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ARTICLE INFO ABSTRACT

Keywords: Organisations across the globe are deliberating on the future of work, whether to call employees back to the
Techno-invasion office, enable remote working, or offer flexibility through hybrid options. In this context, we studied two job
Cyberslacking demands—techno-invasion and electronic monitoring—that could influence employee performance. We sur-

Electronic monitoring

Job performance

IT support

Telecommuting

SDG 3, sustainable work environments

veyed knowledge workers (n = 1446) in two waves, separated by 25 days, to explore these dynamics. Using PLS-
SEM, we empirically examined the relationships between job demands and job performance, with cyberslacking
as the mediating variable and Information Technology (IT) support as the moderating variable. We further
conducted robustness checks using Hayes PROCESS macro in SPSS.

This study introduces the concept of ‘failure of neutralization” to show how techno-invasion operates as a
hindrance stressor and can become intrusive to the extent that employees may be unable to justify or engage in
cyberslacking. This specifies a boundary condition for neutralization, where a norm of perpetual availability can
suppress even brief digital detachment. Techno-invasion is negatively related to cyberslacking and job perfor-
mance. Our findings also reveal that cyberslacking positively influences job performance and mediates the
relationship between job demands and performance. Additionally, IT support moderates the positive relationship
between electronic monitoring and cyberslacking, which intensifies when IT support is low. It also emphasises
the importance of sustainable work environments, where interventions such as IT support, clear boundaries for
work-related ICT use, and policies promoting responsible internet behaviour can mitigate the adverse effects of
job demands.

1. Introduction technostress—that can weaken the benefits of telecommuting (Iscan &

Naktiyok, 2005).

The COVID-19 pandemic catalysed a global shift towards remote and
hybrid work arrangements, compelling organisations to reconfigure
their operational models (Kniffin et al., 2021). Teleworking—also known
as telecommuting, distributed work, or flexible work arrangements
(Allen et al., 2015)—emerged as a strategic response to ensure business
continuity while offering employees enhanced work-life integration.
While early adopters benefited from reduced overheads and increased
flexibility (Maier et al., 2022), concerns around its long-term viability
surfaced as several multinational firms, including IBM and Bank of
America, rolled back their telework policies even before the pandemic
(Wright, 2018). These reversals signal deeper tensions related to digital
work—such as autonomy erosion, perceived inequity, and rising
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We observe that remote and hybrid work models are now ingrained
in organisational ecosystems (Venkatesh, 2020). Therefore, we believe
that it is critical to revisit classical frameworks of job design through the
lens of digital job demands. The Job Demands—Resources (JD-R) model
(Bakker & Demerouti, 2007) provides a valuable foundation for un-
derstanding the evolving digital demands and their impact on employee
well-being and performance. However, this relationship and its practical
applications remain underapplied in high-intensity telecommuting
contexts.

This study focuses on two nascent digital job demands: techno-
invasion and electronic monitoring (e-monitoring). Techno-invasion
refers to employees' perceived obligation to remain continually
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connected via digital tools such as email, instant messaging applications,
and video conferencing platforms, often resulting in blurred boundaries
between work and personal life (Chen et al., 2022; Stich, 2020). This
state of perpetual availability might contribute to technostress and
impair psychological detachment, which is essential for recovery and
sustained performance. Interestingly, however, some studies suggest
that controlled ICT interruptions may serve as restorative micro-breaks,
offering temporary relief and even improving cognitive focus (Syrek
et al., 2018).

Electronic monitoring (e-monitoring), the second job demand, refers
to digital surveillance mechanisms—including email tracking, keystroke
logging, webcam usage, and productivity software—that capture and
evaluate employee behaviours remotely (Hamrick et al., 2024). While
intended to improve accountability and performance (Siegel et al.,
2022), such mechanisms often trigger concerns of surveillance, privacy
invasion, and psychological reactance (Jeske, 2022). Reports indicate
that over 80% of employees in the U.S. experience some form of elec-
tronic monitoring at work, with internet usage being the most frequently
tracked activity (AMA, 2019) records that 82% of employees in the USA
are under electronic monitoring. This environment of pervasive over-
sight may foster feelings of mistrust, ultimately eroding intrinsic moti-
vation and organisational identification.

Beyond the telework design, the digital demand dynamics speak to
the wider debates on digital control and workplace surveillance (Zuboff,
2019). The previous discussions assume that employees comply and
perform in the digital workplaces primarily because they are being
monitored. We argue that an equally consequential mechanism is the
internalised pressure to remain perpetually available—what techno-
invasion reflects. This can constraint employee's capacity to disengage
even briefly and may also suppress coping behaviours. This distinction
explains why digital job demands may shape employee behaviour
through ways other than surveillance alone.

In response to these demands, employees may engage in cyber-
slacking—the non-work-related use of digital tools during work hours.
This behaviour includes browsing non-work websites, engaging in per-
sonal social media use, or streaming entertainment content. The litera-
ture distinguishes between minor cyberslacking (e.g., checking personal
emails, browsing news) and major cyberslacking (e.g., online gambling),
with the former often viewed as a coping mechanism for digital fatigue
(Blanchard & Henle, 2008; Giigercin, 2020). However, the role of
cyberslacking remains contested—framed alternately as restorative,
neutral, or deviant depending on contextual factors. Further, existing
theory does not fully explain why employees under identical digital
demands differ in their use of cyberslacking as a coping response.

This research aims to understand the behaviour of employees when
experiencing digital job demands, such as techno-invasion and elec-
tronic monitoring. To do so, we draw upon the Neutralization Theory
(Sykes & Matza, 1957) and the Theory of Interpersonal Behaviour (Pee
et al., 2008; Triandis, 1980) as the core theoretical lens of this study. We
do so to provide a more context-specific explanation as to why em-
ployees justify the deviant behaviour or when, apart from intention, the
facilitating conditions explain the employee behaviour more appropri-
ately. The Neutralization Theory in our study helps explain why tele-
workers will cyberslack despite its deviant connotation, and justify it as
legitimate recovery. This theoretical framing is essential for under-
standing how teleworkers will reconcile organisational expectations
with personal well-being in a digital work environment. The Theory of
Interpersonal Behaviour complements this line of argument and explains
why facilitating conditions, such as situation and environment, will
enable or inhibit a behaviour. Therefore, the study aims to enrich the
teleworking literature by arguing whether factors such as perpetual
connectivity, electronic performance monitoring, the use of IT infra-
structure, and response norms will determine whether employees can
indulge in cyberslacking as a coping mechanism.

Building on the above, our study aims to extend the literature in
three key ways:
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1. It extends the JD-R model by conceptualising techno-invasion and e-
monitoring as telework-specific job demands and explores their in-
fluence on job performance.

2. It integrates Neutralization Theory and Theory of Interpersonal
Behaviour to assess the mediating role of cyberslacking, and theo-
rises a “failure of neutralization” mechanism—where job demands
may become so intrusive that deviant coping strategies are
suppressed.

3. It introduces IT support as a moderating resource that may buffer or
exacerbate the influence of job demands on cyberslacking, offering
practical insights for sustainable remote work design.

By doing so, this study sheds light on the nuanced dynamics between
digital job demands, employee coping strategies, and job outcomes,
advancing the theoretical discourse on telework and providing action-
able insights for employers navigating the digital workplace. The sub-
sequent sections of this research explore the relevant literature,
conceptual frameworks, and hypotheses that guide the study. A
comprehensive methodology section outlines the process of data
administration and statistical analysis conducted to examine the re-
lationships between techno-invasion, e-monitoring, and cyberslacking
and job performance in remote work. Later sections discuss the findings,
considering existing research and offering valuable insights for
academia and practitioners.

1.1. Theoretical underpinnings and hypotheses development

The unexpected shift to remote work during the COVID-19 pandemic
activated a significant readjustment of job roles, expectations, and
technological dependencies (Satpathy et al., 2021; Wang et al., 2021). In
this evolving context, this study investigates how two digital job
demands—techno-invasion and electronic monitoring might affect job
performance, and whether cyberslacking mediates these relationships.
We adopt a dual-theory perspective, grounding our investigation in
Neutralization Theory and the Theory of Interpersonal Behaviour, and
further situate our model within the Job Demands-Resources (JD-R)
framework.

1.2. The job demands-resources (JD-R) model

The JD-R model (Bakker & Demerouti, 2007; Demerouti et al., 2001)
provides a broad framework for understanding how work conditions
influence performance. It proposes that every occupation includes job
demands, which are typically aspects of work that require sustained
effort. These job demands are therefore linked to physiological or psy-
chological costs. Job resources, on the other hand, help achieve work
goals, reduce demands, or stimulate growth. The model is based on two
complementary pathways: the health-impairment process, in which
excessive job demands lead to exhaustion, thereby reducing perfor-
mance, and the motivational process, through which job resources can
lead to improved performance.

We also draw upon the challenge-hindrance stressors framework
(Cavanaugh et al., 2000; Lepine et al., 2005; Rodell & Judge, 2009) to
classify the stressors as challenge—demands that employees perceive as
rewarding and hindrance—demands that employee perceive as obsta-
cles to personal growth (Rodell & Judge, 2009). While, previous
research categorically classifies both challenge and hindrance stressors
as positively related to emotional exhaustion, depression and tension
(Lepine et al., 2005; Rodell & Judge, 2009). In the context of this study,
we interpret techno-invasion as a hindrance-like digital demand (hin-
drance like boundary intrusion and lack of control). We also interpret e-
monitoring as hindrance-like digital demand (hindrance-like surveil-
lance appraisal). In the process, we also recognise that these labels
reflect context-specific appraisals and not fixed properties of these
stressors. Accordingly, the same digital demand may be appraised
differently, depending on intensity, transparency of implementation,
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and perceived controllability in an extended telecommuting setting.
While the challenge stressors have a positive relationship with beneficial
attitudes and behaviours at the workplace, hindrance stressors tend to
positively relate to adverse attitudes and behaviours (Rodell & Judge,
2009). It is important to examine whether hindrance demands can still
be associated with higher performance when compliance is amplified, is
also an important question that we deal with in this research.

In digital work settings, techno-invasion and electronic monitoring
represent contemporary job demands that consume cognitive and
emotional energy. Conversely, information-technology (IT) support can
serve as a job resource that buffers strain. By situating these constructs
within the JD-R framework, this study conceptualises how digital job
demands, when unmitigated by adequate resources, may erode perfor-
mance. We extend the JD-R model by embedding moral-cognitive and
behavioural mechanisms, proposing that employees respond to exces-
sive digital demands through rationalisation (Neutralization Theory)
and enacted coping behaviours (Theory of Interpersonal Behaviour).

Although often embedded within broader constructs like techno-
stress (Ragu-Nathan et al., 2008), techno-invasion has emerged as a
distinct stressor in digital work settings. Techno-invasion is charac-
terised by the perception that one must remain constantly available and
responsive, irrespective of time or context. This no-constraints connec-
tivity results in work encroaching upon personal domains. Such
permeability in boundaries erodes psychological detachment and in-
creases emotional exhaustion (Chen et al., 2022; Stich, 2020). Techno-
invasion is often accompanied by constant messaging, app-based
pings, and expectations of asynchronous collaboration. This constant
nudging reduces opportunities for task-focused recovery and intensifies
cognitive load.

While some research highlights the potentially enabling aspects of
technology, such as autonomy, flexibility, and responsiveness (Syrek
et al., 2018). The overall trend suggests that when ICT is used perva-
sively and without boundaries, it may lead to impaired job outcomes
(Capitano et al., 2019; Zinke et al., 2024). Consistent with the JD-R
model, we argue that techno-invasion increases job strain and inhibits
performance. Thus, we hypothesize:

H1. Techno-invasion influences job performance.

Electronic monitoring (E-monitoring) is another digital job de-
mand that has received increasing attention, especially in remote and
hybrid work arrangements. Defined as the use of technology to observe,
record, and evaluate employee behaviours (Bhave, 2014; Stanton,
2000), e-monitoring is employed with the intention of ensuring pro-
ductivity, compliance, and accountability (Siegel et al., 2022). It can
range from keystroke logging to screen recording and app usage
tracking.

The extant literature presents mixed findings. On the one hand, e-
monitoring may improve employee focus by increasing perceptions of
accountability and clarity (DelVecchio et al., 2013). On the other hand,
constant monitoring can trigger perceptions of surveillance, erode trust,
and promote psychological withdrawal (Jeske, 2022). These diverging
findings suggest that the outcomes of e-monitoring may depend on
context, implementation intensity, and employee perception. Addi-
tionally, we also acknowledge that the effect of e-monitoring also de-
pends on the cultural sensitivity of a place. Expectations around
surrounding autonomy and managerial control can have a direct rami-
fication on the monitoring-performance linkage. In this study, we test
the direct relationship between e-monitoring and job performance in
extended telecommuting, where the visibility of performance may be
reduced. Accordingly:

H2. E-monitoring influences job performance.

Cyberslacking, also called cyberloafing, has its intellectual un-
derpinnings coming from the work of Lim (2002), who first con-
ceptualised the use of organisational resources like organisational
information or communication technologies for personal purposes
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during office hours, as a form of rationalised behaviour (Lim, 2002).
Since, then multiple labels (cyberloafing, cyberslacking, nonwork
related computing, personal internet usage) have been introduced and
used interchangeably (Lim & Teo, 2024). As internet became ubiquitous
via smart devices, scholars revised Lim's original “company resources”
framing and defined cyberloafing as “personal Internet use at work”
(Huma et al., 2017). This rationalised behaviour includes non-work-
related use of organisational ICTs, including online shopping, gaming,
or social media use (Blanchard & Henle, 2008). Further, scholars cat-
egorised cyberloafing into different forms, including nonwork-related
emailing versus browsing nonwork-related websites (Lim & Teo,
2005), and passive versus interactive cyberloafing (Blau et al., 2006).
Also, interactive forms such as downloading information, playing
games, using chat rooms, viewed as more serious than just browsing the
web (Lim & Teo, 2024).

Cyberslacking research is not new and has been prevalent (Garrett &
Danziger, 2008), researchers called it computer gold-bricking (Lundgren
& Lundgren, 1999), in which an employee would use the company's
resources for wasteful tasks. Historically, cyberslacking was considered
a counterproductive behaviour with workplace deviance (Lim, 2002;
Lim & Teo, 2005; Weatherbee & Kelloway, 2006) and was considered to
harm employees' involvement in the workplace (Liberman et al., 2011).
However, recent scholarship suggests that cyberslacking may offer
restorative benefits, serving as a brief reprieve from cognitive overload
and technostress (Giigercin, 2020; Reinecke, 2009; Zhong et al., 2022).
Therefore, the broader literature mirrors the dualistic nature of cyber-
slacking, where it could be counterproductive or restorative depending
on how it is enacted or regulated.

The contemporary studies on cyberslacking make our arguments
stronger. A comprehensive review on the topic has been carried out by
researchers, highlighting the contextual and cultural contingencies
around cyberslacking (Lim & Teo, 2024), systematic research agenda
with antecedents, outcomes, and theoretical underpinnings (Tandon
et al., 2022), and exploring the linkages between cyberslacking and
work-related factors (Uslu, 2025). The empirical findings on cyber-
slacking continue to provide its positive and negative ramifications on
work outcomes. Studies have also argued that cyberslacking may lead to
innovative work behaviour through affective coping (Zhong et al., 2022)
or may act as a coping outlet moderated by mindfulness (Mishra &
Tageja, 2022).

However, our study moves beyond these structural explanations by
drawing on the Neutralization Theory and the Theory of Interpersonal
Behaviour to answer as to why the teleworkers will justify or fail to justify
cyberslacking in response to digital job demands at the workplace. We con-
ceptualised cyberslacking as an intervening variable for this study.

1.3. Neutralization theory

Neutralization Theory (Sykes & Matza, 1957) explains how in-
dividuals justify or excuse deviant acts that conflict with prevailing
norms. Originally developed in criminology, its applicability has grown
to diverse fields, including classrooms, consumerism, and technology
(Harris et al., 2021; Hinduja, 2007). Additionally, the theory is now
been widely applied to organisational contexts, including employee
misconduct and unethical consumption (Harris et al., 2021; Munoz &
Mallin, 2018). Neutralization theory postulates that individuals engage
in undesirable behaviour against societal norms and somehow redefine
the deviant behaviour to make it acceptable to the organisation. This
deviant behaviour originates from a stimulus from the work environ-
ment (Adeoti et al., 2020). This theory further claims that people employ
cognitive techniques such as denial of responsibility, denial of injury,
condemning the condemners, and appeal to higher loyalties to
neutralize guilt and maintain a positive self-image while violating rules
(Munoz & Mallin, 2018).

Employees use neutralization techniques to justify their deviant
behaviour by convincing themselves and others (Cheng et al., 2014) of
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such actions as they originate from the work environment. For instance,
drawing on the Neutralization Theory (Sykes & Matza, 1957), em-
ployees may rationale cyberslacking through cognitive strategies, such
as denial of responsibility (e.g., “I had to take a break from work”),
condemnation of the condemners (e.g., “my boss is unreasonable™), and
appeal to higher loyalties (e.g., “I'm just taking a quick break to check on
my family”). This framework was further extended by Lim (2002) to
workplace internet misuse, showing that employees justify such acts
through the metaphor of a ledger, viewing brief online breaks as legit-
imate owing to their previous efforts. Additionally, these denial tech-
niques are often justified as it does not harm or waste the time of the
organisation (Khansa et al., 2018). Studies suggest that techniques to
neutralize employees' behaviour are typically implemented when the
perception of the behaviour turns deviant. For example, a study found
that by the time a behaviour is officially categorised as deviant, em-
ployees may already perceive it as an acceptable norm within the
organisation (Kim & Malhotra, 2005). Similarly a research argues that
employees view such neutralization efforts as a retrospective process,
which they often deem unimportant (Khansa et al., 2017).

Thus, we see that Neutralization theory has long been in research to
measure for anti-social behaviours. Employees in organisations follow
certain rules and principles to work and fulfil their responsibilities at
work. They sometimes engage in deviant behaviours when they breach
their principles due to some event that does not match their expectations
at the workplace (Sykes & Matza, 1957). Hence, they indulge in
neutralization techniques to justify their deviant behaviours (Zhu &
Zhang, 2025). One such behaviour is cyberslacking that integrates this
theory in this research. The present study uses neutralization theory to
understand why employees cyberslack when presented with job de-
mands. We also seek to know when employees behave contrary to tenets
postulated in the neutralization theory, i.e., under what circumstances
employees subjected to extreme job demands would still not indulge in
deviant workplace behaviour.

1.4. Theory of interpersonal behaviour

The Theory of Interpersonal Behaviour (TIB) is based on three di-
mensions: intention, facilitating conditions, and Habit. Intention refers
to employees' motivation or inspiration for a particular behaviour,
facilitating conditions provide a push and make the occurrence of a
particular behaviour easier (Triandis, 1980). Habit mentions the regu-
larity of such behaviour. In the present research, this is studied in the
context of cyberslacking behaviour of employees (Gagnon et al., 2003).
As we understand, facilitating conditions are elements in a person's
environment that make it simple for them to perform a behaviour.
Contrarily, if their environment hinders those behaviours, even the
intention to perform such behaviour is unlikely to converge into the said
deviant behaviour. Facilitating conditions have two dimensions: situa-
tional (beneficial external situations, suitable surroundings, or access to
resources) and internal (self-efficacy) (Kidwell & Jewell, 2003). People's
perception of self-efficacy is influenced by their skills and their evalu-
ation of what they can accomplish with those skills.

1.5. Integrating the three theoretical perspectives

Together, the JD-R model, Neutralization Theory, and the Theory of
Interpersonal Behaviour form an integrated explanation of employee
conduct in technology-intensive work. The JD-R framework, with the
overarching structure, identifies the digital job demands such as techno-
invasion and e-monitoring. Neutralization Theory introduces a moral-
cognitive mechanism in which employees provide cognitive ration-
alisations to their deviant behaviour. Such cognitive rationalisations can
enable a teleworker to reinterpret deviant behaviour, such as cyber-
slacking, as a coping mechanism. The Theory of Interpersonal Behaviour
provides the behavioural channel, clarifying how such rationalisations,
under enabling conditions, evolve into observable cyberslacking that
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ultimately influences job performance. Taken together, this framework
explains how techno-invasion and electronic monitoring shape cyber-
slacking behaviour and, in turn, lead to job performance. This theoret-
ical integration proposes to advance the JD-R perspective by embedding
cognitive justification and behavioural translation processes. It offers a
more nuanced understanding of how digital job demands not only
exhaust resources but also activate reasoning and actions. Further, such
reasoning and actions may paradoxically restore shorter benefits and
jeopardise performance in the long run.

1.6. Techno-invasion and cyberslacking

The relationship between technological invasions of an employee's
personal boundaries and their cyberslacking behaviour is under-
researched (Zhou et al., 2023). Techno-invasion leads to work over-
load, or at least teleworkers perceive it thus. This overload may
encourage retaliatory counterproductive behaviours (Yao et al., 2023).
Employees may engage in cyberslacking to neutralize the effects of
excessive techno-invasion by reducing their self-regulatory resources
required to limit deviant behaviour (Chen et al., 2022). Insufficient job
resources and higher job demands lead to job stress, which can result in
employee cyberslacking (Koay et al., 2017).

On a contrasting note, drawing on the challenge-hindrance stressors
framework (Cavanaugh et al., 2000; Rodell & Judge, 2009) and based on
the appraisal lens, if the employee perceives techno-invasion as
hindrance-like (Rodell & Judge, 2009), then they may respond by
conserving time and attention for immediate responsiveness. In the
process, they reduce the discretionary detachment such as cyberslack-
ing. The theory of interpersonal behaviour further explains this mech-
anism, it states that an individual's behaviour is the culmination of habit
strength, intention to engage, and relevant facilitating conditions (Pee
et al., 2008). As we have previously explained, people's perception of
self-efficacy is influenced by their skills and their evaluation of what
they can accomplish with those skills. Employees burdened with work
due to techno-invasion and the stress of completing assigned tasks may
lack the psychological and situational resources to engage in deviant
behaviour, such as cyberslacking. Therefore, in the context of this
research, teleworkers, already burdened with work through digital job
demands (absence of facilitating conditions), might not get any leverage
to indulge in deviant behaviour such as cyberslacking in a technologi-
cally invasive remote work setting.

1.7. E-monitoring and cyberslacking

Literature on the relationship between e-monitoring and cyber-
slacking (Glassman et al., 2015) suggests that organisational monitoring
and policies would deter this deviant behaviour. However, drawing on
the challenge-hindrance stressors framework (Cavanaugh et al., 2000;
Rodell & Judge, 2009), e-monitoring can be positioned as hindrance-
type demand. When appraised as surveillance that could constraint
autonomy of individuals, employees are likely to experience psycho-
logical withdrawal, making cyberslacking a plausible coping mechanism
(Rodell & Judge, 2009). In addition, later research claims that e-moni-
toring has somehow been unable to contain cyberslacking as employees
might use their smartphones as a ready substitute for organisational
resources such as computers or the internet (Siegel et al., 2022).
Extending this debate further, based on the neutralization theory (Li &
Cheng, 2013), teleworkers might carry out deviant behaviour like
cyberslacking more when subjected to e-monitoring. Rodell and Judge
(2009) similarly suggest that stressors appraised as hindrances, can
trigger discretionary responses that restore sense of control. Addition-
ally, in the pandemic-induced strict remote working setup, employers,
contrary to their liking, might not have been able to monitor employees'
cyberslacking behaviour extensively. Therefore, we problematize that e-
monitoring would remain largely ineffective in containing the cyber-
slacking behaviour of teleworkers.
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1.8. Cyberslacking and job performance

The influence of cyberslacking on job performance in remote work is
a matter of investigation. Supposedly, cyberslacking may act as a
reprieve or escape from high work overload (Giigercin, 2020) and could
positively affect employee performance amidst social and professional
isolation experienced by remote workers (Yan et al., 2025). Cyber-
slacking may even serve as a tool for recreation and recovery for the
employee experiencing isolation and stress (Yeik et al., 2016). Studies
show cyberslacking might boost work performance by increasing crea-
tivity (Oravec, 2002) and recharging the mind (Reinecke, 2009). Ac-
cording to previous research, cyberslacking can have either a positive,
negative, or neutral effect on job performance. According to the data,
the complexity of cyberslacking influences its impact on job perfor-
mance. Furthermore, the lack of consistency in the conceptual con-
structs employed to describe job performance in diverse research adds to
the difficulty of effectively identifying the real impact of cyberslacking
on job performance.

Through this research, we problematize the association between job
demands and cyberslacking and the corresponding influence on job
performance. Therefore, we posit to understand the effect of cyber-
slacking on the proposed telework outcome, viz., employees' job
performance.

H3. Cyberslacking will mediate the relationship between techno-
invasion and job performance.

H4. Cyberslacking will mediate the relationship between e-monitoring
and job performance.

1.9. Information technology and job demand

The role of IT in telecommuting has traditionally been seen as a
facilitator for improved telecommuting (Baruch, 2000). However,
recent studies question this assumption, showing that technology can
enhance and hinder telecommuting efficiency (Avery & Baker, 2002).
Employers' expectations for enhanced output increase with better IT
availability (Baker et al., 2006). In other words, we can consider tech-
nology as a facilitator (by bringing positive work results) and inhibitor
(by tearing the work apart) to efficient telecommuting. Hence, it re-
mains an intriguing area of research to identify its role during the cur-
rent era of telecommuting. The literature indicates that, among all the
techno-stressors, techno-invasion contributes significantly to the over-
all stress that employees experience. This experience might be due to the
extreme use of technology while telecommuting. The inability to meet
personal commitments and a lack of privacy are two main factors
contributing to stress among employees due to excessive technology use
(Satpathy et al., 2021). In this study, we have operationalised IT support
as the availability and adequacy of information technology assistance
and enabling conditions for telework. Through this research, we prob-
lematize the influence of IT on the relationship between job demands,
viz., techno-invasion and e-monitoring, and cyberslacking, and thus
hypothesize:

This research examines the relationship between technological in-
vasion and cyberslacking, exploring how high IT support in remote work
settings affects this dynamic. High-quality technology may help em-
ployees manage workloads and balance work and personal life, reducing
cyberslacking (Danilova et al., 2022). Conversely, low IT support may
increase stress and cyberslacking as employees struggle with work de-
mands. To study the dynamics involved, we propose to examine the
following:

H5. IT support will moderate the relationship between techno-
invasion and cyberslacking.

The relationship between e-monitoring and cyberslacking might
differ depending on the employer's IT support in a remote work setting.
When the employer provides high IT support, we conjecture that e-
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monitoring can reduce cyberslacking. This positive impact implies that
the employer offers employees the necessary tools and resources to carry
out their work effectively, including monitoring software that helps
them track their progress and stay on task. With these tools in place,
employees are more likely to remain focused on their work and avoid
engaging in activities unrelated to work, such as cyberslacking. In cases
where the employer provides low IT support, e-monitoring can have a
negative relationship with cyberslacking. This negative relationship is
because employees may feel that employers are closely watching and
monitoring, leading to feelings of stress and anxiety. Additionally,
without access to the necessary tools and resources to carry out their
work effectively, employees may be more likely to engage in activities
unrelated to work, such as cyberslacking, thus neutralizing.

H6. IT support will moderate the relationship between e-monitoring
and cyberslacking.

We present the conceptual framework of this research study (Fig. 1)
to illustrate the interconnected nature of all the proposed hypotheses
(H1-H6).

2. Materials and methods
2.1. Participants details

We recruited participants online through professional social media
websites, including LinkedIn, and personal channels from July to
October 2023. The inclusion criteria specified that employees should
work in the knowledge sector and work remotely for their entire
workweek, indicating a high level of telecommuting intensity. The re-
spondents were required to provide informed consent before completing
the survey link. All the participants were teleworkers working in India
across various knowledge sectors, including consulting, IT services, and
online customer research, where their work was predominantly screen-
based.

As Jordan and Troth (2020) recommend, researchers can mitigate
concerns about common method bias by employing temporal separa-
tion. Therefore, we administered the instrument in a two-phase manner.
We administered only the instruments measuring independent variables
and the mediator in the first phase. Those participants who had
completed the survey in the first phase were contacted 25 days later to
complete the survey instrument. We had announced that respondents
participating in both surveys would be eligible for a lucky draw, and five
respondents would receive a cash reward of INR 2000 each (approxi-
mately $25). In the first phase, we received 1906 responses, which were
reduced to 1606 for the second phase. After preliminary checks on
missing values and unengaged responses, we finalised the sample of
knowledge workers (n = 1446) who had completed both survey phases.
The final sample consisted of 1446 teleworkers (male, n = 719, 49.7%j;
female, n = 727, 50.3%), with an average age of 38.82 years (SD =
7.18), ranging from 23 to 59 years.

2.2. Measures

We have employed standardised, validated scales and adapted them
to suit the realities of telecommuting. However, we have contextualised
this study to suit remote workers and telecommuting; we made sufficient
modifications by recruiting telecommuting research experts (n = 5)
(Cantrill et al., 1998; DeVellis, 1991). The experts met twice online, and
in consultation with the experts, we made modifications and finalised
the instrument's structure. We adhered to the expert's suggestions on
measuring the items on a seven-point Likert scale.

We employed the Tarafdar et al. (2007) scale to measure techno-
invasion. One statement read, “I am always expected to be accessible
(through cell phone, instant messaging)”. We employed the modified
ICT Demand Scale of Day et al. (2012) to measure e-monitoring. One
item read, “My organisation monitors my emails”.
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Fig. 1. Conceptual Framework.

We measured cyberslacking by sufficiently modifying the cyber-
slacking instrument (Metin et al., 2016) to assess the telecommuting
context. The focus was on measuring digitally mediated behaviour in a
remote work setting, and not as an on-site behaviour. Also the emphasis
was to measure everyday ICT-based personal diversion and not as a
major deviant online behaviour, such as gambling and data-misuse
(Blanchard & Henle, 2008). This process ensured that the construct is
measured and reflected as ICT-based breaks and not as general pro-
crastination. One item read, “I spend time watching shows over OTT
platforms while working remotely”, which we included to reflect on the
common form of short, online micro-breaks while teleworking
(Grobelny et al., 2024; Liu et al., 2021; Syrek et al., 2018). This decision
is supported by research that showcases that cyberslacking can provide
psychological recovery and rejuvenation when subjected to digital job
demands (Koay et al., 2017; Reinecke, 2009).

We modified the Williams and Anderson (1991) in-role performance
instrument to assess job performance. One indicator read, “I perform
tasks that are expected of me while working remotely”. Finally, we
employed the IT support scale (Baker et al., 2006) to measure IT support;
one indicator read, “I receive as much technological support as I need
when working from home”.

3. Results

We first assessed the measurement model. We have employed PLS-
SEM for analysis using Smart PLS 4 software, as the structural model
proposed to test is complex with multiple independent and dependent
variables and a mediator (Hair et al., 2019). To establish the construct's
reliability, we examined the indicator loadings, composite reliability
(tho_C), Cronbach's alpha, and rho_A. Each construct reported signifi-
cant reliability, which is attributed to the modified scales employed in
the study (Table 1). For the construct's convergent validity, we inspected
if the average variance extracted (AVE) was more significant than 0.50.
All the constructs reported high convergent validity.

We established the discriminant validity of the constructs by exam-
ining the Fornell and Larcker (1981) (Table 2A), cross-loadings, and
HTMT (Henseler et al., 2015). The HTMT values ranged from 0.110 to
0.443 (Table 2B); ideally, the HTMT value should be less than 0.85 for
conceptually different constructs. The constructs reported no issues with
discriminant validity and provided sufficient proof that they are
empirically distinct from other constructs in the model.

3.1. Common method bias

We have taken the necessary precautions to mitigate the problem of
common method bias (CMB) by employing procedural strategies and
standard statistical techniques to assess and minimise CMB. We struc-
tured the survey to include a temporal separation of 25 days between the
independent and mediator variables and the study's dependent variables
(Podsakoff et al., 2003). The researchers deemed a temporal separation

of 25 days adequate to minimise the problem surfacing from the CMB
(Jordan & Troth, 2020). We used the random variable method in PLS-
SEM, and thereafter we assessed the variance inflation factor (VIF)
method to test the inner VIF at the all-factor level. None of the factors
reported a VIF value greater than 1.50, indicating that the model is free
from CMB (Kock, 2015).

After examining the measurement model, we looked at the structural
model. As collinearity can bias the structural relationship results, we
assessed collinearity by employing VIF. In the analysis, we could find
only four indicators that reported an outer VIF value greater than 3.30
(ranging from 3.383 to 3.660). The remaining indicators reported VIF in
the range of 1.361 to 2.960. The occurrence of VIF greater than 3.30
indicates the presence of collinearity. After that, we employed R? and Q%
to assess the model's explanatory power. For cyberslacking and job
performance, the adjusted R? values were 0.210 and 0.075 (Henseler
et al., 2009), given the context of the relationships under study. We also
employed the blindfolding procedure to assess the predictive accuracy of
the PLS model. The Q values of 0.134 and 0.058 for cyberslacking and
job performance, respectively, were greater than zero, indicating the
predictive accuracy of the structural model. After establishing the
model's explanatory power, we now assess the structural model's rele-
vance and path coefficient statistical significance (Hair et al., 2019).
Upon evaluating the structural model without the mediator cyber-
slacking, we accepted H1 and H2 (Table 3).

As a final step proposed, we ascertained the indirect effect of the two
job demands, e-monitoring and techno-invasion, on job performance via
one intervening (mediating) variable — cyberslacking (Nitzl, 2016). We
ran the bootstrapping procedure on 10,000 subsamples to assess the
significance of the path coefficients and inspect the direct, indirect, and
specific indirect effects. With the specific indirect effect, we established
that cyberslacking mediated the relationship between independent and
dependent variables, and therefore we accepted H3 and H4 (Fig. 2,
Table 4A).

We then tested the moderating effect of IT support on the relation-
ship between job demands (techno-invasion and electronic monitoring)
and cyberslacking. When we examined the moderating effect of IT
support on the negative relationship between techno-invasion and
cyberslacking (Table 4B), we found that neither higher nor lower IT
support impacted the said relationship (reject H15). However, IT support
moderated the positive relationship between electronic monitoring and
cyberslacking (accept H6), such that at lower IT support, the said posi-
tive relationship gets further accentuated vis-a-vis at a higher IT support
level. This result implies that when an organisation fails to provide
adequate IT support during telecommuting, the incidence of cyber-
slacking increases at a higher rate when organisations employ increased
electronic monitoring (Fig. 3).

For robustness checks, we conducted a complementary analysis on
Hayes PROCESS macro (Model 7), in SPSS (Hayes, 2022). In this, we ran
two models, one for each job demand (Table 5; Panel A and B). IT
support did not moderate the relationship between techno-invasion and
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Table 1

Construct Reliability & Validity.

Factors & Measures

Code

AVE

rho A

rho C

Alpha

Techno-invasion

My employer expects
me to respond
immediately to
instant messages
(WhatsApp,
telegram).

My employer expects
me to be accessible (e.
g., through cell phone
or instant messaging).

Technology enables
people I work with to
contact me at any
time.

My employer expects
me to check email and
instant messages
outside the regular
work hours.

Electronic Monitoring

My organisation
monitors my internet
usage

My organisation
monitors my emails

My organisation
monitors my phone
calls

My supervisor keeps a
tab on my working
hours

My organisation
monitors my email
responses

Cyberslacking

I spend time watching
shows over OTT
platforms while
working remotely

1 do online shopping
during working hours

I overwork because I
spend my time with
irrelevant work
activities

I play computer games
at work

1 let the time go by
without getting any
work tasks being done

Job Performance

I adequately complete
assigned duties while
working remotely.

I fulfil the
responsibilities
specified in the job
description while
working remotely.

I perform tasks that are
expected of me while
working remotely.

I meet the formal
performance
requirements of the
job while working
remotely.

Information
Technology Support

1 receive as much
technological support
as I need when
working from home.

WL2

WL3

WL4

WL5

MN2

MN3

MN4

MNS5

MN6

PRC12

PRC13

PRC14

PRC15

PRC16

JPER1

JPER2

JPER3

JPER4

TR4

0.776

0.872

0.825

0.803

0.796

0.887

0.885

0.600

0.700

0.794

0.848

0.750

0.871

0.753

0.874

0.916

0.923

0.826

0.885

0.672

0.611

0.648

0.784

0.754

0.870

0.898

0.876

0.923

0.681

0.891

0.885

0.902

0.936

0.860

0.841

0.841

0.864

0.908

0.675
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Table 1 (continued)

Factors & Measures Code L AVE rho A rho_C Alpha

When I have a TR6
technology-related
query from home,
someone in the
organisation is always
accessible.

0.852

cyberslacking (TI x IT_S: b = 0.01, p = 0.11), thus H5 was not supported.
When checked with electronic monitoring, we found that IT support
significantly moderated the relationship between electronic monitoring
and cyberslacking (b = —0.02, p = 0.01). This demonstrates a buffering
effect of IT support (H6). We also report that cyberslacking has a positive
influence on performance (b = 0.15, p < 0.001). The direct effect of
electronic monitoring on job performance was non-significant (b = 0.01,
p = 0.75).

4. Discussion

We provide evidence establishing techno-invasion as a job demand
that negatively influences teleworkers' performance (1), drawing
resonance with previous studies (Carlson et al., 2017; Ragu-Nathan
et al., 2008). Additionally, we found a positive significant relationship
between e-monitoring and job performance (H2), consistent with the
focus and accountability argument (DelVecchio et al., 2013). This result
however is contrasting with previous studies that present a negative
relationship (Kehinde & Okafor, 2019; V & Pillai, 2022), where moni-
toring is perceived as intrusive. In line with our context-specific framing,
this suggests that e-monitoring in extended telecommuting may operate
as procedural control amplifying task focus and compliance, however
not as punitive surveillance. Introducing cyberslacking as a mediator
reveals a positive relationship, suggesting that cyberslacking enhances
job performance, extending Koay et al.'s (2017) research, which in-
dicates that cyberslacking can have positive ramifications at work.
Consistent with the path estimates, the e-monitoring—cyberslacking
linkage is positive, indicating even under monitoring, teleworkers may
still engage in online detachments as a coping response, while main-
taining or even improving performance (H4). Cyberslacking aligns
employee and organisational goals by developing skills and knowledge,
reducing boredom and fatigue (Reinecke, 2009), and lowering work
stress (Koay et al., 2017). This study highlights cyberslacking as a
beneficial coping mechanism for teleworkers. One, employees, through
the metaphor of ledger, neutralize the perceived injustice at their
workplace by engaging in cyberslacking (Lim, 2002). They cyberslack
without any guilt by convincing themselves of taking what they deserve.
In other words, they utilise the time they are supposed to be at work as
they might not have been appreciated for their efforts in the past (Lim,
2002). This rationalisation provides a better psychological balance,
leading to higher performance at work.

At the same time, our study finds that techno-invasion reduces
cyberslacking, suggesting that under persistent connectivity expecta-
tions, teleworkers may have limited scope for even a brief online
detachment (H3). This finding aligns with the broader argument on
constrained recovery opportunity during technologically invasive
remote work settings. In addition the results also suggest that tele-
workers cannot neutralize the effects of techno-invasion, emphasising
the importance of facilitating conditions in the Theory of Interpersonal
Behaviour (Pee et al., 2008). External working conditions, appropriate
settings, and access to resources are crucial for non-work-related
behaviour at work. Also, this confirms our theorisation that when job
demands become overwhelming, traditional neutralization mechanisms
may collapse. Further, a trade-off between the benefits associated with
cyberslacking and the perceived penalties on the use of the internet for
non-work-related tasks is also analysed by the employees.
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Table 2A
Assessing Discriminant Validity through Fornell-Larcker Criterion.
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Cyberslacking Electronic Monitoring IT Support Job Performance Techno-Invasion
Cyberslacking 0.805
Electronic Monitoring 0.405 0.781
IT Support 0.059 0.204 0.868
Job Performance 0.236 0.110 —0.054 0.886
Techno-Invasion —0.209 —0.006 0.228 —0.188 0.820
Table 2B
Assessing Discriminant Validity through HTMT.
Cyberslacking Electronic Monitoring IT Support Job Performance Techno-Invasion
Cyberslacking
Electronic Monitoring 0.443
IT Support 0.075 0.281
Job Performance 0.262 0.110 0.070
Techno-Invasion 0.227 0.175 0.299 0.206
bl time for recovery or harmless balance (Lim, 2002). However, our study
T",l e3 . . . . finds that when employees experience high-intensity work demands,
Direct Relationship Assessment without Mediator. . . . o
such as techno-invasion, these rationalisations do not work. Employees
P SD T P Hypotheses might then experience failure of neutralization—they cannot justify brief
Statistics _ Values slacking even for a while, as they perceive being time-constrained or morally
Electronic Monitoring 0.114  0.025  4.542 o H2 pressured. Techno-invasion as reflected from our study like being avail-
= Job Performance supported able beyond work hours, or constant expectation of an immediate
Techno-Invasion = -0.185 0.026  7.157 i H1 int t d £ tual . Und h
Job Performance supported response point towards a sense of perpetual responsiveness. Under suc

* For p < 0.05; *** for p < 0.001.

Failure of Neutralization: We can interpret the pattern of failure of
neutralization through the lens of Neutralization Theory (Sykes & Matza,
1957). The theory explains as to how employees justify their non-work
behaviour without feeling deviant about it. We see that under normal
conditions, employees try to rationalise the act by terming it as deserved

IT Suppoﬁ b

0.005 (0.868)

" -0.222 (0.000)

0.075 (0.027) 3

0.379 (0.000)

Techno-Invasion

Electronic Monitoring

conditions, we sense that the employee is undergoing a failure of
neutralization as constant responsiveness itself becomes a work norm.
Though the teleworkers might still need recovery, the psychological
pressure to remain available suppresses cyberslacking as a coping
mechanism. Contrarily, teleworkers do not feel the same with electronic
monitoring which function as external control mechanism and not as
internalised demand (read techno-invasion). This leads us to conclude
that employees comply because they are perpetually obligated and not

Cyberslacking

0.193 (0.000)

-0.148 (0.000)

0.031(0.276)

Job Performance

Fig. 2. Structural Model with the Mediator — Cyberslacking and Moderator—IT Support.
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Table 4A
Testing Mediation.

B T
statistics

95 BCE% CI P
LL UL values

Hypotheses

H3
accepted

Techno- —0.043 4.882 —0.061 -0.027 bl
Invasion - >
Cyberslacking
- > Job
Performance

Electronic
Monitoring -
>
Cyberslacking
- > Job

Performance

0.073 5532 0.048 0.1 o -

accepted

Table 4B
Testing Moderation of IT support.

95 BCE% CI P
LL UL values

B T
statistics

Hypotheses

0.001  0.163 —0.011 0.012  0.870 H5 Not

Accepted

IT support x
Techno-
Invasion - >
Cyberslacking
- > Job
Performance

IT support x
Electronic
Monitoring -
>
Cyberslacking
- > Job
Performance

H6
Accepted

-0.015 1.999 —0.03 -0.001 0.046*

* For p < 0.05; *** for p < 0.001.

because they are being watched.

Contrasting Mechanism of Digital Job Demands: The contrasting
nature of the two job demands also shows two distinct pathways through
which they influence job performance, which can be explained through
the JD-R model (Bakker & Demerouti, 2007) and subsequently through
the challenge-hindrance stressors framework (Cavanaugh et al., 2000;
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Lepine et al., 2005). Electronic monitoring and techno-invasion can be
discussed using the challenge-hindrance stressor lens as an appraisal-
based interpretation. In this study, we treat e-monitoring as
hindrance-like when it is appraised as surveillance. We also report
techno-invasion as hindrance-like to the extent that is appraised as
boundary intrusion and loss of control in extended telecommuting,
where the teleworker feels a persistent need to be connected and
responsive at all times. In such conditions, the time and autonomy
required for discretionary detachment may be constrained, reducing the
opportunity for cyberslacking. We extend the study of Zhou et al. (2023)
by explaining the underlying mechanism through which these digital job
demands can show contrasting relationships with cyberslacking in a
telework setting. E-monitoring when appraised as surveillance, may
induce withdrawal-oriented coping, which can increase cyberslacking
even when performance is maintained through compliance. This implies
that teleworkers would indulge in rejuvenation activities, like short
psychological breaks (Reinecke, 2009) that would give them digital
detachment to ease the mental strain and gain back the focus.

Contrarily, while experiencing techno-invasion continued expecta-
tion would erode autonomy and also the conditions for recovery or
coping. This could be explained by the Theory of Interpersonal Behav-
iour (Pee et al., 2008), where the facilitating conditions, more particu-
larly the enabling conditions, would collapse under persistent
connectivity expectation. This would happen even when an employee
rationalises cyberslacking (Li & Cheng, 2013; Lim, 2002). This would
ultimately lead to what we call the failure of neutralization as the tele-
worker will not be able to justify or exercise brief online detachment.

These contrasting effects also indicate the differing nature of the job
demands. While techno-invasion can be bracketed as an implicit norm,
electronic monitoring functions as an explicit policy mechanism.
Techno-invasion for the teleworkers, being an internalised expectation
of perpetual response, does not leave any scope for disengaging or
coping. Contrarily, electronic monitoring may be complied with
outwardly, but teleworkers reclaim autonomy through limited cyber-
slacking as a quiet form of balance. This aspect also distinguishes be-
tween the normative and procedural character of the two job demands,
and answers why techno-invasion will suppress coping behaviours and
electronic monitoring may amplify it, and in the process yield dis-
tinguishing effects on cyberslacking and performance.

Selective Role of IT Support: Our study also provides additional

IT Support x Electronic Monitoring

0511

0452

0402

0352

0302

0252

0202

0.152

0.102

0.052

0.002

-0.048

0.098

Cyberslacking

-0.148
-0.198
0.248
-0.298
0348
-0.398
-0448
0.498
-0.548

-0.598
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-0.1
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Electronic Monitoring

== IT Support at -1 SD == IT Support at Mean == IT Support at +1 SD

Fig. 3. Slope Analysis.
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Table 5
Moderation and (conditional) indirect effects via Cyberslacking.
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Panel A. Electronic Monitoring (X
= EMON)

Al. Path estimates

95% Confidence Interval

Equation Predictor b Standard Error t
(Lower, Upper)
M (CYBSL) EMON 0.47 0.05 8.68 <0.001 [0.36, 0.57]
M (CYBSL) ITS 0.46 0.2 2.26 0.024  [0.06, 0.86]
M (CYBSL) EMON x IT_S —0.02 0.01 —2.57 0.01 [—0.031, —0.005]
Y (JPER) EMON 0.01 0.02 0.32 0.75  [-0.03, 0.04]
Y (JPER) CYBSL 0.15 0.02 8.27  <0.001 [0.12, 0.19]
A2. Direct and conditional indirect
effects (bootstrap)
IT Support (W) Bootstrapped Bootstrapped 95% Confidence
Effect level Effect Standard Error Interval (Lower, Upper)
Direct effect (EMON — JPER) - 0.010 0.020  [-0.03, 0.04]
Indirect effect (EMON — CYBSL — 45 0.060 0.010 [0.04, 0.08]
JPER)
7.7 0.050 0.010  [0.04, 0.07]
10.9 0.040 0.010 [0.03, 0.06]
Panel B. Techno-Invasion (X = TI)
B1. Path estimates
Equation Predictor b Standard Error t P 95% Confidence Interval
(Lower, Upper)
M (CYBSL) TI -0.34 0.05 -6.47  <0.001 [-0.45, —0.24]
M (CYBSL) IT S —0.02 0.10 -0.24 0.81 [-0.22,0.17]
M (CYBSL) TI x IT_S 0.01 0.01 1.60 0.11 [0.00, 0.02]
Y (JPER) TI —-0.11 0.02 -6.92  <0.001 [-0.14, —0.08]
Y (JPER) CYBSL 0.12 0.02 6.58  <0.001  [0.08, 0.15]
B2. Direct and conditional indirect
effects (bootstrap)
IT Support (W) Bootstrapped Bootstrapped 95% Confidence
Effect level Effect Standard Error Interval (Lower, Upper)
Direct effect (TT — JPER) - -0.110 0.020 [-0.14, —0.08]
Indirect effect (TI — CYBSL —
JPER) 45 —-0.030 0.010  [-0.05, —0.02]
7.7 —0.030 0.010 [-0.04, —0.02]
10.9 -0.030 0.010  [-0.04, —0.02]

Note. Results are from Hayes PROCESS macro (Model 7) in SPSS (Hayes, 2022). Coefficients are unstandardized (b). Bootstrap = 5000 samples; 95% Confidence
Intervals are bootstrap confidence intervals. IT Support (W) values shown correspond to the mean and + 1 Standard Deviation. EMON = Electronic Monitoring; TI =
Techno-Invasion; IT_S = IT Support; CYBSL = Cyberslacking; JPER = Job Performance; X = predictor; M = mediator; W = moderator; Y = outcome; CI = Confidence

Interval.

insights into how job resources function in a remote setting through the
moderating role of IT support. Within the JD-R framework, our study
reports that IT support acts as a structural resource, helping teleworkers
manage technological demands. The findings, however, suggest a se-
lective buffering effect. While IT support did moderate the relationship
between electronic monitoring and cyberslacking, the same did not hold
true for the techno-invasion—cyberslacking relationship. This suggests
that, with the requisite technological support, teleworkers may not or
selectively resort to cyberslacking as a coping response to procedural
demands, such as e-monitoring. However, this mechanism of coping will
likely be ineffective for norm-based pressures, such as techno-invasion.

4.1. Theoretical implications

We integrate the JD-R framework, Theory of Interpersonal Behav-
iour and Neutralization theory to advance the understanding of digital
job demands. In doing so, we shift the theoretical conversations from
treating digital demands as a single category to explaining how distinct
digital demands operate through distinct behavioural mechanism in
extended telecommuting. The study's findings provide evidence that the
two job demands — techno-invasion and e-monitoring —operate under
different psychological mechanisms. This distinction offers a
mechanism-based explanation to why teleworkers may show seemingly
counterintuitive patterns of coping and performance under different
forms of digital control and connectivity. While techno-invasion and e-
monitoring can be interpreted using the challenge-hindrance lens in an
appraisal-based manner, we do not treat these labels as fixed properties
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of the stressors. At the same time, our findings suggest that challenge-
hindrance framework may be insufficient alone to explain the digital
job demands in extended telecommuting. As both techno-invasion and e-
monitoring can be appraised as hindrance-like demands yet display
divergent relationships with cyberslacking and performance. Therefore,
we draw upon the Theory of Interpersonal Behaviour to explain the role
of facilitating conditions. These facilitating conditions of time, auton-
omy, and resource availability can determine the enactment of
cyberslacking.

As a hindrance stressor, techno-invasion essentially erodes the au-
tonomy and facilitating conditions of the employee to the extent that
they are unable to justify or engage in cyberslacking. We conceptualise
this phenomenon as the failure of neutralization. We advance “failure of
neutralization” as a boundary condition for Neutralization Theory in
telework contexts, specifying when rationalisations that could normally
enable deviance cease to function under a norm of perpetual availabil-
ity. During this failure, the employees find themselves constrained to
even rationalise brief digital detachments as they are burdened with the
norm of perpetual availability, jeopardising any psychological recovery
space. Therefore, we identify a specific condition under which the
theory's core mechanism is disrupted, thereby altering the availability of
cyberslacking as a coping option. E-monitoring, consequently, could be
also termed as a hindrance-like under the JD-R and challenge-hindrance
stressor framework, where it leads to adaptive coping. In this context,
cyberslacking serves as a psychological respite, helping employees
rejuvenate and maintain their performance. Therefore, our findings
substantiate that cyberslacking is not just a deviant act but an adaptive
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coping behaviour that functions well in certain situations. Therefore, we
also reposition cyberslacking as a context-dependent coping and not as a
uniformly counterproductive work behaviour. Our study, thus, clarifies
the performance-based consequences of discretionary online behaviour
in telework settings. Additionally, we align these study outcomes with
the Theory of Interpersonal Behaviour, specifically the mechanism
through which people engage in deviant behaviour, such as cyber-
slacking, which is not only influenced by intentions but also by facili-
tating conditions. This holistic view helps us theorise why some digital
job demands (e-monitoring) may elicit coping mechanisms and why
others (techno-invasion) inadvertently suppress them. This under-
standing extends and enriches the behavioural theories concerning
teleworkers.

4.2. Managerial implications

The research affirms that rigorous work environments and tele-
commuting will likely lead to stressful work culture. This research aligns
well with SDG 3: Good Health and Well-being and showcases ways to
improve this component. Organisations may think of best practices such
as implementing “right-to-disconnect™ policies, flexible working hours,
and non-permeable boundary where there are policies around after-
hours communication via ICT. These policies and practices are likely
helpful to combat techno-invasion- where workplace demands intrude
on personal life. Additionally, proactive measures such as Employee
Assistance Programs, mental health assessments for employees, and
digital detox initiatives could prove helpful in maintaining employee
well-being. In this study, we have examined the notion that while
cyberslacking can initially appear counterproductive, it is likely to offer
employees necessary mental breaks, thereby enhancing their respon-
siveness outside regular hours. However, organisations should consider
addressing extreme cyberslacking—significant time wastage or inap-
propriate internet use—through clear codes of conduct and not exces-
sive e-monitoring, which attenuates job performance.

Our study shows that organisations can reduce digital strain by
reconsidering how they use monitoring tools and communication tech-
nologies. Constant oversight and digital surveillance often create pres-
sure and erode trust, leading employees to mentally disengage or cope in
unproductive ways—such as cyberslacking. Instead, placing greater
trust in employees and focusing on outcomes in place of minute-by-
minute visibility may improve both performance and well-being. We
also found that strong IT support acts as a critical buffer. When em-
ployees know that help is available and systems work smoothly, they're
less likely to feel overwhelmed or frustrated by digital demands.
Together, these findings suggest a broader lesson: designing remote
work environments with care—balancing accountability with autono-
my—can help reduce strain and enable people to do their best work.
Additionally, organisations should provide ergonomic support for
remote workers and encourage work-life balance through initiatives like
no-meeting days and flexible work hours. These interventions address
stress-related health issues, promote mental and physical well-being,
and contribute to SDG 3 targets, particularly reducing workplace-
induced illnesses (Target 3.4) and enhancing access to mental health
care (Target 3.8). By aligning workplace practices with SDG 3, organi-
sations can create healthier, more sustainable work environments while
fostering employee engagement and long-term organisational success.

5. Conclusions

Our findings suggest that the way employees cope with digital
pressure in remote work isn't always what we expect. While it's often
assumed that workers respond to stress by disengaging or slacking off,
our results show a different story. We found that techno-invasion—being
constantly connected and interrupted—was actually linked to less
cyberslacking, not more. This pattern also nuances wider debates on
digital control in organisations by suggesting that compliance in remote
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work can be driven by internalised obligation to remain available, and
not only by being watched through e-monitoring. This suggests that
when digital demands become too intense, people may feel too over-
whelmed to even take a break, which challenges the usual assumptions
in neutralization theory. Interestingly, when employees did engage in
some cyberslacking, it was associated with better job performance. In
this context, diversions may help workers reset and refocus, and not
reduce productivity. Our analysis also showed that cyberslacking played
a key mediating role between job demands and performance, reinforcing
the idea that how people respond to digital pressure matters. Ultimately,
techno-invasion had a direct negative association with job performance,
accentuating the risks associated with excessive digital intrusions in
remote work. Our findings reveal limitations in applying neutralization
theory to explain teleworkers' responses to techno-invasion, high-
lighting the need to establish boundary conditions for its relevance in
remote work contexts. Adopting a more nuanced approach to technol-
ogy management in telework settings is crucial for optimising job per-
formance and adapting to the dynamic demands of modern work
environments.

5.1. Limitations and future research directions

We acknowledge that the rationalisation process that teleworkers
experience is likely to be influenced by demographic and cultural fac-
tors. In India, from where we have drawn on the sample for this study,
there is a very strong inherent expectation of responsiveness. Addi-
tionally, the supervisor's oversight is generally strong in this region.
Here, the employees feel that monitoring is a routine feature of work. In
other cultures where autonomy is prioritised, the same type of electronic
performance monitoring may be perceived as intruding on employees'
work lives. This cultural difference could also tantamount to produce
different coping mechanisms. Therefore, future studies can undertake
cross-cultural sampling to establish the external validity of the model.
Future studies should aim to replicate our findings using a more
extensive and diverse sample of workers across various industries and
regions to enhance the generalizability of our conclusions. Also, inves-
tigating the mechanisms behind the positive relationship between
cyberslacking and job performance could offer practical insights for
optimising employee productivity. Additionally, exploring the long-
term effects of techno-invasion on job performance and developing
effective strategies to mitigate its adverse impact would be critical for
creating sustainable and productive telework environments.

A key direction that future research studies can undertake lies in a
detailed examination of the conditions under which the failure of
neutralization can occur. Our findings indicate that when digital job
demands, such as techno-invasion, create a sense of perpetual response,
teleworkers may struggle to justify even brief ICT breaks. This phe-
nomenon can lead to a collapse in the usual rationalisation model in
which cyberslacking was permitted. However, this process may not be
universally applicable; we understand that cultural norms concerning
availability, reverence towards managers, and the acceptability of
breaks are likely factors that can influence whether employees are
permitted to disengage and to what extent. Future studies can also
investigate how contextual factors like age, gender, boundary manage-
ment, maneuvering around digital strain, among others, govern the
threshold at which employees stop being able to neutralize or justify
such neutralization. Investigations on these lines can deepen the theo-
retical understanding of cyberslacking as a coping mechanism.
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