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ABSTRACT: Understanding the relationship between job attitudes and employee health
outcomes is a key priority of people management practitioners. This present study contributes
to expanding the wellbeing literature by examining role overload, job satisfaction, and work
engagement influences on self-rated psychological wellbeing among employees in Ondo State.
Using a cross-sectional research design, a total of 317 young working adults comprising 160
females (Mean age = 38.25; SD = 9.22) drawn from three large public sector organizations
were purposively surveyed in the study. They completed standardized scales of role overload,
job satisfaction, work engagement, and psychological wellbeing in the form of a self-report
paper and pencil questionnaire. Moderate to high coefficient alpha reliability (0=.52 to a=.74)
was reported in a pilot study to establish the cultural relevance of the items in each scale.
Results of hierarchical regression analysis showed role overload to significantly and positively
predict psychological wellbeing (B =21, p <.05), and contributed 6% to variance in
psychological wellbeing. Job satisfaction (p>.05) and work engagement (p>.05) did not predict
psychological wellbeing. The study concludes that it appears challenging job demands may be
necessary if the goal is to foster better psychological wellbeing in young working adults,
particularly, among those in public sector organizations.

Keywords: Role Overload, Job Satisfaction, Work Engagement, Psychological Wellbeing,
Young Working Adults

INTRODUCTION

Employment or work-related activity is the single activity occupying most adults waking lives.
In many developing nations, young adults constitute a significant portion of the workforce and
function in an increasingly turbulent, less stable and unpredictable work environment. These
changes often elicit feelings of uncertainty and worry about their jobs (Shoss, 2017), which
may impact negatively on their overall health outcomes (Nilsen et al., 2016), psychological
wellbeing inclusive. Psychological wellbeing is defined as the positive thoughts and feelings
that individuals use to evaluate their lives favourably (Boehm & Kubzansky, 2012; NIH
Reports, 2018). Employees enjoying all-round healthier lives are reported to be happier and
more productive than unhealthy employees (Bellet et al., 2019; Adam, 2019). Psychological
wellbeing impacts work-life and work outcomes (Bakker et al., 2019; Karapinar et al. 2019;
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Turban & Yan, 2016), and justify why it is widely studied in organizational contexts,
internationally.

Work attitudes play a role in employees’ psychological wellbeing. These include perception of
role overload because employees’ who perceived high role burden would be more likely to
report feeling fatigued, and psychologically strained (Maslach et al., 1997). Job satisfaction
relates to positive or negative judgments about the work environment and organizational
membership (Weiss, 2002). Job experiences and expectations can induce affective reactions
that may affect employees’ psychological wellbeing. Work engagement relates to the level of
vigor, dedication, and absorption displayed toward the job (Schaufeli & Bakker, 2004).
Engaged employees are characteristically energetic, more dedicated and absorbed in their job
tasks (Harter et al., 2002), and these behaviours can increase the risks of such workers
becoming physically and mentally drained, with potential negative impact on their
psychological wellbeing.

Examining the relationships among these work attitudes might provide useful insights into how
and when changes may negatively affect psychological wellbeing and to identify preventive
measures for effective targeted interventions aimed to foster better psychological wellbeing for
younger adult employees in general, and among those in public sector organizations, in
particular.

LITERATURE REVIEW
Role Overload and Psychological Wellbeing

As a special form of role conflict, role overload captures a work condition whereby employees
report feeling psychologically and physically drained due to pressure arising from perceived
high demands on their personal resources (e.g. intellect, time, energy, and capability) (Conley
& Woosley, 2000; Eatough et al., 2011; Rizzo, et al., 1970; Spector & Jex, 1998). Role burden
such as work pressure, lack of sufficient time, and other attributes of the workplace perceived
as stressors may significantly increase perception of role overload.

Previous empirical studies have associated role overload with organizational and psychological
wellbeing outcomes such as clinical depression and anxiety, higher job stress and job tension;
physical health issues including fatigue, sleep impairment, higher turnover intention, and
reduced in-role and extra-role behaviours (Ahn & Logan, 2022; Bolino & Turnley, 2005;
Huang et al., 2022; LePine et al., 2005; Mazzola & Disselhorst, 2019; Shahram et al., 2014;
Suyoung et al., 2022; Verbrugge, 1986). These past empirical studies highlight the potential
health risks and associated high costs to the individual, group, and organization, particularly
when employees perceive role overload (Alfes et al., 2018).

Role overload is increasingly a prevalent feature of most work organizations (Duxbury &
Higgins, 2005). An employee is likely to self-perceive role overload when there is the feeling
that the situational demands of the job exceeds their personal resources to accomplish the tasks
within the allotted time. Such perception reflects the feeling that the task is resource-depleting
and could cause the employee to feel drained, and that they lack the energy to continue the
work (Schwab et al. 1986). This view is supported by the conservation of resources theory
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(Hobfoll, 2001) which proposed that stress occurs when people are threatened by resource loss.
The theory further argues that stressful situations (e.g. increased work load, and extended
working hours) would lead to poorer psychological health through the perception of resource
depletion (Halbesleben et al., 2014; Pearlin et al. 1990).

Job Satisfaction and Psychological Wellbeing

Organizational behaviour researchers’ interest in job satisfaction may not be unconnected with
its implication for desirable work outcomes. Job satisfaction is defined as the extent to which
an employee like or dislikes their current job, and their personal accomplishments based on
their job expectations (Aazami et al., 2015; Oshagbemi, 1999; Spector, 1997). Numerous
studies have found job satisfaction to be related to organizational outcomes including
organizational commitment, in-role and extra-role behaviours, workplace incivility,
withdrawal behaviour, and retention rate (Bharadwaj et al. 2022; Duffy et al., 2016; Lei, et al.,
2022; Opengart et al. 2022; Oyovwe-Tinuoye & Sambo, 2022; Tran, 2023).

Studies have shown job satisfaction to predict subjective health outcomes (e.g., Diener & Tay,
2012; Ray, 2022). A situational explanation anchored on the spillover hypothesis (Bowling et
al. 2010) posits that job experiences will spill-over onto other spheres of life, implying that
people who find their job pleasurable will be more likely to also report greater satisfaction with
their life, and therefore can be expected to report better psychological wellbeing (Cao et al.,
2022). In contrast, people who find the job experience less enjoyable will more likely report
greater dissatisfaction, which in turn, may be harmful to their psychological wellbeing. Studies
steered in this direction (e.g., Agarwal & Sharma, 2011; Bowling et al., 2010; Sudibjo &
Manihuruk, 2022) have shown workplace stressors to be significantly and negatively related to
psychological wellbeing.

Work Engagement and Psychological Wellbeing

Work engagement describes a pleasant state of mind at work associated with positive work-
related outcomes (Seligman & Csikszentmihalyi, 2000). It is defined as a positive affective —
cognitive state characterized by vigour, dedication, and absorption (Schaufeli & Bakker, 2004).
Research has portrayed engaged employees as individuals who are emotionally connected to
coworkers, cognitively vigilant, satisfied, and highly involved and enthusiastic about their job
(Harter et al., 2002). The job demands-resource (JD-R) model provides a robust explanation of
the motivational pathway of how work engagement arises. The JD-R posits that in their attempt
to meet the challenging demands of the job, employees, through a concerted personal effort,
try to maximize available job resources which further commit them to their work (Bakker &
Demerouti, 2007; Demerouti & Bakker, 2011). Such employees could experience a stronger
feeling of intrinsic motivation to perform better on assigned tasks because they sense that their
psychological needs (such as competence, autonomy, and relatedness) are being satisfied (Wu
& Lee, 2020).

Work engagement has been shown to positively relate to organizational outcomes including
performance, use of personal initiative, organizational commitment, loyalty and customer
satisfaction (Ismail et al., 2019; Zheng et al., 2020; Bakker et al. 2011; Xanthoipoulou et al.
2009). In addition, research suggests a strong link between work engagement and
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psychological health outcomes. Specifically, work engagement has been reported to negatively
correlate to health outcomes such as headaches, chest pain, and specific psychosomatic
ailments, and less ill-health, sickness absence, and increased general health (Demerouti et al.,
2001; Halbesleben, 2010; Shaufeli et al., 2009; Shimazu et al., 2012). These past findings
provide compelling evidence clarifying that work engagement is significantly and negatively
related to physical and psychological health outcomes.

Hypotheses

i Role overload will negatively predict psychological wellbeing among young
working adults in Ondo State

ii. Job satisfaction will positively predict psychological wellbeing among young
working adults in Ondo State

iii. Work engagement will negatively predict psychological wellbeing among young
working adults in Ondo State

METHOD
Design and Participants

Using a cross-sectional research design, participants included a total of 317 employees drawn
from the ministry of health, ministry of education and internal revenue board in Ondo State,
Nigeria. The sample comprised of 160 females (Mage = 38.25; SD = 9.22). Job incumbents in
these organizations are most likely to be impacted as a result of high attrition rate among young
professionals in Nigeria recent years. Participants received a set of the study questionnaire with
instruction to complete it privately. They completed the questionnaires at a time they believed
it would less likely disrupt their work schedule (e.g. during lunch break). It took between eight
to ten minutes, on the average to read through the items in each questionnaire. In order to
analyze participants demographic characteristics, relevant descriptive statistics were performed
including frequency counts and mean. The results revealed the following statistics; there were
slightly more females (50.5%) than males (49.5%); majority were junior employees (68.1%),
while the remainder (31.9%) were senior employees. Differences in education status showed
that majority (86.4%) attended higher institutions of education, while the remainder (13.6%)
was not educated beyond senior secondary school.

Measure

Role overload was assessed with the scale developed by Reily (1982). It is a 13-item research
instrument for assessing an employee’s perceived role burden on his/her current job.
Respondents indicated their level of agreement to the test items on a five-point Likert response
format that ranged from strongly disagree (1) to strongly agree (5). A Cronbach alpha
coefficient of .88 was reported for the scale with a sample of Nigerian university workers
(Lawal & Odedokun, 2020). Scores are interpreted so that high scores indicate higher role
overload and low scores indicate lower role overload. Sample items on the scale include: ‘I
cannot ever seem to catch-up’, and ‘I need more hours in the day to do all the things that are
expected of me’. In the present study, the scale yielded a Cronbach alpha of .71.
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Job satisfaction was measured with the Generic Job Satisfaction Scale (Macdonald &
Maclintyre, 2001). The ten items on the scale are assumed to assess the extent to which
employees express satisfaction with their job in general. Items are scored on a 5-point Likert-
type format with options that ranged from Strongly Disagree (1) to Strongly Agree (5). Sample
items in the scale include: ‘My wages are good’, and ’I feel good about working in this
organization’. MacDonald & Maclntyre (1997) reported a Cronbach alpha of .77, while
Cigrang et.al (2000) reported a Cronbach alpha of .81 with a sample of white-collar employees.
The Cronbach alpha of the scale in the present study is .64. Higher scores on the scale indicated
higher levels of job satisfaction and vice versa.

Participants’ engagement in their work was measured by the shortened version Utrecht Work
Engagement Scale (Shaufeli et al., 2006). It is a 9-item research instrument written in short
narratives that specifically attempt to elicit responses relating to employees’ level of
involvement with their current job. Items are scored on a 7-point Likert-type rating format
ranging from 1 (strongly disagree) to 7 (strongly agree). Scores on the scale are interpreted
such that high scores indicate higher levels of work engagement, while low scores suggest
lower levels of work engagement. The UWES was preferred to other measures because it has
previously been used with employees in many cross-national studies (Rattrie et al., 2020;
Schaufeli et al., 2006). Sample items on the scale are: “At my work, I feel bursting with
energy’, and ‘I am enthusiastic about my job’. The authors reported a Cronbach's alpha ranging
from .89 to .97 with a sample of employees. In this present study, the scale yielded a moderate
Cronbach alpha value of .51.

Psychological Wellbeing was assessed with the shortened version 18-item Psychological
Wellbeing Scale (Ryff & Keyes, 1995). This multidimensional scale measures six facets of
psychological wellbeing: autonomy, environmental mastery, personal growth, positive
relations, purpose in life, and self-acceptance. Each facet has three items and respondents
indicated their level of agreement via a six-point Likert-type scale anchored at 1 = strongly
disagree and 6 = strongly agree. The scores ranged from 18 (lowest) to 108 (highest). The
justification for preference of the short version is that its brevity increases its accessibility to
research participants. In line with the objectives of this study, the composite score was
calculated by summing the scores across the subscales. The Cronbach alpha coefficient with
the present sample is .76.

Procedure

Goodwill permission to conduct the study was secured from the gatekeepers at the government
offices selected for the research. This step was taken in order to enlist their support for access
to the research participants. A set of inclusion criteria which served as a guide for the study
were used as the yardstick for selecting eligible participants. Verbal consent was obtained from
those who indicated willingness to participate in the research. This ensured that participation
was voluntary and not out of compulsion. Three hundred and sixty-five (365) questionnaires
were distributed, but only 317 were found suitable for use in the data analysis stage.
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Data Analysis

Data were analyzed with the latest version of the Statistical Package for Social Sciences
(SPSS). Bivariate correlations using the Pearson’s Product Moment Correlation statistics was
used to establish the relationships among the study variables. Hierarchical regression was
performed to establish the contributions of the demographic variables, role overload, job
satisfaction, and work engagement to self-reported psychological wellbeing.

RESULTS

Table 1. Socio-demographic characteristics of study participants

Variables Characteristics Frequency (n)  Percentage (%)
Age (years) Mean =38.25; SD =9.22
Gender Male 157 49.5
Female 160 50.5
Job Position Senior Cadre 101 31.9
Junior Cadre 216 68.1
Education Up to senior secondary school certificate 43 13.6
Above senior secondary school certificate 274 86.4

Table 2. Mean, standard deviation scores, and bivariate relationships among the study variables (N=
317)

S/N  Variable Mean SD 1 2 3 4 5 6 7 8
1 Age 3825 922 1

2 Gender - - -13* 1

3 Job Position - - -33** 05 1

4 Education - - 26%* - 14*  -28*%* 1

5 RO 37.38 9.25 .04 .07 .03 -11 1

6 JS 3167 755 -12*¢ .01 -.06 A9%* 29%* 1

7 WE 2655 7.00 .03 .03 .01 .02 35%*%  43** 1

8 PWB 57.86 15.08 -.06 .09 .06 -12*  25%* 04 A2* 1

**P< (.01, *P< 0.05 (2-tailed)

Age was entered as a continuous variable. Gender was coded 1= Male, 2 = Female; Job Position
was coded 1 = Senior Cadre; 2 = Junior Cadre; Education was coded 1 = Up to Senior
Secondary School Certificate; 2 = Above Senior Secondary School Certificate. Role overload,
job satisfaction, work engagement and psychological wellbeing were coded so that on each,
high scores indicated a higher perception of the variable.
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Table 2 shows the correlations among the predictors and the outcome variable. Education was
significantly and negatively related to psychological wellbeing (r = -.12, p >.05), signifying
that the higher the level of education, the poorer the psychological wellbeing. Age (r =-.06, p
>.05), gender (r =.09, p >.05), and job position (r = .06, p >.05) had non-significant relationship
with psychological wellbeing. Role overload was significantly and positively related to
psychological wellbeing (r = .25, p<.01), implying that participants who self-perceived high
role overload would be more likely to report better psychological wellbeing. There was a
significant and positive association between work engagement and psychological wellbeing (r
= .12, p<.05), suggesting that higher levels of work engagement led to better psychological
wellbeing. Job satisfaction and psychological wellbeing were not significantly related (r = .04,
p>.05).

Table 3: Hierarchical Regression analysis showing the contributions of RO, JS, and WE to
PWB

Steps

Variables 1 2 3 4
Age -.02 -.04 -.04 -.03
Gender .08 .07 .07 .07
Job Position .01 01 .01 .01
Education -.09 -.07 -.06 -.06
RO 21** 22%* 20**
JS -.03 -.05
WE .07
R? .02 .06 .07 .07
F values F (4, 305) = F (5, 304) = F (6, 303) = F(7,302) =

1.54 4.12** 3.49** 3.19**

**P< (.01, *P< 0.05 (2-tailed)

Table 3 shows the contributions of the control and psychological variables (age, gender, job
position, education, role overload, job satisfaction, and work engagement) to psychological
wellbeing. The hierarchical regression analysis showed that none of the control variables (age,
gender, job position, and education) contributed to psychological wellbeing. Together, the
control variables contributed 2% to the variance in psychological wellbeing, although this was
not statistically significant. Role overload positively predicted psychological wellbeing (B =
.21, p<.01) and contributed 6% to the variance in psychological wellbeing over and above the
control variables. Hypothesis one was not supported. Job satisfaction (f = -.03, p>.05) and
work engagement (B = -.05, p<.05) did not predict psychological wellbeing. Both variables
contributed 7% a piece to the variance in psychological wellbeing, but this was not statistically
significant. Hypotheses two and three were not supported by the data.

DISCUSSION

The study aimed to establish relationships among role overload, job satisfaction, work
engagement and self-rated psychological wellbeing in a sample of young working adults in
Ondo State, Nigeria. Of the three hypotheses tested, only one was confirmed. The findings

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 517



African Journal of Social and Behavioural Sciences (AJSBS)
Volume 13, Number 2 (2023) ISSN: 2141-209X

supported the hypothesized relationship demonstrating that role overload is a strong predictor
of psychological wellbeing, although the relationship was not in the direction predicted in the
study.

The findings showed that role overload significantly and positively predicted psychological
wellbeing. It contradicted previous studies (e.g., Ahn & Logan, 2022; Bolino & Turnley, 2005;
Huang et al., 2022; Mazzola & Disselhorst, 2019; Shahram et al., 2014; Suyoung et al., 2022)
which had shown role overload to negatively predict health outcomes, and as such could be
detrimental to employees’ psychological wellbeing. While this finding may appear surprising,
it is not totally unexpected when considered in the context of the young age of the study
participants. Studies have shown age to affect how individuals interpret and cope with role
stressors (e.g., Archer et al., 2015). Younger employees have a tendency to want to demonstrate
their competence and further advance their career so that they may have perceived role overload
as a positive challenge instead of a hindrance stressor (Podsakoff et al., 2007). The sample in
the current study may have positively re-appraised the job demands, which in turn, may have
strengthened their passion for the role activities, thus positively impacting their psychological
wellbeing.

The hypothesis which assumed job satisfaction would have a positive influence on
psychological wellbeing was not confirmed as hypothesized in the study (p>.05). The findings
showed that job satisfaction had non-significant influence on psychological wellbeing. The
outcome contradicted previous studies (e.g., Cao et al., 2022; Sudibjo & Manihuruk, 2022)
which had confirmed job satisfaction to positively influence psychological wellbeing in a
sample of employees. There are plausible explanations for the outcome with the present
sample. For instance, it is possible that due to cultural dissimilarity, the study participants may
have had difficulty relating to some items in the instruments used for data collection since these
scales were developed in non-African environment. In other words, the study advocates for the
use of indigenous research instruments which participants will be more likely relate to.
Alternatively, the finding could be pointing to the fact that job satisfaction influence on
psychological wellbeing may not be universal but rather contextual, varying by country and
setting. The same argument as provided for the non-significant effect of job satisfaction on
psychological wellbeing may also explain why work engagement did not predict psychological
wellbeing as reported in the present study.

Conclusion and Implications

As found in this study, role overload positively predicted self-rated psychological wellbeing.
Also, the findings showed that the higher the perception of role overload, the better the self-
rated psychological wellbeing among young employees. The findings further showed that job
satisfaction and work engagement did not predict psychological wellbeing with the study
sample. The findings of this study have policy implication for target programmes aimed at
improving psychological wellbeing of the workforce. In practical terms, the findings of the
study suggest that researchers and practitioners in the field of human resource, and particularly
those in charge of people management in organizations should bear in mind that role overload
may be another route to promote psychological wellbeing, particularly among young
employees. To achieve this goal may require the superintending officer intentionally assigning
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moderately challenging but motivating tasks to this category of employees as part of their job
responsibility.

Limitations

The limitations of the current study are spelled out as follows. Firstly, participants’ selection
lacked national spread as data collection was from one geopolitical zone which might affect
the generalizability of the findings. Future research may consider replicating the study in other
geopolitical zones in Nigeria to help improve the generalizability of the findings. Secondly,
slightly more than two-thirds (68%) participants are low ranking employees, so that the
findings might not provide a relatively generalizable picture of the psychological wellbeing of
public sector employees across the cadre. Thirdly, there is high possibility of common method
variance issue because of single sourced and self-reported data collection process adopted in
the study. Lastly, causal relationships among role overload, job satisfaction, work engagement
and psychological wellbeing could not be determined because data are cross-sectional. A
longitudinal research study is suggested for future research as it would help shed light on the
causal relationships.
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