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Abstract

Organizational learning enables organizations to acquire, interpret,
share, integrate, and institutionalize knowledge in response to
changing internal and external conditions. This study examines the
relationship between organizational learning and interpersonal
conflict and tests role ambiguity as a mediating mechanism. Using a
cross-sectional quantitative design, data were collected through
closed-ended questionnaires from 245 employees working at different
organizational levels across public, private, and non-governmental
service organizations. Established multi-item measures assessed
organizational learning at the individual, group, organizational, and
inter-organizational levels, together with role ambiguity and
interpersonal conflict. Regression and bootstrapped mediation
analyses  showed that organizational learning was negatively
associated with role ambiguity and interpersonal conflict, whereas role

ambiguity was positively associated with interpersonal conflict. The
overall indirect effect of organizational learning on interpersonal
conflict through role ambiguity was negative and statistically
significant (f = —0.4753, SE = 0.0683, 95% CI [—0.6517, —0.2949]).
Significant indirect effects were also observed for individual-, group-,
organizational-, and inter-organizational-level learning, indicating
that learning processes across organizational levels may reduce
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1. Introduction

Organizations increasingly operate in environments characterized by technological change,
knowledge intensity, interdependence, and continuously evolving work requirements. Under such conditions,
organizational effectiveness depends not only on the acquisition of knowledge but also on the ability to
interpret, share, integrate, and institutionalize knowledge in organizational processes and routines. In this
study organizational learning is conceptualized multilevel phenomenon in organization, where knowledge and
experiences are generated, shared, integrated and institutionalized. Knowledge generation is done at the
individual learning and group learning level and embeds knowledge in routines and systems at organizational
learning level; and inter-organizational learning extends knowledge exchange beyond organizational
boundaries. The learning processes impact the availability, consistency and accessibility of role related
information.
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Organizational learning therefore represents an important organizational capability through which
experience and information can be converted into knowledge that influences subsequent organizational action
(Naecem et al., 2019). According to recent research, organizational learning involves organizational
mechanisms that generate, interpret, transfer, retain, and incorporate knowledge into organizational practices
and routines rather than just the accumulation of individual knowledge (Argote, 2011a; Lloria & Moreno-
Luzon, 2014). Organizational learning has a very strong positive impact on performance (Naeem et al.,
2026a). Organizations try to improve behavior, which brings positive and favorable outcomes. Hoy (2008)
stated that experience curves made attention towards organizational learning (Hoy, 2008). Chang and Lee
(2007) stated that organizations that learn could gain competitive advantage in market (Chang & Lee, 2007).
Term organizational learning is closely related with knowledge management (Akbar, 2003; Gunsel et al.,
2011; Swart & Kinnie, 2010). Researchers suggest that organizational learning is concerned with the process
and deal with knowledge, its acquisition, dissemination, storage; while knowledge management is mainly
concerned with the flow and its administration within the organization. Patricia (2013) Moreno (2014) states
that knowledge is something that people learn and learning its basically creating knowledge (Lloria &
Moreno-Luzon, 2014; Patricia et al., 2013). Organizational learning is achieved by reviewing past experiences
to develop knowledge for future use to enhance organizational performance (Argote & Miron-Spektor, 2011;
Levitt & March, 1988). Vajiheh Saadat (2016) called organization learning as medicine for several problems
at organization. It is widely accepted that to avoid future mistakes organizations learn (Saadat & Saadat,
2016). It establishes a link between organization and its environment in a constructive and proactive way
(Pérez Lopez et al., 2006). Before being ingrained in organizational systems, structures, routines, and
procedures, learning may evolve from individual insights into shared interpretations and coordinated action,
according to the framework. According to recent research, cognitive hurdles may limit organizational
learning, and organizations need ways to transform individual and group knowledge into behaviors that are
beneficial to the company (Balarezo et al., 2024a; Zollo & Winter, 2002).

When workers don't know enough about their duties, performance standards, authority, priorities,
processes, or the standards by which their work will be judged, role ambiguity arises (Dapeng et al., 2019).
Long acknowledged as a significant role stressor (Rizzo et al., 1970a; Sawyer, 1992), role ambiguity has been
linked to employee attitudes, well-being, performance, and other workplace outcomes, according to later
studies (Anjum et al., 2026). Role ambiguity is linked to significant employee experiences and consequences,
such as job alienation, occupational stress, burnout-related outcomes, and turnover-related processes,
according to more recent research (Cheng et al., 2024; Maisonneuve et al., 2024; Naeem et al., 2022). These
results imply that role clarity is a crucial aspect of workers' experiences in companies rather than just an
administrative trait (Dapeng et al., 2019).

Organizational learning may represent an organizational-level condition that helps explain differences
in employees' perceptions of role ambiguity. In order to comprehend interpersonal conflict, role ambiguity
may also be crucial. Disagreement, interference, and unfavorable emotional responses between coworkers are
all considered forms of interpersonal conflict. Unlike task disagreement, which may occasionally generate
information sharing and alternate ideas, interpersonal conflict involves the social and emotive elements of
professional engagement. Interpersonal conflict has been linked to dysfunctional employee outcomes,
emotional strain, and decreased well-being, according to recent study (Jung et al., 2024). Research has also
shown that workplace circumstances such as workload, decision power, supervisory support, and changing
patterns of work may impact on employees' interpersonal conflict experiences ((Nikolova et al., 2023). A
theoretically tenable mechanism linking interpersonal conflict and organizational learning is role ambiguity.
Workers who are unclear about their duties and performance standards may view circumstances differently,
feel uncomfortable about who owns a task, rely more on unofficial interpretations, or debate with coworkers
about priorities and duties. On the other hand, workplaces with efficient learning procedures could give staff
members more consistent information, shared interpretations, and clearer procedures. Consequently, lower
role ambiguity may reduce the likelihood that uncertainty regarding responsibilities and expectations develops
into interpersonal disagreement (Pervez et al., 2022). This logic suggests that organizational learning may be
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associated with lower interpersonal conflict partly because organizational learning contributes to greater role
clarity. despite the substantial literature on organizational learning, role ambiguity, and workplace conflict.
Existing organizational-learning research has predominantly examined outcomes such as innovation,
performance, competitiveness, knowledge creation, and organizational adaptability. Similarly, research on
role ambiguity has often examined its consequences for employee attitudes, stress, performance, and turnover.
Less attention has been directed toward examining whether role ambiguity serves as a mechanism through
which organizational learning is associated with interpersonal conflict. Addressing this gap is important
because it shifts attention from viewing organizational learning solely as a strategic or performance-related
capability toward understanding how organizational learning may shape everyday employee interactions.

The present study therefore develops and tests a model where organizational learning is negatively
associated with role ambiguity and interpersonal conflict, while role ambiguity is positively associated with
interpersonal conflict. More specifically, organizational learning may reduce interpersonal conflict indirectly
through lower levels of role ambiguity. The proposed model integrates organizational learning theory with
role-based explanations of employee behavior and provides a support for examining how organizational
knowledge processes may influence interpersonal workplace relationships.

The study contributes firstly by extending organizational-learning association with interpersonal
conflict which influences workplace outcome, improves innovation and competitiveness. Secondly, it
positions role ambiguity as an explanatory mechanism connecting organizational learning and its sub
dimensions with interpersonal conflict. Third, it provides an empirical model through which managers can
understand that organizational learning can be a source of role clarity and reduce interpersonal conflicts at
organization.

2. Theoretical Framework

Organization acquires knowledge and organizational learning is a unit of acquiring knowledge and
beside that organization learning process categorized as individual learning, group learning, organizational
learning and inter-organizational learning. Concept of individual learning is explained by Argyris and Schon
(1978) and stated that organizations learn through individuals (Argyris & Schon, 1978). Organizational
learning starts with the individual and then becomes part of the organization (Argote, 2006; Ruiz J. et al.,
2006). Several researchers stated that organizational learning passes through the level of individual group and
then become part of organization; researchers also agree that learning occurs at all these levels (King, 2009;
Wiseman, 2007). Group learning occurs when knowledge is acquired through experiences of individuals in
group. It encompasses the shift of individual learning and knowledge with groups and peers. Some argue that
group-learning process includes acting, feedback and then feedback is used and altered for future action.
Organizational level when knowledge is shared from the group it is evaluated and validated by the
organization and then implemented and embedded by the organization in its systems structures and policies
as per its requirement. Therefore, close coordination and collaboration at organization level among groups is
necessary for organizational learning to occur. Inter-organizational learning is different organizations working
together share knowledge and learns from each other. When organizations collaborate with other
organizations, they necessarily share information that they received from individuals through groups within
organization. Researchers state that firm learn from their partner organization but in this learning prior
experience has much influence. Such learning saves time and has less risk of potential problems (Lane &
Lubatkin, 1998; Zollo & Winter, 2002); hence, it is a method to learn faster. Strategic alliances, joint ventures
and collaborations are some forms in which inter-organizational learning took place to promote innovation
(Karinna Vazquez, 2011; Zollo & Winter, 2002).

Organizational learning is mainly related with how experience and information are transformed into
knowledge of how it is incorporated into organizational action. Argote (2011) state that organizations acquire
knowledge from experience and use that knowledge to influence subsequent activities through organizational
learning (Argote, 2011a). This perspective is particularly relevant to role ambiguity because employees need
related information for their job, responsibilities, authorities, priorities and performance expectations from the
employee. When such information is not complete, inconsistent, or difficult to interpret for employees, they
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may experience confusion and uncertainty regarding what they are expected to do and how their action will
be considered desirable performance. Thus, organizational learning can theoretically influence role ambiguity
by shaping the quantity, quality, accessibility, and consistency of role-related knowledge available to
employees. Therefore, we can propose;

Hypothesis 1: Organizational Learning would be negatively related to the level of Role Ambiguity.

Hla: Individual Level Learning would be negative related to the level of Role Ambiguity.

H1b: Group Level Learning would be negatively related to the level of Role Ambiguity.

Hlc: Organizational Level Learning would be negative related to the level of Role Ambiguity.

Hld: Inter-Organizational Level Learning would be negative related to the level of Role Ambiguity.

Organizational learning is not limited to the knowledge acquisition only at organizational level but
involves interconnected learning processes operates across different levels (Crossan et al., 1999). Foundation
for the development of the knowledge is provided on individual learning level, group learning, that facilitates
collective interpretation with shared understanding. Organizational learning embeds knowledge within
organization and inter-organizational learning takes the knowledge development across boundaries of
organization (Crossan et al., 1999; Jane e salk & Bernard I Simonin, 2012).

Interpersonal conflict is disagreement, tension and incompatibilities between employees which may
arise due to perception, interest, expectations, values or interpretation of workplace situations. Some
interpersonal disagreements can help in learning and problem solving, but relationship-oriented conflicts may
negatively influence interpersonal relationships, cooperation, communication and knowledge exchange (De
Dreu & Weingart, 2003). With the experience, feedback, interaction and reflection employees can learn the
sources of interpersonal problems eventually it enhances employees; capacity of understanding workplace
environment from different perspective than before. Which contributes to the modification of employee's
behavior and can contribute to dysfunctional interpersonal interaction (Friedman & Victor J, 2002). Group
learning improves knowledge sharing and dialogue, shared understanding, which contribute to improved
coordination and eventually leads to fewer misunderstandings and may help reduce dysfunctional conflicts
(Van Woerkom & Sanders, 2010). Organizational learning can also support constructive approaches to
workplace conflict by institutionalized knowledge and improved organizational practices. Which eventually
bring greater consistency and coordination and fewer interpersonal misunderstandings (Saikrishna, 2025).
Organizations possess different interests, culture, identities, objectives and power positions. Knowledge
exchange across boundaries, mutual understanding with improved coordination, which may cause fewer
dysfunctional interpersonal conflicts (Akinci & Macpherson, 2025). Therefore, we propose that
organizational learning would be negatively related with interpersonal conflict.

Hypothesis 2: Organizational Learning would be negatively related to the level of Interpersonal
conflict.

H2a: Individual Level Learning would be negative related to Interpersonal conflict.

H2b: Group Level Learning would be negative related to Interpersonal conflict.

H2c: Organizational Level Learning would be negative related to Interpersonal conflict.

H2d: Inter-Organizational Level Learning would be negative related to Interpersonal conflict.

Role ambiguity is stated when employee don't have sufficient information about the job to meet the
performance parameters. It includes the expectations, responsibilities, authority, procedures, and performance
standards of the job (Rizzo et al., 1970a). Later researchers pointed out that role clarity enables employee to
understand what is expected and how his/her performance will be evaluated (Sawyer, 1992). Thus, role
ambiguity is fundamentally an informational condition that affects how employees interpret and enact their
organizational roles.

Role theory gives the insight for relevance of role ambiguity and interpersonal conflict. Roles creates
behavioral expectations related with their responsibilities and relationships within the organization. When
these expectations are not clear, creates uncertainty in task boundaries, priorities, responsibilities and authority
which eventually takes divergent interpretations when employees roles are interdependent and require
coordination in organization. It create conditions conducive to interpersonal disagreement. In such situations
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employees may rely on different assumptions or informal sources of information to determine appropriate
behavior. Different employees interpret workplace behavior differently (Srikanth & Jomon, 2013). A
coworker's involvement in a task, for example, may be interpreted by one employee as legitimate coordination
but by another as unnecessary interference or an inappropriate attempt to exercise authority, which may
produce frustration, disagreements and interpersonal tension (Vanishree, 2014). Consequently, role ambiguity
may influence interpersonal conflict not simply because uncertainty is inherently conflictual, but because
uncertainty concerning roles can make coordination and interpretation of coworkers' behavior more difficult.

Organizations with task interdependence, where responsibility boundaries are unclear, employees may
experience disagreements related to task ownership, workload allocation, decision authority, accountability,
and the appropriate sequence of activities (Singh, 1993). Therefore, ambiguity related to roles may provide
circumstances in which differences in interpretation develop into interpersonal tension and conflict (Pervez
et al., 2022). Therefore, we conceptualize that role ambiguity can be potential antecedent of interpersonal
conflict rather than as a form of interpersonal conflict itself.

H3: Role ambiguity is positively associated with interpersonal conflict.

Organization which learn are the one which are engaged with continuous improvement. Role
ambiguity is a situation where employee do not have clear guidance about what to do or what is expected
from employee (Rizzo et al., 1970b), when person responsibilities are not clear or there are some confusions
about it (Jones & Macpherson, 2005). Employee needs to know what they are expected and their role within
the organization should be clear, having unclear information about the role may lead to tension and conflicts
which decrease satisfaction (Slattery et al., 2008). The organization which learn continuously are
hypothesized to be having role clarity rather role ambiguity based on previous literature discussed (Naeem et
al., 2026b). Role ambiguity is raised due to lack of right information about the goals on which the job is to be
based, and performance will be measured against the goals (Burney & Widener, 2007; Marginson, 2006).
When there will be lack of information about the goals, the yardstick for measuring the goals will be
supervisor not the goals itself; beside that employee will be confused on achievement their goal as some
questions will remain unanswered such as, what to do?, how to do? And how much to do?

Researchers have found that repeated caution and blaming may rise the unrest and disturbed
communication which may rise conflicts (Vince & Saleem, 2004). We assume that organizational learning
equips organizations, shape its procedures and policy in a way that reduces the role ambiguity due to which
some levels of interpersonal conflicts are controlled. Therefore, we can hypothesis;

Hypothesis 4: Role Ambiguity will mediate relationship between Organizational Learning and
Interpersonal Conflict

H4a: Role Ambiguity will mediate relationship between Individual Level Learning and Interpersonal
Conflict

H4b: Role Ambiguity will mediate relationship between Group Level Learning and Interpersonal
Conflict

H4c: Role Ambiguity will mediate relationship between Organizational Level Learning and
Interpersonal Conflict

H4d: Role Ambiguity will mediate relationship between Inter-organizational level Learning and
Interpersonal Conflict
3. Methodology

A cross-sectional quantitative design was used in the study. Convenience sampling was therefore used
to distribute closed-ended questionnaires to respondents at various organizational levels, including non-
governmental organizations, public and private sector service organizations, aviation, banking,
telecommunications, hospitality, media, education, and financial institutions. Questionnaire was developed
using dimensions of Likert scale. Each questionnaire was accompanied by a cover letter that included enough
details about the study's goal, background, and intended use of the data. The cover letter included a clear
statement of the study title and the approximate time needed to finish the survey. A final sample of 245 valid
questionnaires was kept for study after the replies were screened.
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For organizational learning 18 items scale has been used given by (Lloria & Moreno-Luzon, 2014).
Individual-level learning, group-level learning, organizational-level learning, and inter-organizational-level
learning are the four aspects of organizational learning that the instrument was modified to evaluate. As a
result, the dimensional structure used in this study is different from the original empirical factor structure
described by Lloria and Moreno-Luzoén (2014), but it keeps the same item content and arranges the items
based on their organizational learning levels. Three items for individual-level learning, six for group-level
learning, seven for organizational-level learning, and two for inter-organizational-level learning made up the
modified scale.

For role ambiguity six items scale of C. David Shepherd & Leslie M. Fine (1994) has been used
(Shepherd & Fine, 1994). The scale measure role clarity in an organizational domain, therefore the data is
reverse coded to find out role ambiguity. Based on previous method and contextual theoretical framework
role ambiguity is used as single construct. Following are individual items of role ambiguity scale and the
coding used in statistical software is depicted as well.

For Interpersonal conflict four items scale has been adopted from (Lee & Lee, 2006). Interpersonal
conflict is also used as a single construct in research.

4. Analysis

Table 1 provides descriptive statistics, reliability coefficients and Pearson correlation for the variables.
The Cronbach's Alpa is 0.934 for role ambiguity and 0.934 for interpersonal conflict, 0.828 for individual-
level learning, .925 for group-level learning, .921 for organizational-level learning, and .876 for inter-
organizational-level learning. The correlation are statistically significant across study constructs. Role
ambiguity and interpersonal conflict has negative correlation with all the four dimensions of organizational
learning whereas rile ambiguity and interpersonal conflict are having positive correlation.

Table 1
Correlations, Descriptive Statistics and Reliability
(RA) dPC) (OLIN) (OLG) (OLO) (OLIO)

Role Ambiguity (RA) 934

Interpersonal Conflict (IPC) .609** 934

Individual Level Learning (OLIN) -.661** - 481** 828

Group Level Learning (OLG) S22%% L A72F* R23FE 928

Organizational Level Learning (OLO) S701%%F - 458**%  790**  884** 921
Inter-Organizational Level Learning (OLIO) -.657** -421%* 696**  775%* 851** .876
Means 2479  2.694  3.205 2964 2985 2.698
Standard Deviations 985 1.152  0.985 1.019  1.015 1.260

Note. **p < .05
4.1. Organizational Learning and Role Ambiguity

Organizational learning is mainly the change is organizational knowledge (Fiol & Lyles, 1985), which
mainly enables them to understand more about the organization functions and employees working for the
organization and their need to know about their job and tasks to perform through the dynamic capabilities
which are part of organizational capabilities (Argote, 2011b). It enables the transactive memory system of the
organization through development from groups and experience in order to support efficient working and
innovation (Argote, 2011b). Based on the literature the hypothesis that organizational learning will help in
reducing the role ambiguity through experience learning and developing the dynamic capabilities which are
emphatically tested in the section. Table 2 shows regression analysis of organizational learning and Role
ambiguity with (B=-0.751, t=-17.240, R?>= 0.550) having significant relation; thus, supporting Hypothesis 1
"Organizational Learning would be negatively related to the level of role ambiguity.”. Hypothesis 1a prospect
that "Individual Level Learning would be negative related to the level of role ambiguity", regression analysis
of Individual level learning and role ambiguity (B=-0.661, t=-13.731, R?>= (. 437) having significant relation
supports hypothesis la. Hypothesis 1b proposed, "Group Level Learning would be negative related to the
level of role ambiguity”, hypothesis was tested using regression analysis depicts (f=-0.698, t=-16.248, R*=
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0.521) having significant relation supports hypothesis 1b. Regression analysis of Organizational Level and
Role ambiguity with (= -0.681, t= -15.341, R?>= 0.492) having significant relation; thus, supporting
Hypothesislc "Organizational Level Learning would be negative related to the level of role ambiguity".
Hypothesis 1d prospect that "Inter-Organizational Level Learning would be negative related to the level of
role ambiguity"; regression analysis of inter organizational level learning and role ambiguity (f=-0.513, t= -
13.572, R?= 0.431) having significant relation supports hypothesis 1d.

Table 2
Results from the Regression Analysis
Hypothesis B t-statistics _ Significance Level () R? F Significance Level (F)

1 -751%* 0 -17.240 .000 550 297.229 .000
la -661*%*  -13.731 .000 437 188.553 .000
1b -.698*%*  -16.248 .000 521 264.004 .000
lc -681*%*  -15.341 .000 492 235.345 .000
1d -513**  -13.572 .000 431 184.193 .000

Note. **p < .05
4.2. Organizational Learning Relationship with Interpersonal Conflict

Table 3 shows regression analysis of organizational learning and Interpersonal conflict with (= -
0.582, t= -8.806, R?>= 0.242) having significant relation; thus, supporting Hypothesis 2 "Organizational
Learning would be negatively related to the level of Interpersonal conflict.”. Hypothesis 2a prospect that
"Individual Level Learning would be negative related to the level of Interpersonal conflict”,; regression
analysis of Individual level learning and role ambiguity (= -0.562, t=-8.548, R?>= 0.231) having significant
relation supports hypothesis 2a. Hypothesis 2b proposed, " Group Level Learning would be negative related
to the level of Interpersonal conflict”; hypothesis was tested using regression analysis depicts (f=-0.534, t= -
-8.348, R*= 0.223) having significant relation supports hypothesis 2b. Regression analysis (= -0.520, t= -
8.035, R*=0.210) having significant relation; thus, supporting Hypothesis 2c " Organizational Level Learning
would be negative related to the level of Interpersonal conflict”. Hypothesis 2d prospect that "Inter-
Organizational Level Learning would be negative related to the level of Interpersonal conflict"; regression
analysis of (B=-0.384, t=-7.228, R*= 0.177) having significant relation supports hypothesis 2d.
Table 3
Results from the Regression Analysis

Hypothesis B t-statistics  Significance Level (B) R? F Significance Level (F)

2 -.582%* -8.806 .000 242 77.540 .000
2a -.562%* -8.548 .000 231 73.061 .000
2b -.534%* -8.348 .000 223 69.681 .000
2c -.520%* -8.035 .000 210 65.567 .000
2d -.384%* -7.228 .000 177 52.241 .000

Note. ¥*p < .05
4.3. Role Ambiguity and Interpersonal Conflict

In Table 4, regression analysis shows that role ambiguity has a direct significant relation having
statistically significant (=0.711, t=11.954, R2=0.370, F=142.839) and supports Hypothesis 3. This indicates
that increase in role ambiguity will increase in interpersonal conflicts.

Table 4
Results from the Regression Analysis

Hypothesis B t-statistics  Significance Level () R? F Significance Level (F)
3 J11** 11.954 .000 370 142.893 .000

Note. ¥*p < .05
4.4. The Mediating Role of Role Ambiguity on the Relationship Between Organizational Learning and
Interpersonal Conflict
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The results from the mediation role of role ambiguity in the relation between organizational learning
and interpersonal conflict, using 95% biased corrected bootstrap intervals indicates that role ambiguity
significantly mediates the relationship in Table 5. The indirect effect or organizational learning on
interpersonal conflict mediated by role ambiguity is negative and statistically significant (f= -0.4753,
SE=030683) with 95 % bootstrap confidence interval ranging from (-0.6517 to -0.2949).

For individual level learning (f = —0.3992, SE = 0.0594) with 95% CI (—0.5565, —0.2523). The CI
excludes zero, indicating the mediating effect is statistically significant. For group level learning indirect
effect shows (B = —0.4560, SE = 0.0638) with (—0.6250, —0.2956) 95% CI suggests that knowledge sharing,
discussion and learning with groups may contribute to clearer and better understanding of job responsibilities
and performance expectations. The indirect effect of organizational level learning show (f = —0.4500, SE =
0.0654) statistically significant with 95% CI (—0.6258, —0.2906) indicates that organizational learning
facilitates the consistency and availability of information at organization, which eventually reduce role
ambiguity and interpersonal conflict consequently. Finally for inter-organizational learning (f = —0.3506, SE
=0.0504) is statistically significant indirect effect with 95% CI (—0.4837, —0.2247), suggests that exchanges
of learning and knowledge across organizational boundaries contribute to reduced role ambiguity and
subsequently helps in lowering interpersonal conflict.

Table 5
Indirect Effect Organizational Learning and Interpersonal Conflict
Variable Standardized SE 95% biased corrected confidence interval
Indirect effects (p) Lower Bounds Upper Bounds
OL-RA- IPC - 4753%* .0683 -.6517 -.2949
OLIN-RA- IPC -.3992%* .0594 -.5565 -.2523
OLG-RA- IPC - 4560%** .0638 -.6250 -.2956
OLO-RA- IPC -4500%* .0654 -.6258 -.2906
OLIO-RA- IPC -.3506** .0504 -4837 -.2247

Organizational Learning (OL) (Independent Variable); OLIN=Individual level Learning (Independent
Variable); OLG= Group Level Learning (Independent Variable); OLO= Organizational Level Learning
(Independent Variable); OLIO=Inter-Organizational Level Learning (Independent Variable); Role Ambiguity
(RA) (Mediator); Interpersonal Conflict (IPC) (Dependent Variable); Bootstrap Standard Error (SE); Number
of booth strap samples are 5000
S. Discussion

The study examine the mediating role of role ambiguity in relationship between organizational
learning and interpersonal conflict. The analysis and results provided the empirical evidences that
organizational learning is negatively associated with interpersonal conflict and role ambiguity, and role
ambiguity mediates the relationship between organizational learning and interpersonal conflict. The findings
suggest that for performance-related outcomes and employee productivity it is important to have role clarity
and better interpersonal relationships. Conflict is influenced by workplace conditions and may be associated
with emotional and behavioral outcomes, but conflict is a multi-dimensional phenomenon. Therefore,
interpersonal conflicts should not be generalized to all types of disagreements that have evolved. Job related
disagreements can evolve due to role ambiguity which can lead to interpersonal conflicts and role ambiguity
and interpersonal conflict is positively associated.

The findings are also in-line with the broader organizational learning literature, where it is emphasized
that organizational learning is more than individual knowledge acquisition. Learning becomes
organizationally meaningful when knowledge is transferred, retained, interpreted collectively, and
incorporated into organizational routines. Besides that, organizational learning can be constrained by different
barriers which require proper mechanism for converting individual knowledge into collective knowledge to
use it as useful organizational practice (Balarezo et al., 2024b). Employee also require information required
related to job, responsibilities and performance; and when this information and knowledge is effectively
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shared in policies and procedures, employee feels clarity about their roles, are then able to perform as per the
organization's expectations. Therefore, the negative association between organizational learning and role
ambiguity provides support for integrating organizational learning with role-based explanations of employee
experiences. The bootstrapped indirect effect reported in the manuscript is statistically different from zero
because the confidence interval does not include zero. This provides evidence consistent with the proposition
that role ambiguity is an explanatory mechanism connecting organizational learning with interpersonal
conflict.

The proposed mediation model also implies that role ambiguity is positively related to interpersonal
conflict. The theoretical explanation is that uncertainty regarding responsibilities, authority, priorities,
procedures, and performance expectations may create conditions in which employees interpret workplace
situations differently. Where employees are uncertain about task ownership or expected behavior,
disagreements may emerge concerning who should perform particular activities, how work should be
completed, or which priorities should receive attention.

This argument is consistent with the established role-stressor literature and with recent evidence
demonstrating that role ambiguity remains relevant to employee experiences and organizational outcomes.
Recent research has examined role ambiguity in relation to work alienation, turnover-related processes, and
occupational stress, demonstrating that uncertainty surrounding one's role remains an important organizational
phenomenon.

The findings of the study are meaningful because at some points shifts the focus of management from
interpersonal conflict to roles and their communication to employees, which can be a potential cause of unrest
and conflicts at the organization.

6. Limitations and Future Research

Despite its theoretical and practical implications, the study has several limitations that should be
considered when interpreting the findings. Longitudinal or time-lagged research would be necessary to
provide stronger evidence regarding whether organizational learning precedes changes in role ambiguity and
whether those changes subsequently influence interpersonal conflict. The study is based on self-reported
survey measures collected using convenience sampling from service industry. Future research can collect data
from employees having temporal separation and from multiple data sources where conflicts are reported using
different sampling method from different sectors and different geographical areas analyzed through
longitudinal or multilevel research.

The study only explains role ambiguity as a theoretical meaningful explanation, whereas future
research can include psychological safety, communication quality, trust, perceived organizational support and
other such factors as mediators. Leadership styles and organizational climate can also be studied in future
research for better understanding.
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