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Abstract!!
Work-related stress among employees in Sweden is reported to increase, women are 
experiencing higher levels of stress than their male colleagues. Organizational Role 
Stress is a denomination for all stress related to an individuals role in an organization 
and the annual cost for Organizational Role Stress in the European Union exceeds € 20 
billion. Managers in Lycksele municipality emphasized a troublesome working situation 
where time is not enough to balance administrative responsibilities and operative 
leadership. Hence, the aim to investigate:  
 

“How does Organizational Role Stress affect the balance between administrative 
responsibilities and operative leadership among managers in Lycksele municipality?” 

 
Four key words were deduced from the research question: Organizational Role Stress, 
Administrative Management, Public Sector Leadership and Public Sector, which guided 
the search for existing theories to help substantiate and answer the research question. 
The study introduced the Organizational Role Stress Framework developed by Udai 
Pareek into a Swedish pubic organization with the aim to measure the impact of 
Organizational Role Stress.  
 
The Organizational Role Stress Framework contributed to a quantitative study among 
managers in Lycksele municipality to measure the impact of Organizational Role Stress. 
The sample population consisted of 60 managers who were given an equal opportunity 
to participate in the study. In total, 49 out of 60 managers participated in the study, 
which corresponds to a satisfying response rate of 82 %.  
 
The main conclusion of the study is that Organizational Role Stress has a negative 
impact on managers’ ability to balance administrative responsibilities and operative 
leadership. The Organizational Role Stress Framework can explain 50 % of the variance 
in managers’ problems with balancing the responsibilities in their roles. Furthermore, 
the findings also imply that two stressors from the Organizational Role Stress 
Framework namely: Inter-Role Distance and Role Overload are a better model to 
describe the problem among managers. These two stressors as a model can explain 52 
% of the variance among managers ability to balance administrative responsibilities and 
operative leadership. 
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1.!Introduction!
The purpose of this chapter is to attract and provide incentives for the readers to fully 
engage in the study and the degree project. The readers will be given a broad overview 
of Organizational Role Stress and the related consequences experienced by individuals 
and organizations worldwide. The researchers will subsequently introduce the 
collaboration and how the research question was developed in consensus with Lycksele 
municipality. The readers will also be given an explanation about the practical and 
theoretical contribution of the degree project. The chapter will end with a discussion 
about the limitations associated with the degree project and a disposition explaining the 
structure for the rest of the paper.  
 
Stress is an inherent physical function enacting with the human brain to inform the 
nervous system of potential threats. Thus, stress can be considered as a safety 
mechanism preparing the nervous system to avoid or meet danger, which was especially 
important two million years ago when it helped humans to survive all potential threats 
(Spiers, 2003, p. 1). The potential threats have shifted from mainly short-term survival 
decisions to long-term decisions and consequences. Nevertheless, the same physical 
function in the human body is activated (Spiers, 2003, pp. 1-2 & 4). Times have 
drastically changed; humans are facing new threats compared to the people living two 
million years ago. The new threats are mainly associated with workplaces; the increased 
globalization and liberalization have formed workplaces with an increased emphasis on 
performance and high expectations (Ratna et al., 2013, p. 360; Spiers, 2003, p. 4). The 
increased expectations in companies and organizations (Spiers, 2003, p. 4) affect how 
the employed individuals perceive their role in an organization, which is commonly 
referred to as Organizational Role Stress (Rizzo et al., 1970, p. 155). All the negative 
experiences an individual will experience at work spurs and increases the likelihood to 
develop work related stress-disorders. All stress related to workplace situations will be 
denoted as Organizational Role Stress in this degree project.  
 
The European Union is currently experiencing a new trend where working hours are 
being reduced. The traditional system of working eight hours every day is highly 
questioned and under structural change in many countries (Milczarek et al., 2009, pp. 
22-23). The structural changes have decreased the working hours, which consequently 
implies more spare time and less stress for a working individual. However, studies 
conducted by the European Agency for Safety and Health at Work emphasize that less 
working hours will create a more stressful and intense working environment because the 
same amount of work needs to be completed in less amounts of time (Milczarek et al., 
2009, pp. 22-23). The Scandinavian countries are described to have higher work 
intensity and working closer to deadlines compared to the other member states of the 
European Union (Milczarek et al., 2009, pp. 23-24). One of the most used definitions of 
Organizational Role Stress is “when the demands of the work exceed the workers’ 
ability to cope with them” (Milczarek et al., 2009, p. 14) and thus less working hours 
becomes contradictive. A survey conducted by the European Foundation for the 
Improvement of Living and Working Conditions indicated that 28 % of employees in 
the European Union are experiencing Organizational Role Stress, which has been 
proved to have a significant relationship to inadequate working conditions and 
transformation of work characteristics (Levi, 2005 cited in Ekman & Arnetz, 2005, p. 
59).  
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Organizational Role Stress is also reported to have serious economical implications in 
North America. Ornelas & Kleiner (2003, pp. 66-67) emphasize that 80 % of the health-
care costs spent by companies in North America are related to stress and billions of 
dollars are lost due to decreased productivity among employees. Organizational Role 
Stress is a growing concern in Sweden as well. The Swedish Work Environment 
Authority advocates the environment and conditions at the workplace as the major 
contributors to work-related stress disorders (Arbetsmiljöverket, 2015). According to 
the Swedish Central Statistics Bureau (SCB), 25 % of the Swedish workforce describes 
attributes related to Organizational Role Stress and the consequences tend to affect 
women more frequently than men (Ivarsson, 2014). The graph below depicts how 
employed men and women in Sweden perceive work-related stress.  
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Proportion of Men and Women Perceiving Stress (Ivarsson, 2014) 
 
Ivarsson (2014) emphasizes that a positive trend of decreasing work-related stress in 
Sweden has been broken. Organizational Role Stress disorders declined from 2003 to 
2012, however started to increase in 2013 and more employees tend to increase their 
absence from work (Ivarsson, 2014). The European Agency for Safety and Health at 
Work emphasize that 22 % of the employees in the European Union experience 
Organizational Role Stress and related costs are estimated to exceed € 20 billion 
(Milczarek et al., 2009, p. 11). In 2005, the estimated costs for Organizational Role 
Stress in Great Britain exceeded £ 530 million (HSE, 2007). 
 
An individual who is exposed to Organizational Role Stress for longer periods of time 
are more likely to get burned-out, which will decrease the overall performance and 
affect co-workers morale negatively (Ratna et al., 2013, p. 361). Ratna et al. (2013, p. 
361) also emphasize that Organizational Role Stress is present in all types of 
organizations. Apart from serious illness of individuals, Organizational Role Stress 
decreases employee productivity, which will affect the overall competiveness of an 
organization (Bano et al., 2011, pp. 109-110). Longer exposures to Organizational Role 
Stress will also decrease quality of services and products, poor client relationships, 
dysfunctional work climate and high labor turnover (Bano et al., 2011, pp. 109-110). 
The study conducted by the European Agency for Safety and Health at Work emphasize 
that 50 % to 60 % of all work absence is related to Organizational Role Stress 
(Milczarek et al., 2009, p. 112). As illustrated, Organizational Role Stress has serious 
implications for both individuals and organizations, thus important with further research 
in the field of Organizational Role Stress to prevent unnecessary costs for society 
(Ratna et al., 2013, p. 361).  
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1.2 Problem Background 
“Workplace Stress Can Cause Amnesia” (Wadstrom, 2014) • “Workplace Stress 
Responsible For Up To $190B In Annual U.S. Health Care Costs” (Blanding, 2015) • 
“The Job Stress Epidemic Is Making Us Sick” (Conner, 2014) • “Anxiety Can Bring 
Out the Best” (Beck, 2012) • “Stress at Work is Bunk for Business” (Martin, 2012) • 
“Work-related Stress declines if Managers are given the right education” (Klinto, 2001).  
 
The headlines above are gathered from handful newspapers and are directly linked to 
work-related stress denoted as Organizational Role Stress, which is an increasing 
problem in the world today. The purpose of incorporating the different headlines is to 
display the seriousness of Organizational Role Stress from different perspectives; the 
discussions in world press and forums seem to be endless. Individuals in Sweden are 
likely to be familiar with the harmful consequences of stress disorder such as burnout 
syndromes, nevertheless insists to put performance and achievements over health. As a 
matter of fact, all individuals can be affected by stress regardless of age, gender or 
profession. SCB reports that ⅔ of the Swedish pupils between the age 10 to 18 are 
stressed over homework and exams (Robson, 2013). Another illustrating example is the 
21-year-old university student who worked “all-nighters” at the investment bank Merrill 
Lynch and was found dead in his apartment later on. His friends recollected him talking 
about a pressure to accomplish something in life (Gysin et al., 2013). 
 
In order to increase the purposefulness of a study related to Organizational Role Stress, 
the researchers believed it to be necessary to anchor the investigation in collaboration 
with a company or an organization. The researchers found an advertisement from 
Lycksele municipality published at “LinkedStudent” on Umea University’s webpage. 
The municipality were looking for students willing to undertake a degree project 
investigating how managers can balance being an administrative manager and a fellow 
leader. The municipality described working situations where managers in all 
hierarchical levels do not have enough time to balance their administrative 
responsibilities and operative leadership. The municipality also emphasized situations 
where managers do not possess adequate knowledge and skills to perform their 
administrative responsibilities, which consumes much of their time and consequently 
leads to prioritization between administrative responsibilities and operative leadership. 
Lycksele municipality emphasized a genuine interest in working with students to help 
them improve the current situation, but also stressed the collaboration as a mutual 
exchange of knowledge and experiences. The opportunity to collaborate with an 
organization willing to put efforts into the degree project appealed to the researchers 
who accepted the challenge.  
 
The researchers were allowed to modify the problem described by the municipality in 
order to make it consistent with the requirements established for a degree project at 
Umea University. Hence, Organizational Role Stress was incorporated in the problem 
described by the municipality in order to explore how Organizational Role Stress affects 
managers in the Swedish public sector. Rusaw (2009, p. 551) and Van Wart (2003, pp. 
215-216) emphasize a lack of adequate research in public sector leadership and the need 
for further research in the field. Orazi et al. (2013, p. 492) argue that public sector 
managers are dealing with a higher level of bureaucracy and formalization together with 
greater responsibilities to different stakeholders than their colleagues in the private 
sector. Public sector leaders also feature a higher level of public service motivation and 
lower levels of satisfaction due the enhanced limitations represented in the public sector 
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(Orazi et al., 2013, p. 492). The relatively few researchers in public sector leadership all 
emphasize that research in the public sector has been neglected. Therefore, the 
researchers intend to contribute with more research to the field of public management 
by incorporating Organizational Role Stress into the field of public management in 
Sweden. No similar studies have been found in the Swedish public sector and thus the 
study among managers in Lycksele municipality will help to decrease the gap in 
contemporary research. The model below illustrates the different components and 
perspectives explored in this degree project. 
 

 
Figure 2. Components Included in the Degree Project (Own model) 

 
Udai Pareek is considered to be a pioneer in the field of Organizational Role Stress; he 
developed a framework including ten different stressors to explore how an individual 
perceive Organizational Role Stress. The ten role stressors are, Inter Role Distance, 
Role Stagnation, Role Expectation Conflict, Role Erosion, Role Overload, Role 
Isolation, Personal Inadequacy, Self-Role Distance, Role Ambiguity and Resource 
Inadequacy (Pareek, 1983 cited in Ratna et al., 2013 p. 366). Contemporary research 
has mainly focused on three stressors in Organizational Role Stress research namely, 
Role Ambiguity, Role Overload and Role Conflict. The framework develop by Pareek 
(1983) have mainly been utilized India and Pakistan. The researchers have decided to 
utilize the framework in order to explore Organizational Role Stress in the Swedish 
public sector from a broader perspective. The framework will reveal the potential 
Organizational Role Stress in Lycksele from a more detailed and specific perspective. 
The researchers believe that an alternative perspective with ten stressors will help to 
facilitate the prevention of Organizational Role Stress more effectively than before.  
 
The study will reveal if a correlation between Organizational Role Stress and managers’ 
ability to balance administrative responsibilities and operative leadership exists. If a 
correlation between the two variables is found, the researchers will provide detailed 
recommendations to how the municipality can work preventively to increase the 
efficiency among managers. The detailed recommendations will include how the ten 
different stressors are correlated to the problem in the municipality together with causes 
and concrete suggestions to improve the situation.  
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1.3!Research!Question!
The main purpose of the research question is to enhance the problem at hand and try to 
alter the previous line of thinking. Hence, create awareness about Organizational Role 
Stress and elucidate how it negatively affects managers’ ability to balance 
administrative responsibilities and operative leadership. Furthermore, the research 
question intends to encourage more research into the relatively unknown public sector 
in Sweden and influence other researchers to initiate their own research (Sandberg & 
Alvesson, 2011, p. 32). When writing a degree thesis on the behalf of a company or an 
organization, it is basically impossible utilize their problem at hand without any 
alterations. The problem at hand often needs to be altered in order to comply with 
established requirements for a degree projects. Thus, the researchers altered the initial 
problem statement from the municipality to fit the requirements at Umea University. 
Organizational Role Stress was incorporated into the problem statement in order to 
enhance the theoretical perspective of Business Administration. The degree project is 
constructed to answer the following research question: 
 

“How does Organizational Role Stress affect the balance between administrative 
responsibilities and operative leadership among managers in Lycksele municipality?” 

1.4!Purpose!
The purpose of the study and collaboration with Lycksele municipality is to 
descriptively explore how Organizational Role Stress affects managers’ ability to 
balance administrative responsibilities and operative leadership. Thus, the researchers 
want to quantitatively measure how Organizational Role Stress affects managers in the 
municipality. A descriptive study will help to investigate if Organizational Role Stress 
is present in Lycksele municipality and how it affects manager’s ability to balance 
administrative responsibilities and operative leadership. If a relationship between the 
two variables is found, the researchers want to provide the municipality with the right 
tools to work preventively and enhance the performance among managers. From a 
broader perspective, this degree project will help to highlight Organizational Role Stress 
as a major economical and performance problem in all organizations. Thus, the 
researchers wish to influence other graduate students and researchers to initiate their 
own research within the field.   

1.5!Definitions!
 

Table 1. Definitions used in the Degree Project (Own Table) 
Definitions utilized in this Degree Project  Theoretical Explanations 
Organizational Role Stress Organizational Role Stress occurs when an 

individual experience negative effects in the work-
related role in an organization (Pathak, 2012, 
p.155; Bloisi et al., 2007, p. 318). 

Public Sector “All the activities conducted by the government, 
municipalities and county council” (Henrekson, 
2015).  

Leadership “Leadership occurs whenever one person attempts 
to influence the behavior of an individual or group, 
regardless of the reason” (Hersey et al., 2001, p. 9). 

Management “The process of working with and through 
individuals and groups and other resources to 
accomplish organizational goals” (Hersey et al., 
2001, p. 9).  
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Public Administration “Refers to how the administrative parts of a 
government are organized, process information and 
produce outputs in policies, laws or goods and 
services” (Hughes, 2003, p. 7). 

Stress "The non-specific response of the body to any 
demand made upon it" (Spiers, 2003, p 5). 

Stressors The demands made upon an individual are 
considered and denoted as stressors (Spiers, 2003, 
p. 5; Ornelas & Kleiner, 2003, p. 65). 

Inter Role Distance The conflict that may arise when an individual 
attempts to play several roles, for example the 
managerial role in an organization and family roles 
(Sinha & Subramanian, 2012, pp. 71-73). 

Role Stagnation Takes place when an individual feels a lack of 
development and a feeling of being stuck in the 
same role (Bano et al., 2011, p. 106). 

Role Expectation Conflict A result of the different expectations an individual 
develops in their social setting and identification 
with other peers. Individuals own expectations 
about their role may differ from the expectations of 
peers or managers, which will cause stress (Sinha 
& Subramanian, 2012, p. 71) 

Role Erosion An individuals’ perception that some functions in 
an organization belongs to his or her role but 
performed or transferred to someone else 
(Chauhan, 2014, p. 159). 

Role Overload Occurs when an individual with a specific role has 
difficulties to perform demands from other roles 
(Coverman, 1989, p. 968). 

Role Isolation A direct consequence of inadequate cooperation 
and linkages of communication between an 
individual's role and other roles in the 
organization  (Bano et al., 2011, p. 107; Srivastav, 
2006, p. 111). 

Personal Inadequacy Arises when an individual does not possess 
necessary skills to perform tasks expected to 
function within their roles (Chauhan, 2014, p. 160). 

Self-Role Distance The stress that will occur when the role of an 
individual does not conform to his or her 
personality (Chauhan, 2014, p. 160). 

Role Ambiguity The lack of information available for the employee 
required for adequate performance (Kahn et al., 
1964, p. 73) 

Resource Inadequacy Resource Inadequacy is experienced by an 
individual when resources such as “human 
relations, buildings, infrastructure, materials, 
machines, tools, equipment, books, documents and 
information), required for performing the role, are 
inadequately provided (Srivastav, 2006, p. 111). 

1.6!Limitations!
The focus on a single municipality is considered as a limitation because it makes it hard 
to generalize the empirical findings to all municipalities in Sweden. The researchers 
acknowledge that the focus on only one municipality will affect the trustworthiness of 
the study. However the time span of 4,5 months does not allow to involve more 
municipalities into the research. The collaboration with Lycksele municipality implies 
that the target population is already known beforehand, consequently all the managers 
in the municipality. The municipality has 60 managers in different managerial levels, 
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which represents the target population for this study. The sample is small for 
quantitative research, however respondents cannot simply be invented. Most 
importantly, all 60 managers were given an equal chance to participate in the study, 
which is one of the key conditions for a representative sample. The sample size also 
affects the possibility to generalize the empirical findings for all the municipalities in 
Sweden. However, the researchers will be able to generalize the findings theoretically to 
municipalities with the same characteristics as Lycksele municipality.   
 
The questionnaire itself can pose a limitation to this paper because of the extensive 
amount of questions. A high number of questions have been found to affect the amount 
of respondents negatively. The researchers acknowledge the risk that 60 statements will 
overwhelm some respondents, positively the questionnaire only requires 15 to 20 
minutes to answer. Furthermore, the questionnaire was divided into three parts in order 
to overcome the negative aspects of the length. The study is beneficial for the managers 
at the municipality, thus the researchers hope to receive a high response rate despite the 
length of the questionnaire.  

1.7!Disposition!!
A disposition is important for the reader because it works as a guideline about the 
structure and what to expect. As described by Holme & Solvang (1997, p. 343), thesis 
writers normally follow the traditional style of structure: introduction, theory, 
methodology empirical findings and conclusions. Nevertheless, the researchers have 
decided to adopt an unconventional approach to enhance the structure of the degree 
project. The methodology chapter will be divided into two chapters namely, 
“Theoretical Methodology” and “Practical Methodology”. These two chapters will be 
chapter two and four in the degree project. The researchers have conducted a 
quantitative study and thus placed the “Practical Methodology” before the empirical 
findings. The adopted structure is quite different from the structure suggested by 
Bryman & Bell (2007, pp. 695-698), however placing the “Practical Methodology” 
closer to empirical findings will make it easier for the reader to relate and understand 
how the empirical findings were produced.  
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2.!Lycksele!Municipality!
The purpose of this chapter is to provide the reader with an introduction to Lycksele 
municipality in order to understand the organizational structure and the sources of the 
problems described. The researchers believe that the location or nationality of the 
reader should not matter and therefore this chapter is important to understand the 
study. Firstly, the municipality will be described in general, which will be followed by 
future challenges and existing research conducted within the municipality.  
 
Lycksele municipality is situated 717 kilometers north of Stockholm and 128 kilometers 
northwest of Umea, which is the closest city (Visit Lycksele, 2015). The municipality is 
also a part of the famous Swedish province of Lapland and is centrally placed in the 
county of Vasterbotten. Lycksele is the home to approximately 12 400 inhabitants 
(Lycksele Kommun, 2012, p. 1). The municipality is approximately 5 500 square 
kilometers and borders with nine other municipalities. The city is well served by public 
transport, which makes it easy to travel by train, bus or air traffic. The local airport has 
regular flights to Stockholm all days of the week (Visit Lycksele, 2015). In 2013, 900 
companies were located in the municipality; the continuous development of the mining 
industries is an important driver to competitiveness and innovativeness (Lycksele 
Kommun, 2012, p. 2). The largest employer in Lycksele is the municipality with 
approximately 1500 employees, followed by Boliden Minerals, Hedlunda Industries and 
the tourist sector (Lycksele Kommun, 2012, p. 2). 

2.1!Population!Development!
The municipalities and provinces in the northern part of Sweden are experiencing 
difficulties with decreasing populations. Mostrom (2013) emphasizes that people in 
Sweden are moving from the small communities to the cities and the urbanization 
process has grown significantly in the 20th century. As a municipality in northern 
Sweden, Lycksele are also experiencing the depopulation related to urbanization. The 
annual report of 2013 reveals a negative population growth by 81 individuals (Lycksele 
Kommun, 2013, p. 3). Decreasing population is a concern for any municipality because 
it implies lower tax revenues and competiveness. In depth, Lycksele experienced a 
negative birth rate of minus 22 individuals and more significantly; the migration rate 
was also negative with 110 individuals in 2013 (Lycksele Kommun, 2013, p. 6). 
 
  
 

 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 3. Population Development in Lycksele Municipality (Lycksele Kommun, 2013) 
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One of the significant implications with the urbanization is that mostly young people 
leave the small communities for a life in the cities (Boverket, 2015). Thus, leaving an 
elderly population in the small communities. According to the graph above, individuals 
in the age of 0 -19 and 20-64 are leaving Lycksele and with them also family and future 
children. The increasing elderly population is also a result of higher national life 
expectancy. Studies conducted by the municipality revealed that work opportunities and 
higher education are the two primary reasons to why people are moving out of the 
municipality (Lycksele Kommun, 2013, p. 7). 

2.2!Economy!
The municipality is mainly funded by tax revenues and thus important with a growing 
working population in order to finance the different activities of society. Depopulation 
implies problems for any municipality to finance their activities. The established budget 
for 2013 stated a surplus of 8,6 million SEK. The actual outcome was a 5,9 million SEK 
deficit, which is 14,5 million from the actual target (Lycksele Kommun, 2013, p. 48). 
Tax revenues corresponded to the actual budget. Nevertheless, unexpected expenses 
contributed to the budget deficit. The municipality has struggled with economic deficits 
the past years and works actively to terminate the negative trend. The table below 
illustrates the economic situation in the municipality in 2012 and 2013, the deficit 
decreased by 12,2 million SEK between the two years (Lycksele Kommun, 2013, p. 
49). 
 

Table 2. Net Profits of Lycksele Municipality (Lycksele Kommun, 2013, p. 49) 
Budget Deviation  Annual Account -12 Budget -13 Annual account -13 Deviation -13 
Net Profits -26,7 M SEK 8,6 M SEK -5,9 M SEK -14,5 M SEK 
 
The Swedish municipality law states, “if expenditure for a particular financial year 
exceeds income, the deficit shall be adjusted and the net equity as entered in the balance 
sheet restored during the two succeeding years” (SFS 1991:900). Hence, Lycksele 
municipality is compelled to restore financial balance in the two and three following 
years. According to the annual report, the financial situation is improving. More 
troublesome, the municipality was unable to achieve the set financial targets determined 
for 2013, which is considered to be a sign of an economy out of balance (Lycksele 
Kommun, 2013, pp. 48-50). 

2.3!Organizational!Structure!!
Lycksele municipality is a democratic political organization in which the people elect 
politicians to run the municipality trough public elections every fourth year (SKL, 
2015). The highest decision-making body is the municipality city council where 41 
elected politicians make the decisions (Lycksele Kommun, 2013, p. 4). The city council 
is responsible for making decisions that affect all the people in the municipality and 
those meetings are open to the public. The municipality executive board is responsible 
for the development and control of the municipality and its economy. The executive 
boards is bound by the Swedish municipality law to control all firms owned by the 
municipality such as Lycksele Flygplats AB, Lycksele Djurpark AB, Lycksele Bostäder 
AB and Skogsmuseet i Lycksele AB (Lycksele Kommun, 2013, p. 4). Furthermore, the 
executive board is responsible to control the performance of municipality boards and 
provide central statistics related to the municipality (Lycksele Kommun, 2013, p. 4). 
The organizational scheme below depicts how the municipality functions are connected 
and it also displays the seven different boards in Lycksele municipality. Each board is 
responsible for a specific area within the municipality and thus holds deeper knowledge 
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about the different functions and services of the municipality (Lycksele Kommun, 2013, 
p. 4).  
 
 
 

  
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 4. Political Organization of Lycksele Municipality (Lycksele Kommun, 2013, p. 4) 
 
The Environment and Society Board is responsible for administrative tasks not executed 
by the Social Board such as registration of names and addresses (Lycksele Kommun, 
2013, p. 4; 2012, p. 2). The Social Board is responsible for investigating, reviewing and 
the supervision of functions in the municipality, which includes ensuring that the 
municipality is complying with laws such as “hälso- och sjukvårdslagen”, 
“Alkohollagen” and “Socialtjänstlagen”. The board is also responsible for the handing 
out permits e.g. permits to sell alcohol in bars and restaurants (Lycksele Kommun, 
2013, p. 4; 2012, p. 2). The Service Board is responsible for recreational activities and 
maintenance of municipality premises, property, sewer, waste and public parks. 
Emergency services are also under the responsibility of the Service Board (Lycksele 
Kommun, 2013, p. 5). 
 
Culture and Educational Board is responsible for childcare, public schools, gymnasium, 
and libraries and to develop cultural activities in the municipality. One other 
responsibility is to protect and preserve local traditions and encouraging collective 
activities (Lycksele Kommun, 2013, p. 5). The Food Board is responsible for the 
coordination of a cost-efficient service of food with high quality in public institutions 
(Lycksele Kommun, 2013, p. 5).  
 
The Personnel Board is responsible for the employees’, pensions and salaries. The 
board works as a bridge between the employer and employees, which will help mediate 
any arising questions. Furthermore, the board works with establishment of personnel 
policies and regulations (Lycksele Kommun, 2013, p. 5). The last board is called 
“Collaboration Board” and works with Storuman municipality to develop 
communication services and IT-infrastructure for the inhabitants in both municipalities 
(Lycksele Kommun, 2013, p. 5).  
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A municipality is entitled to establish their own boards and their functions will vary 
across different municipalities. Elected politicians govern the boards and public servants 
execute the responsibilities of the boards (SKL, 2015). The responsibilities consist of 
preparing cases and errands to be decided by the city council and implementing the final 
decision (SKL, 2015). The Administrative Organization executes decisions made by the 
political organizations described above, which is lead by a Local Government Head. 
The Government Head in Lycksele municipality is Rickard Sundbom (Lycksele 
Kommun, 2013, p. 5). The municipal executive board is assisting the Local Government 
Head and responsible for questions such as economy, chancery, personnel, customer 
service and IT/Service departments as well as the office of economical and societal 
development (Lycksele Kommun, 2013, p. 5). The practical implementation and 
administrations is executed by four different trusts, Culture and Education, Social 
Services, Societal Construction and Environment and Society. The four trusts are 
displayed in the organizational scheme below (Lycksele Kommun, 2013, p. 5).  
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 5. Administrative Organization of Lycksele Municipality (Lycksele Kommun, 2013, p. 5) 

2.4!Future!Challenges!!
Lycksele municipality advocates a responsibility to further develop services for the 
inhabitants despite a decreasing population. It is essential to retain the attractiveness of 
the municipality to keep entrepreneurs and attract new businesses to Lycksele (Lycksele 
Kommun, 2013, p. 3). The challenge is to enhance the attractiveness of the municipality 
and transmit their vision and social values to the world. Marketing efforts are crucial to 
create awareness and attract people to the municipality. Thus, the municipality has 
become involved in social medias to market the municipality and attract attention 
(Lycksele Kommun, 2013, p. 3). 
 
Lycksele was awarded the second best municipality for youths in Sweden 2013, which 
is rather important since the number of young people is decreasing. It is essential to be 
an attractive place to live and offer young people the possibility of employment and 
education. The award is an indicator that the municipality is working in the right 
directions to keep the young people in Lycksele (Lycksele Kommun, 2013, p. 3). The 
municipality is struggling with a strained economy and a negative economic trend; 
which certainly provides challenges for the future. The budget deficits have enforced 
structural reforms and the creation of more tangible economic targets. Nevertheless, 
Lycksele municipality’s economy is considered to be below a responsible economy in 
balance (Lycksele Kommun, 2013 p.3). 
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The region is dominated by small companies and entrepreneurs with long tradition, 
innovation and competitiveness, which are important for the development of Lycksele. 
These companies need educated and innovative employees in the future (Lycksele 
Kommun, 2013, p. 3). The challenge is to develop strategies to attract competent 
individuals to the region fit for work (Lycksele Kommun, 2013, p. 3). 

2.5!Previous!Studies!among!Employees!in!Lycksele!municipality!
In 2012, Lycksele municipality conducted a study among managers with the purpose to 
measure the quality and extent of the service provided by the different departments of 
the municipality board (Grahn et al., 2014, p. 109). The municipality boards of Lycksele 
are displayed above in part 2.3 and figure 4. In the following statement "Lycksele 
municipality take good care of newly hired managers", 22 % of the respondents’ agreed 
and 38 % disagreed with the statement. Handful respondents advocated a desideration 
of a more extensive introduction with more time  (Grahn et al., 2014, p. 110). The study 
also revealed a distinctive need of support-functions among managers in their daily 
work including economy/budgeting, human resources, secretary, legal advice and 
computer software support. More than 50 % advocated the need of support-functions 
(Grahn et al., 2014, p. 121). Managers requested support in computer software such as 
Excel, Power Point, Agresso and MedHelp (Grahn et al., 2014, p. 123). 
 
The empirical findings of the study contributed to some prioritized arrangements for the 
different departments of the Municipality Executive Board in 2012 and 2013. The 
Human Resource department was given the responsibility to form a new introduction 
program for new managers and employees. The responsibilities also included proper 
training in desired computer software  (Grahn et al., 2014, p. 125).  
 
In 2013, Lycksele municipality conducted another study to gather information about 
future challenges facing the organization and organizational needs for improvement 
from the management perspective (Grahn et al., 2014, pp. 6-7). The information was 
gathered through interviews with both current and former managers, labor unions and 
other employees with adequate knowledge about the organization (Grahn et al., 2014, p. 
12). The investigation concluded that the municipality has an overall problem with 
organizational structure, which consequently contributes to ambiguous municipality 
goals (Grahn et al., 2014, p. 7). The respondents perceived the ambiguous goals as a 
source of inefficiency and the lack of long-term overall strategies for the municipality 
organization (Grahn et al., 2014, p. 7).  
 
Managers with experiences from other municipalities emphasized a distinct problem 
with colleagues marking territories and roles in Lycksele municipality compared to their 
previous experiences (Grahn et al., 2014, p. 95). The investigation also revealed that the 
municipality has an informal hierarchical power structure contributing to disparage of 
functions and roles in the organization, which the respondents believe to be 
consequence of the lack of development in roles and competence (Grahn et al., 2014, p. 
95). The power structure is significantly different compared to close municipalities 
collaborating with Lycksele municipality (Grahn et al., 2014, p. 95). The respondents 
also emphasized problems with up- and downward communication in the organization. 
Consequently, middle managers perceive an absence of information, which spurred the 
ambiguous guidelines, goals and visions in Lycksele municipality (Grahn et al., 2014, p. 
96). Furthermore, the investigation revealed that many managers are having problems 
with keeping a red tape in their supervision and to set demands on co-workers as well as 
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the political management (Grahn et al., 2014, p. 96). The classification of different 
departments in the municipality is perceived as non-logical and constrains the 
collaboration between the departments. The different tasks in every department often 
leads to internal conflicts instead of a performing collaboration (Grahn et al., 2014, p. 
96). 
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3.!Scientific!Methodology!
This chapter introduces the readers to how the researchers perceive and understand the 
scientific aspects, which have to be considered when conducting research in Business 
Administration. Firstly, the researchers will address their preconceptions and the 
theoretical point of departure for the degree project. The research philosophies will 
also be discussed to provide a deeper understanding about the practical methodological 
approaches utilized in study, which includes ontology and epistemology. The chapter 
will end with a discussion about the literature search and most importantly source 
criticism.  

3.1!Preconception!
The researchers working with this degree project are graduate students at Umea 
University and have studied Business Administration on both bachelor and graduate 
level with focus on management. With experience from both the Service Management 
and International Business Program, the researchers are confident to possess the proper 
knowledge in order to conduct research in an adequate manner complying with 
guidelines for research within Business Administration. Hence, satisfactory knowledge 
to perform a review of existing literature and articles to pinpoint relevant theories 
applicable to study Organizational Role Stress among managers in Lycksele 
municipality. After nearly four years as students in Business Administration, both of the 
researchers can most certainly relate to stressful situations at the University or working 
close to deadlines. An intense discussion about stress concluded that stress has been 
apparent constantly these four years at the university. The stress has often been related 
to the endeavor to perform or insufficient knowledge to complete assignments. Another 
evident situation for students causing stress is working close to deadlines, which is often 
caused by students not starting to study in time. Nevertheless, minor levels of stress 
have a positive influence on the motivation and will often enhance the performance. On 
the contrary, overwhelming levels of stress results in situations where one cannot think 
clearly anymore, which will affect productivity and performance.  
 
The researchers have combined studying at Umea University with working extra on 
weekends and the summer holiday, thus accumulated knowledge and experiences of 
stress in workplaces as well. Both researchers have experience from occupations in the 
service sector, which is permeated by stress. The intense stress affects how the brain 
process information received from the customers and often some of the information is 
lost, which contributes to dissatisfied customers. The stressful experiences from 
working extra have most likely influenced the decision to explore how Organizational 
Role Stress affects managers in Lycksele municipality because of the knowledge and 
relation to the consequences of stress. Another important preconception is the 
researchers mutual experience from working as floorball referees for over a decade 
now, which primarily consists of stressful situations where one has to make decisions in 
a fraction of a second. Situations are often spurred by disappointment from individuals, 
which makes it essential to still make the decisions without the influence of others. To 
conclude the preconceptions, the researchers are only 24 years old, hopefully having the 
whole working life ahead and have already experienced work-related stress.  
 
As emphasized above, the researchers are confident that their preconceptions have 
influenced the research topic and ultimately the research question about Organizational 
Role Stress among managers in Lycksele municipality. However Bryman & Bell (2007, 
p. 30) and Saunders et al. (2009, pp. 116-118) emphasize that the researchers genuine 
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interest in the topic is important in order to maintain the motivation and interest 
throughout the process. In full consensus with Saunders et al. (2009, p. 118), the 
preconceptions will be problematic when researchers subjectivity starts to interpret 
concepts e.g. stress differently from other researchers. The researchers are confident to 
overcome the problem with their own subjectivity by keeping an open mind and the 
extensive use of existing theories and contemporary research papers. Bryman (2011, p. 
32) emphasize the difficulties to always shackle ones subjectivity and that the 
implications are widely discussed in in contemporary research. As illustrated above, it is 
difficult to always stay objective when conducting research, however the researchers 
believe that a consistent discussion throughout the working process will decrease the 
influence of their own subjectivity.    

3.2!Research!Philosophy!!
It is important for researchers to reflect upon the research philosophy because it will 
provide valuable clues about how the researchers perceive the world and society, which 
will ultimately affect their practical methodological approach in a research paper 
(Saunders et al., 2009, p. 108). The research philosophy is also essential to reflect upon 
because it will display what the researchers perceive as adequate knowledge in a field 
and how the proper knowledge is created (Saunders et al., 2009, p. 108). Furthermore, 
Bryman & Bell (2007, p. 25) emphasize that the research philosophy must be 
considered because the assumptions will affect how the researchers formulate their 
research question. Saunders et al. (2009, p. 109) argue that researchers need to reflect 
upon both ontology and epistemology, which both will influence how the research is 
conducted. The two aspects of research philosophy, ontology and epistemology will be 
discussed below and substantiated with the researchers own argument and reasoning 
about how the philosophical stances will influence the degree project.  

3.2.1!Ontology!
The first aspect of research philosophy refers to the nature of social entities, is social 
entities beyond the control of individuals or does the perception and actions of 
individuals shape social entities (Saunders et al., 2009, p. 110). Bryman (2011, pp. 35-
36) emphasize that ontology can be explained from two different aspects namely: 
objectivism and constructionism. The objectivism approach refers to a world were 
entities are formed without the impact of social interaction. The constructionism 
approach deals with how the social interactions shape the world, which is constantly 
changing according to social interactions (Saunders et al., 2009, p. 111).  
 
The purpose of the degree project is to explore how Organizational Role Stress affects 
managers’ balance between administrative responsibilities and operative leadership with 
the help of the ten stressors. Hence, the researchers have adopted an objectivistic 
approach for this degree project because the population studied are managers believed 
to have pre-assigned responsibilities and tasks in their job profile. Managers are likely 
to know what is expected from them beforehand and therefore not created by social 
interaction. The researchers concur with Saunders et al. (2009, p. 110) who argues that 
organizations in general are constructed in similar ways and the functions of managers 
exist in every organization. Public sector organizations such as municipalities are 
providing the same services to their inhabitants, which are also enforced by the Swedish 
law. Thus, the organizations are very similar no matter the location.  
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Objectivism is more suitable than constructionism in this case because the 
responsibilities of managers have been fairly consistent with Fayol’s definition of 
management introduced almost 100 years ago. The technological development has 
altered the working situations for managers and employees, but the functions in an 
organization are still consistent with functions introduced decades ago.  

3.2.2!Epistemology!
The second aspect of the research philosophy refers to what the researchers consider to 
be adequate knowledge in a specific field of studies (Saunders et al., 2009, p. 112). 
Thus, epistemology will refer to what to be considered as adequate knowledge in the 
field of public management and Organizational Role Stress. Bryman (2011, pp. 29- 30) 
emphasizes that epistemology concerns how researchers decide to study the social 
situations in the world. Epistemology can be explained by four approaches namely: 
positivism, interpretivism, realism and pragmatism. Positivism applies the law of nature 
science; only phenomena that can be observed will be considered as valid data. 
Interpretivism focuses on interpreting the differences between social actors and their 
behaviors, which makes the interpretations vulnerable to the researchers subjectivity 
(Saunders et al., 2009, pp. 113-116).  
 
The structure of the study requires that only phenomena confirmed by the quantitative 
measure will be accepted as knowledge and empirical findings in this degree project. 
Ten different stressors will be measures to explore the correlation the problem described 
by Lycksele municipality. A regression analysis will help to indicate the stressors with 
the most significant influence, which can only be made with the help of quantifiable 
variables. An interpretivism approach could provide deeper understandings about the 
causes of Organizational Role Stress and the differences on an individual level 
(Bryman, 2011, p. 32). E.g. interviews could provide more clues and aspects than a 
quantitative study. However, positivism facilitates research to be conducted in an 
objective and value free way, which allows making broader generalization over the 
population.  

3.2!Theoretical!Point!of!Departure!
Existing theories were combined with the problem described among managers in 
Lycksele municipality to develop the research question for the degree project. “How 
does Organizational Role Stress affect the balance between administrative 
responsibilities and operative leadership among managers in Lycksele municipality?” 
A descriptive approach was adopted to answer the research question, which is consistent 
to the majority of studies conducted in Business Administration. Ticehurst & Veal 
(1999, p. 5) emphasize that a descriptive research approach “seeks to find out and 
describe, but not to explain”. The literature review indicated that scholars have tried to 
describe Organizational Role Stress by using the three most conventional stressors 
namely: Role Ambiguity, Role Overload and Role Conflict. The researchers want to 
confront and describe Organizational Role Stress in the Swedish public sector by 
introducing the framework developed by Pareek (1983). The framework allows 
describing Organizational Role Stress with ten stressors instead of the most 
conventional three, which will help to explore the problem from new and broader 
perspectives.  
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The construction of the research question indicates that a deductive point of departure 
was adopted for this degree project. As described by Bryman & Bell (2007, p. 11) and 
Ticehurst & Veal (1999, p. 10), a deductive research approach is anchored in existing 
theories from which the researchers deduce a research question or hypotheses. The 
research question can theoretically be developed into ten different hypotheses because 
all ten stressors in the Organizational Role Stress framework are tested against the 
problem described among managers in Lycksele municipality. Hence, the research 
question will reflect all ten stressors, which will be individually examined in the study. 
Ticehurst & Veal (1999, p. 15) emphasize that contemporary research in the field of 
management often follows the same deductive approach used centuries ago; the 
difference is the challenges created by globalization and enhanced information 
technology. The model below illustrates all steps traditionally included in a deductive 
research approach.  
 

 
 

Figure 6. Steps of a deductive research approach (Ticehurst & Veal, 1999, pp. 22-23) 
 
The research question deduced from existing theories will be examined by conducting a 
quantitative study among managers in the municipality. Ticehurst & Veal (1999, p. 15) 
advocate that quantitative instruments also referred to, as “management science” is ideal 
to utilize in situations where one wants to improve management decision-making. A 
quantitative approach allows an objective compilation and analysis of the observations 
among managers in the municipality (Bystrom & Bystrom, 2011, p. 66). The 
observations will be statistically analyzed to find relationships to existing theories in 
Organizational Role Stress and public management. The last step of a deductive 
approach is to confirm or reject the research question based on the empirical findings 
and analysis (Bryman & Bell, 2007, p. 11). Holme & Solvang (1997, pp. 51-52) 
explains that researchers often formulate new research questions if the initial hypothesis 
or research question is rejected. 

3.3!Literature!Search!
Enrolled students at Umea University have access to a wide range of databases 
containing publications, which usually have to be purchased. Hence, the access to 
prominent business databases such as EBSCO and EMERALD, which are appropriate 
for research in Business Administration (Bryman & Bell, 2007, p. 108). The university 
also provides access to the library, which serve students with an extensive selection of 
course literature and research papers. Articles and research papers from different 
journals have consistently been used as primary sources to ensure up-to-date theories 
and findings in the fields. In addition to traditional databases, the researchers utilized 
Google Scholar to retrieve relevant research papers and literature, which enables a 
broad collection of relevant material. However, most of the articles found in Google 
Scholar were the same as in the function provided by the university.  
 
Saunders et al. (2009, p. 76) and Bryman (2011, p. 116) emphasize that key words need 
to be identified in order to retrieve relevant articles and literature from databases. Key 
words also helps limiting the search and to stay in a relevant context. The researchers 
question was divided into four parts namely: Organizational Role Stress, Administrative 
Management, Public Sector and Public Sector Leadership to be used as key words in 

Theory# Hypothesis# Observation# Con]irmation#
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the literature search. These four key words helped to identify more aspects relevant to 
answer the research question as well. Organizational Role Stress as a keyword resulted 
in a variety of publications, many investigating stress disorders in health institutions. 
The most relevant publications found, were conducted in India investigating the affects 
of Organizational Role Stress in different sectors. It was difficult to find contemporary 
publications related to the three other established key words. Articles and publications 
were found in the Journal of Public Administration, which the researchers did not have 
access to utilize. Thus, a wide range of course literature and books from the library was 
used as a compliment to the relatively few articles found describing the public sector.  

3.4!Literature!Review!
The literature review followed a consistent approach to find articles and literature 
related to the research question of the degree project. The purpose of the review is to get 
acquainted with existing research and theories in the fields, which help to substantiate 
the empirical findings and potential contributions. An overview of existing research and 
literature will also help the researchers to identify gaps in need of further research. The 
literature review indicated Organizational Role Stress as a major problem in 
organizations today. Thus, concepts and theories have been carefully selected with 
relevance to the research question in order to substantiate the conclusions and 
recommendations to Lycksele municipality.   
 
A natural procedure would be to utilize contemporary publications and theories, 
however the researchers immediately realized that contemporary publications and 
theories are anchored in publications made decades ago. The works of old scholars are 
still frequently cited in contemporary publications. Consequently, the literature review 
was quite extensive in order to identify the primary sources. The time span of reviewed 
literature ranges from Fayol (1949), Kahn (1964) to Chauhan (2014), which allowed the 
researchers to capture developments and gaps within management research. On the 
other hand, the vast time span made it difficult to locate all the primary sources. Stress 
has been widely studied in many academic fields, however the degree project mainly 
includes studies published in business and psychology journals to keep the relevance to 
Business Administration. 

3.4!Source!Criticism!!
Saunders et al. (2009, p. 98) emphasize that a critical review of the used articles and 
studies is important in order to develop a deeper understanding about the material and 
the connection to the research question. Thus, the sources have been carefully selected 
to reflect the truth about Organizational Role Stress and organizational implications. 
The importance of a critical stance cannot be underestimated; a critical stance will 
ultimately enhance the trustworthiness of the degree project. The researchers academic 
background has provided sufficient knowledge to critically scrutinize used articles and 
studies.  
 
It has been difficult to retrieve articles and studies related to the research question 
published in Sweden, which is the host country of this degree project. Similar studies 
conducted in the Swedish school system were found, however not believed to be of 
relevance to the research question. The extensive use of foreign articles and studies is 
not only a disadvantage, however the researchers are scrupulous to admit that the use of 
only foreign studies will not reflect the Organizational Role Stress perceived in the 
Swedish public sector adequately.   
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The majority of articles and studies utilized have been published in scientific journals, 
which in most cases guarantee them being peer reviewed to strengthen their 
trustworthiness. Many of the contemporary scholars still cite and quote theories 
developed and published decades ago. Two of the oldest scholars cited are Fayol (1949) 
and Kahn et al. (1964), which have been mentioned and used in the majority of 
contemporary works. The use of old publications provided challenges because in many 
cases, the researchers did not have access to the journals distributing the old articles.  
 
The literature review revealed the contributions of Udai Pareek who is an Indian doctor 
in Human Relations and Organizational Behavior. Pareek developed a framework to 
measure how employees perceive Organizational Role Stress in an organization, which 
have been replicated among managers in Lycksele municipality. Pareek (1983) is 
extensively cited in many of the articles used in this degree project, however the 
researchers could not gain access to his work. Thus, Pareek (1983) has only been cited 
through secondary references. The researchers acknowledge problems with secondary 
referencing and that the trustworthiness will be affected. The situation can be described 
as a “catch 22” moment because the works and contributions of Pareek (1983) is 
essential to this degree project. Hence, Pareek (1983) was used a secondary reference 
throughout the project.  
 
Researchers will always encounter the issue of translation errors when reviewing 
articles and studies in different languages. All the articles and research papers used in 
this degree project were written in English, which facilitated the reduction of translation 
errors in the theoretical framework. The course literature used to describe the public 
sector was partially written in Swedish and translation errors were minimized with the 
help of independent individuals who reviewed the translations. The target population for 
the study were native Swedish speakers, hence the translation of the Organizational 
Role Stress framework developed by Pareek (1983) into Swedish. The independent 
individuals also helped to scrutinize the translations from English to Swedish. However, 
the researchers believe that some questions have lost its focus because the used words in 
Swedish are more “narrow” than the corresponding English words.  
 
As emphasized in the literature search and review, it was not possible to gain access to 
relevant articles and studies to cover all aspects of the research question. Nevertheless, 
articles and research papers have been utilized as primary sources as much as possible. 
Course literature has been used to explain theories and concepts when adequate research 
papers and articles could not be found. The scientific and practical methodology 
chapters have mainly been substantiated by course literature and various books related 
to how research in Business Administration should be conducted. Ticehurst & Veal 
(1999) has been especially important because of the thorough explanations about 
conducting research in organizations and the field of management. Rainey (2000) has 
also been used extensively to describe the public sector in the theoretical frame of 
reference because no relevant articles were found due to limited access to journals. 
Nevertheless, the researchers believe that the use course literature is positive as well 
because it ensures that the researchers have not tried to interpret concept and theories by 
themselves.  
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4.!Theoretical!Frame!of!Reference!
This chapter will introduce existing theories, research and models considered relevant 
to this degree project, which will help the researchers to produce valid conclusions and 
thus answering the research question familiarized in the introduction. All parts are 
considered to be important and will provide an objective and adequate understanding 
of existing research. The key words introduced in the literature review as parts of the 
research question will be addressed throughout this chapter, which will constitute a 
solid anchor for the quantitative study.  

4.1!Conceptualization!of!Management!and!Leadership!!
Management and Leadership are two frequently mentioned terms in the competitive 21st 
century business society; people encounter both terms in working and everyday life. 
The differences between the two concepts are not self-explanatory; researchers have 
spent the later part of the 19th century to investigate the differences between the two 
concepts. Henri Fayol introduced the first definition of management activities in 1916, 
which is considered to be the cornerstone of contemporary explanations of 
management. Fayol worked as an executive officer in the French company 
“Comambault” where he emphasized effective management as a key ingredient for 
overall organizational success (Wren & Bedeian, 2009, p. 215). Fayol introduced the 
“Principles of Management” in 1916, which are considered as part of the management 
profession namely: Division of Work, Authority, Discipline, Unity of Command, Unity 
of Direction, Subordination of Individual Interest to the General Interest, 
Remuneration, Centralization, Scalar Line, Order, Equity, Stability of Tenure of 
Personnel, Initiative and Esprit de Corps (Fayol, 1916 cited in Wren & Bedeian, 2009, 
p. 217). Furthermore, Fayol (1949, p. 43) emphasized five main elements to be essential 
ingredients in managers’ jobs: Planning, Organizing, Commanding, Coordinating and 
Controlling. 
 
Fells (2000) compared the early management definitions and theories introduced by 
Henri Fayol with contemporary scholars to determine the stability and credibility of 
Fayol’s work. The study compared Fayol (1916; 1949) with contemporary scholars such 
as Mintzberg (1973), Kotter (1982) and Hales (1986). The two models below illustrate 
the comparison performed by Fells (2000), which concluded that all elements consider 
being a part of management by the different scholars are interconnected. Fells (2000, p. 
359) emphasizes that contemporary definitions provide high resemblance to the 
definitions introduced by Fayol. The comparison revealed that the early definitions of 
management introduced by Fayol still stands against contemporary scholars. Therefore, 
the five elements introduced by Fayol: Planning, Organizing, Commanding, 
Coordinating and Controlling will be used as the definition to describe management 
throughout this project.  
 
 
 
 
 
 
 



 

 21 

 
 
 
 
 
 
 
 
 
 
 

 
 
 

 
Figure 7. Comparison between Management and Leadership Characteristics (Fells, 2000, p. 359) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 8. Second Comparison between management and leadership Characteristics (Fells, 2000, p. 359) 

 
Hersey et al. (2001, p. 9) defined leadership as “leadership occurs whenever one person 
attempts to influence the behavior of an individual or group regardless of the reason.” 
The definition ended with an emphasis that leadership is a broad more intangible 
concept than management and thus hard to define (Hersey et al., 2001, p. 9).  A more 
detailed definition is provided by Winston & Patterson (2006, p.7) who stated, “a leader 
is one or more people who selects, equips, trains, and influences one or more followers 
who have diverse gifts, abilities, and skills and focuses the followers to the 
organization’s mission and objectives causing the followers to willingly and 
enthusiastically expend spiritual, emotional, and physical energy in a concerted 
coordinated effort to achieve the organizational mission and objectives.” Hersey et al., 
(2001, p. 9) introduced three skills required by a functional leader in an organization. 
The first one is called Diagnosing and refers to the leaders ability to understand the 
situation he or she is trying to influence. Secondly, a leader needs Adapt his or her 
behavior and resources to the situation at hand. The last skill required is Communication 
and Interaction with people in an adequate way in order to influence them. Winston & 
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Patterson (2006, p. 7) also emphasize the difficulties to define leadership, 
approximately 90 definitions were found in existing articles and literature.  
 
Nienaber (2010) also performed a synthesis review to clarify the potential differences 
between the management and leadership concepts. More than 80 different papers related 
to management and leadership was reviewed in order to identify the discrepancies 
between the two concepts (Nienaber, 2010, p. 661). The review included only articles 
and literature published from 2004 to 2009 and was written by researchers specialized 
in both management and leadership  (Nienaber, 2010, p. 663). A content analysis of the 
papers revealed a relationship between management and leadership; both concepts are 
involved in the overall success of an organization. The two concepts have been 
separated in literature because the definitions and concepts emerged in two different 
countries namely: Greece and France (Nienaber, 2010, p. 670). The content analysis 
resulted in the model below, which illustrates 25 different principles identified in both 
management and leadership papers and how the two concepts are connected (Nienaber, 
2010, p. 670).  
 

 
 
 
 
 
 
 
 
 
 
 
 

Figure 9. Management and Leadership Responsibilities (Nienaber, 2010, p. 669) 
 
As emphasized by Nienaber (2010, pp. 670-671), all the 25 principles identified in both 
management and leadership papers are related to the early management definition 
introduced by Fayol (1949): Planning, Organizing, Commanding, Coordinating and 
Controlling.  The model shows 20 principles in the middle circle, which are considered 
to be essential for both the management and leadership concepts. E.g. principle number 
one is “assume responsibility for the survival and growth of the business”, which is 
identified by in both management and leadership literature. Principle number eight  
“mobilize employees to focus their efforts on goal achievement”, which is also 
advocated in both management and leadership papers (Nienaber (2010, p. 666). The left 
circle includes five tasks, which are only found in management papers. All 25 tasks 
displayed in the model above are explained in appendix one.  
  
The researchers believe it to be necessary to explore both management and leadership 
concepts because the target population in the study has both management and 
leadership responsibilities in their job roles. As substantiated by Nienaber (2010), the 
two concepts are highly related and often used to describe the same type of activities. 
Thus, the researchers will perceive management and leadership as two concepts with 
the same agenda, which is concerned with the overall organizational performance. Both 
attributes are required to be successful in the managerial role in any organization. The 
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situation in Lycksele municipality is thus problematic when managers cannot balance 
their management and leadership responsibilities.  

4.2!Administrative!Management!and!Public!Sector!Leadership!
Pedersen & Hartley (2008, pp. 327-329) emphasize that Public Sector Leadership has 
experienced an increase in new research due to the transformation of traditional 
bureaucratic styles to New Public Management, which can be viewed as a 
modernization of public sector Leadership. However, the modernization of Public 
Sector Leadership has revealed substantial gaps in need of more research. Rusaw (2009, 
p. 551) and Orazi et al. (2013, p. 487) emphasize the absence of individual research in 
Public Sector Leadership. Van Wart (2003, pp. 215-216) introduces three explanations 
for the insufficient amounts of research in Public Sector Leadership. Firstly, early 
scholars have suggested that Public Sector Leadership is not different from leadership in 
the private sector and does not exist in its own, which has discouraged researchers to 
initiate individual research. Secondly, the belief that Public Sector Leaders are 
controlled by forces beyond their control, such as governmental or political influence. 
Hence, the implications that Public Sector Leaders are not independent in their decision-
making process. The last and most vague argument is that management is such a broad 
topic and little interest has been found in the Public Sector (Van Wart, 2003 pp. 215- 
216). 
 
The increased worldwide globalization has spurred an intense competition and the 
importance of financial effectiveness, which is one of many explanations to why the 
Public Sector has developed towards more effective leadership styles (Kaijo, 2011, p. 
155). However, Kaijo (2011, p. 155) emphasizes the lack of research in Public Sector 
Leadership and non-profit organizations have forced them to use models and techniques 
designed and developed for the private sector. The British government under the rule of 
Margret Thatcher influenced public reforms in Europe and the U.S., which lead to the 
transition from a managerial to a flexible leadership perspective in the public sector  
(Orazi et al., 2013, p. 487). Rainey & Bozeman (2000, p. 449) argue that the transition 
in the Public Sector has forced governments and municipalities to become more focused 
on the business perspective as their colleagues in the private sector. 

4.2.1!Differences!between!Private!and!Public!Sector!Organizations!
A country has two main approaches to govern a political economy: political hierarchies 
or economic market. Rainey (2014, p. 62) emphasizes that many countries have an 
outspoken approach, however uses a mix of both political hierarchies and economics 
markets. A political hierarchy is effective for social control because of the political 
authority, but often regarded as ineffective and difficult to adapt to local circumstances 
(Rainey, 2014, p. 62). Economic Markets provide more flexibility and effectiveness 
because it is built on the exchange between producers and consumers, which can be 
narrowed down to the demand of consumers. Nevertheless, economic markets also have 
limitations, which are often controlled by governmental actions (Rainey, 2014, p. 62) 
such as crucial services, military defense, and police force. The demand of consumers is 
often influenced by general social values, public interest and politically imposed 
demands on specific groups, which all are not exchanged on the economic market  
(Rainey, 2014, pp. 63 & 83).  
 
Many researchers argue that the lack of economic markets for most public 
organizational output in comparison to private organizational output weakens the 
inducement and the motive for reducing costs, increase efficiency and effective 
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performance (Rainey, 2014, p. 82). Public organizations experience higher levels of 
constraints because of the monopolistic nature, which is found to lower the motivation 
of the employees (Rainey, 2014, p. 83; Orazi et al., 2013, p. 492). Public Sector Leaders 
are more exposed to public opinions compared to their counterparts in the private 
sector, Van Wart (2003, p. 215) stresses that the increased use of social medias and 
public awareness has spurred the scrutiny of public sector leaders. At the same time, the 
public has become more and more intolerant towards mistakes made by leaders (Van 
Wart, 2003, p. 215).  
 
Goals and evaluation criteria of public sector organizations have been found to be more 
complicated compared to the private sector. Rainey (2014, p. 83) emphasizes that the 
complicated goals of public sectors are driven by the unique characteristics of the public 
sector; absence of market, absence of market price and public expectations. The 
ambiguous goals and external control in public organizations create internal rules and 
reporting requirements leading to a strict hierarchical organization regulated by more 
centralized rules for hiring, purchasing and budgeting process (Rainey, 2014, p. 83; 
Orazi et al., 2013, p. 492). The ambiguous goals and higher levels of constraints in the 
public sector also minimizes managers ability to make independent and flexible 
decisions compared to individuals in the same positions in the private sector (Rainey, 
2014, p. 83). Rainey (2014, p. 83) also emphasizes that the political pressure 
experienced in the public sector contributes to managers avoiding empowerment and 
focusing on more formal regulations and evaluations. Research in the public sector has 
revealed that work-related traits, values, needs and attitudes differ from employees in 
the private sector. Public sector employees are not driven by the same financial 
incentives as their colleagues in the private sector (Rainey, 2014, p. 84; Orazi et al., 
2013, p. 492).  
 
Public and private sector managers lean on intuition as the primary source for 
motivating decisions, however in terms of leadership styles, Public Sector Leaders are 
found be mainly use a change-oriented style while the private sector leaders use a 
relationship-oriented style (Andersen, 2010, p. 140). Andersen (2010, p. 140) also 
emphasizes differences in the sources of motivation among leaders; private sector 
leaders are mainly motivated by power while the public sector leaders are motivated by 
achievement.  
 
Rainey (2014, p. 258) emphasizes motivation and a positive attitude among employees 
as an important task for leaders because organizational tasks, structures, processes, 
leadership and organizational culture are all influencing the attitudes. The internal 
organizational approaches such as supervisory practices, payment and the nature of 
work are affecting the attitudes in all types of organizations. However, the motivation in 
the Public Sector is also influenced by the public sector environment, which constrains 
managers in the public sector to link organizational behavior and motivation with 
political science, public administration and public policy processes (Rainey, 2014, p. 
259). The motivation process of employees in the public sector, in contrast to private 
organizations, can also be distinguished by the desire to deliver a public service that is 
beneficial for the society and communities, which will help other people (Rainey, 2014, 
p. 257). Furthermore, the external climate including politics, attitudes of paying taxes 
and the government are affecting the employees’ motivation in the public organizations 
as well (Rainey, 2014, p. 262).  
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Rainey & Bozeman (2000, p 454) explains that higher levels of formal rules and red 
tape are found in public organizations compared to private organizations. 
Administrative activities such as hiring and firing staff and purchase procedures are 
proved to consume longer periods of time in the public sector (Rainey, 2014, p. 237). 
These activities are ultimately affected by external forces controlling and creating rules 
for managers to following during the process (Rainey, 2014, p. 237). Andersen (2010, 
p. 140) emphasizes that the differences in behaviors among managers in public and 
private organizational can be explained by the organizational differences, choice of 
profession and the criteria used to promote leaders. 
 
This part can be considered as an extension of the first part, conceptualizing 
management and leadership.  However, focuses on the practical aspects of management 
and leadership in both public and private organizations. It is important to highlight the 
differences between public and private sector management in order to understand the 
working situation for the managers in Lycksele municipality and how it affects their 
perceived work-related stress. This part will be important and helpful in order to 
discuss the empirical findings among managers in Lycksele municipality and help to 
provide recommendations for improvement.  

4.3!Stress!!
Spiers (2003, p. 1) argues that the consequences of stress have not been adequately 
explored in the field of management and organizations. Companies have recently started 
to invest and trying to understand stress and the overall organizational consequences. 
The concept Stress originally derives from the field of psychology, however has 
developed into a widely used concept in organizations and working life (Agarwala et 
al., 1979, p. 41). Bano et al. (2011, p. 104) define stress as " when external demands 
exceed the internal capabilities of a person.” Hans Selye introduced stress as a 
biological concept in the 1950s with the definition "the non-specific response of the 
body to any demand made upon it" (Spiers, 2003, p. 5).  The demands made upon an 
individual are denoted as stressors (Spiers, 2003, p. 5; Ornelas & Kleiner, 2003, p. 65).  
 
Hans Selye discovered a pattern explaining the stress response; an individual will 
experience three different stages in the stress process called “General Adaptation 
Syndrome (GAS)”: Alarm Reaction, Stage of Resistance and Stage of Exhaustion 
(Spiers, 2003, p. 5; Bano et al., 2011, p. 104). The Alarm Reaction further consists of 
two phases; the shock phase and the counter shock phase. It occurs when the individual 
is exposed to incitements that he or she is not used to handle. The shock phase is 
actuated as an instant response to threat and the counter shock phase helps the 
individual to establish a defense in form of a rebound reaction (Bano et al., 2011, p. 
104). In the Stage of Resistance, the body has to cope with the stress because the natural 
defense mechanism is lowered by a cortisol release from the adrenal cortex (Spiers, 
2003, p. 5; Bano et al., 2011, p. 104). The human body is capable to fend off temporary 
threats, however longer exposures will lead to burnout (Bano et al., 2011, p. 104).  
 
The last step is Exhaustion and it occurs when the exposure to stress does not decline 
over time. The preventive assets in the human body are emptied and if the stress levels 
do not decline, the body will not function normally. The long run consequences are 
burnouts, organ and immune system failure or even death (Spiers, 2003, p. 5; Bano et 
al., 2011, p. 105). The GAS-framework has also received critique arguing for the 
unawareness of the psychological influences of stress upon an individual and the native 
capability to cope with stress exposure (Spiers, 2003, p. 5)  
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In 2009, The European Agency for Safety and Health at Work published a study about 
work-related stress in the European Union including all member states (Milczarek et al., 
2009). The European Agency conducts a study every fifth year and employees from all 
member states of the European Union participate. The purpose of the study is to obtain 
information about the psychological as well as physical working conditions and to 
identify upcoming threats (Milczarek et al., 2009, pp. 120 & 124). The latest study 
indicated that the core countries of the European Union are working less hours per day 
compared to the newest member states in which employees have working hours 
exceeding eight hours per day. Milczarek et al. (2009, pp. 22-23) emphasize that 
reduced working hours among employees will create a more intensive work 
environment with more stress and working closer to deadlines. As mentioned in the 
introduction, the cost of work-related stress in Europe exceeds € 20 billion  (Milczarek 
et al., 2009, p. 11). The latest study also revealed that perceived work-related stress is 
different among age groups; middle-aged workers experience higher levels of stress 
than their older and younger colleagues (Milczarek et al., 2009, p. 42). Differences 
between genders were also found; men described higher levels of experienced stress 
than women (Milczarek et al., 2009, p. 52). Sectors such as education, healthcare and 
public administration experienced higher levels of stress and anxiety than other sectors 
(Milczarek et al., 2009, p. 64). 

4.4!Organizational!Role!Stress!
Bano & Jha (2012, p. 24) emphasize that employment in any type of organization as a 
significant source of stress; the increased workloads and working close to deadlines will 
increase the demands on employees negatively. An organization consists of several 
functions denoted as roles by (Sinha & Subramanian, 2012, p. 71) and an individual 
occupies a specific role in which he or she is expected to perform. Pareek (1976) 
defined roles as “any position one holds in an organization as defined by the 
expectations various significant persons, including oneself, have for that position” 
(Pareek 1976 cited in Waddar & Aminabhavi, 2012, p. 384). Srivastav (2006, p. 110) 
argues that the expectations on a specific role in an organization are a natural built-in 
source of stress. Bano & Jha (2012, p. 24) emphasize that Organizational Role Stress is 
denomination to explain all the different types of stress an individual experience in their 
work roles. Organizational Role Stress occurs when an individual experience negative 
situations in their role in an organization  (Pathak, 2012, p.155; Bloisi et al., 2007, p. 
318). A broader definition of Organizational Role Stress is the stress an employee 
experience when organizational and individual needs do not align (Pathak, 2012 p. 155; 
Bano et al., 2011, pp. 105-106). To perform adequately in a particular organizational 
role, the individual must try and meet the expectations created by the peers he or she 
needs to interact with. The level of perceived Organizational Role Stress while 
confirming to the expectations of others will vary according to the individual’s 
perception of threats, opportunities, constraints and situations (Sinha & Subramanian, 
2012, p. 70).  

4.5!Organizational!Role!Stress!Framework!!
Contemporary scholars have often only focused on three stressors namely: Role 
Ambiguity, Role Conflict and Role Overload when conducting research about 
Organizational Role Stress. Wincent & Örtqvist (2011) examined the positive 
influences of role stressors namely: Role Conflict, Role Ambiguity and Role Overload. 
Singh et al. (2000, pp. 33-35) have created a model, in which Role Conflict, Role 
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Ambiguity and Role Overload are depicted as positively correlated to burnouts. 
Vandenbergh et al. (2011, p. 654) also utilized Role Conflict, Role Ambiguity and Role 
Overload in their study about well being in neophyte newcomers. As illustrated above, 
many scholars have only focused on the three most conventional stressors when 
conducting research about Organizational Role Stress and Organizational Behavior.  
 
Chauhan (2014, p. 166) emphasizes that only three role stressors existed in theory until 
1982 when Dr. Udai Pareek introduced seven additional dimensions in Organizational 
Role Stress theory. Pareek (1982) significantly expanded the framework to measure 
Organizational Role Stress by the introduction of seven new dimensions namely: Inter-
Role Distance (IRD), Role Stagnation (RD), Role Erosion (RE), Role Isolation (RI), 
Personal Inadequacy (PI), Self Role Distance (SRD) and Resource Inadequacy (RIn) 
(Bano et al., 2011, pp. 106-107). Pathak (2012, p. 153) argues that all ten stressors are 
important to understand Organizational Role Stress because they all affect employee 
satisfaction, performance and organizational commitment. Sinha & Subramanian (2012, 
p. 71) emphasize that all ten role stressors are derived from situations an individual will 
experience while occupying a specific role in an organization. Pareek developed the 
stressors into a comprehensive Organizational Role Stress measurement consisting of 
50 items, ten items for each stressor (Chauhan, 2014, p. 167). The ten different stressors 
included in the Organizational Role Stress Framework develop by Pareek (1983) will be 
introduced more thoroughly below.  

4.5.1!Inter!Role!Distance!!
Inter Role Distance occurs when different roles possessed by an individual are in 
conflict (Bano et al., 2011, p. 106; Srivastav, 2006, p. 110). Sinha & Subramanian 
(2012, pp. 71-73) emphasize Inter Role Distance as the conflict that are likely to arise 
when an individual attempts to plat several roles. E.g. an individual can occupy a 
managerial role in an organization and family role at the same time as well. Inter Role 
Distance can be described as the neglect of family, friends and personal interests, which 
all are likely to cause negative stress (Sinha & Subramanian, 2012, p. 73). 

4.5.2!Role!Stagnation!
Abbas et al. (2012) define Role Stagnation as the lack of development in the role 
possessed by an individual. If an individual has occupied a specific role for a long time, 
the role development can stagnate due to comfort, which hinders them to undertake new 
roles and challenges (Sinha & Subramanian, 2012, p. 71). Bano et al. (2011, p. 106) 
provide a similar definition arguing that Role Stagnation occurs when an individual 
experience the lack of development and the feeling of being stuck in the same role. 
When an individual is given a new or higher role, he or she might stick to the old role 
due to the feeling of insecurity (Srivastav, 2006, pp. 110-111). Chauhan (2014, p. 159) 
stresses that the feeling of being stuck in the same role will lead to the perception that 
there is no opportunity for further development.  

4.5.3!Role!Expectation!Conflict!
Role Expectation Conflict is a result of the different expectations an individual develops 
in their social setting and identification with other peers. The discrepancy between an 
individuals own expectations about their role their role in an organizational often differ 
from the expectations of peers and managers, which is a source of stress (Sinha & 
Subramanian, 2012, p. 71). Bano et al. (2011, p. 106) and Srivastav (2006, p. 111) also 
emphasize that Role Expectation Conflict occurs when discrepancies exists between the 
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individuals own expectations and expectations of others namely: colleagues or 
supervisor.  

4.5.4!Role!Erosion!
Chauhan (2014, p. 159) describes Role Erosion as an individuals’ perception that some 
functions in an organization belongs to his or her role, however performed or 
transferred to someone else in the organization. Role Erosion can also arise when an 
individual performs adequately in the work role, but credit is given to someone else. 
Bano et al.  (2011, p. 106) and Srivastav  (2006, p. 111) emphasize that Role Erosion 
arises if functions and tasks belonging to a specific role are being performed or shared 
with others. Sinha & Subramanian (2012, p. 71) argue that Role Erosion is likely to 
occur in organizational changes and when the organization creates new roles or 
redefining current roles.  

4.5.5!Role!Overload!
Coverman (1989, p. 968) explains that Role Overload occurs when an individual with a 
specific role has difficulties to perform according to the demands from other roles. 
Chauhan (2014, p. 159) defines Role Overload as a situation where the demands on a 
specific role of an individual are too high. Role Overload occurs when an individual feel 
that too much is expected from them  (Bano et al., 2011, p. 107; Sinha & Subramanian, 
2012, p. 71; Srivastav, 2006, p. 111). Role Overload is divided into a quantitative and 
qualitative aspect. The quantitative aspect refers to situations where an individual has 
too much to do while the qualitative aspects refers to an individual not having adequate 
knowledge to perform tasks at hand (Chauhan, 2014, p. 160).  

4.5.6!Role!Isolation!
Sinha & Subramanian (2012, p. 71) define Role Isolation as the mistrust and neglect 
from close colleagues and peers, which are related to low job-satisfaction. Role 
Isolation is a consequence of inadequate cooperation and linkages of communication 
between an individual's role and other roles in the organization (Bano et al., 2011, p. 
107; Srivastav, 2006, p. 111). Chauhan (2014, p. 159) provides an alternative definition 
explaining that an individual might possess several roles in an organization and Role 
Isolation occurs when a psychological distance exist between the roles. 

4.5.7!Personal!Inadequacy!
Chauhan (2014, p. 160) argue that Personal Inadequacy arises when an individual does 
not possess necessary skills to perform tasks expected in their organizational roles. The 
fast development of techniques and the society require that Organizations implement 
regular follow-ups and training for the employees (Chauhan, 2014 p. 160). Sinha & 
Subramanian (2012, p. 71) define Personal Inadequacy as the feeling of obsolescence 
that can arise when people reach a career ceiling or are close to retirement. Personal 
Inadequacy is consequence of inadequate preparation, skills, expertise or knowledge to 
manage and effectively perform in an organizational role (Bano et al., 2011, p. 107; 
Srivastav, 2006, p. 111). 

4.5.8!SelfRRole!Distance!
Self-Role Distance occurs when the values and self-concepts of an individual are in 
conflict with what is needed in the organizational role (Bano et al., 2011, p. 107). 
Chauhan (2014, p. 160) explains Self-Role Distance as the stress arising when the role 
of an individual does not conform to his or her personality. Srivastav (2006, p. 111) 
emphasizes that Self Role Distance is experienced when a role occupant has to do thing 
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against he or she dislikes, when the individuals’ special knowledge and skills remain 
unutilized or when there is a conflict between the image, needs or values of the role and 
the role occupant. 

4.5.9!Role!Ambiguity!
Role Ambiguity arises when an individual have an unclear understand about their role in 
an organization and the expectations laid on them (Bloisi et al., 2007, p. 319; Chauhan, 
2014, p. 160). Kahn et al. (1964, p. 73) define Role Ambiguity as the lack of information 
available for an employee required for adequate performance. Role Ambiguity is 
experience by an individual when no clear expectations exist about their role in an 
organization (Srivastav, 2006, p. 111). Lindberg et al. (2013, p. 265) cited Kahn et al 
(1964) to describe Role Ambiguity as “the lack of clear, consistent information of 
actions required for a particular position.” Sinha & Subramanian, (2012, p. 71) 
emphasize that mistrust from colleagues and peers are related to high Role Ambiguity 
and low job satisfaction. Wincent & Örtqvist (2011, p. 702) explains that Role 
Ambiguity will interfere with an individual’s ability to perform personal goals, which 
consequently will lead to negative impact of the stress.     

4.5.10!Resource!Inadequacy!
Resource Inadequacy occurs when resources needed for an individual to perform 
effectively in a role are inaccessible (Bano et al., 2011, p. 107). Srivastav (2006, p. 111) 
emphasize that Resource Inadequacy is experienced by an individual when resources 
such as “human relations, buildings, infrastructure, materials, machines, tools, 
equipment, books, documents and information, required for performing the role, are 
inadequately provided.” According to Chauhan (2014, p. 160), an individual will 
experience Resource Inadequacy when inadequate resources are provided to perform 
task within his or her role. Sinha & Subramanian (2012, p. 71) emphasize that Resource 
Inadequacy is present when an individual do not have “adequate resources to perform 
their roles effectively, whether because of a lack of supplies, personnel, information, or 
historical data in the system, or because of their own lack of knowledge, education, or 
experience.” 

4.6!Research!Utilizing!the!Organizational!Role!Stress!Framework!
The researchers have compiled previous research utilizing the Organizational Role 
Stress Framework developed by Pareek (1983) in the table below. The majority of 
contemporary researchers have only utilized three stressors Role Conflict, Role 
Ambiguity and Role Overload to explore Organizational Role Stress; the compilation of 
previous scholars utilizing the complete framework consisting of ten stressors will help 
to substantiate the researchers decisions to introduce the Organizational Role Stress 
Framework into the Swedish Public Sector. All scholars mentioned in the table have not 
been utilized in the degree project, nevertheless important to illuminate the prevalent 
use of the framework mainly in India.  
 
 
 

Table 3. Scholars utilizing the Organizational Role Stress Framework (Own Model) 
Author(s) Year Publication Origin Sector Respondents Occupation 
Agrawal, R. K. 
& Majupuria, 
A. 

2010 Int. J. Indian 
Culture and 
Business 
Management 

India Private 64 Chartered 
Accountants 
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Mishra, P. K. 
& Bhardwaj, 
G. 

2003 Indian J. of 
Industrial 
Relations 

India Private 120 Air Traffic 
Controllers 

Rashid, I. & 
Talib, P. 

2013 Indian J. of 
Industrial 
Relations 

Kashmir Public 176 Doctors 

Sayeed, O. B. 
& Kumar, S. H. 

2010 Indian J. of 
Industrial 
Relations 

Mumbai Private 52 Air Traffic 
Controllers 

Yasmeen, H. & 
Supriya, M. V. 

2008 Asia-Pacific 
Business Review 

Tamil 
Nadu 

Public 115 IAS Officers 

Mishra, P. K., 
Bhardwaj, G. 
& Pestonjee, D. 
M. 

1999 Indian J. of 
Industrial 
Relations 

India Private 120 Air Traffic 
Controllers 

Sharma, R. R. 2002 Indian J. of 
Industrial 
Relations 

India Both 59 Middle Level 
Executives 

Waddar, M. S. 
& Aminabhavi, 
V. A. 

2012 Global Business 
Review 

India Private 90 Aircraft 
Employees 

Aziz, M. 2004 Women in 
Management 
Review 

India Private 264 IT Professionals 

Sharma, U. & 
Sharma, S. 

1989 Indian J. of 
Industrial 
Relations 

India Public 100 Officers/Assistant 
Engineers 

Pandey, A. 1995 Indian J. of 
Industrial 
Relations 

India Private 62 Rail Engine 
Drivers 

Srivastav, A. 
K. 

2010 Int. J of Quality & 
Reliability 
Management 

India Public 27 Executives 

Dasgupta, P. 2012 J. of Health 
Management 

India Private 146 Nurses 

Yasmeen, H. & 
Supriya, M. V. 

2010 Int. J. of Public 
Administration 

India Public 115 IAS Officers 

4.6.1!Previous!Research!in!Organizational!Role!Stress!
Lewig & Dollard (2001) reviewed all articles published in Australian newspapers 
related to Organizational Role stress in order to explore how the disorder is portrayed in 
the media. The discourse analysis of Australian articles revealed that Organizational 
Role Stress is presented to the public as a “workplace issue”, “public sector 
phenomena” and “costly epidemic” (Lewig & Dollard, 2001, pp. 186-
187).  Organizational Role Stress is presented as a public sector problem because 
mostly public organizations and institutions present information and statistics related to 
the Organizational Role Stress (Lewig & Dollard, 2001, p. 187). The discourse analysis 
also revealed that the number of stress claims in the Australian Public Sector is higher 
than in the private sector. However, the average cost per stress claim is higher for an 
employee in the Australian private sector than in the public sector (Lewig & Dollard, 
2001, p. 188).  
 
Ratna el al. (2013) conducted a quantitative study in the Indian IT-business from 
October 2009 to January 2010. The study utilized the Organizational Role Stress 
Framework developed by Pareek to investigate how employees perceive Organizational 
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Role Stress. The study was conducted in New Delhi’s IT-sector at DELL, IBM, HCL 
and Wipro and the questionnaire consisted of 51 items (Ratna et al., 2013, p. 363). The 
empirical findings revealed that men are more stressed than their female colleagues in 
the Indian IT-sector and that employee’s in the age of 20-25 are experiencing more 
stress due to Role Ambiguity, which means lack of clarity in ones role (Ratna et al., 
2013, p. 379). Furthermore, the study highlighted Role Erosion and Inter-Role Distance 
significant contributors to the perceived Organizational Role Stress (Ratna et al., 2013, 
p. 379).  
 
Another study was conducted in Indian multinational corporations, IT, banking and 
manufacturing organizations to explore how levels of Organizational Role stress vary 
among managerial levels. A questionnaire was distributed to 100 managers in different 
hierarchical positions, namely: low, middle and high level managers (Sinha & 
Subramanian, 2012, p. 71). The study indicated that top hierarchical managers perceive 
higher levels of Organizational Role Stress than managers in lower hierarchical 
positions (Sinha & Subramanian, 2012, p. 74). The responsibilities and roles in different 
hierarchical positions are explained as the reason why Organizational Role Stress differs 
among the managerial levels in an organization (Sinha & Subramanian, 2012, p. 71).  
 
In 2012, Bano & Jha (2012) conducted a study also in India to explore the differences of 
perceived Organizational Role Stress among employees in the private and public sector. 
The target population included 302 employees from both the private and financial sector 
in India. The population worked in various public sectors and organizations such as 
Treasury Boards, Tata Motors and Pashupati Oil Mills (Bano & Jha, 2012, pp. 27-28).  
The study pinpointed Role Erosion as the most significant stressor and Resource 
Inadequacy as the least significant stressor. Most importantly, the study revealed no 
significant differences in perceived levels of Organizational Role Stress among 
employees in the private and public sector (Bano & Jha, 2012, p. 34). Bano & Jha 
(2012, p. 34) also emphasized adequate education and work-experiences as two 
additional factors influencing the perceived Organizational Role Stress among 
employees’  (Bano & Jha, 2012, p. 34). 

4.7!Causes!of!Organizational!Role!Stress!
Employment is essential for an individual to function properly in a society and in return; 
the individual spends significant amounts of time at the workplace (Erkutlu & Chafra, 
2006, p. 287; Pathak, 2012, p. 154). The need to always be available for work is 
considered to be a distinct source of stress. Bano et al. (2011, p. 107) further 
investigated the causes of Organizational Role Stress, which are categorized into two 
main groups namely: Job-Related Stressors and Individual-Related Stressors. The table 
below displays the Job-Related Stressors identified by Bano et al. (2011).  
 
 
 
 
 

       Table 4. Job Related Stressors (Bano et al., 2011, p. 108)  
Environment Specific Organizational Specific Job Specific 
Economic conditions Changes within the organization Poor fit between abilities and 

skills 
Increased levels of competition Reorganizations Work overload 
Market changes Delaying Work place 
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Technological development Lay-offs Pressure to work longer hours 
Changes in production and 
products 

Organizational structure Job characteristics 

Drive for greater cost-
effectiveness 

Organizational culture/climate Conflicting job demands 

Networks Mergers/acquisitions and 
similar 

Unclear job expectations 

Multination's Changes in company ownership Pressure of responsibilities 
General public concern for the 
environment 

Workforce diversity Time pressure 

 Reward systems Lack of resources to perform job 
 Promotion policy Lack of information 
 Job security  

 
The Job-Related stressors are further divided into three sub-groups: Environment-, 
Organizational- and Job Specific. The Organizational and Job Specific stressors are 
focused on the actual work situations and include stressors such as lay-offs, changes 
within the organization, unclear job expectations and time pressure (Bano et al., 2011, 
p. 108). The Environment Specific stressors are broader and include several factors not 
directly linked to the individual such as market changes, technological development and 
general public concern for the environment. However, Bano et al. (2011, p. 108) argue 
that all stressors above have the potential to spur the perceived Organizational Role 
Stress among employees. 
 

Table 5. Individual Related Stressors (Bano et al., 2011, p. 108) 
Individual Characteristics Individual Life Circumstances 
Personality traits Work/life conflict 
Demographic characteristics Family problems 
Coping skills, etc. Personal problems 
 Financial difficulties etc. 

 
Table 5 displays the Individual-Related stressors identified by Bano et al. (2011). The 
Individual-Related stressors haven been narrowed down into two categories namely: 
Individual Characteristics and Individual Life Circumstances. The Individual-Related 
stressors are broader than the Job-Specific stressors and include stressors such as 
demographic characteristics, family problems and financial difficulties (Bano et al., 
2011, p. 108).  
 
The research question and the base for the degree project is how Organizational Role 
Stress affects managers’ ability to balance administrative responsibilities and operative 
leadership. Hence, essential to explore theories and studies conducted within the field 
of stress and Organizational Role Stress, which will help to substantiate the quantitative 
study among managers in Lycksele municipality. The theories presented in the whole 
chapter are important in able to discuss the empirical findings and provide trustworthy 
recommendation to Lycksele about how the situation can be improved.  
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5.!Practical!Methodology!
The practical methodology has an especially important function in quantitative studies 
and therefore the whole chapter will transparently illuminate how the study among 
managers in Lycksele municipality was conducted. The researchers will discuss the 
overall structure and design of the questionnaire and how the sample was gathered to 
ensure a representative sample. The total transparency will also facilitate replication of 
the study, which will only help to enhance the trustworthiness.  

5.1!Research!Approach!and!Design!

5.1.1!Survey!Design!!
The survey distributed among managers in Lycksele municipality is primarily a 
replication of the Organizational Role Stress Framework develop by Pareek (1983), 
which resulted in an extensive questionnaire with 60 items. The questionnaire consists 
of 56 statements and four categorical questions. Bryman & Bell (2007, p. 243) 
emphasize that long questionnaires often discourage respondents to answer them. 
However, all 60 items were included to ensure the high reliability and trustworthiness of 
the Organizational Role Stress Framework. The questionnaire was divided into three 
parts to encourage a high response rate and overcome the problems with an 
overwhelming amount of questions, which can intimidate the respondents (Bryman, 
2011, p. 233).  
 
The first part of the questionnaire includes a short introduction where the researchers 
described the purpose and of importance the study. The introduction also includes 
information about how the statements should be answered, information about the 
privacy of the respondents and that the participation is voluntary (Holme & Solvang, 
1997, pp. 334-335). The contact details of the researchers were also written in the 
introduction in order to answer any questions that may arise after the participation in the 
study. Respondents may have more questions about the degree project or more interest 
in the topics touched upon in the questionnaire. The introduction part of the 
questionnaire includes four categorical questions namely: gender, managerial level, age 
and length of service in current position. The categorical questions are important 
because they enable an analysis of the empirical findings from four different 
perspectives, which can provide more clues about the problem described among 
managers in Lycksele municipality (Ticehurst & Veal, 1999, pp. 195-196). The four 
categorical questions were selected and included because they have been used in 
previous studies exploring Organizational Role Stress.  
 
The second part of the questionnaire consists of six statements in order to explicitly 
prove that managers in Lycksele are having difficulties balancing administrative 
responsibilities and operative leadership. The statements are designed according to 
situations described by managers in the municipality along with theories explaining the 
intensified work environment today. This part will form a bridge to further investigate 
the impacts of Organizational Role Stress. The third and last part of the questionnaire 
includes the 50 statements replicated from the Organizational Role Stress Framework 
developed by Pareek (1983), which will demonstrate how managers in the municipality 
perceive Organizational Role Stress. 
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Information about how to answer the statements has been included on the second and 
third part in order to minimize misinterpretations and loss of data (Bryman, 2011, p. 
236). Furthermore, the questionnaire only includes questions and statements intended to 
be analyzed, which will increase the objectivity and avoid any influences affecting the 
views and expectations of the respondents (Fink, 2013, p. 31).  

5.1.2!Design!of!the!Statements!
Fink (2013, pp. 38-41) emphasizes that researchers must remark on the formulation of 
questions and statements in order to reduce the misunderstandings among respondents 
in a closed survey. Every question must be: meaningful, formed by standard language 
rules, concrete, formed without emotionally charged words, objective and only include 
one meaning. Ticehurst & Veal (1999, pp. 145-156) also advocate the use of a simple 
understandable language, only one question should be asked at a time, avoid ambiguity 
and leading questions.  
 
The statements in the questionnaire are so called pre-coded or closed statements, where 
the respondent have to answer by ticking in pre-coded boxes (Ticehurst & Veal, 1999, 
p. 145). Pre-coded statements are demonstrated to be more efficient, reliable and most 
importantly not biased by the researchers subjective interpretation of the answers (Fink, 
2013, p. 32; Bryman, 2011, p. 245). Pre-coded statements are characterized by a fixed 
amount of answer alternatives for the respondent to choose between (Bryman, 2011, p. 
242). Fink (2013, p. 32) emphasizes that closed statements offer the respondents the 
possibility to answer all answers in a consistent manner, which facilitates the statistical 
analysis and comparability of the study. As mentioned, the questionnaire is primarily 
replicate of the Organizational Role Stress Framework developed by Pareek (1983) and 
thus the same approach to answers will be utilized in order to ensure the comparability 
of the study (Bryman, 2011, p. 245).  
 
The first part of the questionnaire including the categorical questions about age, gender, 
managerial level and length of service must be answered by finding an appropriate 
alternative in a list of pre-coded alternatives. The second and third part of the 
questionnaire (A-E and 1-50) include statements in which the respondent answer how 
well the statements correspond to his or her perceptions in a Likert–Scale ranging from 
zero to four. Bryman (2011, p. 157) emphasizes that a Likert–Scale is appropriate when 
the purpose is to measure the intensity of a feeling. Thus, appropriate to  utilize a 
Likert-Scale in the study among managers in Lycksele municipality because the 
researchers want to measure the impact of Organizational Role Stress. Bryman (2011, p. 
157) emphasizes that researchers must acknowledge some main rules when utilizing a 
Likert-Scale; the items must be formed as a statement, that the statements should 
concern the same area, the items should be connected to each other and the statements 
should be a mix between positive and negative approaches.  
 
The pre-coded alternatives to answer the statements are placed horizontally because it 
decreases the risk of misunderstandings and a more effective way to minimize the 
length of the questionnaire (Bryman, 2011, pp. 234-235). The alternatives have been 
coded with a number between zero and four, which help to measure the intensity of the 
respondents’ perceptions. The alternatives have been given a number between zero and 
four in order to measure how the respondents’ perception corresponds to the statements. 
The table below displays the pre-coded alternatives to answer the statements, zero 
corresponds to “I never feel this way” and four corresponds to “I always feel this way”.  
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Table 6. Response Alternatives (Rakesh, 2012, p. 6) 

Pre-coded Response Alternatives used in the Questionnaire 
0 I never feel this way 
1 I occasionally feel this way 
2 I sometimes feel this way 
3 I frequently feel this way 
4 I always feel this way 

 
The use of pre-coded statements or questions is also related with difficulties and 
disadvantages as well (Bryman, 2011, p. 246). There is a possibility that respondents do 
not find alternatives, which corresponds to their perceptions and thus answers randomly.  
All individuals are different, hence the probability that some individuals will interpret 
the statements differently than others. The statements need to be clearly formulated 
because the respondents cannot ask for help when participating in the questionnaire. 
The two problems mentioned above are likely to occur in a questionnaire with pre-
coded statements and facilitates misleading empirical findings, which will affect the 
trustworthiness of the study (Bryman, 2011, p. 246).  

5.1.3!Interpretation!of!Responses!!
As emphasized above, the respondents can answer the statements in the questionnaire 
by ticking in boxes with pre-coded numbers. The answers in the second part will be 
summarized into a total score where 20 are the maximum score and zero the lowest. The 
scores will be interpreted according to the stress levels used by Aziz (2004, p. 358), 
which are displayed in table seven below. The third part of the questionnaire includes 
50 statements replicated from the Organizational Role Stress Framework, which will 
also be summarized into total scores (Aziz, 2004, p. 358; Agrawal & Majupuria, 2010, 
p. 584). All ten stressors have five statements each and thus the total score possible to 
receive is 200. The maximum score for each stressor is 20. The table below depicts how 
Aziz (2004, p. 358) classifies the scores received in each stressor.  
 

Table 7. Classifications of Stress Levels (Aziz, 2004, p. 358) 
Levels of Stress Points 
Low Stress 0 - 5 
Moderate 6 – 10 
High Stress 11 – 15 
Very High 16 – 20 

 
Rakesh (2012, p. 6) developed a response sheet for the Organizational Role Stress 
Framework, which will help the user to know which questions that belongs to each 
stressor. Table eight includes 10 rows explaining which statements that are related to 
each stressor. E.g. statements five, 15, 25, 35 and 45 will measure how the respondent 
perceives Role Overload (RO). Statements 10, 20, 30, 40 and 50 measure how the 
respondent perceives Resource Inadequacy (RIn).   
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Table 8. Response Sheet for Organizational Role Stress Framework (Rakesh, 2012, p. 6) 
Response Sheet for Organizational Role Stress Scale 
IRD 1 11 21 31 41 
RS 2 12 22 32 42 
REC 3 13 23 33 43 
RE 4 14 24 34 44 
RO 5 15 25 35 45 
RI 6 16 26 36 46 
PI 7 17 27 37 47 
SRD 8 18 28 38 48 
RA 9 19 29 39 49 
RIn 10 20 30 40 50 

5.1.4!Sampling!Design!!
Lycksele municipality has 60 managers distributed on five different levels namely: 
“Head of the Municipality”, “Executive Director”, “Department Head”, “Branch 
Head” and “Supervisor”. The municipality managers form the group of individuals 
interesting for the study and thus the target population (Ticehurst & Veal, 1999, p. 160). 
Moore & McCabe (1999, p. 256) emphasize that the sampling design is essential to 
produce trustworthy conclusion without subjectivity and biases. The target population 
for the study is relatively small for a quantitative study. All 60 managers have been 
given an equal chance to participate in the study, which ensures that the empirical 
findings will reflect the problem at Lycksele municipality as trustworthy as possible.  
 
Ticehurst & Veal (1999, p. 164) emphasize that researchers are often constrained by a 
budget or time, which will influence the size of the sample. A large sample is desirable 
and will more accurately reflect the actual situation. The sampling design in this degree 
project displays characteristics of a random design, which ensures that all individuals 
have been given an equal chance to participate in the study (Moore & McCabe, 1999 p. 
257). Eggeby & Söderberg (1999, p. 43) emphasize that researchers conducting 
quantitative research need to strive for a representative sample in which all the 
individuals in a population have been given an equal chance to participate in a study. A 
representative sample is necessary for quantitative researchers to make generalization 
conclusions over the whole population (Eggeby & Söderberg, 1999, p. 43).  
 
More & McCabe (1999, p. 260) emphasize that the most significant source of biases in 
quantitative studies is the nonresponse rate. Fink (2013, p. 8) argues that all researchers 
conducting quantitative studies need to determine a satisfying response rate before 
initiating the study. Thus, the satisfying response rate among managers in Lycksele is 
set to be at least 60 %. However, the general rule is “higher is better” and hence the 
researchers hope to receive the highest possible response rate with the help of the 
coordinator at Lycksele municipality (Fink, 2013 p. 8). A lower response rate will still 
provide valid information about the problem among managers, however it will be 
difficult to generalize the findings for all managers in the municipality (Ticehurst & 
Veal, 1999, p. 5).  
 
Researchers will most certainly face problems with incomplete answers where 
respondents have not fully completed the survey. Eggeby & Söderberg (1999, p. 44) 
advocate the possibility that respondents may forget to answer questions or that some 
questions might be sensitive, which results in incomplete answers. The survey 
instrument provided by Lycksele municipality has a function, which does not allow 
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respondents to continue or hand in the questionnaire with unanswered questions. Thus, 
the implications of incomplete answers have been eliminated.  

5.1.5!Pilot!Study!
The Organizational Role Stress Framework has been used in numerous studies mainly 
conducted in Asia, more specifically India. The previous use of the framework indicates 
that the questions are understood by the respondents and will generate adequate 
answers. Bryman (2011, p. 259) emphasizes that the use of already existing statements 
in a study ensures that the statements work properly and thus the need for a pilot survey 
decreases. The sample population for this study is native Swedish speakers, hence the 
translation of the Organizational Role Stress Framework into Swedish. The translation 
is a source of misinterpretations and the possibility that some statements will be 
confusing. Therefore necessary to conduct a new pilot study to ensure that the questions 
are properly translated into Swedish and will still generate adequate responses. Fink 
(2013, pp. 7-8) emphasizes the importance of conducting a pre-test before launching a 
survey because it quickly reveals if the questions or statements are clear and easily 
understood by others. Ticehurst & Veal (1999, p. 151) argue that one must carry out at 
least one pilot study before the main data collection. A pilot study must be conducted 
with the use of respondents not included in the sample population; researchers must 
locate small groups in an equal environment and settings as the target population (Fink, 
2013, p. 8; Bryman, 2011, p. 259).  
 
The time constraint of this degree project made it difficult to identify a small population 
in similar settings as the sample population. However, solitary individuals in 
municipality settings were targeted to participate in the pilot study instead of whole 
groups. Eight individuals working in municipality settings and four individuals in the 
private sector have participated in the pilot study. The researchers have not given any 
attention to analyze the actual pilot study responses because the sole purpose was to 
receive a confirmation of proper translation or feedback to clarify the statements. One 
can argue that the responses in the pilot study must analyzed to ensure adequate 
answers. However, the statements have been used in numerous studies, which ensures 
the reliability of the statements. The individuals participating in the pilot study were 
asked to send their suggestions or feedback by email, which have been saved and 
displayed in Appendix two. Thus, the readers of this degree project can follow how the 
statements was altered and adjusted according to the feedback received by the 
respondents. The pilot study helped to reveal minor translation errors and inadequate 
vocabulary; one of the emphasized that the language used in the questionnaire was too 
academic and hard for people outside the academic world to understand.  

5.1.6!Data!Collection!!
The questionnaire was first constructed in Google Docs in order to facilitate the pilot 
study conducted two weeks before the actual study among managers in the 
municipality. The use of Google Docs simplified the process of sending the 
questionnaire to the respondents participating in the pilot study. Lycksele municipality 
is using an internal survey system within the organization, which all respondents in the 
sample population have access to. The survey system is called “esMakerNX3” and has 
many functions in common with Google Docs. Hence, the real survey was constructed 
in “esMakerNX3” because all respondents are connected to the system by their 
employment in the municipality. The thesis supervisor in Lycksele municipality helped 
to publish and make the survey available for all respondents on the 17th of March 2015. 
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The supervisor also helped to ensure that all respondents were given an equal chance to 
participate and send information to the respondents about the survey.  
 
Eggeby & Soderberg (1999, p. 44) emphasize that researchers always face the risk of 
data loss due to incomplete answers or that respondents ignore the survey. The spring 
semester includes several holidays, which makes the time horizon of the degree project 
even more constraint. With the holidays accounted for, the survey will be available until 
1st of April 2015, which is the Wednesday right before the Easter Holiday. The 
respondents will have two and a half weeks at their disposal to answer the 
questionnaire, which will give the researchers enough time to analyze the raw data 
before the degree project is due on the 5th of June. A helpful function in “EsMakerNX3” 
is that the user who sends out the survey receives a list of the respondents who has not 
answered in the study, which makes it easy to know whom to send reminders. 
Reminders will be send out to respondents who has not answered the questionnaire on 
the 27th and 31st of March. The reminders will hopefully attract the attention of 
managers who has not completed the survey and help to increase the response rate.  
 
Another interesting function in “EsMakerNX3” is the possibility to construct tables and 
diagrams while the questionnaire is open, which can provide interesting clues about the 
final result. The tables and diagrams can be used in the empirical analysis as well, 
however do not display the differences among the categorical variables included in the 
study. Hence, the raw data will be transferred to the statistical instrument that will be 
used in the analysis process. The raw data will be downloaded firstly to an Excel-file 
and then further on to SPSS. The possibility to download the raw material directly from 
“EsMakerNX3” into the statistical program minimizes the risk of making any errors 
when typing in the raw data manually, which will help to ensure the objectivity of the 
raw data. It also facilitates a more effective analysis process; time will be saved by not 
handling raw data manually.  

5.1.7!Difficulties!with!Online!Surveys!
The study was conducted with the help of  “EsMakerNX3”, which is a web survey-
system used internally in Lycksele municipality. Online surveys have numerous 
advantages and disadvantages.  Fink (2013, p. 11) emphasizes that a web-based survey 
will make it easier for the respondents to answer the questionnaire. It also increases the 
possibility to reach out to a high number of respondents and researchers have more 
options when designing the questionnaire (Fink, 2013, p. 11). Other advantages include 
decreased costs and time consumption because the raw data can be automatically 
downloaded to statistical instrument used for the analysis (Fink, 2013, p. 11; Bryman, 
2011, p. 600). 
 
Researchers also need to acknowledge the disadvantages in order to work preventively 
and try to overcome the problems. Bryman (2011, p. 600) argues that can experience 
technological difficulties, which makes it difficult to answer the survey. Respondents 
can also have concerns about privacy and confidentiality (Fink, 2013, p. 12). When a 
survey is conducted through a web-based system, the distributor has minor control 
concerning who is actually answering the questionnaire (Fink, 2013, pp. 12-13).  
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5.2!Trustworthiness!!

5.2.1!Reliability!
Holme & Solvang (1997, p. 94) emphasize that reliability is an indicator if the survey 
manages to generate the desired information to produce reliable conclusions. Saunders 
et al. (2009, pp. 373-274) argue that reliability involves the “robustness” of a survey and 
if the survey will produce consistent findings over time. Both Holme & Solvang (1997, 
pp. 163-164) and Saunders et al. (2009, pp. 373-274) emphasize that researchers need to 
perform a test re-test in order to confirm the consistency of the answers generated in the 
survey. A test re-test can be viewed as two independent studies with the same 
instrument conducted at two different points in time. A study displays high reliability if 
the two independent studies manage to produce similar results over time (Bryman & 
Bell, 2007, pp. 162-163).  
 
As emphasized in the previous parts in this chapter, the study is primarily a replicate of 
the Organizational Role Stress Framework developed by Pareek in 1983. The same 
framework have been used in several studies in India over the past three decades, which 
ensures the consistency of the answers generated by the framework. Hence the 
statements have already been subjected to multiple unofficial test re-tests, which will 
ensure the reliability of the study conducted among managers in Lycksele municipality.  
The researchers argue that the extensive use of the framework will ensure the reliability 
and help to produce trustworthy empirical findings.  

5.2.2!Validity!
The validity of a survey refers to the ability of the statements to capture the intended 
information e.g. attitudes and behaviors (Holme & Solvang, 1997, p. 167). Ticehurst & 
Veal (1999, p. 151) emphasize that validity concerns “the extent to which the statements 
accurately reflect what they are meant to reflect”. One problem with surveys is that 
some respondents will always exaggerate their answers of leave answers they think will 
satisfy the researchers. The validity can be increased using the same statements twice or 
altering the scale in which the respondents are asked to answer (Ticehurst & Veal, 1999, 
pp. 151-152). The answer alternatives will get the opposite meaning if the researchers 
formulate the statements differently, which allows to identify respondents who are only 
providing responses they think will please the researchers (Holme & Solvang, 1997, pp. 
167-168).  
 
The researchers have not made any alterations to the statements replicated from the 
Organizational Role Stress Framework, which makes it difficult to build in own 
measures to reflect upon the validity. However, several statements in the study are very 
similar, which will provide hints about the validity. The degree project is intended to 
improve the working situation for managers in Lycksele municipality and thus in their 
best interest to answer the questionnaire honestly. The purpose of the study was clearly 
emphasized in the information send to managers and in the introduction found in the 
actual questionnaire.  

5.2.3!Replication!
Bryman & Bell (2007, p. 171-173) emphasize that the reproduction of other studies is 
highly favorable because the ability to reproduce a study without any serious difficulties 
implies high reliability and validity. Ticehurst & Veal (1999, p. 2) argue the importance 
of the possibility to replicate or reproduce studies conducted by other researchers in 
order to substantiate the conclusions. The reproduction of Pareek’s (1983) 
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Organizational Role Stress Framework ensures that the researchers subjectivity does not 
bias the study (Bryman & Bell, 2007, p. 171). Hence, the study among managers in 
Lycksele municipality will illuminate high levels of trustworthiness, explicitly 
reliability and validity.  

5.2.4!Generalization!!
Generalization refers to if the findings in a study can be applicable in other contexts e.g. 
other organizations or populations (Saunders et al., 2009, p. 158). Ticehurst & Veal 
(1999, p. 24) describe generalization as the probability that the empirical findings would 
apply to others groups as well. Holme & Solvang (1997, p. 87) emphasize that 
quantitative methods allows the researchers to make generalization if the appropriate 
sampling methods were applied. Researchers need to assemble a representative sample 
of the population in order to generalize the findings (Bryman & Bell, 2007, p. 182). A 
representative sample refers to how the sample population represents the total 
population (Holme & Solvang, 1997, pp. 155-156).  
 
All managers in Lycksele municipality have been given an equal chance to participate 
in the study, which is the main criterion for a representative sample. The researchers are 
confident to have located a theoretically representative sample because all managers 
were given the chance to participate. Theoretically speaking, the researchers are able to 
make generalization for all municipalities in Sweden. However, it will be difficult to 
make generalizations about every municipality because of the differences in size and 
number of managers. It is important to emphasize that the researchers found no 
reasonable doubts that managers ability to balance administrative responsibilities and 
operative leadership is any different in other municipalities. It will also be difficult to 
make valid comparisons to the studies conducted in India and Pakistan because of the 
fundamental differences between Sweden, India and Pakistan. E.g. culture, laws and 
structural differences will all influence an organization and its employees. 

5.3!Ethical!Considerations!!
One of the most important aspects while conducting research is to acknowledge the 
ethical implications and how the respondents will be affected. The researchers believe 
the ethical aspects to be important to make the respondents confident and willing to 
participate in future research and studies. Ticehurst & Veal (1999, pp. 51-55) emphasize 
that researchers can face legal actions if the ethical codes are not complied to, which 
would certainly decrease the professionalism and trust. Bryman & Bell (2007, p. 128) 
argue a frustration with ethics in Business Administration because researchers differ in 
how they perceive and follow the ethical considerations.  
 
All the information presented about Lycksele municipality is public information and not 
sensitive to be re-published or scrutinized by others. However, the questionnaire will 
generate information about how the 60 managers perceive their working situation in the 
municipality, which can be sensitive to some respondents. The researchers have taken 
all ethical aspects into consideration to inspire trust and confidence.  

5.3.1!Harm!to!Participants!
Ticehurst & Veal (1999, pp. 51-52) argue that harmful consequences to participants are 
more likely to arise in medical research, however still apparent in social science 
research. Harmful consequences to the respondents can arise when the information is 
redistributed and answers not properly coded. Researchers need to acknowledge the risk 
of harm to participants, especially when the sample or population is small because it 
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makes it easier to identify individuals. Bryman & Bell (2007, pp. 133-134) emphasize 
that harmful consequences includes stress and impacts on an individual’s career 
development and future employment.  
 
The questionnaire will generate raw data with information about managers in Lycksele 
municipality. All individuals have different perceptions and thus some individuals’ will 
perceive their position as respondent to be vulnerable. Despite writing the degree 
project on the behalf of Lycksele municipality, raw data compromising the respondents’ 
identity will not be handed out. Only raw data not compromising the privacy of the 
respondents will be shared with the municipality in order to improve the working 
situation for managers. The research will be happy to discuss the empirical findings 
with other researchers who want to pursue Organizational Role Stress from a Business 
Administration perspective.  

5.3.2!Lack!of!Informed!Consent!
Bryman & Bell (2007, p. 137) emphasize that respondents must be given as much 
information as possible about the study he or she will participate in to make an 
informed decision. When the respondents are subject to any form of risk, information 
must be given to ensure the full understanding of the respondents. Ticehurst & Veal 
(1999, p. 53) argue “respondents can never be fully informed as the researchers”. The 
introduction part of the questionnaire provides the respondents with information about 
the study and how their privacy will be protected. The thesis supervisor in the 
municipality also sends out information about the study to all managers participating in 
study. It is voluntary to participate in the study, which was also emphasized in the 
introduction to the questionnaire.  

5.3.3!Confidentiality!!
Confidentiality is probably the most discussed ethical aspect in quantitative research, 
where the researchers need to ensure the protection of the respondents’ identities 
(Holme & Solvang, 1997, p. 34). Ticehurst & Veal (1999, pp. 51-52) emphasize that 
privacy is highly valued in western society and researchers must be meticulous to 
protect raw data in order to ensure privacy. No names or clues about the respondents 
will be mentioned to ensure the privacy. The categorical questions in the study; gender, 
age, managerial level and length of service in current position will provide information 
that help to identify certain respondents. The categorical questions are important to 
receive more detailed information about the problem among managers in the 
municipality. However, no specific results that can compromise the privacy of the 
respondents will be handed back to the municipality.  

5.4!Theoretical!Connection!With!the!Questionnaire!
The researchers have created the below to explicitly display how the theories presented 
in the theoretical frame of reference are related to the statement in the questionnaire. 
The table has two columns; the left column presents the scholars contributing with the 
theories and the right column displays the different statements. It is important that the 
questionnaire is anchored in existing theories and the table below allows the reader to 
meticulously follow the origin of each statement. Statements A-E are mainly derived 
from the problem described by managers in the municipality and thus only supported by 
general theories about stress.  
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Table 9. Theoretical Connection to Questionnaire (Own Table) 
Theory Survey Questions 
(Ivarsson, 2014; Rajnish et al, 2013 p. 379; 
Milczarek et al., 2009, p. 52) 

I. Gender 

(Rajnish et al, 2013 p. 379; Milczarek et al., 2009, 
p.42) 

II. Age 

(Sinha & Subramanian, 2012, pp. 70-71) III. Managerial Level 
(Bano et al., 2012, p. 34) IV. Years of Experience 
 
(Bano et al., 2011, p. 108; Milczarek et al., 2009, pp. 
23.24) 

A-E. Level of balancing issues  

  
(Bano et al., 2011, p. 106; Srivastav, 2006, p. 110; 
Sinha & Subramanian, 2012, pp. 71-73) 

1, 11, 21, 31, 41. Inter Role Distance 

(Abbas et al., 2012; Sinha & Subramanian, 2012, p. 
71; Srivastav, 2006, pp. 110 - 111; Bano et al., 2011, 
p. 106; Bano & Jha, 2012, p. 25; Chauhan, 2014, p. 
159)  

2, 12, 22, 32, 42. Role Stagnation 

(Sinha & Subramanian, 2012, p. 71; Bano et al., 
2011, p. 106; Srivastav, 2006, p. 111; Chauhan, 
2014, p. 159)  

3, 13, 23, 33, 43. Role Expectation Conflict 

(Chauhan, 2014, p. 159; Sinha & Subramanian, 
2012, p. 71; Bano et al., 2011, p. 106; Srivastav, 
2006, p. 111) 

4, 14, 24, 34, 44. Role Erosion 

(Coverman, 1989, p. 968; Chauhan, 2014, p. 159; 
Bano et al., 2011, p. 107; Sinha & Subramanian, 
2012, p. 71; Srivastav, 2006, p. 111).  

5, 15, 25, 35, 45. Role Overload 

(Sinha & Subramanian, 2012, p. 71; Bano et al., 
2011, p. 107; Srivastav, 2006, p. 111; Chauhan, 
2014, p. 159)  

6, 16, 26, 36, 46. Role Isolation 

(Chauhan, 2014, p. 160; Chauhan, 2014 p. 160; 
Sinha & Subramanian, 2012, p. 71; Bano et al., 
2011, p. 107; Srivastav, 2006, p. 111).  

7, 17, 27, 37, 47. Personal Inadequacy 

(Bano et al., 2011, p. 107; Chauhan, 2014, p. 160; 
Srivastav, 2006, p. 111) 

8, 18, 28, 38, 48. Self-Role Distance 

(Bloisi et al., 2007, p. 319; Chauhan, 2014, p. 160; 
Kahn et al., 1964, p. 73; Srivastav, 2006, p. 111; 
Lindberg et al., 2013, p. 265; Sinha & Subramanian, 
2012, p. 71; Wincent & Örtqvist, 2011, p. 702)  

9, 19, 29, 39, 49. Role Ambiguity 

(Bano et al., 2011, p. 107; Srivastav, 2006, p. 111; 
Chauhan, 2014, p. 160; Sinha & Subramanian, 2012, 
p. 71) 

10, 20, 30, 40, 50. Resource Inadequacy 
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6.!Empirical!Analysis!
This chapter will present the analysis of the raw data collected among managers in 
Lycksele municipality. The statistical analysis has been conducted in SPSS and will be 
presented in tables and graphs, which can easily be related back to the theoretical 
frame of reference.  

6.1!Prerequisites!for!the!Statistical!Analysis!
The statistical analysis is based on the raw data collected among managers in Lycksele 
municipality to explore how Organizational Role Stress affect their ability to balance 
administrative responsibilities and operative leadership. In total, 49 out of 60 managers 
participated in the study, which corresponds to a response rate of 82 %. The high 
response rate is satisfactory and will help to provide credible conclusions and 
recommendations. The statistical analysis is based on the raw data collected from 82 % 
of the total target population, which is sufficient for a quantitative study. 

6.2!Cronbach’s!Alpha!!
 

Table 10. Cronbach's Alpha for each Stressor (Own Table) 
 IRD RS REC RE RO RI PI SRD RA RIn Bal. * 
Cronbach's Alpha 0,885 0,751 0,823 0,773 0,845 0,751 0,843 0,785 0,645 0,625 0,878 
N  5 5 5 5 5 5 5 5 5 5 5 
* Bal. = Balance corresponds the statements A-E  
 
The Cronbach’s Alpha is used to test the internal reliability of the different parts in a 
questionnaire. All stressors and the balancing statements received except Role 
Ambiguity and Resource Inadequacy. As emphasized by Bryman & Bell (2007, p. 164), 
the general acceptable value for internal value is 0,8, nevertheless many researchers 
accept slightly lower numbers. Role Ambiguity and Resource Inadequacy are suffering 
from low internal reliability, which implies that these two stressors are not effective 
measures in the study.  
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6.3!Distribution!of!Respondents!in!Categorical!Variables!
 

 
Figure 10. Gender Distribution in the Study (Own Figure) 

 
As displayed in figure 10, the gender distribution of managers participating in the study 
is not even. Female respondents amount to 32 individuals, which is approximately 65 
%. Male respondents amounted to 17 individuals, which is approximately 35 %. 
 

 
Figure 11. Age Distribution in the Study (Own Figure) 

 
Figure 11 displays the age distribution of managers participating in the study. The 
majority of respondent are in the age groups 46-55 and 56-65. These two age groups 
constitute 83 % of all respondents participating in the study. Only two (4 %) of the 
managers are under the age of 35 years old.  
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Figure 12. Distribution in Managerial Levels in the Study (Own Figure) 

 
Figure 12 displays the respondents’ managerial level in Lycksele municipality. 35 
respondents are employed as Branch Heads. The majority of managers in the 
municipality are employed as Branch Heads, which explains the uneven distribution.  
 

 
Figure 13. Number of Years in the Current Managerial Position (Own Figure) 

 
Figure 13 displays how many years the respondents have been employed in their current 
managerial position.  26 respondents (53 %) have occupied their position for five years 
or less, which implies that 23 respondents (47 %) have occupied their positions for six 
years or more. Five respondents have occupied their positions for 15 years or more.  
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6.4!Total!Mean!Scores!!
 

Table 11. Total Mean Balance Score (Own Model) 
 Mean Std. Deviation Maximum Percent 
Balance 13,8367 4,11980 20 69,18 % 

 
Table 11 displays the mean score in statements A-E, which measure the balancing 
difficulties among managers. The mean score in the study is 14 out of maximum 20. 14 
correspond to high levels of stress according to table 7 (Aziz, 2004, p. 358).  
 

Table 12. Total Mean Stressors Score (Own Model) 
Stressor Mean Std. Deviation Rank Status 
IRD 7,2041 4,99157 5 Moderate 
RS 7,7755 4,03250 4 Moderate 
REC 9,0408 4,20297 2 Moderate 
RE 4,7143 3,85141 10 Low Stress 
RO 9,4490 4,26254 1 Moderate 
RI 6,5102 4,04208 8 Moderate 
PI 6,8367 4,33180 7 Moderate 
SRD 5,7959 3,80777 9 Moderate 
RA 6,8776 3,49185 6 Moderate 
RIn 8,6327 3,46827 3 Moderate 

 
Table 12 displays the respondents mean score in all ten stressors included in the study. 
All the stressors have a mean score below 10 (50 %) of the maximum 20. Role 
Overload received the highest score (9,45) followed by Role-Expectation Conflict 
(9,04) and Resource Inadequacy (8,63). The least significant stressor is Role Erosion 
with a total mean score of 4,71.  
 

Table 13. Total Mean Organizational Role Stress Score. 
 Mean Std. Deviation Maximum Percent 
ORS total 72,8367 28,36764 200 36,41 % 

 
Table 13 displays the total mean of Organizational Role Stress Score among managers 
participating in the study. The mean score is 72,84 out of maximum 200, which is less 
than 50 %. It indicates moderate levels of stress among managers.  
 

 

!

!
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6.5!Mean!Score!by!Categorical!Variables!!

6.5.1!Gender!
 

 
Figure 14. Mean Balance Score by Gender (Own Figure) 

 
Figure 14 displays that female managers received a higher mean score, which indicates 
that women are having more difficulties in balancing administrative responsibilities and 
operative leadership.  

 

 
* ORS = Organizational Role Stress 

 
Figure 15. Mean ORS Score in each Stressor by Gender (Own Figure) 

 
Figure 15 displays that female managers perceive higher mean scores in all stressors 
except Role Erosion and Role Isolation in which male managers received higher scores. 
Female respondents received the highest scores in Role Overload (10,3) followed Role 
Expectation Conflict (9,56). Male respondents received the highest scores in Role 
Expectation Conflict (8,06) followed by Role Overload (7,88). Role Overload among 
female managers is the only stressor that received a mean score higher than 10, which is 
50 % of the total score.  
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Table 14. Mean and Standard Deviation in each Stressor by Gender (Own Table) 

I. Gender Bal.* IRD RS REC RE RO RI PI SRD RA RIn ORS*  

Female 
N = 32 

Mean 
St. D. 

14,41 
4,06 

7,53 
5,61 

8,44 
4,05 

9,56 
4,45 

4,66 
4,25 

10,28 
4,28 

6,44 
4,34 

7,38 
4,86 

6,00 
4,28 

6,94 
3,98 

9,16 
3,76 

76,38 
30,74 

Male 
N = 17 

Mean 
St. D. 

12,76 
4,13 

6,59 
3,62 

6,53 
3,81 

8,06 
3,61 

4,82 
3,07 

7,88 
3,87 

6,65 
3,53 

5,82 
2,96 

5,41 
2,79 

6,76 
2,41 

7,65 
2,67 

66,18 
22,61 

* Bal. = Balance corresponds the statements A-E 
* ORS = Total Organizational Role Stress Score 

6.5.2!Age!
 

 
Figure 16. Mean Balance Score by Age Groups (Own Figure) 

 
Figure 16 displays the mean score in statements A-E measuring how managers perceive 
difficulties in balancing administrative responsibilities and operative leadership. The 
two youngest age groups 25 or less and 26-35 received the highest mean score, which 
indicates very high balancing problems.  All the other age groups displays high levels of 
balancing problems as well.  
 

 
Figure 17. Mean ORS Score in each Stressor by Age Groups (Own Figure) 
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Figure 17 displays how the age groups perceive each stressor. The youngest age group 
received the highest scores in Inter Role Distance and Role Overload and lowest in Role 
Erosion and Role Isolation. The age group 26-35 received the highest score in Role 
Expectation Conflict and lowest in Inter Role Distance. The age group 36-45 received 
the highest score in Role Overload and lowest in Self Role Distance. Age group 46-55 
received the highest score in Role Overload and lowest in Role Erosion. The age group 
56-65 received the highest score in Role Overload and lowest in Role Erosion. The age 
group 66 or more received the highest score in Resource Inadequacy and lowest in Role 
Isolation.  
 

Table 15. Mean and Standard Deviation in each Stressors by Age Groups (Own Table) 
II. Age Bal. * IRD RS REC RE RO RI PI SRD RA RIn ORS*  
< 25 
N = 1 

Mean 
St. D. 

17,0 
0,00 

15,0 
0,00 

10,0 
0,00 

14,0 
0,00 

3,00 
0,00 

15,0 
0,00 

3,00 
0,00 

12,0 
0,00 

3,00 
0,00 

4,00 
0,00 

9,00 
0,00 

88,0 
0,00 

26-35 
N = 1 

Mean 
St. D. 

18,0 
0,00 

2,00 
0,00 

5,00 
0,00 

16,0 
0,00 

7,00 
0,00 

13,0 
0,00 

2,00 
0,00 

8,00 
0,00 

10,0 
0,00 

5,00 
0,00 

9,00 
0,00 

77,0 
0,00 

36-45 
N = 8 

Mean 
St. D. 

12,25 
4,74 

7,00 
6,82 

6,13 
3,72 

8,00 
4,81 

5,00 
4,31 

8,38 
3,54 

5,25 
3,73 

6,63 
4,31 

4,38 
3,11 

6,63 
3,81 

8,25 
3,20 

65,63 
25,09 

46-55 
N = 16 

Mean 
St. D 

15,31 
3,38 

8,31 
4,77 

9,94 
4,36 

10,75 
4,25 

5,00 
3,58 

10,94 
3,68 

7,44 
4,03 

8,88 
5,03 

6,94 
4,64 

8,81 
3,56 

9,75 
3,80 

86,75 
29,15 

56-65 
N = 22 

Mean 
St. D. 

13,00 
4,30 

6,45 
4,38 

6,91 
3,58 

7,82 
3,36 

4,41 
4,24 

8,55 
4,66 

6,86 
4,14 

5,05 
3,24 

5,45 
3,38 

5,77 
3,04 

7,82 
3,43 

65,09 
27,77 

66 < 
N = 1 

Mean 
St. D. 

14,0 
0,00 

5,00 
0,00 

6,00 
0,00 

5,00 
0,00 

4,00 
0,00 

5,00 
0,00 

2,00 
0,00 

9,00 
0,00 

5,00 
0,00 

7,00 
0,00 

11,0 
0,00 

59,0 
0,00 

* Bal. = Balance corresponds the statements A-E 
* ORS = Total Organizational Role Stress Score 

!

!

!

!
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6.5.3!Managerial!Level!!
 

 
Figure 18. Mean Balance Score by Managerial Level (Own Figure) 

 
Figure 18 displays how the different managerial levels perceive the difficulties in 
balancing administrative responsibilities and operative leadership. Middle managers in 
the study have more balancing difficulties and are the only managerial level receiving 
mean scores higher than 10 out of maximum 20.   
 

 
Figure 19. Mean ORS in each Stressor by Managerial Level (Own Figure) 

 
Figure 19 displays how the different managerial levels in the municipality perceive the 
different stressors. Executive directors received highest scores in Role Ambiguity and 
Resource Inadequacy and lowest in Inter Role Distance. Heads of Department received 
the highest score in Role Expectation Conflict and lowest in Role Erosion. Branch 
Heads received the highest score in Role Overload and lowest in Self Role Distance. 
Supervisors received the highest score in Resource Inadequacy and lowest in Inter Role 
Distance.  
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Table 16. Mean and Standard Deviation by Managerial Levels (Own Table) 
III. Man. Level Bal. * IRD RS REC RE RO RI PI SRD RA RIn ORS*  
Ex. D. 
N = 3 

Mean 
St. D. 

7,67 
3,05 

3,00 
2,65 

3,33 
2,31 

4,00 
2,65 

4,00 
1,73 

5,33 
2,08 

6,00 
2,65 

6,00 
6,00 

4,00 
1,00 

6,33 
0,57 

6,33 
2,31 

48,33 
10,02 

Head. 
N = 7 

Mean 
St. D. 

14,29 
4,23 

8,43 
5,47 

8,86 
5,50 

9,71 
4,64 

5,43 
2,94 

8,71 
4,42 

7,00 
4,43 

6,29 
3,82 

5,86 
4,85 

7,43 
3,21 

7,29 
3,95 

75,00 
38,41 

B Hea 
N = 35 

Mean 
St. D. 

14,71 
3,49 

7,69 
4,96 

8,11 
3,59 

9,77 
3,80 

4,63 
4,19 

10,31 
4,06 

6,54 
4,18 

7,06 
4,27 

6,03 
3,78 

6,83 
3,52 

9,17 
3,27 

76,14 
25,45 

Super. 
N = 4 

Mean 
St. D 

10,0 
4,97 

4,00 
4,24 

6,25 
4,35 

5,25 
4,35 

4,75 
4,11 

6,25 
4,65 

5,75 
4,27 

6,50 
6,25 

5,00 
4,16 

6,75 
5,74 

8,00 
4,83 

58,50 
38,75 

* Bal. = Balance corresponds the statements A-E 
* ORS = Total Organizational Role Stress Score 

6.5.4!Years!of!Service!
 

 
Figure 20. Mean Balance Score by Years of Service in Current Position (Own Figure) 

 
Figure 20 displays the mean balancing score by years of service in current position. One 
manager with 20 years in the same position received the highest score 19 out of 20. One 
manager with 17 years in the same position received the lowest score 7 out of 20.  
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Figure 21. Mean ORS Score in each by Years of Service in Current Position (Own Figure) 

 
Figure 21 displays the mean score in each stressor related to the years of service in the 
current position. The figure shows spread and no clear patterns.  
 

Table 17. Mean and Standard Deviation by Years of Service (Own Model) 
IV. Years Bal.   IRD RS REC RE RO RI PI SRD RA RIn ORS*  
0 
N = 3 

Mean 
St. D. 

13,0 
6,08 

9,67 
6,81 

6,67 
5,77 

7,33 
6,11 

3,00 
2,00 

11,6 
6,66 

3,00 
2,00 

10,3 
4,73 

4,33 
2,31 

7,00 
3,00 

7,33 
2,87 

70,33 
35,92 

1 
N = 4 

Mean 
St. D. 

12,0 
4,16 

2,75 
2,22 

8,50 
5,51 

8,75 
5,38 

2,75 
2,50 

8,75 
2,75 

6,00 
2,94 

12,7 
5,38 

6,25 
5,38 

9,00 
4,97 

10,5 
5,45 

76,00 
38,18 

2 
N = 4 

Mean 
St. D. 

17,5 
1,29 

10,0 
5,35 

10,2 
5,74 

15,7 
2,06 

5,75 
4,11 

14,7 
2,87 

4,75 
3,09 

10,0 
1,83 

10,5 
3,70 

10,0 
3,56 

11,7 
2,06 

103,5 
23,59 

3 
N = 5 

Mean 
St. D 

13,2 
4,44 

4,40 
5,98 

9,00 
4,18 

8,40 
5,27 

5,20 
4,97 

9,40 
5,13 

7,40 
5,03 

8,40 
5,46 

6,60 
4,51 

8,80 
3,56 

8,60 
5,13 

76,20 
38,46 

4 
N = 3 

Mean 
St. D. 

11,0 
6,25 

3,00 
3,00 

3,67 
3,21 

8,00 
6,08 

5,33 
2,08 

5,67 
4,93 

3,33 
3,21 

1,67 
1,53 

0,67 
1,15 

3,00 
2,65 

4,67 
3,21 

39,00 
26,27 

5 
N = 7 

Mean 
St. D. 

12,5 
4,79 

6,57 
4,08 

7,14 
3,67 

8,86 
3,48 

5,14 
3,24 

9,00 
5,26 

7,54 
3,10 

6,00 
3,10 

5,71 
3,50 

6,29 
3,04 

8,00 
2,94 

70,29 
20,01 

6 
N = 1 

Mean 
St. D. 

9,00 
0,00 

5,00 
0,00 

5,00 
0,00 

6,00 
0,00 

5,00 
0,00 

10,0 
0,00 

3,00 
0,00 

5,00 
0,00 

1,00 
0,00 

4,00 
0,00 

5,00 
0,00 

49,00 
0,00 

7 
N = 4 

Mean 
St. D. 

16,5 
2,38 

10,5 
1,91 

9,00 
2,94 

9,75 
1,89 

6,50 
4,36 

10,0 
3,16 

9,50 
3,70 

7,75 
1,89 

6,25 
3,50 

7,50 
3,11 

9,75 
0,50 

86,50 
20,53 

8 
N = 2 

Mean 
St. D. 

16,0 
4,24 

13,0 
9,90 

7,00 
1,41 

5,00 
1,41 

2,50 
2,12 

8,00 
0,00 

7,50 
4,95 

2,00 
1,41 

4,00 
0,00 

2,00 
2,83 

9,00 
0,00 

60,00 
9,90 

9 
N = 1 

Mean 
St. D. 

14,0 
0,00 

5,00 
0,00 

6,00 
0,00 

5,00 
0,00 

4,00 
0,00 

5,00 
0,00 

2,00 
0,00 

9,00 
0,00 

5,00 
0,00 

7,00 
0,00 

11,0 
0,00 

59,00 
0,00 

10 
N = 6 

Mean 
St. D. 

14,3 
4,13 

8,00 
2,76 

7,00 
3,79 

8,83 
2,48 

3,83 
3,43 

10,1 
3,54 

7,33 
5,13 

5,00 
2,68 

6,83 
3,54 

7,00 
2,45 

8,67 
4,80 

72,67 
24,94 

12 
N = 2 

Mean 
St. D. 

13,0 
1,41 

6,00 
1,41 

6,00 
1,41 

6,50 
2,12 

4,00 
2,83 

8,00 
0,00 

4,50 
0,71 

7,00 
0,00 

5,00 
0,00 

4,50 
2,12 

6,50 
0,71 

58,00 
4,24 

13 
N = 1 

Mean 
St. D. 

13,0 
0,00 

13,0 
0,00 

10,0 
0,00 

6,00 
0,00 

1,00 
0,00 

11,0 
0,00 

8,00 
0,00 

3,00 
0,00 

8,00 
0,00 

5,00 
0,00 

9,00 
0,00 

74,00 
0,00 

14 
N = 1 

Mean 
St. D. 

14,0 
0,00 

5,00 
0,00 

6,00 
0,00 

9,00 
0,00 

8,00 
0,00 

6,00 
0,00 

16,0 
0,00 

2,00 
0,00 

3,00 
0,00 

6,00 
0,00 

9,00 
0,00 

70,00 
0,00 

16 
N = 2 

Mean 
St. D. 

16,0 
2,83 

5,00 
4,24 

7,00 
1,41 

11,0 
2,83 

2,50 
3,54 

10,5 
2,12 

4,50 
3,54 

5,00 
7,07 

3,50 
4,95 

6,50 
6,36 

10,0 
2,83 

65,50 
34,65 

17 
N = 1 

Mean 
St. D. 

7,00 
0,00 

0,00 
0,00 

5,00 
0,00 

4,00 
0,00 

0,00 
0,00 

2,00 
0,00 

2,00 
0,00 

2,00 
0,00 

3,00 
0,00 

4,00 
0,00 

6,00 
0,00 

28,00 
0,00 
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20 
N = 1 

Mean 
St. D. 

19,0 
0,00 

16,0 
0,00 

13,0 
0,00 

14,0 
0,00 

19,0 
0,00 

5,00 
0,00 

12,0 
0,00 

4,00 
0,00 

7,00 
0,00 

8,00 
0,00 

10,0 
0,00 

108,0 
0,00 

23 
N = 1 

Mean 
St. D. 

16,0 
0,00 

14,0 
0,00 

17,0 
0,00 

14,0 
0,00 

6,00 
0,00 

14,0 
0,00 

9,00 
0,00 

10,0 
0,00 

11,0 
0,00 

11,0 
0,00 

7,00 
0,00 

113,0 
0,00 

* Bal. = Balance corresponds the statements A-E 
* ORS = Total Organizational Role Stress Score 
 

6.6!Total!Mean!Organizational!Role!Stress!Score!

 
Figure 22. Total Organizational Role Stress Mean Score by Categorical Variables (Own Figure) 

 
Figure 22 displays the mean Organizational Role Stress Score in each categorical 
variable. Female managers perceive higher level of Organizational Role Stress than 
their male colleagues. It also concludes that middle managers perceive higher level of 
Organizational Role Stress than their colleagues in higher and lower managerial 
positions. Mangers with 2, 20 and 23 years of service in the current position have a 
mean score exceeding 100, which is half of the maximum.  

6.7!Spearman's!RHO!
 

Table 18. Spearman's Correlation Coefficient and Significant Levels (Own Model) 
 IRD RS REC RE RO RI PI SRD RA RIn Bal. 

IRD             
RS r ,597**           
REC r ,498** ,680**          
RE r ,174 ,302* ,338*         
RO r ,526** ,644** ,628** -,028        
RI r ,461** ,551** ,314* ,347* ,263       
PI r ,269 ,523** ,411** ,103 ,475** ,271      
SRD r ,417** ,654** ,476** ,306* ,550** ,529** ,534**     
RA r ,190 ,498** ,376** ,278 ,259 ,410** ,584** ,715**    
RIn r ,509** ,531** ,519** ,127 ,420** ,468** ,550** ,545** ,467**   
Bal. r ,632** ,476** ,563 ,158 ,575** ,286* ,212 ,424** ,199 ,497**  
ORS r ,684** ,873** ,765** ,389** ,700** ,634** ,659** ,798** ,634** ,737** ,610** 
* = p < 0,05 / ** = p < 0,01 
Bal. = Balance corresponds the statements A-E 
ORS = Total Organizational Role Stress Score 
r = Correlation Coefficient 
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The Correlation Matrix presented above displays the correlation coefficient for each 
stressor along with the correlation to managers’ ability to balance administrative 
responsibilities and operative leadership. All ten stressors reported a positive correlation 
with the balance and total Organizational Role Stress. All ten stressors have a positive 
correlation to the total Organizational Role Stress with a 99 % significance level. 
However, only five stressors reported a correlation with a 99 % significance level in 
relation to the balance namely: Inter-Role Distance, Role Stagnation, Role Overload, 
Self-Role Distance and Resource Inadequacy. 

6.8!Regression!Analysis!

6.8.1!All!Stressors!Included!
 

Table 19. Model Summary All Included (Own Table) 
Model R R Square Adjusted R Square Std. Error of the Estimate 
1 , 774a , 599 , 494 2,93140 
a. Predictors: (Constant), RIn, RE, IRD, RA, RI, RO, PI, REC, SRD, RS 
 
The first part of the regression analysis includes all ten stressors as the independent 
variables; table 19 reveals an R of 0,774 and an adjusted R-Square of 0,494. The simple 
R refers to the relationship between Organizational Role Stress and managers’ ability to 
balance administrative responsibilities and operative leadership. By looking at the value 
of R (0,774), the relationship is significant. The adjusted R-Square is .494, which 
implies that 49,4 % of the variation in abilities to balance administrative responsibilities 
and operative leadership can be explained by Organizational Role Stress. 
 

Table 20. ANOVAa All Stressors Included (Own Table) 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 488,156 10 48,816 5,681 , 000b 

Residual 326,538 38 8,593   
Total 814,694 48    

a. Dependent Variable: Balance (A-E) 
b. Predictors: (Constant), RIn, RE, IRD, RA, RI, RO, PI, REC, SRD, RS 
 
Table 20 reveals the significance level 0,000 for all the independent variables together, 
which implies a highly reliable measure.  
 

Table 21. Coefficients All Stressors Included (Own Table) 
Model 1 Unstand. Coefficients Stand. Co.  
 B Std. Error Beta t Sig. 
(Constant) 6,045 1,472  4,106 , 000 
IRD , 303 , 119 , 368 2,543 , 015 
RS -, 035 ,208 ,034 -,167 ,869 
REC , 136 ,185 ,139 ,737 ,465 
RE , 103 ,157 ,096 ,654 ,517 
RO , 352 ,184 ,364 1,907 ,064 
RI -, 046 ,149 ,045 -,310 ,758 
PI -, 190 , 147 -,200 -1,295 ,203 
SRD -, 038 , 206 -,035 -,184 ,855 
RA , 060 , 208 ,051 ,288 ,775 
RIn , 260 , 209 ,219 1,247 ,220 
a. Dependent Variable: Balance (A-E) 
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6.8.2!Stepwise!
 

Table 22. Model Summary Stepwise (Own Table) 
Model R R Square Adjusted R Square Std. Error of the Estimation 
1 , 734a , 539 , 519 2,85691 
a. Predictors: (Constant), IRD, RO 
 
The second part of the regression analysis is called “stepwise”, the statistical instrument 
further analyses the independent variables to determine and refine the model to explain 
how Organizational Role Stress affects managers ability to balance administrative 
responsibilities and operative leadership. Table 22 reveals that the statistical instrument, 
SPSS, have selected Inter-Role Distance and Role Overload as the two most significant 
stressors in the study. The two stressors have an R-square approximated to 0,52, which 
implies that 52 % of the variation in managers’ ability to balance administrative 
responsibilities and operative leadership can be explained by Inter-Role Distance and 
Role Overload. Table 23 indicates a significance level of 0,000, which indicates a 
trustworthy model. 
 

Table 23. ANOVA Stepwise (Own Table) 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 439,244 2 219,622 26,908 , 000b 

Residual 375,450 46 8,162   
Total 814,694 48    

a. Dependent Variable: Balance (A-E) 
b. Predictors: (Constant), IRD, RO 
 
Table 23 indicates a significance level of 0,000, which indicates a trustworthy model. 
 

Table 24. Coefficients Stepwise (Own Table) 
Model 1 Unstand. Coefficients Stand. Co.  
 B Std. Error Beta t Sig. 
(Constant) 7,559 1,014  7,458 , 000 
IRD , 377 , 095 , 457 3,949 , 000 
RS , 377 , 112 , 390 3,373 , 002 
a. Dependent Variable: Balance (A-E) 
 
Table 24 displays the beta values for the two stressors, 0,377 respectively, which 
implies that a one-unit decrease in any of the two stressors will improve the balance 
between administrative responsibilities and operative leadership with 0,377 units. Both 
Inter-Role Distance and Role Overload displays high significance levels and thus the 
most appropriate stressors two focus on in order to improve the working situation for 
managers in Lycksele municipality. 
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7.!Discussion!
This chapter will include an analysis of the empirical findings among managers in the 
municipality in relation to the theories presented in the theoretical frame of reference. 
The discussion will follow the same disposition as the empirical analysis chapter in 
order to concatenate these two chapters.  

7.1!Cronbach’s!Alpha!
Bano & Jha (2012) measured the Cronbach’s Alpha for each of the ten stressors in their 
study among public and private sector employees. All stressors receiving scores close to 
0,8 or higher were considered as valid measurements in the study. One stressor Self-
Role Distance received a score under 0,6 and was eliminated from further analysis in 
the study. Table 10 displays the Cronbach’s Alpha scores in the study conducted among 
managers in Lycksele municipality and two stressors: Role Ambiguity (0,645) and 
Resource Inadequacy (0,625) received low scores, which raised doubts about the 
validity as measurements in the study. Remarkably enough, Role Ambiguity and 
Resource Inadequacy received high Cronbach’s Alpha scores in the study conducted by 
Bano & Jha (2012). 
 
The translation of the Organizational Role Stress Framework into Swedish is believed 
to be the main reason to why Resource Inadequacy and Role Ambiguity received low 
Cronbach’s Alpha scores in this study and not in the study conducted by Bano & Jha 
(2012). A review of the statements connected to Resource Inadequacy and Role 
Ambiguity indicated that some of the statements have lost their focus in the translation 
process. The statements connected to Resource Inadequancy are focusing more on the 
economical aspects in the Swedish version compared to a general resource perspective 
in the original version. A retrospection of the statements connected to Role Ambiguity 
also indicated that some of the statements have been distorted and lost the core focus 
when translated. Many words from the Swedish vocabulary used in the translation 
process are more precise than the equivalent English word, which is believed to be the 
reason why the questions related to Role Ambiguity and Resource Inadequacy have 
lower internal reliability.  

7.2!Total!Mean!Score!
Statements A to E were used to explicate that managers in Lycksele are experiencing 
difficulties balancing administrative responsibilities and operative leadership. Figure 14 
displays that the mean score among managers is 14 out of maximum 20, which 
indicates high levels of difficulties with the balance. Rainey & Bozeman (2000, p. 454) 
and Rainey (2014, p. 237) emphasize that public organizations have higher levels 
formal rules and red tape than private organizations, which consequently protract the 
time spend on administrative responsibilities. The lower flexibility in public 
organizations is believed to aggravate managers’ possibility to be more active as leaders 
in the organization. Another aspect believed to prolong the time spend on administrative 
responsibilities is the stricter hierarchical and centralized rules for administration 
emphasized by (Rainey, 2014, p. 83; Orazi et al., 2013, p. 492). The higher levels of 
centralized rules for administration can discourage managers to take own initiatives, 
which in many cases can be more effective and will leave more time for operative 
leadership.  
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The empirical analysis indicated that the most influential stressors among managers in 
the municipality are Role Overload, Role-Expectation Conflict and Resource 
Inadequacy. The findings in previous studies have highlighted other stressors as most 
influential, which is natural since the studies were conducted in other countries and 
settings. Ratna et al. (2013) emphasized Role Ambiguity, Role Erosion and Inter Role 
Distance as the most influential stressors contributing to Organizational Role Stress in 
New Delhi’s IT-sector. Bano & Jha (2012) found that Role Erosion was the most 
influential stressor in the study among employees in the Indian public and private 
sector. The study also concluded Resource Inadequacy as the least influential stressor, 
which is very different from the situation among managers in Lycksele municipality. 
However, the ample differences between Sweden and India are likely to affect how 
individuals perceive the different stressors. Another significant difference is that Bano 
& Jha (2012) investigated both the public and private sector while this study only 
investigated an organization in the public sector. Furthermore, the two countries have 
major differences in development; Sweden is one of the richest and most developed 
countries in the world while India is lagging behind, which implicate significant 
differences in public sector organizational functions.  

7.2.1!Resource!Inadequacy!!
Resource Inadequacy occurs when inadequate resources are provided to perform task 
within an individual’s organizational role (Chauhan, 2014, p. 160). The study indicated 
that managers in the municipality are experiencing limited amounts of resources to 
perform effectively. Public sectors organizations are dependent on the amounts of taxes 
paid, which will influence the amount of resources available for municipal managers. A 
decreasing population in Lycksele municipality will consequently lead to reduced tax 
income and thus fewer resources available for the public sector (Lycksele Kommun, 
2013). Public sector organizations assert a more hierarchical structure than private 
organizations (Rainey, 2014, p. 83; Orazi et al., 2013, p. 492) and thus the budget 
decisions are made by individuals higher up in the hierarchy. When the decisions are 
made by individuals further away from the “front” it is believed to spur the perceptions 
of Resource Inadequacy.  
 
The internal studies conducted by the municipality also displayed a lack of information 
sharing between different managerial levels (Grahn et al., 2014, p. 96), which are 
believed to cause situations where public managers believe to need more resources than 
necessary to perform their roles effectively. Rainey (2014, p. 83) argued that unclear 
and ambiguous goals characterize public organizations, which the researchers argue to 
be a source of inefficient use of economical resources. The higher levels of formal rules 
and red tape in public organizations (Rainey & Bozeman, 2000, p 454) also intensifies 
the feelings of not being able to perform effectively in an organizational role, which 
ultimately spurs the feelings of Resource Inadequacy.  
 
Resource Inadequacy also includes the lack of necessary knowledge and education to 
perform effectively in an organizational role (Sinha & Subramanian, 2012, p. 71; 
Chauhan, 2014, p. 160). The internal studies in the municipality revealed inadequate 
knowledge to perform effectively and thus a need for employee educations.  The use of 
computer software in organizations is essential today and thus quite remarkable that 
managers have not been given the proper education in internal and external computer 
software. Knowledge and skills in used software is fundamental in order to perform 
effectively and believed to be significant contributor to the perceptions of Resource 
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Inadequacy among managers. Bano et al. (2011, p. 108) emphasized poor fit of abilities 
and skills to be a significant source of stress in an organization. Figure 11 indicates that 
85 % of mangers in Lycksele are 46 years or older. The researchers argue that this age 
group have less experience and knowledge in contemporary software and thus require 
adequate levels of education in order to function properly in the organization.  

7.2.2!RoleRExpectation!Conflict!
Role-Expectation Conflict occurs when an individual's expectations about their role in 
an organization differ from the expectations of others (Sinha & Subramanian, 2012, p. 
71). The study among managers in Lycksele municipality concluded Role-Expectation 
as one of the three most significant stressors. The public sector has a higher number of 
stakeholders compared to the private sector e.g. all the citizens. Consequently, the 
public demand and public interest increases the levels of scrutiny in the public sector 
(Van Wart, 2003, p. 215). The public expects high levels of openness, fairness, 
accountability and honesty (Rainey, 2014, p. 83; Orazi et al., 2013, p. 492). The 
researchers argue that the higher number of stakeholders in the public sector will 
increase the expectations on public managers, which can result in increased levels of 
stress when the managers cannot conform to the different expectations. The vague and 
ambiguous goals in public organization emphasized by Rainey (2014, p. 83) are likely 
to increase the levels of stress among managers because they do not know what is 
expected from them.  
 
The internal studies in the municipality indicated that 38 % of managers disagreed with 
“Lycksele municipality is taking good care of newly hired managers” (Grahn et al., 
2014, p. 110), which is a distinct source of ambiguous expectations on managers. 
Information from the Human Relations Department in the municipality confirmed that 
employees have no clear job-descriptions or profiles, which the researchers believe to 
spur Role-Expectation Conflicts. The absence of job-descriptions facilitates Role-
Expectation Conflicts because managers do not know what is expected from them. The 
researchers argue that the risk of Role-Expectation Conflicts will increase when the 
expectations from both sides are ambiguous. As described in Lycksele municipality’s 
own research, managers with experience from other municipalities have described a 
working climate permeated by territorial boundaries.  

7.2.3!Role!Overload!!
Role Overload occurs when an individual with a specific role in an organization has 
difficulties to perform according to the demands from other roles (Coverman, 1989, p. 
968). Chauhan (2014, p. 159) further developed Role Overload into two categories 
namely: Quantitative- and Qualitative Role Overload. The quantitative aspect refers to 
situations where an individual has too much work to do.  The qualitative aspect focuses 
on if the individual in a specific organizational role has adequate knowledge to perform 
according to expectations of others (Chauhan, 2014, p. 159). The study among 
managers in the municipality indicated Role Overload as an influential stressor. 
Milczarek et al. (2009, pp. 22-23) emphasized the on-going trend in the European 
Union where employees are working less hours per week as a distinct source of stress. 
Intuitively, managers with a lot of absence will have an intense working situation, 
which increases the probability of work-related stress.  
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The internal studies conducted by Lycksele municipality concluded that managers need 
support in computer software used in the organization  (Grahn et al., 2014, p. 121). One 
situation was mentioned specifically; one manager spend several days with excel before 
asking for help. Bano et al. (2011, p. 108) emphasized inadequate abilities and skills are 
related to qualitative Role Overload described by Chauhan (2014, p. 159). The 
researchers argue that inadequate knowledge in computer software among managers in 
Lycksele highly influences their perceptions of Role Overload. Managers simply cannot 
perform according to the demands of others because they do not adequate knowledge in 
software.  
 
The absence of clear job-description or profiles in Lycksele was argued as a source of 
Role Expectation Conflict, however believed to influence the perceived Role Overload 
as well. It becomes problematic if managers do not know all the responsibilities 
included in their roles and thus not being able to perform according to expectations of 
others. Bano et al. (2011, p. 108) emphasized organizational structure, culture and 
climate as influencers to Role Overload. A dysfunctional organizational structure will 
facilitate situations where some departments are having higher workloads than others 
and thus not able to perform according to expectations. The working climate in the 
municipality with territories in the organization (Grahn et al., 2014, p. 95) can 
discourage managers to communicate across departments when help is needed.  

7.3!Categorical!Variables!!

7.3.1!Gender!
The empirical analysis indicated that female managers are experiences higher levels of 
Organizational Role Stress than their male colleagues. Figure 14 also reveals that 
female managers are having more difficulties with balancing administrative 
responsibilities and operative leadership than their male counterparts. The results 
confirm the situation described by Ivarsson (2014), who statistically showed that 
women are subject to more work-related stress than men in Sweden. The European 
Agency for Safety and Health at Work emphasized that men are experiencing higher 
levels of Organizational Role Stress than women in the European Union (Milczarek et 
al., 2009, p. 52). The study conducted by Ratna et al. (2013) concluded that men 
experienced significantly higher levels of Organizational Role Stress than their female 
colleagues in the Indian IT-sector. The study among managers in Lycksele contradicts 
the results found in the core countries in the European Union (Milczarek et al., 2009, p. 
52), which is an interesting topic for further research.  

7.3.2!Age!
The empirical findings indicated that the younger age groups; 35 years old or less are 
experiencing more difficulties with the balancing administrative responsibilities and 
operative leadership. The younger age groups received highest scores in Inter Role 
Distance and Role Overload. Ratna et al. (2013, p. 375) found that Role Ambiguity is 
the most influential stressors experiences by younger employees in the Indian IT-sector.  

7.3.3!Managerial!Level!
The empirical analysis indicated that middle managers namely: “Head of Department” 
and “Branch Head” are experiencing more difficulties to balance administrative 
responsibilities and operative leadership compared to colleagues with a higher or lower 
hierarchical position. The study conducted by Sinha & Subramanian (2012) emphasized  
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that managers in higher hierarchical managerial levels experienced higher levels of 
Organizational Role Stress. The empirical findings made by Sinha & Subramanian 
(2012) corresponds to the situation in Lycksele municipality to some extent because 
middle managers experience higher levels of stress than their lower managerial level 
colleagues. However, comparing the full picture reveals that study made by Sinha & 
Subramanian (2012) indicated a linear relationship where stress increased with the 
managerial level. The study among managers in Lycksele only indicated that middle 
managers are more stressed than both lower and higher hierarchical managers. Thus the 
studies cannot be compared.  Sinha & Subramanian (2012, p. 71) emphasize that the 
differences in experienced Organizational Role Stress among different managerial 
levels can be explained by the different responsibilities held by the different managerial 
levels. The internal investigation conducted by the Human Relations Department in the 
municipality indicated that managers experienced a lack of up- and downward 
communication of information (Grahn et al., 2014, p. 96). The researchers argue that the 
lack of up- and downward communications can be a reason why middle managers have  
most difficulties balancing administrative responsibilities and operative leadership.  

7.4!Spearman’s!RHO!
The positive correlation implicates that a one-unit increase in any of the stressors will 
result in an equivalent increase in difficulties balancing administrative responsibilities 
and operative leadership. The researchers will only discuss the stressors correlated to 
balancing difficulties with a 99 % significance level.  
 
Inter-Role Distance reported a positive correlation to all other stressors; highest 
correlation to Role Stagnation (0,597), Role Overload (0,526) and Resource Inadequacy 
(0,509). The correlation to balancing difficulties among managers in the municipality is 
0,632, which indicates a fairly strong relationship. Inter-Role Distance also reports a 
strong correlation to the total overall Organizational Role Stress (0,684). The 
Correlation Matrix indicates that Inter Role Distance has the strongest relationship with 
balancing difficulties and thus highest impact on managers’ ability to balance 
administrative responsibilities and operative leadership.  
 
Role Stagnation is positively correlated to all other stressors; the highest correlation to 
Role-Expectation Conflict (0,680) and Role Overload (0,644). The correlation to 
balancing difficulties among managers in the municipality is 0.476, which indicates a 
relationship but not a strong significant relationship. On the other hand, Role Stagnation 
indicates a strong relationship to the total Organizational Role Stress perceived by 
managers in the municipality, the correlation coefficient is 0,873, which indicates a very 
strong relationship. 
 
Role Overload reports a positive correlation to all stressors expect to Role Erosion, 
which displays a very low negative correlation (-0,028).  Role Overload shows the 
highest correlation to Inter-Role Distance (0,526), Role Stagnation (0,644) and Role 
Expectation Conflict (0,628). Role Overload also displays a positive relationship with 
the balancing difficulties among managers in the municipality; 0,575 indicate a 
moderately strong relationship. The correlation to the total overall Organizational Role 
Stress is more significant with a correlation coefficient of 0,700, which indicates a 
strong relationship.  
 
 



 

 61 

Self-Role Distance displays a positive correlation to all other stressors included in the 
study, highest correlation to Role Ambiguity (0,715), Role Stagnation (0,654) and 
Resource Inadequacy (0,545). Self-Role Distance also reports a positive correlation to 
the balancing difficulties among managers in the municipality, however a correlation 
coefficient of 0,428 only indicates a moderate relationship. On the other hand, Self-Role 
Distance indicates a very strong positive correlation (0,798) to the overall 
Organizational Role Stress among managers.  
 
Resource Inadequacy are positively correlated to all the other stressors included in the 
study, displays the highest correlation to Personal Inadequacy (0,550), Self-Role 
Distance (0,545) and Role Stagnation (0,531). Resource Inadequacy reports a positive 
correlation to the balancing difficulties among managers in the municipality, the 
correlation coefficient 0,497 indicates a relationship. Resource Inadequacy is highly 
correlation with the overall Organizational Role Stress perceived by the respondents, a 
correlation coefficient of 0,737 indicates a strong relationship.  
 
To summarize the correlation discussion above, Ticehurst & Veal (1999, pp. 218-219) 
emphasize that correlation is a measure to explore relationships between one or more 
variables. As described by Eggeby & Söderberg (1999, p. 111), the strength of the 
relationship is indicated by the correlation coefficient where number closer to one or 
minus one indicates a stronger relationship. Inter-Role Distance described as the 
conflict between the different roles an individual can occupy (Bano et al., 2011, p. 106; 
Srivastav, 2006, p. 110) and Role Overload described as an individual's difficulties to 
perform according to demands of others (Coverman, 1989, p. 968) have the strongest 
relationship to managers ability to balance administrative responsibilities and operative 
leadership. Role Erosion (0,158) and Role Ambiguity (0,199) are the two stressors with 
the lowest correlation to the balancing difficulties among managers.  
 
The study among managers in the municipality also measured the total Organizational 
Role Stress, which can be compared to studies utilizing the Organizational Role Stress 
Framework. Ratna et al. (2013, p. 364) reported a full correlation matrix from their 
study in the Indian IT-sector with values fully comparable to the ones generated in this 
degree project. Ratna et al. (2013, p. 364) pinpointed Role Stagnation as the stressors 
with the strongest relationship to the overall Organizational Role Stress. The study 
among managers in Lycksele also indicates that Role Stagnation has the strongest 
relationship to overall Organizational Role Stress. Comparing the two correlation 
matrixes further reveals that both studies have concluded Role Erosion as the stressors 
with the weakest relationship to overall Organizational Role Stress (Ratna et al., 2013, 
p. 364). 

7.5!Regression!Analysis!
The study conducted by Bano & Jha (2012, p. 33) also performed a Regression Analysis 
to display how the independent variables affect the dependent variable, in this case the 
overall Organizational Role Stress. Their regression analysis revealed an adjusted R-
square of 99.3, which implies that 99.3 % of the variation in the perceived 
Organizational Role Stress can be explained by the independent variables (Bano & Jha, 
2012, p. 33). A regression analysis was also conducted in this study receive more 
information about the Organizational Role Stress Framework as a model to explain 
managers difficulties balancing administrative responsibilities and operative leadership. 
The balance is the dependent variable and the ten stressors are the independent 
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variables. The regression analysis was divided into two parts namely: “all included” and 
“stepwise”.  
 
The first step of the regression analysis includes all ten stressors, which received an 
adjusted R-Square of 0,494. This implies that the Organizational Role Stress 
Framework as a model can explain 49,4 % of the variation in the balancing difficulties 
among managers in the municipality. The model with all ten stressors also received a 
significance level of 100 %, which indicates a strong model. The unstandardized beta 
value indicates that a decrease the Organizational Role Stress (ten stressors) will 
decrease the difficulties among managers to balance administrative responsibilities and 
operative leadership. Nevertheless, it will not completely solve the problems.  
 
The second step of the regression analysis helps to refine the model to suggest the best 
possible model to explain the problem at hand. The “stepwise” analysis concluded two 
stressors Inter-Role Distance and Role Overload as the best model to explain the 
balancing difficulties among managers in Lycksele municipality. Inter-Role Distance 
and Role Overload as a model received an adjusted R-Square of 0,519, which implies 
that 51,9 % of the variance in difficulties among managers to balance administrative 
responsibilities and operative leadership can be explain by the two stressors as a model.  
The unstandardized beta value for both stressors is 0,377, which indicates that one-unit 
decrease in any of the two stressors will decrease the balancing difficulties with 0,377 
units. The regression analysis clearly indicates that Inter-Role Distance and Role 
Overload as a model is better than the whole Organizational Role Stress Framework to 
explain the balancing difficulties among managers. The correlation matrix further 
demonstrates that both Inter-Role Distance and Role Overload are positively correlation 
with the other stressors as well. Consequently, a decrease in Inter-Role Distance or Role 
Overload will also decrease the impact of the other stressors. This theoretical 
assumption is valid for every stressor except Role Erosion, which is negatively 
correlation to Role Overload, which implies that a decrease in Role Overload will 
increase the Role Erosion.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 63 

8.!Conclusions!and!Recommendations!!
This chapter will present the conclusions and recommendations of the study among 
managers in Lycksele municipality. Most importantly, the research question will be 
answered along with a discussion about practical, theoretical and societal 
contributions.   

8.1!Conclusion!
Lycksele municipality described a troublesome working situation where managers 
cannot balance their administrative responsibilities and operative leadership in their 
roles as managers. The goal of this degree project was to provide an adequate answer to 
the following degree project:  
 

“How does Organizational Role Stress affect the balance between administrative 
responsibilities and operative leadership among managers in Lycksele municipality?” 

 
A quite extensive study among managers in the municipality was conducted, which 
confirmed that managers are experiencing difficulties in balancing the responsibilities in 
their work roles. Managers received a mean score of 14 out of maximum 20 implying 
high level of difficulties in their work roles. The Organizational Role Stress Framework 
indicated three stressors with a high mean among managers: Resource Inadequacy, 
Role-Expectation Conflict and Role Overload. All ten stressors reported a positive 
correlation to the balancing problems among managers, however only Inter Role 
Distance, Role Stagnation, Role Overload, Self-Role Distance and Resource Inadequacy 
correlate with a 99 % significance level.  
 
The study has concluded that the Organizational Role Stress Framework as a model (ten 
stressors) can explain 49,4 % of all the variance in balancing problems among managers 
in the municipality. However, the stepwise regression analysis refined the model with 
ten stressors and emphasized two stressors as the most useful to describe the balancing 
problems among managers. Inter-Role Distance and Role Overload together explain 52 
% of the variance in managers’ ability to balance administrative responsibilities and 
operative leadership. Both models received a significance level of 100 %, which 
implicates two reliable models. Inter-Role Distance and Role Overload received beta-
scores of 0,377, which indicate that a one-unit decrease in any of the two stressors will 
improve managers’ ability to balance administrative responsibilities and operative 
leadership with 0,377 units. The analysis also indicated that several stressors are 
positively correlated with each other. Thus an improvement in Inter-Role Distance and 
Role Overload will decrease the affects of the other stressors as well. 
 
This degree project has concluded that Organizational Role Stress do affect managers 
ability to balance administrative responsibilities and operative leadership in Lycksele 
municipality. The statistical analysis indicated that a decrease in Organizational Role 
Stress will improve the situation problems among managers. Inter-Role Distance and 
Role Overload as a model are the most effective stressors to explain the variance.  
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8.2!Theoretical!and!Practical!Contribution!
The degree project has confirmed that Organizational Role Stress affects managers’ 
ability to balance administrative responsibilities and operative leadership. The study has 
introduced the Organizational Role Stress Framework developed by Pareek into a 
Swedish context, which proved to be a functional and efficient tool to measure the stress 
experienced in organizational roles. The study revealed that the Organizational Role 
Stress Framework can be useful to explain managers’ ability to balance the 
responsibilities in their job-roles. Previous Swedish research within Role Stress has only 
focused on three stressors namely: Role Ambiguity, Role Overload and Role Conflict. 
The additional seven stressors included in this study have demonstrated that Role Stress 
within Organizations can be explained with more stressors to include other aspects. This 
study is the first one in Sweden utilizing the Organizational Role Stress Framework 
developed by Pareek. This framework has been used in different countries mainly in 
Asia and demonstrates that different cultures and sectors experience the impact of the 
stressors differently. According to theoretical generalization; there are no doubts that 
similar organizations in the public sector experience the same problem as Lycksele 
municipality. Thus, the same results are believed to exist in similar organizations.  
 
The practical contribution of the study is to provide Lycksele municipality with useful 
empirical findings to decrease the problems among managers. This study has confirmed 
that 52 % of the variation in perceived Organizational Role Stress among managers can 
be explain by Inter Role Distance and Role Overload. To specifically focus on these two 
stressors can help the municipality to decrease the Organizational Role Stress among 
managers. The empirical findings can also help the municipality to form effective 
preventive methods. Consequently, the municipality will be able to improve the work 
environment and thus the performance of managers. 

8.3!Societal!and!Ethical!Considerations!
The study emphasizes that stress is apparent in all organizations and affects employees 
and performance negatively. The correlation demonstrates that a decrease in stress 
levels does not only decrease the costs for the organization. The overall impact on the 
society will improve and benefit from reduced stress levels and costs. The employees 
will be able to increase their performance and the money saved can be spend on the 
welfare.  
 
The researchers have never worked in a public organization, which can affect their 
perception of public organization in general. The theories used in the study are 
generalized for public organization and can differ from the situation in Lycksele 
municipality. Thus, providing a skewed picture of the reality. This study has only 
focused on one organization in the public sector, which does not provide the full picture 
about Organizational Role Stress in all sectors.  
 
The result generated from the survey consists information about individuals and can 
show strength and weaknesses among the different respondents, which is important 
keep confidential. The findings should only be generalized for the population as whole 
and not on individual levels. Is it also important to remember that other factors not 
explained in this project can contribute to high stress levels. Thus, the results and 
recommendations are likely to only explain some causes and that an employee’s 
personal situation should be taken into account as well.  
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8.4!Recommendations!to!Lycksele!municipality!
The researchers have proved a relationship between Organizational Role Stress and 
managers’ ability to balance administrative responsibilities and operative leadership. As 
emphasized by Nienaber (2010) managers must have both management and leadership 
skills in order to function properly as a manager.  
 

• The first recommendation is to develop more understandings about the two 
stressors and the numerous underlying causes.  
 

• The researchers propose that Lycksele municipality should further investigate if 
the perceived Role Overload has a quantitative or qualitative perspective. This is 
important because the causes are significantly different and require specific 
methods to be resolved. If managers experience a quantitative Role Overload, 
the municipality needs to investigate if the amount of responsibilities is equally 
dispersed among roles in the organizational. If managers perceive a qualitative 
Role Overload, the municipality must investigate and ensure that managers have 
the proper knowledge “tools” to perform adequately in the organizational. It is 
also crucial to ensure that the internal processes and system are effective and 
used adequately to perform responsibilities.  

 
• Lastly, the researchers propose to implement more detailed job-descriptions and 

profiles in order to work proactively against Inter-Role Distance. The absence of 
job-descriptions is likely to cause many different expectations among managers, 
which spurs the work-related stress. An adequate job profile while recruiting 
employees will ensure that the new employees will possess the right competence 
and knowledge to perform adequately in the organization. The job-descriptions 
should also include clear stated obligation and rights, which is believed decrease 
the misunderstandings in expectations.  

8.5!Limitations!and!Recommendations!for!Future!Research!!
The degree project has also revealed the need for future research in the area of the 
Swedish public sector and Organizational Role Stress. As mention in the introduction, 
costs for work-related stress in the European Union exceeds € 20.000 billion and thus 
enough incitement for further research in all aspects of Organizational Roll Stress. The 
empirical findings in this degree project can be considered as the starting point for 
further research concerning work-related stress in the Swedish public sector. The 
categorical variables, gender, age, length of service and managerial levels were not the 
primary focus in this study. Thus, the researchers encourage other researchers to 
investigate the differences in categorical variables and the underlying causes. One other 
interesting aspect for further research would be to investigate the differences in 
perceived Organizational Role Stress between the Swedish public and private sector.  
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Appendix 1. 25 Tasks Identified in Nienaber 
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(Nienaber, 2010, pp. 666-667). 
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Appendix 2. Questionnaire 
 
 
 

 

 

Att balansera Chefskap med Ledarskap 

Syftet med denna studie är att undersöka hur jobbrelaterad stress påverkar hur chefer i den offentliga 
sektorn balanserar sina administrativa uppgifter med ledarskap. Studien hos er på Lycksele Kommun är 
den första av detta slag i Svensk offentlig sektor, och genomförs för att identifiera eventuella 
problemområden samt föreslå åtgärder som förbättrar arbetsklimatet hos er på kommunen. Enkäten i sin 
helhet beräknas ta 15-20 minuter att besvara. Vi som genomför denna studie heter Robert och Jimmy, och 
studerar till Civilekonom på Handelshögskolan vid Umeå Universitet. Då studien är en del av vårt 
examensarbete är vi oerhört tacksamma för att ni tar er tid att svara på denna enkät. Svaren behandlas 
anonymt, och inga svar kommer att kunna spåras till en enskild individ, och resultatet kommer ni att 
kunna ta del av i en rapport samt förhoppningsvis även i en muntlig redovisning. Vi kommer att använda 
era svar som ett statistiskt underlag för att undersöka om några specifika sorters stress påverkar 
arbetsklimatet för er chefer på Lycksele Kommun.  

Enkäten är öppen från och med 16/3 2015, och stänger 1/4 2015. 

Har ni några frågor om besvarandet av enkäten eller annat som rör arbetet är ni välkommen att kontakta 
oss på telefon 070-666 0228/070-918 1296 alternativt maila oss på robert.nordin@live.se eller 
jimmyfredin2@hotmail.com 
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För frågorna I-IV gäller följande: 
• Vid färdiga svarsalternativ väljer du det alternativ som passar in på dig. 
• Antal år besvaras genom att dra värdereglaget till önskat antal. 

 

  
I. Är du kvinna eller man? 
   

 Kvinna 

 Man 

  
 
II. Hur gammal är du? 
   

 25år eller yngre 

 26-35 år 

 36-45 år 

 46-55 år 

 56-65 år 

 66 år eller äldre 

  
 
III. Vilken befattning besitter du idag hos Lycksele Kommun? 
   

 Förvaltningschef 

 Avdelningschef/Verksamhetschef 

 Enhetschef/Områdeschef/Rektor/Förskolechef eller motsvarande nivå 

 Föreståndare eller motsvarande nivå 

  
 
IV. I hur många år har du haft denna befattning? 
   

0 1 2 3 4 5 6 7 8 9 
          

10 11 12 13 14 15 16 17 18 19 
          

20 21 22 23 24 25 26 27 28 29 
          

30 31 32 33 34 35 36 37 38 39 
          

40 
          



 

 77 

  
Din arbetssituation hos Lycksele Kommun 

En av de aktuella frågorna för Lycksele Kommun är chefernas arbetssituation och svårigheten att 
balansera chefskapet med ledarskapet. För många chefer tycks inte arbetstiden räcka till att vara både en 
administrativ chef och en god ledare. Läs varje påstående, och svara genom den givna skalan som 
återfinns för varje fråga. Använd den givna skalan för att återspegla hur du uppfattar detta påstående i din 
roll hos Lycksele Kommun. Hittar du inte ett svar som exakt återspeglar din uppfattning, använd det 
svarsalternativ som är närmast hur du känner. Vänligen lämna inga frågor obesvarade. 

Varje påstående (A-E) besvaras enligt följande:  
Svara 0, om du aldrig känner såhär.  
Svara 1, om du stundtals (någon/några gånger) känner såhär.  
Svara 2, om du ibland känner såhär.  
Svara 3, om du ofta känner såhär.  
Svara 4, om du alltid känner såhär. 

  
A. Min schemalagda arbetstid räcker inte till för alla mina uppgifter. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
B. Det händer ibland att jag måste "ta med jobbet hem". 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
C. Under min arbetstid måste jag prioritera uppgifter för att hinna med. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
D. Den administrativa delen av mitt jobb tar upp för stor del av min arbetstid. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
E. Jag har svårt att prioritera arbetstiden mellan administrativa uppgifter och 
operativt ledande. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 



Din arbetsroll hos Lycksele Kommun 

Människor har olika uppfattningar om deras roll på arbetsplatsen, och nedan återfinns några av dessa 
känslor. Läs varje påstående, och svara genom den givna skalan som återfinns för varje fråga. Använd 
den givna skalan för att återspegla hur du uppfattar detta påstående i din roll hos Lycksele Kommun. 
Hittar du inte ett svar som exakt återspeglar din uppfattning, använd det svarsalternativ som är närmast 
hur du känner. Vänligen lämna inga frågor obesvarade. 
 
Varje påstående (1-50) besvaras enligt följande: 
Svara 0, om du aldrig känner såhär. 
Svara 1, om du stundtals (någon/några gånger) känner såhär. 
Svara 2, om du ibland känner såhär. 
Svara 3, om du ofta känner såhär. 
Svara 4, om du alltid känner såhär. 

  
1. Min arbetsroll tenderar att begränsa mitt privatliv. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
2. Jag är rädd att jag inte lär mig tillräckligt mycket i min nuvarande roll för att 
kunna ta på mig mer ansvar. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
3. Jag har inte möjlighet att tillgodose de olika kraven ställda på mig av mina 
överordnade. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
4. Vikten av min arbetsroll har nyligen fått en minskad betydelse i förhållande till 
tidigare. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
5. Min arbetsbörda är för stor. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 
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6. Andra medarbetare ger inte min arbetsroll tillräckligt med uppmärksamhet och 
tid. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
7. Jag har inte tillräckligt med kunskap för att hantera ansvaret i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
8. Jag måste utföra uppgifter i min arbetsroll som går emot mitt bättre vetande. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
9. Jag upplever vidden och ansvaret i min arbetsroll som otydlig. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
10. Jag får inte tillgång till nödvändig information för att utföra mina tilldelade 
uppgifter. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
11. Mina andra intressen (sociala, religiösa etc.) blir på min fritid bortprioriterade 
på grund av tidsbrist. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
12. Ansvaret i min nuvarande roll förhindrar min förberedelse att kunna åta mig 
mer ansvar. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 
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13. Jag har inte möjlighet att tillfredsställa de olika kraven ställda på mig av mina 
kollegor och medarbetare. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
14. Många uppgifter som borde vara en del av min arbetsroll har tilldelats andra. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
15. Min arbetsbörda påverkar den önskade kvalitén på mitt arbete. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
16. Interaktionen mellan mig och andra kollegor är inte tillräcklig. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
17. Jag önskar att jag hade mer kunskap för att hantera arbetsuppgifterna och 
ansvaret i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
18. Jag kan inte använda min kunskap och expertis i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
19. Jag vet inte vad mina kollegor förväntar sig av mig. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
20. Jag får inte tillräckligt med resurser för att vara effektiv i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 
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21. Min arbetsroll begränsar tiden för mitt privatliv. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
22. Jag har inte tillräckligt med tid och möjlighet att förbereda mig för de 
framtida utmaningarna i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
23. Jag har inte möjlighet att tillfredsställa olika intressenters behov, då dessa är i 
konflikt med varandra. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
24. Jag skulle vilja åta mig mer ansvar och uppgifter än vad jag har idag. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
25. Jag har blivit tilldelad för mycket ansvar än vad jag kan hantera. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
26. Jag önskar att det utövades mer dialoger mellan mig och andra kollegor. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
 
 
27. Jag har inte erhållit rätt förberedelser för min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
28. Arbetet jag utför i organisationen är inte i linje med mina egna intressen. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 



 

 82 

  
 
29. Flera delar i min arbetsroll är vaga och otydliga. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
30. Jag har inte tillräckligt med kollegor att samarbeta med i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
31. Ansvaret i min arbetsroll begränsar andra eventuella organisatoriska roller 
(facklig ombudsman, skyddsombud, friskvårdsansvarig etc.). 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
32. Det finns ett väldigt litet utrymme för personlig utveckling i min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
33. Förväntningarna från mina överordnade och underordnade är i konflikt med 
varandra. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
 
 
34. Jag har kapacitet att utföra mycket mer än vad jag blivit tilldelad. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
35. Jag upplever ett behov att min arbetsroll måste förminskas. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 
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36. Det har aldrig förekommit att flera roller, min egen inkluderad, har 
involverats i gemensam problemlösning eller samarbete för planeringsuppgifter. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
37. Jag önskar att jag hade fått en bättre introduktion inför min nuvarande 
arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
38. Om jag hade friheten att definiera min egen arbetsroll, skulle jag utföra några 
uppgifter annorlunda jämfört med hur jag utför dem idag. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
39. Min arbetsroll har inte blivit definierad klart och tydligt. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
40. Jag är orolig att jag inte besitter de nödvändiga kunskaperna som krävs i min 
arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
41. Min familj och mina vänner klagar på att jag spenderar för lite tid med dem 
på grund av min arbetsbörda. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
42. Jag känner att utvecklingen i min arbetsroll har stagnerat. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 
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43. Jag stör mig på de motsägelsefulla förväntningar som olika individer har på 
min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
44. Jag önskar att jag hade blivit tilldelad mer utmanade uppgifter i mitt arbete. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
45. Jag upplever en för tung arbetsbörda. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
46. Trots att jag tar initiativ till diskussion eller frågar om hjälp, får jag inte 
mycket respons från mina kollegor. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
47. Jag behöver mer kompentensutveckling och utbildning för att vara effektiv i 
min arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
48. Jag upplever en konflikt mellan mina värderingar och uppgifterna i min 
arbetsroll. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
49. Jag vet inte hur jag ska prioritera mina arbetsuppgifter. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 

  
 
50. Jag önskar att jag fick ett större budgetutrymme i utförandet av mitt arbete. 
   

 0 1 2 3 4  
Känner aldrig såhär      Känner alltid såhär 
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Appendix 3. Pilot Survey Responses 
 
Att balansera Chefskap med Ledarskap 
 
Syftet med denna studie är att undersöka hur jobbrelaterad stress påverkar hur chefer i 
den offentliga sektorn balanserar sina administrativa uppgifter med ledarskap. Studien 
hos er på Lycksele Kommun är den första av detta slag i Svensk offentlig sektor, och 
genomförs för att identifiera eventuella problemområden samt föreslå åtgärder som 
förbättrar arbetsklimatet hos er på kommunen. Enkäten i sin helhet beräknas ta 15-20 
minuter att besvara. Vi som genomför denna studie heter Robert och Jimmy, och 
studerar till Civilekonom på Handelshögskolan vid Umeå Universitet. Då studien är en 
del av vårt examensarbete är vi oerhört tacksamma för att ni tar er tid att svara på denna 
enkät. Svaren behandlas anonymt, och inga svar kommer att kunna spåras till en enskild 
individ, och resultatet kommer ni att kunna ta del av i en rapport samt förhoppningsvis 
även i en muntlig redovisning. Vi kommer att använda era svar som ett statistiskt 
underlag för att undersöka om några specifika sorters stress påverkar arbetsklimatet för 
er chefer på Lycksele Kommun.  
 
Enkäten är öppen från och med 16/3 2015, och stänger 1/4 2015.  
 
Har ni några frågor om besvarandet av enkäten eller annat som rör arbetet är ni 
välkommen att kontakta oss på telefon 070-666 0228/070-918 1296 alternativt maila 
oss på robert.nordin@live.se eller jimmyfredin2@hotmail.com  
 
 
III. Vilken befattning besitter du idag hos Lycksele Kommun? 
• Förvaltningschef 
• Avdelningschef/Verksamhetschef 
• Enhetschef/Områdeschef/Rektor/Förskolechef eller motsvarande nivå 
• Föreståndare eller motsvarande nivå 
Kommentar: Lägg till motsvarande nivå 
 
4. Vikten av min arbetsroll har nyligen fått en minskad betydelse. 
4. Vikten av min arbetsroll har nyligen fått en minskad betydelse i förhållande till 
tidigare. 
Kommentar: I förhållande till vad. Gå det att omformulera 
 
8. Jag måste utföra uppgifter i min arbetsroll som är emot mitt bättre vetande. 
8. Jag måste utföra uppgifter i min arbetsroll som går emot mitt bättre vetande. 
Kommentar: Finns det en bättre formulering? Känns “elakt”. Går det att använda 
exempelvis befogenheter eller menar ni kompetens? 
 
11. Mina andra intressen (sociala, religiösa etc.) blir bort-prioriterade på grund av 
tidsbrist. 
11. Mina andra intressen (sociala, religiösa etc.) blir på min fritid bortprioriterade 
på grund av tidsbrist. 
Kommentar: När? På jobbet eller menar ni privat? 
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12. Ansvaret i min nuvarande roll förhindrar min förberedelse att åta mig mer 
ansvar. 
12. Ansvaret i min nuvarande roll förhindrar min förberedelse att kunna åta mig 
mer ansvar. 
Kommentar: Om man inte ska åta sig mer ansvar, hur svarar jag då? Tror att denna 
fråga är svår att svara på. “Menar ni att man har så mycket jobba att man inte har tid 
att ta på sig mera jobb?". 
 
13. Jag har inte möjlighet att tillfredsställa de olika kraven ställda på mig av mina 
kollegor och underordnade. 
13. Jag har inte möjlighet att tillfredsställa de olika kraven ställda på mig av mina 
kollegor och medarbetare. 
Kommentar: Går det att använda medarbetare istället för underordnande? 
 
17. Jag önskar att jag hade mer kunskap för att hantera ansvaret i min arbetsroll. 
17. Jag önskar att jag hade mer kunskap för att hantera arbetsuppgifterna och 
ansvaret i min arbetsroll. 
Kommentar: ansvar – vad innebär det – är det kraven eller arbetsuppgifterna? 
 
20. Jag får inte tillräckligt med resurser för att vara effektiv i min arbetsroll. 
20. Jag får inte tillräckligt med resurser för att vara effektiv i min arbetsroll. 
Kommentar: Vad menar ni med resurser? Behöver ni förtydliga. 
 
23. Jag har inte möjlighet att tillfredsställa mina klienters samt andras behov, då 
dessa är i konflikt med varandra. 
23. Jag har inte möjlighet att tillfredsställa olika intressenters behov, då dessa är i 
konflikt med varandra. 
Kommentar: Vilka är klienterna samt andra? I en politiskt styrd organisation är det 
medborgarna som är “kunden” men vilka är “de andra”?. Vi använder inte begreppet 
Klient. Menar ni medborgarnas kontra politikens? 
 
24. Jag skulle vilja åta mig mer ansvar än vad jag har idag. 
24. Jag skulle vilja åta mig mer ansvar och uppgifter än vad jag har idag. 
Kommentar: Ansvar – vad menas. Är det mera arbetsuppgifter? 
 
25. Jag har blivit tilldelad för mycket ansvar. 
25. Jag har blivit tilldelad för mycket ansvar än vad jag kan hantera. 
Kommentar: I förhållande till befogenheter? eller? 
 
26. Jag önskar att det utövades mer överläggningar mellan mig och andra 
kollegor. 
26. Jag önskar att det utövades mer dialoger mellan mig och andra kollegor. 
Kommentar: Överläggningar kan misstolkas. Vi gör överläggningar I olika 
sammanhang kan även vara typ tvister osv. Kan man byta ut ordet? Kan man använda 
ex. dialog eller samarbete? 
 
27. Jag har inte erhållit rätt förberedelser för min arbetsroll. 
27. Jag har inte erhållit rätt förberedelser för min arbetsroll. 
Kommentar: Vad menar ni med förberedelser. Kan man förtydliga? Eller är det samma 
fråga som 37, den om introduktion? Eller menar ni förutsättningar? 
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29. Flertalet aspekter i min arbetsroll är vaga och otydliga. 
29. Flera delar i min arbetsroll är vaga och otydliga. 
Kommentar: ev. formulera om till: Min arbetsroll är vag och otydlig. 
 
30. Jag har inte tillräckligt med kollegor att arbeta med i min arbetsroll. 
30. Jag har inte tillräckligt med kollegor att samarbeta med i min arbetsroll. 
Kommentar: Menar ni “samarbeta”? 
 
31. Ansvaret i min arbetsroll begränsar mina andra organisatoriska roller (facklig 
ombudsman, skyddsombud, friskvårdsansvarig etc.). 
31. Ansvaret i min arbetsroll begränsar andra eventuella organisatoriska roller 
(facklig ombudsman, skyddsombud, friskvårdsansvarig etc.). 
Kommentar: Om man inte har andra org. roller vad svarar man då? Ni måste nog 
förklara andra organisatoriska roller mera- Som sagt, är det så att alla har andra 
roller?? 
 
35. Det finns ett behov att förminska min arbetsroll. 
35. Jag upplever ett behov att min arbetsroll måste förminskas. 
Kommentar: Vems behov och vem anser det? Är det jag själv som anser det eller är det 
organisationen? Menar ni att arbetsbördan ska minska? Eller menar ni minskning av 
förtroende? Svårtolkat! 
 
37. Jag önskar att jag hade fått en bättre introduktion inför min nuvarande 
arbetsroll. 
37. Jag önskar att jag hade fått en bättre introduktion inför min nuvarande 
arbetsroll. 
Kommentar: Är det samma som fråga nr 27? 
 
47. Jag behöver mer träning och förberedelser för att vara effektiv i min 
arbetsroll. 
47. Jag behöver mer kompentensutveckling och utbildning för att vara effektiv i 
min arbetsroll. 
Kommentar: Kan man använda andra begrepp… är det kompetensutveckling, 
utbildning, erfarenhet ni menar? 
 
 
Övriga kommentarer: 
Kanske bra med en fritext ruta där man kan göra en kommentar. Men detta måste ni 
bestämma själv för det är ett stort arbete att sammanställa om de skriver mkt. 
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Appendix 4. Output from Lycksele’s Statistical Instrument  
 
I. Är du kvinna eller man? 
 
Namn Antal % 
Kvinna 32 65,3 
Man 17 34,7 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
II. Hur gammal är du? 
 
Namn Antal % 
25år eller yngre 1 2 
26-35 år 1 2 
36-45 år 8 16,3 
46-55 år 16 32,7 
56-65 år 22 44,9 
66 år eller äldre 1 2 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
III. Vilken befattning besitter du idag hos Lycksele Kommun? 
 
Namn Antal % 
Förvaltningschef 3 6,1 
Avdelningschef/Verksamhetschef 7 14,3 
Enhetschef/Områdeschef/Rektor/Förs
kolechef eller motsvarande nivå 35 71,4 

Föreståndare eller motsvarande nivå 4 8,2 
Total 49 100 

  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
IV. I hur många år har du haft denna befattning? 
 
Namn Antal % 
0 3 6,1 
1 4 8,2 
2 4 8,2 
3 5 10,2 
4 3 6,1 
5 7 14,3 
6 1 2 
7 4 8,2 
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8 2 4,1 
9 1 2 
10 6 12,2 
11 0 0 
12 2 4,1 
13 1 2 
14 1 2 
15 0 0 
16 2 4,1 
17 1 2 
18 0 0 
19 0 0 
20 1 2 
21 0 0 
22 0 0 
23 1 2 
24 0 0 
25 0 0 
26 0 0 
27 0 0 
28 0 0 
29 0 0 
30 0 0 
31 0 0 
32 0 0 
33 0 0 
34 0 0 
35 0 0 
36 0 0 
37 0 0 
38 0 0 
39 0 0 
40 0 0 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  
 
  
A. Min schemalagda arbetstid räcker inte till för alla mina uppgifter. 
 
Namn Antal % 
0 - Känner aldrig såhär 0 0 
1 7 14,3 
2 9 18,4 
3 21 42,9 
4 - Känner alltid såhär 12 24,5 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
B. Det händer ibland att jag måste "ta med jobbet hem". 
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Namn Antal % 
0 - Känner aldrig såhär 2 4,1 
1 7 14,3 
2 13 26,5 
3 18 36,7 
4 - Känner alltid såhär 9 18,4 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
C. Under min arbetstid måste jag prioritera uppgifter för att hinna med. 
 
Namn Antal % 
0 - Känner aldrig såhär 0 0 
1 2 4,1 
2 5 10,2 
3 17 34,7 
4 - Känner alltid såhär 25 51 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
D. Den administrativa delen av mitt jobb tar upp för stor del av min arbetstid. 
 
Namn Antal % 
0 - Känner aldrig såhär 1 2 
1 4 8,2 
2 12 24,5 
3 20 40,8 
4 - Känner alltid såhär 12 24,5 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
E. Jag har svårt att prioritera arbetstiden mellan administrativa uppgifter och operativt ledande. 
 
Namn Antal % 
0 - Känner aldrig såhär 3 6,1 
1 7 14,3 
2 12 24,5 
3 19 38,8 
4 - Känner alltid såhär 8 16,3 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
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1. Min arbetsroll tenderar att begränsa mitt privatliv. 
 
Namn Antal % 
0 - Känner aldrig såhär 7 14,3 
1 11 22,4 
2 19 38,8 
3 9 18,4 
4 - Känner alltid såhär 3 6,1 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
2. Jag är rädd att jag inte lär mig tillräckligt mycket i min nuvarande roll för att kunna ta på mig 
mer ansvar. 
 
Namn Antal % 
0 - Känner aldrig såhär 15 30,6 
1 12 24,5 
2 14 28,6 
3 8 16,3 
4 - Känner alltid såhär 0 0 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
3. Jag har inte möjlighet att tillgodose de olika kraven ställda på mig av mina överordnade. 
 
Namn Antal % 
0 - Känner aldrig såhär 3 6,1 
1 13 26,5 
2 19 38,8 
3 12 24,5 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
4. Vikten av min arbetsroll har nyligen fått en minskad betydelse i förhållande till tidigare. 
 
Namn Antal % 
0 - Känner aldrig såhär 27 55,1 
1 10 20,4 
2 11 22,4 
3 0 0 
4 - Känner alltid såhär 1 2 

Total 49 100 
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Svarsfrekvens 
100 % (49/49) 
  
 
  
5. Min arbetsbörda är för stor. 
 
Namn Antal % 
0 - Känner aldrig såhär 2 4,1 
1 7 14,3 
2 15 30,6 
3 17 34,7 
4 - Känner alltid såhär 8 16,3 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
6. Andra medarbetare ger inte min arbetsroll tillräckligt med uppmärksamhet och tid. 
 
Namn Antal % 
0 - Känner aldrig såhär 17 34,7 
1 15 30,6 
2 13 26,5 
3 2 4,1 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
7. Jag har inte tillräckligt med kunskap för att hantera ansvaret i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 13 26,5 
1 22 44,9 
2 8 16,3 
3 4 8,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
8. Jag måste utföra uppgifter i min arbetsroll som går emot mitt bättre vetande. 
 
Namn Antal % 
0 - Känner aldrig såhär 11 22,4 
1 22 44,9 
2 11 22,4 
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3 4 8,2 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  
 
  
9. Jag upplever vidden och ansvaret i min arbetsroll som otydlig. 
 
Namn Antal % 
0 - Känner aldrig såhär 11 22,4 
1 17 34,7 
2 16 32,7 
3 5 10,2 
4 - Känner alltid såhär 0 0 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
 
10. Jag får inte tillgång till nödvändig information för att utföra mina tilldelade uppgifter. 
 
Namn Antal % 
0 - Känner aldrig såhär 10 20,4 
1 24 49 
2 8 16,3 
3 7 14,3 
4 - Känner alltid såhär 0 0 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
 
11. Mina andra intressen (sociala, religiösa etc.) blir på min fritid bortprioriterade på grund av 
tidsbrist. 
 
Namn Antal % 
0 - Känner aldrig såhär 13 26,5 
1 16 32,7 
2 13 26,5 
3 5 10,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
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12. Ansvaret i min nuvarande roll förhindrar min förberedelse att kunna åta mig mer ansvar. 
 
Namn Antal % 
0 - Känner aldrig såhär 5 10,2 
1 14 28,6 
2 10 20,4 
3 14 28,6 
4 - Känner alltid såhär 6 12,2 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
 
13. Jag har inte möjlighet att tillfredsställa de olika kraven ställda på mig av mina kollegor och 
medarbetare. 
 
Namn Antal % 
0 - Känner aldrig såhär 2 4,1 
1 15 30,6 
2 11 22,4 
3 17 34,7 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100 % (49/49) 
  

 
 
 

 
  
 
14. Många uppgifter som borde vara en del av min arbetsroll har tilldelats andra. 
 
Namn Antal % 
0 - Känner aldrig såhär 25 51 
1 18 36,7 
2 5 10,2 
3 0 0 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
15. Min arbetsbörda påverkar den önskade kvalitén på mitt arbete. 
 
Namn Antal % 
0 - Känner aldrig såhär 2 4,1 
1 12 24,5 
2 12 24,5 
3 16 32,7 
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4 - Känner alltid såhär 7 14,3 
Total 49 100 

  
Svarsfrekvens 
100% (49/49) 
  
 
  
 
16. Interaktionen mellan mig och andra kollegor är inte tillräcklig. 
 
Namn Antal % 
0 - Känner aldrig såhär 10 20,4 
1 17 34,7 
2 13 26,5 
3 6 12,2 
4 - Känner alltid såhär 3 6,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
17. Jag önskar att jag hade mer kunskap för att hantera arbetsuppgifterna och ansvaret i min 
arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 7 14,3 
1 20 40,8 
2 10 20,4 
3 11 22,4 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
18. Jag kan inte använda min kunskap och expertis i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 17 34,7 
1 19 38,8 
2 11 22,4 
3 2 4,1 
4 - Känner alltid såhär 0 0 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
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19. Jag vet inte vad mina kollegor förväntar sig av mig. 
 
Namn Antal % 
0 - Känner aldrig såhär 16 32,7 
1 17 34,7 
2 10 20,4 
3 4 8,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
20. Jag får inte tillräckligt med resurser för att vara effektiv i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 2 4,1 
1 13 26,5 
2 16 32,7 
3 14 28,6 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
21. Min arbetsroll begränsar tiden för mitt privatliv. 
 
Namn Antal % 
0 - Känner aldrig såhär 11 22,4 
1 18 36,7 
2 7 14,3 
3 9 18,4 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
22. Jag har inte tillräckligt med tid och möjlighet att förbereda mig för de framtida utmaningarna i 
min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 3 6,1 
1 8 16,3 
2 17 34,7 
3 12 24,5 
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4 - Känner alltid såhär 9 18,4 
Total 49 100 

  
Svarsfrekvens 
100% (49/49) 
  
 
  
 
23. Jag har inte möjlighet att tillfredsställa olika intressenters behov, då dessa är i konflikt med 
varandra. 
 
Namn Antal % 
0 - Känner aldrig såhär 6 12,2 
1 15 30,6 
2 17 34,7 
3 7 14,3 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
24. Jag skulle vilja åta mig mer ansvar och uppgifter än vad jag har idag. 
 
Namn Antal % 
0 - Känner aldrig såhär 24 49 
1 7 14,3 
2 11 22,4 
3 7 14,3 
4 - Känner alltid såhär 0 0 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
25. Jag har blivit tilldelad för mycket ansvar än vad jag kan hantera. 
 
Namn Antal % 
0 - Känner aldrig såhär 13 26,5 
1 18 36,7 
2 12 24,5 
3 5 10,2 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  



 

 98 

 
26. Jag önskar att det utövades mer dialoger mellan mig och andra kollegor. 
 
Namn Antal % 
0 - Känner aldrig såhär 8 16,3 
1 17 34,7 
2 12 24,5 
3 8 16,3 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
27. Jag har inte erhållit rätt förberedelser för min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 16 32,7 
1 16 32,7 
2 12 24,5 
3 4 8,2 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
28. Arbetet jag utför i organisationen är inte i linje med mina egna intressen. 
 
Namn Antal % 
0 - Känner aldrig såhär 21 42,9 
1 18 36,7 
2 5 10,2 
3 5 10,2 
4 - Känner alltid såhär 0 0 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
29. Flera delar i min arbetsroll är vaga och otydliga. 
 
Namn Antal % 
0 - Känner aldrig såhär 10 20,4 
1 19 38,8 
2 10 20,4 
3 8 16,3 
4 - Känner alltid såhär 2 4,1 
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Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  
 
  
 
30. Jag har inte tillräckligt med kollegor att samarbeta med i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 15 30,6 
1 16 32,7 
2 5 10,2 
3 8 16,3 
4 - Känner alltid såhär 5 10,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
31. Ansvaret i min arbetsroll begränsar andra eventuella organisatoriska roller (facklig 
ombudsman, skyddsombud, friskvårdsansvarig etc.). 
 
Namn Antal % 
0 - Känner aldrig såhär 23 46,9 
1 13 26,5 
2 8 16,3 
3 3 6,1 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
32. Det finns ett väldigt litet utrymme för personlig utveckling i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 20 40,8 
1 15 30,6 
2 10 20,4 
3 3 6,1 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
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33. Förväntningarna från mina överordnade och underordnade är i konflikt med varandra. 
 
Namn Antal % 
0 - Känner aldrig såhär 5 10,2 
1 16 32,7 
2 14 28,6 
3 10 20,4 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
34. Jag har kapacitet att utföra mycket mer än vad jag blivit tilldelad. 
 
Namn Antal % 
0 - Känner aldrig såhär 14 28,6 
1 19 38,8 
2 9 18,4 
3 5 10,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
35. Jag upplever ett behov att min arbetsroll måste förminskas. 
 
Namn Antal % 
0 - Känner aldrig såhär 12 24,5 
1 16 32,7 
2 13 26,5 
3 6 12,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
36. Det har aldrig förekommit att flera roller, min egen inkluderad, har involverats i gemensam 
problemlösning eller samarbete för planeringsuppgifter. 
 
Namn Antal % 
0 - Känner aldrig såhär 18 36,7 
1 14 28,6 
2 10 20,4 
3 5 10,2 
4 - Känner alltid såhär 2 4,1 
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Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  
 
  
 
37. Jag önskar att jag hade fått en bättre introduktion inför min nuvarande arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 15 30,6 
1 9 18,4 
2 12 24,5 
3 9 18,4 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
38. Om jag hade friheten att definiera min egen arbetsroll, skulle jag utföra några uppgifter 
annorlunda jämfört med hur jag utför dem idag. 
 
Namn Antal % 
0 - Känner aldrig såhär 8 16,3 
1 13 26,5 
2 11 22,4 
3 10 20,4 
4 - Känner alltid såhär 7 14,3 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
39. Min arbetsroll har inte blivit definierad klart och tydligt. 
 
Namn Antal % 
0 - Känner aldrig såhär 8 16,3 
1 17 34,7 
2 12 24,5 
3 9 18,4 
4 - Känner alltid såhär 3 6,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
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40. Jag är orolig att jag inte besitter de nödvändiga kunskaperna som krävs i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 11 22,4 
1 25 51 
2 7 14,3 
3 4 8,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
41. Min familj och mina vänner klagar på att jag spenderar för lite tid med dem på grund av min 
arbetsbörda. 
 
Namn Antal % 
0 - Känner aldrig såhär 14 28,6 
1 12 24,5 
2 9 18,4 
3 7 14,3 
4 - Känner alltid såhär 7 14,3 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
42. Jag känner att utvecklingen i min arbetsroll har stagnerat. 
 
Namn Antal % 
0 - Känner aldrig såhär 21 42,9 
1 10 20,4 
2 11 22,4 
3 5 10,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
43. Jag stör mig på de motsägelsefulla förväntningar som olika individer har på min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 14 28,6 
1 14 28,6 
2 12 24,5 
3 6 12,2 
4 - Känner alltid såhär 3 6,1 
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Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  
 
  
 
44. Jag önskar att jag hade blivit tilldelad mer utmanade uppgifter i mitt arbete. 
 
Namn Antal % 
0 - Känner aldrig såhär 21 42,9 
1 14 28,6 
2 6 12,2 
3 5 10,2 
4 - Känner alltid såhär 3 6,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
45. Jag upplever en för tung arbetsbörda. 
 
Namn Antal % 
0 - Känner aldrig såhär 4 8,2 
1 11 22,4 
2 15 30,6 
3 15 30,6 
4 - Känner alltid såhär 4 8,2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
 
46. Trots att jag tar initiativ till diskussion eller frågar om hjälp, får jag inte mycket respons från 
mina kollegor. 
 
Namn Antal % 
0 - Känner aldrig såhär 18 36,7 
1 18 36,7 
2 7 14,3 
3 3 6,1 
4 - Känner alltid såhär 3 6,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
47. Jag behöver mer kompentensutveckling och utbildning för att vara effektiv i min arbetsroll. 
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Namn Antal % 
0 - Känner aldrig såhär 10 20,4 
1 18 36,7 
2 14 28,6 
3 6 12,2 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
48. Jag upplever en konflikt mellan mina värderingar och uppgifterna i min arbetsroll. 
 
Namn Antal % 
0 - Känner aldrig såhär 24 49 
1 14 28,6 
2 7 14,3 
3 3 6,1 
4 - Känner alltid såhär 1 2 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
  
49. Jag vet inte hur jag ska prioritera mina arbetsuppgifter. 
 
Namn Antal % 
0 - Känner aldrig såhär 12 24,5 
1 19 38,8 
2 10 20,4 
3 6 12,2 
4 - Känner alltid såhär 2 4,1 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
  

 
 
 

 
50. Jag önskar att jag fick ett större budgetutrymme i utförandet av mitt arbete. 
 
Namn Antal % 
0 - Känner aldrig såhär 1 2 
1 5 10,2 
2 19 38,8 
3 9 18,4 
4 - Känner alltid såhär 15 30,6 

Total 49 100 
  
Svarsfrekvens 
100% (49/49) 
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