-
vice quality by offering role clarity [Mukherjee, Malhotra,
2006; Hackman & Oldham, 1976]. When roles are clearly
defined, employees at telecom companies are more likely
to strengthen their commitment, which improves job



output. In the context of role theory, this study advances
knowledge of mediation mechanisms. The study extends
the premise of the role theory, which holds that people’s
views of their roles and commitments affect their behav-
iour and outcomes [Kaplan, Kaplan, 2018].

Practical implications. According to the study’s find-
ings, perceived role clarity has more constructive effects
on employee outcomes. Organizations should foster an
atmosphere that increases employees’ perceptions of
their roles as being clear. Employees who are uncertain
about their job responsibilities are unable to be engaged
and motivated at work. By constantly defining job objec-
tives and role expectations, management can help peo-
ple to better understand their roles [Hassan, 2013]. Nan-
subuga and Munene [2013] urged managers to clarify the
necessary competencies for employees when workers en-
counter any role ambiguity. Companies should use cau-
tion when choosing and hiring new personnel. Recruiters
must be clear about the new hires’ expected role at the
time of hiring and should adequately explain it to them
[Kundu, Kumar, Lata, 2020]. Understanding the role and
autonomy enables telecom companies to build tactics
that strengthen commitment. The staff's commitment
must be strengthened to align with the organization’s
aims and, ultimately, improve the work performance
[Mukherjee, Malhotra, 2006].

Conclusion and future recommendations. Nowadays,
organizations should have to take precautionary meas-
ures to sustain their performance in comparison to their
competitors. Role clarity and autonomy together can act
as a catalyst in the creative working environment and
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may enhance the commitment of employees to utilize
their potential and effort with full dedication. Role clarity
and work autonomy are needed in multinational organi-
zations operating in developing countries because they
enhance the commitment of individuals and the basic re-
quirement of an innovative environment and sustainabili-
ty of the organizations in the long run. It is concluded that
both role clarity and work autonomy influence the work
performance of employees and increase the staff’s dedi-
cation towards their work commitment. Therefore, those
employees who are mentally satisfied and committed can
perform their duties well to get the desired results. More-
over, organization is partially mediated in both cases, i.e.,
the association of role clarity and work autonomy with
employee work performance.

Finally, organizations should facilitate their employ-
ees by role clarity and autonomy to be internally satisfied.
Therefore, the commitment of staff towards their organi-
zation will be enhanced and they will work independently
and exert their full efforts to meet their targets. This re-
search was limited to Federal Capital Territory (FCT) Islam-
abad and Rawalpindi, Punjab, Pakistan, and confined to
multinational telecommunication companies operating
in these two cities. Researchers can focus on role clarity
with perceived organizational support, employee crea-
tivity, different leadership styles, and training and devel-
opment of employees. Additionally, for future research,
these variables might be highlighted with different loca-
tions and jurisdictions in the context of various industries
in the context of underdeveloped, developing, and devel-
oped countries. m
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