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Research question: How is technostress impacting employees’ in the context of virtual meetings? 

 

Purpose: The purpose of this thesis was to contribute with new information within the research area, 

due to the low amount of secondary research regarding it. This thesis was conducted with a desire to 

gather primary data contributing to deeper knowledge and understanding of the gap between virtual 

meetings and technostress in relation to work-life balance, psychological well-being, and effectiveness.  

 

Method: In order to conduct this research, a research design was developed in accordance with the field 

of research chosen to further investigate. A descriptive design with a deductive quantitative approach 

and the usage of an online survey sent out to a sample, with 107 valid responses, has enabled the 

completion of this thesis. For the analysis of the primary data collected for this study, the tool SPSS 

was used in order to investigate the correlations.  

 

Conclusion: This research concludes that a majority of the hypotheses are accurate and that 

technostress, in these hypotheses, does impact employees through virtual meetings in a negative way. 

The respondents felt that virtual meetings do in fact decrease their ability to obtain a healthy work-life 

balance, psychological well-being, and an effective standard. Therefore, the conclusion becomes highly 

recognizable as it contributes to fulfilling the distinguished gap.   
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1. Introduction  

The introduction contains the background to the research area and the underlying problematization, 

continued by the purpose of the study and the chosen research question. 

1.1 Background  
 

In the last decade, technology has been exploding in growth and due to the easiness of technology, and 

as Rayler (2010) states the availability of video-meetings has been growing as well. It has also led to a 

desire of being connected anytime, anywhere. It is further stated that potential negative outcomes could 

arise for the users due to the need for connectedness and availability, combined with the high 

engagement with ICT (Information and Communication Technology). ICT is defined by the Cambridge 

English Dictionary (n.d.) as the usage of various electronic equipment, for example, computers and 

systems, used to gather, store, and send data electronically. Panova & Lleras (2016) state that the largest 

concern is the stress-aspect that could arise with the usage of ICTs, which in turn can cause both anxiety 

and depression. Due to the recognized stress-aspect that previous research discusses and how it could 

impact the users negatively, this thesis further studied the field of psychological well-being. According 

to Chiappetta (2017), stress combined with ICT usage has been recognized as technostress, which 

signifies as stress due to the usage of different ICTs. Further, technostress was revealed as a 

phenomenon back in 1984, stating that technostress is a human sacrifice of the technological revolution. 

Technostress can occur if ICT provides too complicated functions or changes at a quick pace since there 

will be disruption due to the gap between the users’ abilities and the attributes of the ICT (Lee, Son, & 

Kim, 2016).  

 

Meetings conducted using ICTs, such as audio-, video-, email-, or text-transmission, are referred to as 

virtual meetings and include participants and employees located in different areas (Lindeblad, 2012). 

The concept of video-meetings is originating from the 1960s and the primary users were large 

organizations and according to a study conducted during the '70s, these virtual meetings could be 

executed without any loss of effectiveness (Egido, 1988; Rayler, 2010). Previous research states that 

virtual meetings with both video and audio, and virtual meetings with only audio are no different in 

terms of effectiveness (Groth, Olin, Gran, & Permert, 2008). Rayler (2010) however, states that video-

communication tends to be more effective and satisfying than audio-communication only. Therefore, it 

was of interest in this thesis to examine if the statements above were applicable in this study in terms 

of effectiveness.  
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Existing technology can, according to Dorf (2001), create new technological innovations on an 

employee level, and it is important that organizations are willing to support the new technology for it 

to be effective. Further stated is that technology can increase both efficiencies as well as the quality 

within businesses and has been demonstrated to have a positive impact on society as a whole as well as 

technology used by humans to overcome physical limitations, however, it must be simple enough to be 

upheld by the ones using it. Bouwman, Hooff, Wijngaert, and Dijk (2005) reveal that ICT contributes 

to different positive outcomes, such as productivity and effectiveness on individuals, which in this thesis 

refers to employee level. These positive outcomes arose from the simplification that ICT brings 

regarding internal and external communications, such as the availability of information and the fact that 

location and time issues dissolve.  

 

In today’s working context and environment, workplaces not equipped with computers, telephones, and 

other ICTs are unimaginable (Bouwman et al., 2005). This originates in the rapid development that ICT 

has brought, meaning that several aspects regarding both peoples’ professional lives but also private 

lives have changed. These changes can impact many factors of employees’ private lives, such as their 

time with family and friends, impacting their work-life balance (Hämmig, 2014). Therefore, it was of 

interest to this study, that secondary research points out changes in professional life, as well as private 

life and how crucial technology has become. Also stated by Hämmig (2014) is that ICT can, in some 

aspects, have a negative impact on employees in terms of the pressure they may feel to perform both at 

home with family and at the workplace, due to technology changing at a rapid speed. As an outcome of 

previous literature that concerns work-life balance, this thesis, therefore, continued investigating the 

concept further. 

 

Van Baalen and Van Fenema (2009) emphasize the importance for organizations to analyze and 

understand different external factors that could impact the business in terms of the execution of 

meetings. These external factors, such as natural disasters, terrorist attacks, global infectious diseases, 

etc., cause organizations to act as global networks in order to respond accurately to these unforeseen 

events and factors which have been enabled due to the development of ICT and the implementation of 

virtual meetings. However, in this thesis, the focus was from the individual and employee level 

perspective rather than examining the global perspective and factors that could increase the need for 

ICTs and virtual meetings. As mentioned above from Baalen and Van Fenema (2009), the global forces 

can have an impact on technology and this could in turn impact at an individual level, in this thesis 

employee level, within organizations. 
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1.2 Problematization 
 

In today's modern life, stress plays a large role since the complexity of life is increasing, causing stress 

to increase simultaneously (Varma, 2016; Winter & Koger, 2011). With technology today, it is hard to 

be “off work” and the regular workday is often extended. This, in turn, could lead to problems regarding 

work-life balance, since it can be hard to see the difference between the time work should be conducted 

and the time one should be off work and socialize with family (Gaudioso, Turel, & Glimberti, 2017). 

Stated by Dorf, (2001) is that ICTs, for example, virtual meetings have also been illustrated to have a 

negative impact on society, especially from the human psychological and physical point of view and 

innovative technology can improve productivity, but at the same time hamper human well-being. This, 

in turn, can be a fear to many as technology is hard to control since it can produce changes way too fast. 

The authors of this thesis found it relevant to review employee well-being and psychological outcomes 

through ICT, specifically virtual meetings, to bring value to the field of research.  

 

Another article by Maier (2014) argues that ICT and IT (Information Technology) are the main 

contributing factors for employee illness and employee burnouts, which could be an indication of 

technostress. The article continues to explain more in-depth how the usage of ICT within an 

organization impacts the well-being of employees. As Maier (2014) discuss the usage of various types 

of technology often is compulsory in order to carry out work-related tasks, any existing technology 

becomes highly important when using it for work purposes. However, Rayler (2010) state that virtual 

meetings do not have a negative impact on, for example, effectiveness. On the other hand, Voytenko 

and Lindeblad (2013) argue that virtual meetings could have a negative impact on personal well-being 

and that there are situations when virtual meetings can contribute to stress for employees, arising from 

for example handling ICTs and tight timetables incorrectly. 

 

Previous literature by Collins (2019) states the negative sides of ICT usage and technostress such as 

employee illness, burnouts, and other psychological adversities, however, Bouwman et al. (2005) 

emphasize the value that ICTs contribute with; creating and increasing organizational opportunities. 

What is further discussed is the fact that ICT, such as virtual meetings, enables employees to work 

smarter, not harder to achieve work tasks. Another determinant factor is communication, and without 

good communication, problems will arise and contribute to loss of effectiveness and instead act as a 

stressor (Collins, 2019). Bouwman et al. (2005) discuss the benefits in comparison to the psychological 

sacrifices of employees and conclude that ICT benefits cannot come without psychological adversities 

for the employees’ using it.   
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The phenomenon technostress, on an employee-level, seems to have been put aside by previous research 

even though the phenomenon increases. Also found and stated by Nagarajah (2016) is the ignorance 

regarding the consequences of technostress in accordance with the increased ICT usage. The 

development and implementation of technology has a large impact on employees’ psychological and 

physical health and further stated by Choudhury (2013) is that employees feel unable to keep up with 

the technological pace, forcing them towards stress. As Nagarajah (2016) stated that technostress is 

often being overlooked, yet increasing moderately, the subject becomes highly important. Furthermore, 

the rapid growth and development of technology have contributed to increasing expectations of 

employees, in terms of effectiveness and productivity. This becomes somewhat problematic since 

employees feel a lack of clarity regarding responsibilities and what each employee is expected to do 

(Choudhury, 2013).   

 

Based on Nagarajah (2016) and Choudhury’s (2013) previous literature, a relation between technostress 

and the three factors; work-life balance, psychological well-being, and effectiveness could be 

distinguished within ICT. The authors have been researching the relationship between ICT and 

technostress and it appears to be effective on an employee-level if used correctly, on the other hand, it 

also seems to be ineffective and create technostress amongst employees if not used correctly. However, 

a lack of research concerning the relation between virtual meetings and technostress from an employee’s 

point of view exists. Therefore, a gap could be distinguished between virtual meetings and technostress 

concerning the three factors mentioned above, from an employee’s point of view.  

 

1.3 Purpose 
 

The purpose of this thesis was to contribute with new information within the research area, due to the 

low amount of secondary research regarding it. This thesis was conducted with a desire to gather 

primary data contributing to deeper knowledge and understanding of the gap between virtual meetings 

and technostress in relation to work-life balance, psychological well-being, and effectiveness.  

 

1.4 Research Question  
 
How is technostress impacting employees’ in the context of virtual meetings? 
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2. Theoretical Framework   
This section of the thesis presents relevant literature, definitions, and theory which includes the job 

demand resource model, criticism of the model, effectiveness, information and communication 

technology, virtual meetings, and technostress. The conceptual framework is presented together with 

the three formulated hypotheses and the conceptual model. 

2.1 Job Demand Resource Model 
 

The JD-R (Job Demand Resource) model was introduced in English literature over 15 years ago and 

has ever since been used and applied in thousands of organizations and empirical studies (Bakker & 

Demerouti, 2017). According to Schaufeli and Taris (2014), the JD-R model has since the beginning of 

the 21st century gained a large and well-established reputation among researchers and is distinguished 

among other theories concerning employee health and well-being. What Schaufeli and Taris (2014) 

state in their book is that the JD-R model is not limited to any specific job demands or job resources, it 

rather considers that any demand or resource may impact the well-being and health of employees. 

According to Bakker and Demerouti (2007) job demand refers to the physical, psychological, social, or 

organizational factors of the job and various examples of job demands are excessive work pressure, 

destructive physical environment, and irregular working hours. Furthermore, they state that job 

resources, as well as demands, involve the physical, psychological, social, or organizational factors of 

the job. However, these factors are functional in reaching goals, reducing job demands and their 

correlated costs, and encouraging personal growth, learning, or development. This means that the JD-

R model is a much broader model than for instance the JD-C (Job Demand Control) model or the ERI 

(Effort Reward Imbalance) model, as it potentially includes any demands and resources. 

 

Bakker and Demerouti (2017) state, which is illustrated in the JD-R model below, that working 

environments possess certain job demands that weaken employees’ psychological and physical 

resources. This can, in turn, lead to an increase in occupational strain, hence loss of energy and potential 

health issues. However, job resources contribute to the accomplishment of work objectives and 

minimizing job demands, and these job resources are associated with factors such as development, 

personal learning, and growth, which in turn could lead to an increase in motivation and further on to 

the organizational outcomes.   
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Figure 1: JD-R Model. (Bakker & Demerouti, 2007) 

 

2.1.1 Criticizing the JD-R Model  
 

Even though the JD-R model has stimulated several different studies regarding health-psychology with 

analytical reviews and analyses that indicate the varied approach of the model, supporting the expected 

associations between well-being, health, job performance, etc. there is critique regarding the model 

(Gusy, Lesener, & Wolter, 2019). 

 

Grover, Teo, Pick, Roche, and Newton (2018) argue the model to be somewhat monochrome as it 

believes that job demand equals reduced health/energy and that job resources equals motivation. They 

state that engagement, for instance, is associated with the general positive aspect of work and 

employees’ well-being in particular and that a balance between job demands and job resources is 

needed, the focus cannot be purely on one out of the two. Rattrie and Kittler (2014) have been studying 

the JD-R model and argue that it often focuses on Europe and the US, which are rather stable areas. It 

could be argued that this is a limitation in the model, since areas that bear high political and social risks, 

could have significantly higher stress levels for the individual in the area, in comparison to the western 

areas and could cause a disturbance in the model. Even though there is some critique against the JD-R 

model, it was found applicable and relevant to use in this thesis when conducting a study based in 

Europe and with the research area chosen.   
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2.1.2 Job Demands  
 

Bakker and Demerouti (2007) state that in the JD-R model, job demands are defined as aspects of work 

that require effort and are therefore associated with costs. Job demand refers to the physical, 

psychological, organizational, or social aspects of the job. Job demands are related to psychological or 

physiological costs, which for example could be associated with emotional and mental demands, as 

presented in figure 1 above. It is further stated by Bakker and Demerouti (2007) that job demands are 

not necessarily unfavourable but can sometimes develop into job stressors which are unfavourable. This 

occurs when job demands require high effort from the employee in order to be met, which leads to 

failure. 

 

Siegrist (2014) states that it is a problem when employees are repeatedly being challenged or 

exaggerated by demands, contributing to loss of control over their work tasks and an increase in adverse 

psychological and physical health. This in turn could create stress and in relation to technology and this 

would be distinguished as technostress. Both Siegrist (2014) and Schaufeli and Taris (2014), emphasize 

the importance of a fine balance between demands and resources in order to avoid contributing to 

employees’ adverse psychological and physical well-being, due to an overload of demands. As 

mentioned above, amongst others, excessive work pressure and irregular working hours are some of the 

adversities that job demands bring, Hämmig (2014) claims this to be larger than just work-related issues. 

He argues that job demands impact employees’ work-life balance as well since work and family 

research originate from psychology, these might be consequences of the experienced technostress. 

Grover et al. (2018) state that job demands, in combination with a lack of job resources, lead to 

occupational strain and adverse states of health such as psychological illness, physical illness, and stress 

which could increase technostress.  

2.1.3 Job Resources 
 

Bakker and Demerouti (2011) state that in the JD-R model, job resources are initiators of a motivational 

process and job resources refer to the physical, psychological, organizational, or social aspects of the 

job. Job resources are useful when working on reducing job demands, achieving work goals, and to 

inspire personal growth, development, and learning. This could, for example, be associated with social 

support and autonomy, as presented in figure 1 above. Bakker and Demerouti (2011) further state that 

job resources are not only important in order to deal with job demands but also important on their own 

and can be located at all levels within an organization. Job resources also have the potential according 

to Austin, Fernet, & Vallerand (2012), not only to embrace employees’ growth and development but 

also to decrease the risk of ill-being.  
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As mentioned above by Grover et al. (2018), job resources operate through motivation in order to help 

employees fulfil their work roles and objectives. If the job resources are limited, it may contribute to 

difficulties for employees to accomplish assigned tasks, hence increase their stress and decrease their 

motivation. However, Smith (1992) argues that factors such as computerization and simplicity of 

processes, with other words the implementation of ICTs, contribute to facilitating employees’ work-

tasks. Austin et al. (2012) also state that job resources have the potential to increase motivation, hence 

leading to favourable outcomes.  

2.2 Effectiveness  
 
In this thesis, effectiveness is an extension of job resources and one of the contributions to the JD-R 

model and this research. The term effectiveness was interpreted and referred to as how effective 

employees were concerning time, location, understanding, decision-making, and communication 

through technology. Effectiveness has been used to investigate how employees perceived the different 

factors mentioned above, within the context of virtual meetings. As Austin et al. (2012) argue that job 

resources could increase employees’ motivation and in turn the organizational outcomes, this thesis 

strived to examine if technostress, on the other hand, could negatively impact employees’ own 

perception of effectiveness, due to the usage of virtual meetings. 

 

Boothy, Dufour, and Tang (2010) argue that today's technology is becoming more complex and 

advanced, forcing organizations to adapt to the new techno-environment. In order to successfully 

implement new ICTs, they state that organizations need to consider the large changes it brings, hence 

providing training for their employees as social support which enables effective usage of ICTs. A survey 

carried out during 2008 by Chesley (2010) indicated that 80% of employees found ICTs to enhance 

their capacity to execute work-tasks, whilst the same survey presented that only 46% of them believes 

that ICTs increase job demands, in the sense of working more hours, hence the large majority agrees 

upon ICTs effective advantages. 

 

According to Bayo-Moriones, Billón, and Lera-López (2013), ICT reduces costs by acting as an 

intangible asset such as quality, and it also increases productivity and effectiveness in certain 

organizational processes. Further discussed, is that ICT can be different due to resources existing within 

organizations, for example, greater investments in ICTs. This could enhance organizational human 

resources skills, their experiences, and other intangible assets, in other words, it could lead to higher 

performance and effectiveness. Other than just contributing to productivity and performance within 

organizations, Bayo-Moriones et. al. (2013) also state that ICT improves internal and external 
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communications, leading to more efficient use of the information between different levels in a firm and 

increased employee interaction. Even though these facts are found, it is argued that these benefits are 

applicable in large organizations and are somewhat unexplored in small and medium-sized firms. Due 

to the fact that these benefits have been applicable in large organizations, the authors of this thesis 

wanted to examine how effectiveness is applicable in a small and medium-sized organization as well. 

As technology becomes more complicated and available, the investigation of effectiveness in relation 

to technology was further developed in this thesis.  

2.3 Information and Communication Technology  
 
ICT is defined as the usage of computers, various electronic equipment, and systems to gather, store, 

use, and send data electronically (Cambridge English Dictionary, n.d.). Bouwman et al. (2005) and 

Fabris (2018) state that ICT relates in general to the transformation of data and how it is treated and 

used in order to be received correctly by the recipient. They also state that ICTs can be used in multiple 

ways and it can both hamper and help its environment and the people using it as well as technology 

provides opportunities to improve and change communication processes. However, to have a positive 

outcome it requires a lot of knowledge regarding both technology and organizations. 

 

ICT has, in a study by Panova and Lleras (2016) been associated with psychological distress and says 

that high usage of technology has a correlation with anxiety, and it is also proven that technology usage 

has a relationship to depression and a high level of stress. Lee et al. (2016) argue that the use of ICTs 

can lead to stress for individuals, for example employees, and this often occurs when there is a misfit 

between the ICT environment and the person using it. Further discussed is that ICTs can create 

situations where employees have to work longer and faster than what they feel they are capable of doing.  

 

On the other hand, it is estimated that ICT will help to improve certain industries and contribute to 

processes that are safer, more efficient, more cost-efficient, and higher in quality (OECD, 2010). 

Further, it is stated that information is crucial in order to use technology in an effective way since 

information can help to improve quality and use resources in a better way. Reeson & Rudd (2016) state 

that ICT has been shown to have a positive impact on businesses, especially in terms of productivity 

and effectiveness. World Bank (2009) also discusses that new technology can help to share expertise, 

ideas, and services across different businesses as well as it can create opportunities for economic 

growth.  
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2.3.1 Virtual Meetings 
 
Based on the increased amount of organizations expanding and going global, as well as recent 

improvements within the internet and telecommunications, the development of a new type of team 

structure arose - the virtual team. Virtual teams are groups of employees engaged in a shared 

organizational task through ICTs (D’Ambra, Gou, Turner, & Zhang, 2009). Alongside the development 

of technology comes the benefits of exercising virtual meetings and one of the positive outcomes virtual 

meetings provide is a possible growth in both work productivity and work quality (Voytenko & 

Lindeblad, 2013). It is stated by Collins (2019) that employees often could miss out on important 

information that is shared after a face-to-face meeting and one way this could be avoided is by following 

up on the meeting by sending an email to the participants after the meeting with the information being 

said.  

 

Lacinai (2020) states that there are several advantages to executing meetings virtually. Some of the 

factors he mentions are; time and cost efficiency, increased productivity, and adaptability in changing 

environments. Collins (2019) argues that it is important within an organization to choose the right type 

of tool, for example, audio, email, or text when conducting virtual meetings, in order to be as effective 

as possible and the key is to figure out which tool that is most suitable for the employees. He emphasizes 

that communication is crucial at this point, especially since different employees experience tools in 

different ways. The experience of technological tools being used by employees, was something found 

to be relevant to examine in this thesis, enabling the conduction of this research. The term virtual 

meeting will, in this thesis, refer to audio-, video-, email-, and text-meetings.  

 

Several previous scientific articles (Voytenko & Lindeblad, 2013; Lindeblad, Voytenko, Mont, & 

Arnfalk, 2016; Guerin, 2017), discuss the perspective of virtual meetings at organizational levels in 

terms of, profit, economic growth, and sustainability as an organization. Moreover, virtual meetings 

have also been discussed in the sense of individuality, but not to the same extent as the organizational 

level. Therefore, this thesis will continue on the path of previous research concerning virtual meetings, 

but in the sense of individuality at an employee level.  

2.4 Technostress 
 

Technostress, the second contribution to the JD-R model and to this thesis, is proved to have a negative 

impact on physical and psychological health, creating consequences for organizations, employees, and 

their families (Chiappetta, 2017; Gaudioso et al., 2017). It can, for example, cause individuals to get an 
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increased heart rate, a hard time sleeping, and irritability. During the past few years, the effects of 

technostress have become increasingly evident due to the rapid spread of ICT at the workplace 

(Tarafdar, Tu, Ragu-Nathan, & Ragu-Nathan, 2007). According to Fuglseth and Sorebo (2014), 

technostress can be defined as the mental stress and the negative psychophysical effects that employees 

experience due to the usage of ICT at work. One example of technostress could be when employees are 

asked to learn, use, and implement new technologies.  

 

Tarafdar et al. (2007) state that there are different subfactors in relation to technostress; techno-

overload, techno-invasion, techno-complexity, techno-insecurity, and techno-uncertainty. The first 

factor, techno-overload, refers to technology creating stress in relation to time and performance at work. 

Techno-invasion relates to technology invading personal life by taking time from socializing with 

family, vacation, weekends, etc. The next subfactor, techno-complexity, deal with problems regarding 

the usage of technology and the skills required. Techno-insecurity involves factors such as fear of, for 

example, being replaced at work due to the level of technological knowledge and the fear of knowledge-

sharing between colleagues. The last subfactor, techno-uncertainty, deal with the constant changes in 

technology within the organization.  

 

This study seeks to examine if virtual meetings cause technostress and the main focus throughout the 

thesis relates in a great sense to three of the subfactors mentioned above; techno-overload, techno-

invasion, and techno-complexity.  

 

Techno-overload, as mentioned above, can make employees feel that technology forces them to work 

faster since the amount of work becomes higher through technology. It can also make employees feel 

distressed due to the demand of work and that their capabilities are not high enough to meet those 

demands, as well as the fact that overloaded technostress can make it harder to get the job done, which 

can lead to psychological downsides (Gaudioso et al., 2017; Alam, 2016). Techno-invasion is about the 

feeling of always being available, exposed, and constantly needing to be connected to work-related 

issues. It can also keep employees from being connected to real-time events and not focus on creative 

thinking or analysis. This, in turn, can lead to less family time and create conflicts within families since 

work will take time and attention that otherwise would go to family and friends (Gaudioso et al., 2017; 

Nagarajah, 2016). The third subfactor techno-complexity, as mentioned in the previous section, handles 

concerns regarding the usage of technology and the competence needed. Techno-complexity describes 

situations where the complexity concerning ICTs makes the users feel inadequate about their knowledge 

which forces them to invest both time and effort in learning and understanding various aspects of ICTs 

(Tarafdar et al., 2007). 
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2.5 Conceptual Framework  
 

The conceptual framework has been constructed to clarify each section of the theoretical framework 

and it starts with an introduction of the JD-R model, followed by a development and explanation of 

different terms related to the model and the two added extensions contributed by the authors; 

technostress and effectiveness. The model concerns employee health and well-being, as well as their 

motivation, and considers any job demands and job resources that may impact the employees’ regarding 

different factors (Schaufeli & Taris, 2014). The JD-R model was found suitable for carrying out this 

study since it involves the aspects of employee well-being, which act as the main pillar of the theoretical 

foundation in this thesis. Even though the JD-R model provides a stable and wide base for the field of 

research, it has been slightly modified and adjusted to the purpose of this study in order to bring 

relevance to this thesis.  

 

One factor already existing in the JD-R model is job demands which concern work-life balance and will 

in this thesis refer to changes that virtual meetings can bring into employees’ personal and work life. 

Nagarajah (2016) states, it can in some aspects impact employees in a negative way by for example 

causing pressure to perform both at home and at work which can decrease the employees’ leisure time 

which can create conflicts within families. Another factor already existing in the JD-R model within 

job demands is psychological well-being and it connects to the research since previous research states 

that psychological aspects arise from the usage of technology (Chiappetta, 2017). It refers to job 

demands since an overload of these demands can decrease the psychological well-being of the 

individual employee (Schaufeli & Taris, 2014; Siegrist, 2014). Effectiveness on the other hand, not 

existing in the original JD-R model, is a contribution in this thesis to the JD-R model as an extension 

of job resources. It explains how ICTs can provide greater performance and effective advantages for 

employees’ and previous research shows that a large number of employees feel that ICTs improve their 

capacity to execute work-tasks (Boothy et al., 2010; Chesley, 2010).  

 

The conceptual framework continues by explaining the term ICT which provides the foundation for 

technology usage and has in this thesis been narrowed down to the term virtual meetings. Technostress 

is one of the variables that the authors contributed with to the JD-R model and was one of the main 

factors influencing this thesis and was investigated from the employees’ point of view. The term was 

analyzed from three different subsections to be able to clarify the meaning of technostress in this 

research. Technostress is the independent variable and due to the size of the area, it was reasonable to 

break the concept down into smaller elements and analyze it from three different perspectives; techno-

overload, techno-invasion, and techno-complexity. In accordance with Gaudioso et al. (2017), Alam 

(2016) and Nagarajah (2016) literature, techno-overload was used as a guideline since it regards time, 
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performance, and demands at work. Techno-invasion was used as a guideline because it regards the 

stressor of always being connected and the risk of missing out on other parts of life, due to technology. 

Techno-complexity was relevant since it regards the usage of technology, the knowledge required, and 

problems arising from it (Tarafdar et al., 2007).  

 

This thesis was conducted in the context of virtual meetings, which was explored and examined through 

the independent variable technostress in relation to the dependent variables; work-life balance, 

psychological well-being, and effectiveness. 

2.5.1 Hypotheses 

2.5.1.1 Hypothesis 1: Work-Life Balance 
 

In accordance with the JD-R model and the subfactor job demand, the concept and the importance of 

work-life balance arose and became relevant in this study. In the JD-R model, it is emphasized that 

demands can sometimes develop into job stressors which in turn impacts work-life balance and is 

connected to techno-overload since it refers to stress arising from the usage of technology (Tarafdar et 

al., 2007). 

 

Turel, Serenko, and Bontis (2011) state that techno-overload concerns the usage of technologies, that 

for instance, forces employees to work longer and faster since work demands can be communicated 

through technological devices. This forces employees to be receivable at all times and can, in turn, 

impact their work-life balance. Techno-invasion is worth investigating since it states that personal life 

can be impacted by technology in a negative sense. Fenner and Renn (2010) state that work-life balance 

could have a negative impact on family life and create conflicts within families if stress, responsibilities, 

and workload increase due to technology required by work. They carry on discussing how technology 

is considered to contribute to family conflicts because negative outcomes are likely to appear when 

work intrudes on home and family time. On the other hand, Nam (2014) argues that work-life balance 

could have a positive outcome if executed in the right way. Flexibility in life is one of the aspects that 

could be positively related to technology and work-life balance since technology provides employees 

with greater freedom and flexibility to decide their work hours.  

 

Techno-complexity can also impact the work-life balance, according to Tarafdar et al. (2007), since 

they argue that usage of technology requires both time and effort in order to be used correctly, which 

could impact work-life balance. Moreover, Fauscette and Perry (2014) state that techno-complexity acts 

as a key factor for entire organizations. They continue, if the technological infrastructure is non-

functioning, reduced work flexibility, time, and effectiveness will be the outcome, hence techno-



The Effects of Technostress through Virtual Meetings on Employee-level 

 18 

complexity is a central part concerning organizations’ overall functioning. As previous research above 

discusses the importance of well-established technological infrastructures for flexibility to be apparent 

concerning work-life balance, the first hypothesis was conducted with the belief that technostress 

negatively impacts the work-life balance in the context of virtual meetings. 

 

H1: Virtual meeting technostress is negatively associated with work-life balance 

H1a: Techno-overload decreases work-life balance  

H1b: Techno-invasion decreases work-life balance 

H1c: Techno-complexity decreases work-life balance 

 

 
 

Figure 2: Conceptual Model - Hypothesis 1  

 

2.5.1.2 Hypothesis 2: Psychological Well-Being 
 

In accordance with the JD-R model and the subfactor job demand, the concept and the importance of 

psychological well-being were found and became relevant to further analyze in this thesis. It is argued 

that techno-overload makes it tougher to get work tasks accomplished, which in turn can lead to a 

decrease in psychological well-being (Gaudioso et al., 2017; Alam, 2016). There are studies that show 

how IT and virtual meetings are connected to increased stress levels and a decrease in psychological 

well-being (Bamberg, Dettemers, Funck, Krähe, & Vahle-Hins, 2012). Further, with technology comes 

the pressure that one should always be available and reachable, which in turn creates a tougher 

environment for employees and their well-being.  

 

Since techno-invasion can have a relationship with personal and work-related issues, this thesis 

investigated if it could impact psychological well-being as well (Gaudioso et al., 2017; Nagarajah, 

2016). It is proved by Twenge and Martin (2018), that employees spending more time doing social 

interaction activities have higher psychological well-being. It is also proved that technology, such as 

virtual meetings, in some aspects can decrease happiness, self-esteem, and satisfaction. On the other 



The Effects of Technostress through Virtual Meetings on Employee-level 

 19 

hand, Castellacci and Tveito (2018) state that technology can increase well-being since people can 

conduct daily operations with greater efficiency, precision, and quality.  

 

The subsection, techno-complexity, can cause individuals and employees to feel insecure about their 

knowledge regarding technology (Tarafdar et al., 2007), which was investigated in this research to see 

if it could decrease psychological well-being. As technology continuously changes and develops, 

employees have expressed experienced pressure on themselves to always be updated with the newest 

knowledge and that technology creates a more complex process when executing work-tasks, leading to 

ill-being (Ahmad & Amin, 2012). Discussed by Bamberg et al. (2012) is the relationship between 

technostress and employee psychological well-being and that it might suffer due to the technological 

environment employees are forced to work within. However, limited secondary research exists about 

the relationship between techno-overload and psychological well-being. All the retrieved information 

above led the authors of this thesis to conduct the second hypothesis and to believe that technostress 

would have negative impacts on psychological well-being in the context of virtual meetings.  

 

H2: Virtual meeting technostress is negatively associated with psychological well-being 

H2a: Techno-overload decreases psychological well-being 

H2b: Techno-invasion decreases psychological well-being 

H2c: Techno-complexity decreases psychological well-being 

 

 
 

Figure 3: Conceptual Model - Hypothesis 2  

 

2.5.1.3 Hypothesis 3: Effectiveness 
 

In accordance with the JD-R model and the subfactor job resources, the concept and the importance of 

effectiveness was found and became an extending factor in the JD-R model and relevant to further 

analyze in this thesis. Job resources could have a positive impact on individuals, which in this thesis 

referred to as employees, but if resources are limited it may contribute to difficulties for employees to 
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accomplish work tasks (Grover et al., 2018). This is interesting to analyze in relation to techno-overload 

since it concerns time and performance in relation to work tasks.   

 

Since techno-invasion mentions factors regarding technology taking time from personal life (Fuglseth 

& Sorebo, 2014), the authors of this thesis argue that further analysis of this is suitable in order to see 

the correlation between technology invading personal life and effectiveness. Techno-complexity 

involves problems arising from difficulties in understanding and using technology relating to the 

execution of work-tasks (Nagarajah, 2016). Even though technology can be complex, Lee, Lee, and 

Suh (2016) argue that it still has the opportunity to generate new life conditions and has advantages in 

terms of increasing effectiveness. The authors of this paper believed that the negative aspects of 

technostress would overweigh the positive aspects and therefore, further investigated the third 

hypothesis in the light of effectiveness, in the context of virtual meetings.  

 

H3: Virtual meeting technostress is negatively associated with effectiveness 

H3a: Techno-overload decreases effectiveness 

H3b: Techno-invasion decreases effectiveness 

H3c: Techno-complexity decreases effectiveness 

 

 
 

Figure 4: Conceptual Model - Hypothesis 3 
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2.5.1.4 Conceptual Model 
 

The complete figure below illustrates how each of the different independent variables points towards 

every dependent variable each, presenting their relations. This model provides the reader with a 

structure and interconnection of each factor and hypothesis in order to develop an easier understanding 

of all the hypotheses. The hypotheses are differentiated with separate colours, each representing one of 

them. Hypothesis 1 is represented by purple arrows, hypothesis 2 by pink arrows, and hypothesis 3 by 

blue arrows. The hypotheses will receive positive values in the result section due to the usage of a 

reversed scale (see section 3.5 for further explanation). 

 

 

 
 

Figure 5: Conceptual Model - All Hypotheses 
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3. Methodology  
The following chapter presents the process of the thesis and firstly introduces the research approach 

and the research design and strategy. The methodology includes the data collection, the sample, data 

analysis, and the Cronbach’s Alpha results. Later on, the questionnaire development is presented 

followed by limitations of the study.  

3.1 Research Approach  
 

The choice of approaching this research area with a deductive style seemed most suitable and relevant, 

since a deductive approach investigates the relationship between theory and research from already 

known and established theories, enabling the authors to formulate hypotheses, to later be tested. To 

investigate a particular territory concerning an unexplored area that has been researched about, in 

accordance with the formulated hypothesis, would in turn test the theory and potentially contribute with 

new information (Bryman & Bell, 2011).  

3.2 Research Design and Strategy  
 

This thesis has been conducted with a descriptive research design as it answers questions like; who, 

what, how, when, and where, which were of relevance for the research question in this study. The 

strategy, enabling the collection of primary data, has been through online surveys as it simplifies the 

process of conducting answers for research as it is more cost-efficient, generates fast answers, and 

provides more attractive formats than other tools (Fielding, Lee & Blank, 2017; Babbie, 2010).   

3.3 Data Collection Method  
 

This thesis was carried out using both primary data and secondary sources due to the importance of 

gathering relevant information regarding the research topic. The primary data were collected for 10 

days by using Google Forms and all questions were presented in English since employees within the 

organizations participating in the survey spoke different languages and English was a commonly 

understood language. All the data was collected digitally, and the survey was sent by email containing 

a link to the questionnaire. The participants could choose to do the survey on any device they found 

suitable and there was no time limit. The quantitative method was chosen because of the 

straightforwardness of the data collection method and was argued as the best approach for the field of 

research in this study. 
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3.4 Secondary Sources  
 

Secondary sources are literature previously collected by other authors (Bryman & Bell, 2011). In this 

thesis, an internet-based procedure was used for the collection of results from previous studies. Since 

internet-based procedures generate platforms with large amounts of data in a cost-effective and quick 

way, which is attractive when time and cost are crucial, it could be of danger for researchers due to the 

risk of implementing inadequate studies. This could be a disadvantage due to the importance that 

secondary sources and data used are trustworthy, reliable, and valid (Fielding et al., 2017). Since the 

risk concerning internet-based procedures is high, the secondary sources analyzed in this thesis were 

scientific peer-reviewed articles, journals, and books accessed through academic databases such as 

Google Scholar, ABI/INFORM Global, Emerald Insight, etc. The sources were carefully selected in 

terms of the publication date and connection to the subject due to the desired standard of quality 

regarding the thesis.  

3.5 Survey Design and Scaling  
 

The data was collected using a quantitative online sample survey in order to investigate how 

technostress could impact employees’ perception of work-life balance, psychological well-being, and 

effectiveness in the context of virtual meetings. The survey began with general control questions, first 

of all for the authors’ knowledge. Secondly, the control questions were asked to provide the respondents 

with easier questions in the beginning. After five control questions, the survey continued with twenty-

five questions regarding the topic and the different variables of this thesis.  

 

Likert scale was the measurement used in this research and a scale from 1-5 was applied. Likert scale 

is common to use in studies to measure participants’ attitudes towards different questions and to which 

extent they agree or disagree with the statement presented (Awang, Afthanorhan, & Mamat, 2016; 

Bryman & Bell, 2011). The scale extended from 1-5 with 1 being referred to as “never” and 5 as 

“always”, which means that the scale was of ordinal order. Since the scale used in this survey was 

reversed, 5 represented the respondents’ worst possible perception of the statement, and 1 represented 

the respondents’ best possible perception of the statement. Therefore, even though the hypotheses were 

formulated in a negative sense, the regression analysis generated positive results representing the 

negative hypotheses, which was later considered in the analysis of the data. One of the advantages of 

using closed questions, like the Likert scale, is that the answers can be pre-coded and easily translated 

for analysis of the data (Awang, Afthanorhan, & Mamat, 2016; Bryman & Bell, 2011). The questions 

were simplified and structured in a way to make it clear for the respondents to complete the survey.  
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3.6 Sampling and Sample Size 
 

The target population of this study was employees working in different companies, using virtual 

meetings as a tool in order to conduct and participate in meetings at work, and in this study, employees 

within several branches were included. The survey was sent to four different companies operating 

within IT-development and facility management, as the usage of virtual meetings were present in these 

branches. Since the authors had connections within these four organizations, they were chosen due to 

convenience and accessibility. Bayo-Moriones et al. (2013) have investigated and proven benefits of 

ICTs to be applicable in large organizations, therefore, employees working in small and medium-sized 

organizations were chosen as participants in this study, due to the apparent lack of previous research.  

 

According to Bryman and Bell (2011), when conducting quantitative research, researchers often need 

to choose a specific part to study. They state that sampling is executed due to the unlikelihood that the 

researchers will reach the whole population and there are two approaches; probability or non-

probability. A probability sample is randomly selected so each unit has a known chance of being 

selected. A non-probability sample is not selected using a random selection method which implies that 

some units have a greater chance of being chosen. In this study, a convenience sample was used, which 

is a type of non-probability sample, since there was no existing sampling frame available.   

 

110 responses from the survey were collected and, in this thesis, the goal was to reach a sample of 100-

200 participants. According to Bryman & Bell (2011), it is of great importance to choose the correct 

sample size for the research. Out of the 110 respondents, 52 of them were between the ages of 18-35 

(47,3%), 30 were between the ages of 35-50 (27,3%), 27 were between the ages 50-65 (24,5%) and 

only one respondent was above 65+ (0,9%). The gender split was rather even between the respondents 

with 57 respondents choosing the option “male” (51,8%) and 52 choosing the option “female” (47,3%) 

and one respondent choosing the alternative “prefer not to say” (0,9%). 

 

Regarding what type of virtual meetings, the respondents attend, 88 respondents (80%) chose the 

alternative “both informative and interactive”, 11 respondents (10%) chose “informative” and 11 

respondents (10%) chose “interactive”. Out of all the respondents, 53 (48,2%)  answered that the level 

of highest completed education was “bachelors level education (kandidatexamen)”, 30 respondents 

(27,3%) chose “higher education (magister/master/Ph.D., etc)”, 26 respondents (23,6) chose “upper 

secondary education (gymnasium)” and one respondent (0,9%) chose “primary and lower secondary 

education (grundskola)”. 
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50 (45,5%) of the total respondents answered that they use or attend virtual meetings “more than 5 times 

a week”, 30 respondents (27,3%) answered that they use or attend “3-5 times a week”, 20 respondents 

(18,2%) answered “1-2 times a week”, 7 respondents (6,4%) answered “less than 1 time a week” and 3 

respondents (2,7%) respondents chose the alternative “never”. The respondents that chose the 

alternative “never” were removed later on in the process, since these respondents were argued not to be 

relevant in the context of virtual meetings. 

3.6.1 Research Ethics 
 

The employees asked to participate in the survey received an informatory email before participating 

concerning different aspects and firstly the employees were informed that the survey was voluntary. 

Secondly, the employees were informed that they would be completely anonymous throughout the 

whole process so that none of the answers could be linked back to the individual employee. The authors 

of this thesis wanted the respondents to be anonymous in order to receive honest answers, due to the 

authors’ connections within the organizations. The control variables were also carefully selected to 

ensure anonymity as well. The organizations participating also wanted to remain anonymous since it 

could be argued that the data gathered could be seen as sensitive, both from an organizational and 

individual view.  Information about the objectives and how the answers would be used was provided 

together with information about the responsible conductors. The participants were also encouraged to 

ask questions if anything was unclear. 

3.7 Analysis of Data - SPSS 
 

The gathered primary data from the survey of this quantitative research has been analyzed via SPSS 

Statistics 24 and the first step was coding the answers in Excel. According to Bryman and Bell (2011), 

coding regards transforming responses into numbers, enabling the execution of the quantitative analysis 

of the data, particularly if the analysis is going to be carried out by computer, which was done in this 

thesis. The numerical codes act as tags that are laced on data about people, for example, gender, age, 

etc., which allows the information to be processed by the computer. The next step in the process was to 

carry out the Cronbach’s Alpha test which was used to test the internal reliability as it calculates the 

average of all possible split-half reliability coefficients (Bryman & Bell, 2011). In section 3.9.1 an in-

depth explanation of this test is provided. After the reliability test, the average of all six variables was 

computed which enabled the next step in the process, the multiple linear regression analysis. 

 

Linear regression is a technique for analyzing data in order to make predictions (Tranmer, Murphy, 

Elliot, & Pampaka, 2020). In this thesis, a multiple linear regression was executed since it includes more 
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than one explanatory variable producing a multivariate model. After the execution of this analysis, the 

important values in this thesis were the unstructured B-value and the level of significance. When the 

unstructured B-value indicates that an independent variable increase by one unit, the increase in the 

unstandardized B-value become important. Significance explains whether or not the values are 

statistically different from zero. If the values are not statistically different from zero, the true value sits 

within a distribution which includes zero within the 95% confidence bounds. If the estimate for the 

parameter could be zero, then it could be that there is, in fact, no relationship – a zero coefficient and a 

flat line of best fit. A value that is not statistically significant is indicated by a p-value greater than 0.05 

(Tranmer, Murphy, Elliot, & Pampaka, 2020). 

3.8 Questionnaire Development   
 

Due to the research question, gap, and hypotheses, questions regarding different variables were asked 

and since the thesis was written in the context of virtual meetings, the questions for the questionnaire 

have been developed accordingly to bring relevance to the research. As mentioned in section 3.5, the 

scale was reversed with 5 representing the worst possible perception and 1 representing the best possible 

perception. 

3.8.1 Technostress 
 

Table 1: Questionnaire Development - Technostress 

 Survey Question regarding Technostress 

Techno-overload 1. I am forced by virtual meetings to do more work than I can 
handle. 

Techno-overload 2. I am forced by virtual meetings to work with very tight time 
schedules. 

Techno-overload 3. I have a higher workload due to the complexity of virtual 
meetings. 

Techno-invasion 4. I always have to be available due to virtual meetings. 

Techno-invasion 5. I have to sacrifice time to keep up with new technologies 
regarding virtual meetings. 

Techno-invasion 6. I feel that my personal life is being invaded by the usage of virtual 
meetings.  

Techno-complexity 7. I do not know enough about virtual meetings to handle it correct. 
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Techno-complexity 8. I need long time to understand and use new technologies 
regarding virtual meetings. 

Techno-complexity 9. I do not find enough time to study and upgrade my technological 
skills regarding virtual meetings. 

Techno-complexity 10. I find other employees to know more about virtual meetings than I 
do. 

Techno-complexity 11. I often find it complex to understand and use virtual meetings. 

 

The independent variable used in this research was technostress and as Tarafdar et al. (2007) mentioned 

different types of technostress, the choice to focus on techno-overload, techno-invasion, and techno-

complexity arose. For the conduction of this thesis, retrieved information in combination with a 

previously conducted survey was used as a foundation, since factors regarding technostress previously 

mentioned in this study agreed with the questions used in the previous research. Due to this, questions 

already developed in the survey from Tarafdar, Tu, Ragu-Nathan, & Ragu-Nathan (2008) was used for 

this research, but with small modifications to match the context of virtual meetings by for example 

adding that term to the question. In the survey, there were 11 questions, all connected to technostress 

and the subsections.  

3.8.2 Work-life balance   
 

Table 2: Questionnaire Development - Work-Life Balance 

Survey Questions regarding Work-Life Balance 

1. My personal life suffers because of virtual meeting 

2. I struggle to find a balance between work and non-work due to virtual meetings 

3. Virtual meetings make my personal life difficult  

4. I put personal life on-hold for virtual meetings 

 

One of the three dependent variables was work-life balance and in this thesis, it connected to job 

demands within the JD-R model. In section 2.5.1.1 results from previous studies were presented and 

stated that technostress could influence the work-life balance for employees and all the secondary 

sources led the authors to ask questions regarding the perceived balance between time for work and 

time for personal life. Questions concerning if personal life was suffering, balanced, difficult, and if 

personal life was ever put on hold were all asked in relation to virtual meetings. The four survey 

questions regarding work-life balance were also gathered from a previously conducted survey by 
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Hayman (2005) which concerned the employees’ perception of their work-life balance. The questions 

were in some ways modified to keep them relevant for the conduction of this thesis, for example by 

changing the words job or work in the original questions to virtual meetings relating to the context of 

this thesis.  

3.8.3 Psychological Well-Being  
 

Table 3: Questionnaire Development - Psychological Well-Being 

Survey Questions regarding Psychological Well-Being 

1. Virtual meetings make me feel distressed 

2. Virtual meetings make me feel nervous 

3. Virtual meetings make me feel anxious 

4. Virtual meetings make me feel annoyed  

 

Psychological well-being was the second dependent variable, and, in this thesis, it connected to job 

demands in the JD-R model. Argued in section 2.5.1.2 was that technostress with its three subsections 

connects to psychological well-being in one way or another. Based on previous secondary information, 

the authors of this thesis wanted to ask the respondents questions regarding the perception of stress, in 

accordance with virtual meetings. There was also an interest in gathering information about the effects 

on employees and their perceptions of virtual meetings.  

 

Questions regarding psychological well-being from a previously conducted survey by Demo and 

Paschoal (2016) were used in this study due to the connection with the secondary sources in this thesis. 

Four questions regarding employees’ perception of their psychological well-being were asked, with the 

foundation from the previously conducted survey, but in some ways modified to relate to this thesis and 

the context of virtual meetings by adding the term virtual meetings instead of just the word meeting. 

3.8.4 Effectiveness 
 

Table 4: Questionnaire Development - Effectiveness 

Survey Questions regarding Effectiveness 

1. The overall quality of discussions during virtual meetings is poor  

2. The decision-making process during virtual meetings is ineffective 
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3. The decision-making process during virtual meetings is confusing 

4. I do not have the opportunity to say what I want during virtual meetings 

5. The online collaboration of virtual meetings decreases my effectiveness 

6. I spend too much time when trying to obtain useful information and suggestions from 
virtual meetings 

 

The last of the three dependent variables were effectiveness, with a connection to job resources within 

the JD-R model and acts as a contribution to the original model. Several previously conducted surveys 

regarding the subject of effectiveness in relation to work were found, and three different surveys were 

used (D’Ambra et al., 2009; Lin, 2011; Aiken, Gu, & Wang, 2013). Together with the previously 

conducted surveys and the retrieved results from previous studies, the questions regarding effectiveness 

arose. Due to effectiveness being a broad expression, questions already developed by other authors were 

used since they were asked in relation to employees’ perception of effectiveness at work, which was 

suiting for the conduction of this survey as well. As regarding all questions, the six questions used in 

relation to effectiveness were modified by adding the term virtual meetings, to fit both the hypotheses 

and the context of the thesis.  

3.9 Quality Criteria 
 

When conducting quantitative deductive research, it is highly important to ensure the reliability of the 

paper by confirming that the process of conducting the study can be replicated and conclude the same 

or similar results. This ensures that the research is not biased and not influenced by the authors’ own 

opinions or values regarding the area (Bryman & Bell, 2011; Heale & Twycross, 2015). In accordance 

with Heale and Twycross (2015), the quality criteria validity is a measurement instrument used in the 

primary research collection, and it relates to the consistency of measurement in the research. Validity 

needs to be ensured when conducting primary research and is an instrument that accurately measures 

the concept of quantitative studies. Continuously, to further ensure the validity of research,  

the chosen research field needs to measure the designated variables and not irrelevant variables that are 

of no part to the research. When carrying out research, Heale & Twycross (2015) mention three different 

concepts of validity that exist in order to cover the different aspects and these are; content validity, face 

validity, and construct validity. 

 

Content validity is accomplished when the constructed test, which refers to the online survey in this 

thesis, is drawn directly from the research material, and if the survey is recognized to have content 

validity, it can be assumed to have face validity as well (Lammers & Badia, 2013). Several test-people 
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received the survey in advance before it reached the designated sample since it was sent to managers at 

each company for approval before it was sent to the employees of the companies. This process is 

referred to as face validity and has in this thesis been used to ensure the validity of the survey. The face 

validity is according to Haele and Twycross (2015), a highly important instrument when carrying out 

quantitative research, as it ensures that the thesis measures the accurate concept it was intended to. 

Lammers & Badia (2013) state that construct validity is important when using theory and many of the 

hypotheses tested in this research originated from theories or constructs of behaviour, as presented in 

section 3.8.  

3.9.1 Cronbach’s Alpha  
 

Table 5: Cronbach's Alpha of the Constructs 

Context  Cronbach’s Alpha 𝞪 Source  

Techno-Overload   
𝞪 = 0.889 

Tarafdar et al. (2008) 
Reported 𝞪 = 0.820 

Techno-Invasion  
𝞪 = 0.741 

Tarafdar et al. (2008) 
Reported 𝞪 = 0.800 

Techno-Complexity   
𝞪 = 0.907 

Tarafdar et al. (2008) 
Reported 𝞪  = 0.770 

Psychological Well-Being  
𝞪 = 0.922 

Demo & Paschoal (2016) 
Reported 𝞪 = 0.775 
 

Work-Life Balance  
𝞪 = 0.949 

Hayman (2005) 
Reported 𝞪 = 0.832 
 

Effectiveness  
𝞪 = 0.870 

D’Ambra et al., (2009). Lin, 
(2011). Aiken et al., (2013)  
Reported 𝞪 = 0.815 

 

According to Connelly (2011), Cronbach's Alpha measures the internal consistency of an instrument or 

scale, and the statistics used in the tool measure the correlation between different items. It also measures 

the range within Cronbach's Alpha which is between 0 and 1, and a higher score indicates a high degree 

of consistency between the different items and that it has low measurement errors. He argues that a 
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score higher than 0.7 is reliable, whilst a score higher than 0.8 is recognized as highly reliable 

concerning the specific questions used to conduct the test. Scales should also be judged on their 

construct and content validity since Cronbach’s Alpha only indicates if the items connect and do not 

decide if the attributes are measuring what they should. 

 

From the survey conducted in this thesis, Cronbach's Alpha was always over 0.7 and most of the results 

were over 0.8 which indicates high reliability from the instrument used in the samples conducted. The 

only result under 0.8 was the context of techno-invasion, however, the score was still high enough to 

be reliable and to be included in this study.  

3.10 Limitations  
 

After conducting this thesis, some limitations were established. As this study used a sample size of 110 

employees, where 107 of the participants’ answers were usable, this could be viewed as a limitation in 

terms of the sample size not being representative of the whole population. Bryman and Bell (2011) 

emphasize that convenience sampling can be a limitation by itself, due to the impossibility to generalize 

the findings even though it often provides interesting results. Further limitations could be argued in 

terms of geographical and demographical limitations, as this study was conducted within Sweden with 

a Swedish perspective, it is not representative of other areas. Another limitation that could be argued 

was the choice of language for the primary data collection since it was carried out in English, which is 

none of the authors’ native language, it could potentially impact the interpretations of the results as it 

had to be translated.  

 

The questions formulated in the survey were asked in a negative light rather than a positive one. This 

could be argued as a limitation regarding the survey and the responses, as it might be more logical for 

the participants to have positive or neutral formulated questions. It could possibly be that negative or 

positive asked questions could influence the respondents to answer the questions in a certain way due 

to the feeling of the question. Another limitation could be that this study focused on several types of 

virtual meetings instead of focusing on one specific. The employees that participated in the survey could 

have had different opinions and perceptions regarding one type of virtual meeting and not another, and 

since no questions regarding different types of virtual meetings were asked or further investigated in 

the thesis, it could be argued as a limitation. 
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4. Results  
This chapter introduces the empirical findings of the study combined with the conducted analyses and 

presents the final conceptual model. The values in this section are positive due to a reversed scale. 

(See section 3.5) 

4.1 Pearson Correlation Table 
 
Table 6: Pearson Correlation Table 

 
**. Correlation is significant at the 0.01 level (2-tailed) 
 

Pearson Correlation was used in order to have a correlation table with the different variables in relation 

to each other. The different questions asked in the survey conducted for this study are not separately 

shown in the table, however, the different dependent variables; work-life balance, psychological well-

being, and effectiveness are shown in correlation to the independent variables; techno-overload, techno-

invasion, and techno-complexity. Since these variables are the ones investigated and further developed 

in a regression analysis, there was no use for a correlation table with all the 30 separate questions.  

 

Sedgwick (2012) claims that a Pearson Correlation coefficient measures the linear association between 

two variables and the strength of it. The coefficient is measured on a scale from -1 to +1, where a value 

close to 0 indicates a low correlation or relationship between the measured variables, and a value closer 

to -1 or +1 indicates a high correlation or relationship. He further states that a correlation is significant 

at a p-value of less than 5%, which indicates one star (*) in the table, and if there are two stars (**) 

presented next to a correlation it means that the p-value is less than 1%. In other words, one star would 

imply that there is only a 5% risk that the correlation between the variables is random, meanwhile two 

stars mean that there is a 1% risk that the correlation between the variables is random.  

 

On a scale from 1-5, the mean of the independent variable techno-invasion was revealed to be the 

highest of the different variables on a level of 2.76 and perceived as the most instant dimension. 
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Amongst the dependent variables, it was revealed that effectiveness had the highest mean on a level of 

2.57. However, this does not represent any correlating variables, rather it represents the variable 

independently. Standard deviation is a measurement for the dispersion of a dataset in relation to its 

mean value and it is calculated by the square root of the variance (Lind, Marchal & Wathen, 2018). The 

mean and standard deviation in the Pearson Correlation table has been calculated from the individual 

questions within each dimension. The one variable with the lowest standard deviation in this thesis was 

average effectiveness, which indicates that this dependent variable is the one with the shortest dispersion 

of the dataset in relation to its mean.  

4.2 Regression Analysis 

4.2.1 Hypothesis 1: Work-Life Balance 
 

Table 7: Regression Analysis Work-Life Balance 

Model Unstandardized 
B 

Coefficients 
Std. Error 

Standardized 
Coefficients 

Beta 

t Sig. Zero-order Correlations 
Partial 

Part 

Constant  -.382 .231  -1.654 .101    

Average Tech 
Overload  

.487 .100 .435 4.853 .000 .807 .435 .252 

Average Techno 
Invasion  

.553 .126 .434 4.396 .000 .814 .401 .228 

Average Techno 
Complexity  

.036 .088 .027 .403 .688 .534 .040 .021 

Age .044 .083 .029 .534 .594 -.014 .053 .028 

Gender -.136 .139 -.054 -.979 .330 -.187 -.097 -.051 

Dependent average variable: WLB 

Note: Values are positive due to a reversed scale (see section 3.5) 

 

R-square is a measurement for how close the data are to the fitted regression line. It is between 0 - 

100%, where 100% indicates that the model shows all the variability of the data around its mean value 

(Israeli, 2007). Technostress including its three dimensions predicts r-square to be 72.5% of the 

variability of Work-Life Balance. (See Appendix 2, Table 3) 

 

H1a Techno-Overload decreases Work-Life Balance. 

 

The value concerning the independent variable techno-overload was significant by 0.000 with an 
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unstandardized B-value of 0.487, which indicates that if techno-overload would increase by one unit: 

work-life balance would increase by 0.487 units, holding the independent variables fixed and also 

indicate a strong significance between the two variables. Therefore, H1a is supported.  

 

H1b Techno-Invasion decreases Work-Life Balance. 

 

The value concerning the independent variable techno-invasion was significant by 0.000 with an 

unstandardized B-value of 0.553 which indicates that if techno-invasion would increase by one unit: 

work-life balance would increase by 0.553 units, holding the independent variables fixed and also 

indicate a strong significance between the two variables. Therefore, H1b is supported. 

 

H1c Techno-Complexity decreases Work-Life Balance. 

 

The value concerning the independent variable techno-complexity was not significant by 0.688 with an 

unstandardized B-value of 0.036, which indicates that if techno-complexity would increase by one unit: 

work-life balance would increase by 0.036 units, holding the independent variables fixed and also 

indicate a weak significance between the two variables. Therefore, H1c is not supported. 

4.2.2 Hypothesis 2: Psychological Well-Being  
 

Table 8: Regression Analysis Psychological Well-Being 

Model Unstandardize
d B 

Coefficients 
Std. Error 

Standardized 
Coefficients 

Beta 

t Sig. Zero-order Correlations 
Partial 

Part 

Constant  .391 .244  1.606 .111    

Average Tech 
Overload  

.237 .106 .251 2.241 .027 .604 .218 .145 

Average Techno 
Invasion  

.155 .133 .144 1.168 .246 .625 .115 .075 

Average Techno 
Complexity  

.484 .093 .433 5.208 .000 .641 .460 .337 

Age -.325 .087 -.251 -3.726 .000 -.240 -.348 -.241 

Gender .005 .147 .002 .032 .975 -.164 .003 .002 

Dependent average variable: PWB 

Note: Values are positive due to a reversed scale (see section 3.5) 
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Technostress including its three dimensions predicts r-square to be 51.6% of the variability of 

Psychological Well-Being. (See Appendix 2, Table 4) 

 

H2a Techno-Overload decreases Psychological Well-Being. 

 

The value concerning the independent variable techno-overload was significant by 0.027 with an 

unstandardized B-value of 0.237 which indicates that if techno-overload would increase by one unit: 

psychological well-being would increase by 0.237 units, holding the independent variables fixed and 

also indicate a strong significance between the two variables. Therefore, H2a is supported.  

 

H2b Techno-Invasion decreases Psychological Well-Being. 

 

The value concerning the independent variable techno-invasion was not significant by 0.246 with an 

unstandardized B-value of 0.155 which indicates that if techno-invasion would increase by one unit: 

psychological well-being would increase by 0.155 units, holding the independent variables fixed and 

also indicate a weak significance between the two variables. Therefore, H2b is not supported. 

 

H2c Techno-Complexity decreases Psychological Well-Being. 

 

The value concerning the independent variable techno-complexity was significant by 0.000 with an 

unstandardized B-value of 0.484 which indicates that if techno-complexity would increase by one unit: 

psychological well-being would increase by 0.484 units, holding the independent variables fixed and 

also indicate a strong significance between the two variables. Therefore, H2c is supported. 

4.2.3 Hypothesis 3: Effectiveness 
 

Table 9: Regression Analysis Effectiveness 

Model Unstandardized 
B 

Coefficients 
Std. Error 

Standardized 
Coefficients 

Beta 

t Sig. Zero-order Correlations 
Partial 

Part 

Constant  1.054 .217  4.860 .000    

Average Tech 
Overload  

.146 .094 .194 1.555 .123 .566 .153 .112 

Average Techno 
Invasion  

.211 .118 .245 1.783 .078 .598 .175 .129 

Average Techno 
Complexity  

.297 .083 .334 3.596 .001 .568 .337 .260 
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Age -.204 .078 -.198 -2.625 .010 -.169 -.253 -.190 

Gender .162 .130 .096 1.240 .218 -.062 .122 .090 

Dependent average variable: Effectiveness 

Note: Values are positive due to a reversed scale (see section 3.5) 

 

Technostress including its three dimensions predicts r-square to be 43.6% of the variability of 

Effectiveness. (See Appendix 2, Table 5)  

 

H3a Techno-Overload decreases Effectiveness. 

 

The value concerning the independent variable techno-overload was not significant by 0.123 with an 

unstandardized B-value of 0.146 which indicates that if techno-overload would increase by one unit: 

effectiveness would increase by 0.146 units, holding the independent variables fixed and also indicate 

a weak significance between the two variables. Therefore, H3a is not supported.  

 

H3b Techno-Invasion decreases Effectiveness. 

 

The value concerning the independent variable techno-invasion was not significant by 0.078 with an 

unstandardized B-value of 0.211 which indicates that if techno-invasion would increase by one unit: 

effectiveness would increase by 0.211 units, holding the independent variables fixed and also indicate 

a weak significance between the two variables. Therefore, H3b is not supported. 

 

H3c Techno-Complexity decreases Effectiveness. 

 

The value concerning the independent variable techno-complexity was significant by 0.001 with an 

unstandardized B-value of 0.297 which indicates that if techno-complexity would increase by one unit: 

effectiveness would increase by 0.297 units, holding the independent variables fixed and also indicate 

a strong significance between the two variables. Therefore, H3c is supported.  
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4.3 Final Conceptual Model 
 

Based on the analysis of the results, a final conceptual model for this study could be presented in Figure 

10. The figure below originates from the original conceptual model combined with the results gathered 

from the analysis of primary data. As mentioned in section 3.5, the scale used in this survey was 

reversed, where number 5 represented the worst possible perception of the statement, and number 1 

represented the respondents’ best possible perception of the statement. Due to this, the values in the 

model presented below are positive and not negative, as the original conceptual model illustrated. 

Presented in the figure are the unstructured B-values from the multiple regression analysis and the 

significances gathered from the Pearson Correlation table, for all of the supported hypotheses. 

 

 
 

Figure 6: Final Conceptual Model  

 

 

  



The Effects of Technostress through Virtual Meetings on Employee-level 

 38 

5. Discussion  
This chapter presents a discussion of previous research and the primary findings from this thesis. All 

nine hypotheses were examined in relation to secondary sources. 

 

H1a Techno-Overload decreases Work-Life Balance. 

 

A strong significance (see table 7) between the independent variable techno-overload and the dependent 

variable work-life balance was found from the primary data collected in this study. Turel et al. (2011) 

state that technology can decrease work-life balance for employees since they need to work faster and 

longer hours due to technology. In accordance with the questions asked in the survey for this study, it 

was revealed that employees struggle to find a balance between work and non-work and that they have 

to put their personal life on hold due to virtual meetings. It was also found that employees feel forced 

by virtual meetings to do more than they can handle and that they have to work within tight time 

schedules.  

 

Furthermore, Hämmig (2014) claims that irregular working hours and high work pressure are demands 

that are not favourable for employees. These statements are in line with the results provided in this 

thesis as well, and the hypothesis techno-overload decreases work-life balance appears to be in 

accordance with both primary and secondary sources gathered in this thesis. Therefore, it is supported 

and believed as accurate. 

 

H1b Techno-Invasion decreases Work-Life Balance. 

 

A strong significance (see table 7) was also found between the independent variable techno-invasion 

and the dependent variable work-life balance from the primary data collected in this study. Turel et al. 

(2011) show how technology can make employees feel like they need to be available at all times which 

in turn can reduce time and energy they would otherwise spend with family or friends. From the survey 

and the results in this study, it was discovered that employees have a strong feeling of always having to 

be available due to virtual meetings and that their personal life is being violated by the usage of virtual 

meetings. This gathered knowledge and information about how employees feel that virtual meetings 

and technology can hamper their personal life and take the time that otherwise would be spent elsewhere 

makes it clearer why hypothesis H1b is supported.  

 

Fenner and Renn (2010) state that stress and high workload based on technology could have a negative 

impact on work-life balance for employees. They are of the opinion that negative outcomes could arise 

for employees’ family life because conflicts can be brought up if work intrudes on family and home 
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time. Employees asked in this study had a great impression that virtual meetings make their personal 

life difficult, which was aligned with previous research mentioned. Therefore, it can be argued that 

techno-invasion is negatively associated with personal life, family, and friends time, and that a balance 

between work and non-work is hard to find for employees. From the results of this study, parallels could 

be drawn that the result from previous studies matches the primary data collected and that the hypothesis 

techno-invasion decreases work-life balance is accurate and will be supported. 

 

H1c Techno-Complexity decreases Work-Life Balance. 

 

A weak significance (see table 7) was found between the independent variable techno-complexity and 

the dependent variable work-life balance from the primary data collected in this study. Tarafdar et al 

(2007) argue that the usage of technology can require effort and time in order to be executed in the right 

way, however, from the survey conducted it was discovered that employees do not need to put a lot of 

time into understanding new technologies, and they do not feel that they have to spend too much time 

learning about new technologies regarding virtual meetings.  

 

Further claimed by Tarafdar et al. (2007) is that a certain level of competence is needed in order to use 

technology and virtual meetings. They also mention that technology can make employees feel 

insufficient about their knowledge, which in turn can make them invest more effort and time in learning 

and understanding. According to Hämmig (2014), technology and ICT can have a negative impact on 

employees’ lives and thus impact their work-life balance. The results from this study do not contradict 

these statements, on the other hand, the employees who conducted the survey did not agree with these 

statements. This could mean that employees asked in this study were familiar with new technology, 

which in turn could make them feel that it was not a challenge to grasp and understand the concept and 

usage of virtual meetings. This makes sense if looking at society and the usage of ICTs today since most 

people are using technology on a daily basis. It can, however, also mean that they are taking their time 

to study and upgrade their knowledge about technology regarding virtual meetings, therefore, it 

becomes unchallenging.  

 

The findings from the primary data indicate that employees do not find techno-complexity to be 

apparent when conducting virtual meetings and the hypothesis techno-complexity decreases work-life 

balance becomes incorrect and not supported in this research.  

 

H2a Techno-Overload decreases Psychological Well-Being 

 

A strong significance (see table 8) between the independent variable techno-overload and the dependent 

variable psychological well-being was found after the analysis of the primary data gathered in this study. 
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Gaudioso et al. (2017) and Alam (2016) argue that techno-overload makes it tougher to get work tasks 

accomplished, which in turn can lead to a decrease in psychological well-being. This research is not 

contradicting the primary data gathered in this study, due to the significance of the relationship between 

the independent variable and the dependent variable, but it is unsure if it was due to techno-overload 

making it tougher to accomplish work tasks. Another study conducted by Bamberg et al (2012) showed 

how IT and virtual meetings are connected to increased stress levels and a decrease in psychological 

well-being. They argue that with technology comes pressure, which in turn creates a harder environment 

for employees and their well-being. The responses from the survey conducted in this study point out 

that several of the employees participating felt distressed due to virtual meetings, which could indicate 

that high usage of technology decreases psychological well-being. 

 

Further stated by Gaudioso et al. (2017) and Alam (2016), is that techno-overload causes employees to 

feel that technology, such as virtual meetings, forces them to work faster since the amount of work 

becomes higher through technology. Several employees responded that they felt annoyed due to virtual 

meetings, which could be an effect of the demands of handling a heavy workload and working faster. 

Gaudioso et al. (2017) and Alam (2016) continues by arguing that techno-overload can make employees 

feel distressed as well, due to the demand of work and that their capabilities are not high enough to meet 

those demands. The feeling of being distressed due to virtual meetings seemed to fit some of the 

respondents and this could indicate that the previous research is in accordance with the primary data 

gathered in this study.  

 

One desire of this thesis was to investigate if techno-overload could have an impact on psychological 

well-being and according to the results from the investigation, techno-overload does have an impact on 

psychological well-being. The statements from previous studies seem to be in line with what this study 

and results are showing, and the hypothesis techno-overload decreases psychological well-being 

appears to be in accordance with both primary data and secondary sources gathered in this thesis and is 

therefore supported.  

 

H2b Techno-Invasion decreases Psychological Well-Being 

 

A weak significance (see table 8) between the independent variable techno-invasion and the dependent 

variable psychological well-being was found after the analysis of the primary data gathered in this study. 

Twenge and Martin (2018) states that people who spend a high amount of time on social activities have 

higher psychological well-being. However, they also found that technology, such as virtual meetings, 

in some ways can decrease both happiness, self-esteem, and the feeling of satisfaction. According to 

the primary data gathered in this study, it was revealed that employees do not feel like their personal 
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life is being invaded and that their perception was that their psychological well-being is not decreasing 

due to virtual meetings.  

 

On the other hand, Castellacci and Tveito (2018) state that technology can increase well-being since 

employees can conduct daily operations with greater efficiency, precision, and quality. This 

information, and the information retrieved from the study conducted by Twenge and Martin (2018), 

appears to be correct and in accordance with the results in this study, due to the weak significance 

between techno-invasion and psychological well-being since the conducted primary data showed weak 

signs of techno-invasion decreasing psychological well-being.  

 

Since techno-invasion is about the feeling of always being available, exposed, and constantly needing 

to be connected to work-related issues which can lead to less family time and create conflicts (Gaudioso 

et al., 2017; Nagarajah, 2016). Therefore, it was natural for the authors of the thesis to believe that it 

would decrease psychological well-being. This information caused a desire to investigate if techno-

invasion could have an impact on psychological well-being and according to the results from the 

investigation, techno-invasion seems not to have a negative impact on psychological well-being based 

on the employees’ perception. This, in turn, led the hypothesis techno-invasion decreases psychological 

well-being to not be supported. 

 

H2c Techno-Complexity decreases Psychological Well-Being 

 

A strong significance (see table 8) between the independent variable techno-complexity and the 

dependent variable psychological well-being was found after the analysis of the primary data gathered 

in this study. Techno-complexity can, according to Tarafdar et al. (2007), create insecurity among 

individuals and employees about their knowledge regarding technology. The responses from the survey 

revealed that several of the employees participating felt nervous and anxious due to virtual meetings, 

which could indicate that complex technology decreases psychological well-being.  

 

Further discussed by Bamberg et al. (2012), is that the relationship between technostress and employee 

psychological well-being might suffer due to the technological environment employees are forced to 

work within. As this source points out the technological environment as a factor that can cause suffering 

among employees, it could be argued that the employees answering a high level of perceived 

nervousness and anxiousness works in an organization that operates through technology to a high extent. 

The results from Bamberg et al. (2012) and Tarafdar et al. (2007) led this thesis on the path of believing 

that technostress would negatively impact psychological well-being in the context of virtual meetings 

and in accordance with the result in this study, due to the strong significance between techno-complexity 

and psychological well-being, this belief seems to be correct.  



The Effects of Technostress through Virtual Meetings on Employee-level 

 42 

 

A desire for this thesis was to investigate if techno-complexity could have an impact on psychological 

well-being. If techno-complexity increases, the perception of low psychological well-being amongst 

the employees were recognized in the results as well. The statements from previous studies seem to be 

in line with the results presented in this thesis, and the hypothesis techno-complexity decreases 

psychological well-being appears to be in accordance with both primary data and secondary sources 

gathered in this thesis. Therefore, it will be supported.  

 

H3a Techno-Overload decreases Effectiveness. 

 

A weak significance (see table 9) between the independent variable techno-overload and the dependent 

variable effectiveness was found after the analysis of the primary data gathered in this study. Tarafdar 

et al. (2007) argue that techno-overload refers to technology creating stress in relation to time and 

performance at work. However, the primary data conducted from the survey in this thesis found the 

employee’s not to emphasize the time aspect of technology as an issue that could impact their perceived 

effectiveness. Rather a majority of the participants answered that it almost never occurs, which indicates 

that techno-overload, in fact, does not decrease employees perceived effectiveness looking at the time 

aspect.  

 

Though, another finding from the primary data indicated that a majority of the respondents felt that 

online collaboration decreased their perceived effectiveness, but according to Groth et al. (2008), the 

usage of virtual meetings and other types of ICTs should not differ in terms of effectiveness. This would 

mean that it was not only virtual meetings that decreased employees perceived effectiveness, it would 

also occur when using other ICTs. Egido (1988) states from studies conducted already back in the 70s´, 

that video meetings could be performed without any loss of effectiveness. One could argue that this 

statement has either changed during the past 50 years looking at the results from this study or that new 

technology and especially online collaborations have negatively impacted employees’ perception of 

effectiveness during the last decades and video meetings are no longer what it used to be.  

 

However, the majority of the respondents found the decision-making process during virtual meetings 

to be rather effective and not too confusing. Techno-overload can occur when employees feel that their 

capabilities are not high enough, which in turn can make it harder to get the work done (Gaudioso et 

al., 2017). Since the results of this study illustrate that the decision-making process and the outcomes 

employees can achieve from virtual meetings, are not confusing and rather effective, it can be argued 

that techno-overload is not appearing. If there is no sign of confusion, and the employees feel effective, 

they will most likely not feel like their capabilities are not high enough. A desire was to investigate if 

techno-overload could have an impact on effectiveness and according to the results from the 
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investigation, techno-overload seems not to have a specific negative impact on effectiveness as a whole 

which makes the hypothesis techno-overload decreases effectiveness not to be supported. 

 

H3b Techno-Invasion decreases Effectiveness. 

 

A weak significance (see table 9) between the independent variable techno-invasion and the dependent 

variable effectiveness was found after the analysis of the primary data gathered in this study. Looking 

at the results from this study, the respondents did not feel they spent too much time when trying to 

obtain useful information and suggestions, and as mentioned above, they also felt like decision-making 

processes are rather effective. Since Fuglseth and Sorebo (2014) state that techno-invasion refers to 

technology taking time from employees’ personal life, arguments can be drawn from it. From the results 

gathered in this study, it was discovered that employees do not feel they need to devote too much of 

their time to obtain useful information and suggestions from virtual meetings and that virtual meetings 

are rather effective. This discovery can argue that technology will not generate in loss of time from 

employees’ personal life, hence not impact their effectiveness negatively.  

 

Grover et al. (2018) argue that job resources could have a positive impact on an individual level, which 

in this thesis refers to as employee level, if the resources are used in the right way, it could, however, 

contribute to difficulties for employees to accomplish tasks if the resources are limited. The extension 

of job resources in this thesis is effectiveness and from the results, it was revealed that employees do 

not feel like their personal life was invaded by virtual meetings or that it was hard for them to 

accomplish their tasks. This indicates that the hypothesis techno-invasion decreases effectiveness can 

not be supported and is not accurate.  

 

H3c Techno-Complexity decreases Effectiveness. 

 

A strong significance (see table 9) between the independent variable techno-complexity and the 

dependent variable effectiveness was found after the analysis of the primary data gathered in this study. 

Tarafdar et al. (2007) state that techno-complexity refers to the usage of technology and the competence 

needed to handle it correctly. A discussion can arise from this and arguments could be made that 

employees will need to have knowledge and competence in the field of virtual meetings in order to be 

effective and if techno-complexity occurs, the effectiveness will decrease.  

 

Technology can be complex but has been stated by Lee, Lee, and Suh (2016) to potentially increase 

effectiveness, however, from the results gathered in this study, it was not obvious that employees knew 

enough about virtual meetings to handle it correctly. Several of the respondents felt that the overall 

quality of discussions during virtual meetings were quite poor. As Nagarajah (2016) and Fauscette and 
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Perry (2014) state that techno-complexity could bring problems regarding the understanding, usage, 

and the implementation of technology, the results from the primary data could reveal why techno-

complexity decreases effectiveness for employees. As employees felt that their knowledge about virtual 

meetings was not as high as it could and that quality could be better, problems concerning effectiveness 

seem to come with it and the hypothesis techno-complexity decreases effectiveness is supported and 

appears to be in accordance with both the primary data and parts of the secondary sources stated in this 

thesis.  
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6. Conclusion 
This section presents a summary of the thesis process and the research is concluded, later followed by 

suggestions for future research and managerial implications. 

 

This research aimed to examine if technostress was impacting employees’ in the context of virtual 

meetings. A deductive quantitative approach was used combined with results from previous studies, 

and a survey was sent to four different companies enabling the investigation within the research area. 

There were 110 participating employees from the different companies who answered the survey and 

107 of them were being analyzed and brought into the results and later deliberated together with 

secondary sources. This study offers a new way of looking at the JD-R model and an innovative 

approach to an already established theory. The theoretical contributions in this thesis were the factors; 

technostress and effectiveness as they were integrated into the well-established JD-R model, in the 

context of virtual meetings from an employee point of view. The phenomena technostress, in relation 

to work-life balance, psychological well-being, and effectiveness in the context of virtual meetings, has 

been researched and it was exhibited that the independent variable technostress impacted most of the 

dependent variables to some extent.  

 

It was revealed that the strongest hypothesis was H1b (techno-invasion decreases work-life balance), 

however, techno-invasion was only revealed to decrease the dependent variable within this hypothesis 

and the other two hypotheses involving techno-invasion were not supported and did not have a negative 

impact on employees. This was an interesting finding since hypothesis H1b (techno-invasion decreases 

work-life balance) had the strongest relation but simultaneously only accurate towards one of the three 

dependent variables. This divulges that family or personal life was not negatively impacted by 

technostress in the sense it was foreseen, rather it only concerns parts of it. Techno-overload, on the 

other hand, was accurate towards two of the dependent variables and was revealed to impact employees 

at both work-life and psychological level. This can conclude that time and performance, which are the 

main opponents in techno-overload, do have a large negative impact on employees in terms of virtual 

meetings. The final independent variable, techno-complexity, was also accurate towards two of the three 

dependent variables and was revealed to impact employees concerning both psychological well-being 

and effectiveness. This finding was of interest since technology today is found to be used daily, which 

made the authors of this thesis believe that techno-complexity would not impact the employees 

negatively to the believed extent. 

 

This research concluded that a majority of the hypotheses were accurate and that technostress, in these 

hypotheses, does impact employees through virtual meetings in a negative way. The respondents felt 

that virtual meetings do decrease their ability to obtain a healthy work-life balance, psychological well-
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being, and an effective standard. Therefore, the conclusion becomes highly recognizable as it 

contributes to fulfilling the distinguished gap.  

 

6.1 Managerial Implications  
 

Technology has during the past decades been undeniably established as a determinant part of 

organizational everyday operations. Without well-implemented technology, entire organizations may 

suffer from it. If implemented correctly, technology could generate opportunities and benefits that 

employees themselves are incapable of executing. However, it follows with a catch, namely 

technostress. The findings and conclusion of this thesis can contribute with new knowledge concerning 

the backside of technology, technostress, and can by its findings on its own be applicable in small and 

medium-sized organizations in terms of how to distinguish and prevent the phenomena.  

 

However, this study may not act as hindsight for all organizations, rather it could act as an aid for 

managers and researchers when supporting the existing knowledge of employees’ psychological, 

physical and personal health as well as their ability to be effective. Even though the results from this 

study only represents the designated convenience sample, the importance of technology and employee 

well-being still exists. Therefore, further investigation of the results is required by comparing it with 

other research and results, enabling the data to be put in broader context (Bryman & Bell, 2011).  

6.2 Future Research  
 

After conducting this thesis, relevant findings were found, and anticipated findings were recognized 

outside of the research field designated for this study. Potential future research could follow a 

managerial perspective rather than an employee perspective, which this thesis chose to investigate. 

Other suggestions for future research could be to include variables such as age and gender when 

executing a regression analysis and to interpret these results since these variables seemed to have an 

impact in some extent concerning the dependent variables. From the hypothesis H2a (techno-overload 

decreases psychological well-being), results showed that employees felt somewhat psychologically ill 

which could be of interest for future research to follow up and further investigate, since it seems like 

psychological well-being is a wide area of concern, independent of industry or geographical area.   

 

Another suggestion for further investigation is the comparison of different geographical areas. Since 

this study only investigated the Swedish perspective, mentioned as a limitation above, it could be 

suitable to compare the Swedish perspective with for example American and Chinese employees’ 
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perception of technostress in the context of virtual meetings. In order to achieve a more consistent result, 

it could also be interesting to choose one type of virtual meeting, instead of focusing on the combined 

term of virtual meetings, since it could provide different results since the employees most certainly have 

different opinions about the different types of meetings. 

 

There were two hypotheses; H1a (techno-overload decreases work-life balance) and H1b (techno-

invasion decreases work-life balance) both relating to work-life balance that were supported after 

reviewing the primary data. They revealed a decrease in work-life balance due to performance and time, 

as well as negative impacts on employees’ personal life due to virtual meetings. The employees felt like 

they had to be available at all times and that they had to put their personal life on hold due to virtual 

meetings. This is a research area that could be further investigated since it was recognized to have a 

large impact on employees’ lives. In this study, several variables concerning different areas were 

investigated, enabling further development and more in-depth research, if reviewing one variable in a 

compromised area.  

 

 

 

 

 

 

 

 

 

 

 

 

  



The Effects of Technostress through Virtual Meetings on Employee-level 

 48 

References  
Ahmad, U. N. U., & Amin, S. A. (2012). The 

Dimensions of Technostress among Academic 

Librarians. Procedia - Social and Behavioral 

Sciences, 65, 267-271. 

doi.org/10.1016/j.sbspro.2012.11.121   

 

Aiken, M., Gu, L., & Wang, J. (2013). Task 

Knowledge and Task-Technology Fit in a 

Virtual Team: Appendix 1. International 

Journal of Management, 30(1), 11. Retrieved 

from 

https://search.proquest.com/docview/1315137

148/fulltextPDF/86C3AC7261AD4A0BPQ/1?

accountid=12245  

 

Alam, M. (2016). Technostress and 

productivity: Survey evidence from the 

aviation industry. Journal of Air Transport 

Management, 50, 62-70. 

doi.org/10.1016/j.jairtraman.2015.10.003 

 

Austin, S., Fernet, C., & Vallerand, R. J. 

(2012). The effects of work motivation on 

employee exhaustion and commitment: An 

extension of the JD-R model. An International 

Journal of Work, Health & Organisations, 

26(3), 213-229. 

 

Awang, Z., Afthanorhan, A., & Mamat, M. 

(2016). The Likert scale analysis using 

parametric based Structural Equation 

Modeling (SEM), 1-10. 

DOI:10.5281/zenodo.1299429 

 

Babbie, E. R. (2010). Organizing Academic 

Research Papers: Quantitative Methods.  

 

Bakker, A., & Demerouti, E. (2007). The Job 

Demands-Resources Model: State of the Art. 

Journal of Managerial Psychology, 22(3), 

309-328. 

 

Bakker, A., & Demerouti, E. (2011). The Job 

Demands-Resources model: Challenges for 

Future Research. SA Journal of Industrial 

Psychology, 37(2).  

 

Bakker, A., & Demerouti, E. (2017). Job 

Demands–Resources Theory: Taking Stock 

and Looking Forward. Journal of 

Occupational Health Psychology, 22(3), 273-

285. 

 

Bamberg, E., Dettemers, J., Funck, H., Krähe, 

B., & Vahle-Hins, T. (2012). Effects of on-call 

work on well-being: Results of a daily survey. 

Applied Psychology: Health and Well-Being, 

4(3), 299-320.  

 

Bayo-Moriones, A., Billón, M., & Lera-López, 
F. (2013). Perceived performance effects of 
ICT in manufacturing SMEs. Industrial 
Management & Data Systems, 113(1), 117-
135. 
https://doi.org/10.1108/02635571311289700  
 

Boothy, D., Dufour, A., & Tang, J. (2010). 

Technology adoption, training and 

productivity performance. Research Policy, 

39(5), 650-661. 



The Effects of Technostress through Virtual Meetings on Employee-level 

 49 

 

Bouwman, R., Hooff, B., Wijngaert, L., & 

Dijk, J. (2005). Information and 

Communication Technology in Organizations: 

Adoption, Implementation, Use and Effects.  

 

Bryman, A., & Bell, E. (2011). Business 

Research Methods (3. ed). Oxford: Oxford 

University Press, 11, 92, 152-159, 165, 175-

178, 187-188, 190, 240, 342.   

 

Cambridge English Dictionary. (n.d.) Meaning 

of ICT in English. Cambridge English 

Dictionary. Retrieved 2020-04-16 from 

https://dictionary.cambridge.org/dictionary/en

glish/ict  

 

Castellacci, F., & Tveito, V. (2018). Internet 

use and well-being: A survey and a theoretical 

framework. Elsevier Ltd, 47(1), 308-325. 

https://doi.org/10.1016/j.respol.2017.11.007  

 

Chesley, N. (2010). Technology use and 

employee assessments of work effectiveness, 

workload, and pace of life. Information, 

Communication & Society, 13(4), 485-514. 

Chiappetta, M. (2017). The Technostress: 

definition, symptoms and risk prevention. 

Senses & Sciences, 4(1), 358-361. 

https://doi.org/10.14616/sands-2017-1-358361  

 

Choudhury, K. (2013). Workplace stress. 

Managing Workplace Stress: The Cognitive 

Behavioural Way. Springer, 1-5. 

https://doi.org/10.1007/978-81-322-0683-5  

 

Collins, D. (2019). 7 Ways You Are Probably 

Doing Virtual Meetings Wrong: Training and 

Development Excellence Essentials. Aurora.  

 

Connelly, L. (2011). Cronbach's Alpha. 

Research Roundtable.  

 

D’Ambra, J., Gou, Z., Turner, T., & Zhang, H. 

(2009). Improving the Effectiveness of Virtual 

Teams: A Comparison of Video-Conferencing 

and Face-to-Face Communication in China. 

IEEE Transactions on Professional 

Communication, 52(1), 1-2, 9. 

 

Demo, G., & Paschoal, T. (2016). Well-being 

at Work Scale: Exploratory and Confirmatory 

Validation in the USA. Paidéia, 26(63), 35-43. 

doi:10.1590/1982-43272663201605 

 

Dorf, R. (2001). Science, Technology, and 

Progress. Technology, Humans, and Society: 

Toward a Sustainable World. Elsevier Science 

& Technology, 65-80.  

 

Egido, C. (1988). Videoconferencing as a 

Technology to Support Group Work: A 

Review of its Failure. Proceedings of the 1988 

ACM conference on Computer-supported 

cooperative work - CSCW '88. Association for 

Computing Machinery, New York, NY, United 

States, 13-24 

https://doi.org/10.1145/62266.62268 

 

  



The Effects of Technostress through Virtual Meetings on Employee-level 

 50 

F. Guerin, T. (2017). A demonstration of how 

virtual meetings can enhance sustainability in 

a corporate context. Environmental Quality 

Management., 27(1), 75–81. 

https://doi.org/10.1002/tqem.21515  

 

Fabris, A. (2018). Basic Concepts. Ethics of 

Information and Communication 

Technologies. Springer, 5-7.  

 

Fauscette, M., & Perry, R. (2014). Simplifying 

it to Drive Better Business Outcomes and 

Improved ROI: Introducing the it Complexity 

Index. International Data Corporation. 

Retrieved from 

https://docplayer.net/50925-Simplifying-it-to-

drive-better-business-outcomes-and-improved-

roi-introducing-the-it-complexity-index.html  

 

Fielding, N., Lee, R., & Blank, G. (2017). 

Research design and tools for online research. 

The SAGE Handbook of Online Research 

Methods. SAGE Publications Ltd, 163-166.  

https://dx-doi-

org.ep.bib.mdh.se/10.4135/9781473957992  

 

Fenner, G. H., & Renn, R. W. (2010). 

Technology-assisted supplemental work and 

work-to-family conflict: The role of 

instrumentality beliefs, organizational 

expectations and time management. Human 

Relations, 63(1), 63-82.  

 

 

 

 

Fuglseth, A., & Sorebo, O. (2014). The effects 

of technostress within the context of employee 

use of ICT. Computers in Human Behavior, 

40, 161-170. 

 

Gaudioso, F., Turel, O., & Glimberti, C. 

(2017). The mediating roles of strain facets 

and coping strategies in translating techno-

stressors into adverse job outcomes. 

Computers in Human Behavior, 69, 189-196. 

 

Groth, K., Olin, K., Gran, O., & Permert, J. 

(2008). The role of technology in video-

mediated consensus meetings. Journal of 

Telemedicine & Telecare, 14(7), 349-353. 

https://doi.org/10.1258/jtt.2008.007006  

 

Grover, S. L., Teo, S. T. T, Pick, D., Roche, 

M., & Newton, C. J. (2018). Psychological 

capital as a personal resource in the JD-R 

model. Personnel Review, 47(4), 968-984.  

https://doi.org/10.1108/PR-08-2016-0213 

 

Gusy, B., Lesener, T., & Wolter, C. (2019). 

The job demands-resources model: A meta-

analytical review of longitudinal studies. Work 

& stress: An International Journal of Work, 

Health & Organisations, 33(1), 76-103. 

https://doi.org/10.1080/02678373.2018.15290

65  

Hayman, J. (2005). Psychometric Assessment 

of an Instrument Designed to Measure Work 

Life Balance. Research and Practice in 

Human Resource Management, 13(1), 85-91. 

 



The Effects of Technostress through Virtual Meetings on Employee-level 

 51 

Heale, R., & Twycross, A. (2015). Validity 

and reliability in quantitative studies. BMJ 

Journals, 8(3), 66-67. 

 

Hämmig, O. (2014). Integration of Work and 

Personal Life as a Key Factor for Individual, 

Organizational and Public Health. Bridging 

Occupational, Organizational and Public 

Health: A Transdisciplinary Approach. 

Springer Dordrecht, 157-159. 

 

Israeli, O. A (2007). A Shapley-based 

decomposition of the R-Square of a linear 

regression. J Econ Inequal, 5, 199-212. 

 

T.B. Rattrie, L., & G. Kittler, M. (2014). The 

job demands-resources model and the 

international work context - a systematic 

review. Journal of Global Mobility, 2(3), 260-

279. 

 

Winter, D. D., & Koger, S. M. (2011). The 

Psychology of Environmental Problems - 

Psychology for Sustainability. 

https://doi.org/10.4324/9780203847978  

 

Lacinai, A. (2020, March 16). Digitala möten 

har sina poänger – nu mer än någonsin. Event 

Effect. Retrieved 2020/03/20  

https://eventeffect.se/digitala-moten-har-sina-

poanger-nu-mer-an-nagonsin/ 

 

Lammers, W. J., & Badia, P. (2013). 

Measurements. Fundamentals of Behavioral 

Research. University of Central Arkansas, 12-

15. 

 

Lee, S. B., Lee, S. C., & Suh, Y. H. (2016). 

Technostress from mobile communication and 

its impact on quality of life and productivity. 

Total Quality Management and Business 

Excellence. 27(7-8), 775-790. 

 

Lee, A., Son, S., & Kim, K. (2016). 

Information and communication technology 

overload and social networking service 

fatigue: A stress perspective. Computers in 

Human Behavior, 55, 51-61.  

https://doi.org/10.1016/j.chb.2015.08.011 

 

Lin, C. P. (2011). Modeling job effectiveness 

and its antecedents from a social capital 

perspective: A survey of virtual teams within 

business organizations. Computers in Human 

Behaviour, 27(2), 915-923.  

 

Lind, D.A, Marchal, W.G, Wathen, S.A. 

(2018). Statistical Techniques in Business & 

Economic. 17, 80-81. McGraw-Hill Education. 

 

A. Lindeblad, P. (2012). Organisational 

effects of virtual meetings - How can we gain 

from fewer handshakes? IIIEE Lund 

University.   

 

  



The Effects of Technostress through Virtual Meetings on Employee-level 

 52 

Lindeblad, P., Voytenko, Y., Mont, O., & 

Arnfalk, P. (2016). Organisational effects of 

virtual meetings. Cleaner Production, 123, 

113-123. 

https://doi.org/10.1016/j.jclepro.2015.08.058  

 

Maier, C. (2014). Technostress: theoretical 

foundation and empirical evidence. University 

of Bamberg. 

 

Nagarajah, A. B. (2016). The Influence of 

Professional Training and Personal Factors 

on Technostress: A Correlation Study. Capella 

University.  

 

Nam, T. (2014). Technology use and work-life 

balance. Applied Research in Quality of Life, 

9(4), 1017-1040.  

https://doi.org/10.1007/s11482-013-9283-1    

 

OECD. (2010). Improving Health Sector 

Efficiency: The Role of Information and 

Communication Technologies. OECD Health 

Policy Studies. 1-156. 

https://doi-

org.ep.bib.mdh.se/10.1787/9789264084612-en 

 

Panova, T., & Lleras, A. (2016). Avoidance or 

boredom: Negative mental health outcomes 

associated with use of Information and 

Communication Technologies depend on 

users’ motivations. Computers in Human 

Behavior, 58, 249-258.  

https://doi.org/10.1016/j.chb.2015.12.062 

 

 

Rayler, A. (2010). Videoconferencing: 
Technology, Impact and Applications.  
 
Reeson, A., & Rudd, L. (2016). ICT Activity, 

Innovation and Productivity: An Analysis of 

Data From Australian Businesses. Economic 

Papers, 35(3), 245-255.  

https://doi-org.ep.bib.mdh.se/10.1111/1759-

3441.12145 

 

Schaufeli, W. B., & Taris, T. W. (2014). A 

Critical Review of the Job Demand-Resources 

Model: Implications for Improving Work and 

Health. Bridging Occupational, 

Organizational and Public Health: A 

Transdisciplinary Approach. Springer 

Dordrecht, 1-11. 

https://doi.org/10.1007/978-94-007-5640-3_1  

 

Sedgwick, P. (2012). Pearson’s correlation 

coefficient. The British Medical Journal.  

https://doi-

org.ep.bib.mdh.se/10.1136/bmj.e4483 

 

Siegrist, J. (2014). Psychosocial Factors in 

Occupational and Organizational Health: A 

Key Public Health Issue. Bridging 

Occupational, Organizational and Public 

Health: A Transdisciplinary Approach. 

Springer Dordrecht, 17-19.  

https://doi.org/10.1007/978-94-007-5640-3_1  

 

Smith, J. (1992). “CREATING 

EFFECTIVENESS”. New Library World. 

93(1).  

 

 



The Effects of Technostress through Virtual Meetings on Employee-level 

 53 

Tarafdar, M., Tu, Q., Ragu-Nathan, B. S., & 

Ragu-Nathan, T. S. (2008). The Consequences 

of Technostress for End Users in 

Organizations: Conceptual Development and 

Empirical Validation. Information Systems 

Research, 19(4), 417-433. 

 

Tarafdar, M., Tu, Q., Ragu-Nathan, B. S., & 

Ragu-Nathan, T. S. (2007). The Impact of 

Technostress on Role Stress and Productivity. 

Journal of Management Information Systems, 

24(1), 301-328.  

https://doi.org/10.2753/MIS0742-1222240109 

 

Tranmer, M., Murphy, J., Elliot, M., & 

Pampaka, M. (2020). Multiple Linear 

Regression (2nd Edition). Cathie Marsh 

Institute, 28, 31, 58.  

 

Turel, O., Serenko, A., & Bontis, N. (2011). 

Family and work-related consequences of 

addiction to organizational pervasive 

technologies. Information and Management, 

48(2-3), 88-95. 

https://doi.org/10.1016/j.im.2011.01.004 

 

 

 

 

 

Twenge, J., & Martin, G. (2018). Decreases in 

Psychological Well-Being Among American 

Adolescents After 2012 and Links to Screen 

Time During the Rise of Smartphone 

Technology. American Psychological 

Association, 765-780.  

 

Van Baalen, J. P., & Van Fenema, P. C. 

(2009). Instantiating global crisis networks: 

The case of SARS. Decision Support Systems, 

47(4), 277-286. 

https://doi.org/10.1016/j.dss.2009.05.005 

 

Varma, L. (2016). Stress of Working Women. 

The International Journal of Indian 

Psychology. 3(4), 24-25. 

 

Voytenko, Y., & A. Lindeblad, P. (2013). 

Effects of Virtual Meetings on Individuals and 

Organisations in Swedish Public Authorities: 

Survey results from Swedish Energy Agency, 

Swedish Environmental Protection Agency 

and Swedish Transport Administration. 

International Institute for Industrial 

Environmental Economics, IIIEE Lund 

University. 

 

World Bank. (2009). Information and 

Communications for Development: Extending 

Reach and Increasing Impact, 3-10. 

 

  



The Effects of Technostress through Virtual Meetings on Employee-level 

 54 

Appendix 1 
Survey Questions 

1. Age. 

2. Gender. 

3. How often do you use/attend virtual meetings? 

4. Are the virtual meetings you attend informative or interactive? 

5. Level of highest completed education. 

6. I am forced by virtual meetings to do more work than I can handle. 

7. I am forced by virtual meetings to work with very tight time schedules. 

8. I have a higher workload due to the complexity of virtual meetings. 

9. I always have to be available due to virtual meetings. 

10. I have to sacrifice time to keep up with new technologies regarding virtual meetings. 

11. I feel that my personal life is being invaded by the usage of virtual meetings.  

12. I do not know enough about virtual meetings to handle it correct. 

13. I need long time to understand and use new technologies regarding virtual meetings. 

14. I do not find enough time to study and upgrade my technological skills regarding virtual 
meetings. 

15. I find other employees to know more about virtual meetings than I do. 

16. I often find it complex to understand and use virtual meetings. 

17. The overall quality of discussions during virtual meetings is poor. 

18. The decision-making process during virtual meetings is ineffective. 

19. The decision-making process during virtual meetings is confusing. 

20. I do not have the opportunity to say what I want during virtual meetings. 

21. The online collaboration of virtual meetings decreases my effectiveness. 

22. I spend too much time when trying to obtain useful information and suggestions from virtual 
meetings. 

23. My personal life suffers because of virtual meeting. 

24. I struggle to find a balance between work and non-work due to virtual meetings. 

25. Virtual meetings make my personal life difficult. 

26. I put personal life on-hold for virtual meetings. 

27. Virtual meetings make me feel distressed. 

28. Virtual meetings make me feel nervous. 

29. Virtual meetings make me feel anxious. 

30. Virtual meetings make me feel annoyed. 
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Appendix 2 
Table 1: Pearson Correlation Table  

 
 

 

Table 2: Pearson Correlation Table, including Mean & Standard Deviation 

 
 

 

 

 

 

 

 

 



The Effects of Technostress through Virtual Meetings on Employee-level 

 56 

Table 3: R-values - Work-Life Balance  

 
 

Table 4: R-values - Psychological Well-Being 

 
 

Table 5: R-values - Effectiveness 
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Table 6: Mean, Std. Deviation and N - Techno Overload 

 
 

Table 7: Mean, Std. Deviation and N - Techno Invasion 
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Table 8: Mean, Std. Deviation and N - Techno Complexity 
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Table 9: Mean, Std. Deviation and N - Work-Life Balance 
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Table 10: Mean, Std. Deviation and N - Psychological Well-Being 

 

 
 

  



The Effects of Technostress through Virtual Meetings on Employee-level 

 61 

Table 11: Mean, Std. Deviation and N - Effectiveness 

 

 
 

 


