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EXECUTIVE SUMMARY
Technostress is nowadays a regular occurrence in daily life, and people at all levels of
employment can exhibit its effects. Technostress is a psychological term that describes the
experience of pressure and strain on people due to Information and Communication
Technology (ICT). Anappropriate amount of stress is advantageous and boosts productivity
while stress mainly drives to degrade performance of individual and ultimately affects
productivity level of organization. The government offices, majorly officers seem to have
no adequate skills to cope with advance ICTs. Jobs in these fields tend to be skill-intensive,
requiring personnel to keep up with technology advancements as needed for performing
well. As a result, these circumstances increase the technostress that employees feel, which

in turn affects their behavior, responses, performance, and other organizational aspects.

This  research aims to analyzethe  relationship  between  technostress
and employee performance among government staffs in Kathmandu valley. It also tries to
identify the mediating effects of role stress (role overload and role conflict) in the
relationship between technostress and employee performance. The study's aims were
approached using a descriptive study design. Convenience and referral sampling were
utilized as a sampling technique in this quantitative study. Data were gathered using a self-
administered closed-end questionnaire. 370 employees in total had participated in the study.
The SPSS version 26 was used to analyze and interpret the data that had been gathered. To
achieve the goals of the study, both descriptive and inferential analysis approaches were
adapted.

From the study, it was observed that there was a significant amount of technostress among
government staffs in Kathmandu valley which may have had a negative impact on employee
performance. Employee performance is negatively impacted by technostress variables,
including techno-complexity, techno-uncertainty, and mediating variable role overload. The
study shows that techno-overload and role conflict has no significant relationship with
employee performance. Nonetheless, the role overload has a mostly affected employee's
ability to accomplish their work. Hence, the role overload had the greatest impact on

employee performance

Xi



CHAPTER |
INTRODUCTION

This chapter provides an overview of the research project, its objectives, and the significance
of the study. It also describes the hypothesis used in the research and points out any
limitations. The report's remaining sections are organized concisely in the end which
highlights the main chapters and their contents.

1.1 Background of the Study

When obligations do not align with knowledge as expected, stress is a condition of worry that
tests a person's coping mechanisms. Stress originates from an organization's excessive
pressure (Agboola & Olasanmi, 2016). The word ‘stress’ can be defined as physiological
state which has The physiological state known as "stress™ has a significant impact on how a
person responds, adjusts, and deals with the situations, things, and surroundings in which
they encounter themselves. This factor has a sometimes favorable, but more often negative,

impact on human existence, wellbeing, behavior and health.

Computer systems are now mainstream, at least in modern industry and administration. The
cycle of innovation in both software and computer components has accelerated. Every year
or so, new software as well as technology platforms are produced, and individuals must
adjust with them. In current day and age, the hardware components are also evolving at a
faster rate (Ahmad & Amin, 2012). The concern is how individuals react to such constant
technological advancement, whether it causes stress, and what practical actions and
decisions should be developed to help them cope with it. One of the key psychological issues
raised by all of these changes is the risk of errors in very complex interconnected systems.
As a result, complexity will be key issue that must be addressed in regard to stress and

coping capacities (Hamborg & Greif, 2009).

People nowadays are overly reliant on technology, which is causing a number of physical
and psychological problems for them and making them inefficient on both a personal and
professional level. Undoubtedly, technology has improved people's lives in terms of comfort
and proficiency, but the majority of its users also find it difficult to deal with its adverse

implications (Tagurum, Okonoda, Miner, Tagurum, & Bello, 2017). Parasuraman and Alutto



(1984) defined "technostress™ is brought on by an inability to adapt to new computing
technology in a healthy way. The struggle to accept computer technology and the more
specialized type of over identification with computer technology are two separate but
connected ways in which it shows itself. Tu et al. (2008) asserted that the staff members feel
overloaded with information and are compelled to work more quickly to keep up with the

escalating processing demands.

Bringing new technology into the workplace is a multifaceted problem that may be addressed
by a variety of specialized disciplines such as project management, strategic planning, and
process reengineering. A vital step in effectively implementing a new technology to the
workplace is determining who will be influenced directly or indirectly by the change and
how. This is a major challenge for businesses as they progressively migrate to data-rich,
networked environments, because both the number of people affected and the rate of change

will accelerate dramatically (Fisher & Wesolkowski , 1999).

According to Schmitt et al. (2012), employee performance is defined as "what the
organization employs one to perform and perform well." Each employee's performance has
an impact on the performance of the company, hence every organization is particularly
concerned in the factors that affect performance. Tarafdar et al. (2011) studied effects of
technostress satisfaction and task performance of 233 ICT users. The study revealed that
technostress has negative impact on managers’ ability to effectively use ICT. Similarly,
Tarafdar et al. (2014) indicated that technology overload, incursion, uncertainty and
insecurity have an adverse effect on the employee’s behavioral performance. Likewise,
Tagurum et al. (2017) investigated the effect of technostress on job performance and coping
mechanisms among the academic staffs in Nigeria. The results showed that Technostress
was reported by 54.2% of participants, and it significantly decreased 9% of employees'
ability to execute their jobs.

The organizational effects of ICT-driven changes manifest themselves in two ways. First,
there is a direct effect, as evidenced by changes in the "technical system™ caused by ICT, i.e.
changes in tasks and processes. Second, changes in the "social system™ - that is, roles, reward
systems, and authority structures - have an indirect effect. Both of these effects can be
significant sources of stress for employees and have a negative impact on individual

productivity and performance (Tarafdar et al., 2007).



1.2 Statement of the Problem

Technostress has been a growing problem since then, as companies rapidly adopt new
technology and companies roll out new upgrades frequently. In context of Nepalese service
sector, it is found that number of research were conducted relevant to this study. But mostly
they were mostly related to the job stress and its impact on job performance but no specific
research was conducted on technostress and its impacts on job performance. So this study is

put forward attempting to fill the existing research gaps.

First this study contributes to the extension of the literature to make up for the lack of
research regarding technostress and its impacts on job performance in Nepalese service
sector. According to research of Tarafdar et al. (2007), role stress mediated the relationship
between technostress and work performance. Technostress is one of the burning issues in
the present context. Second, this study is using role stress as mediator between the
relationship of technostress and work performance, which will help the organization to avoid
technostress among employees and manage the technologies for effective employee’s work
performance. Therefore, this research might help in understanding and identifying the causes

of technostress and its impacts on the role stress and work performance of the employees.
The research attempts to answer the following research questions:

i.  Whatis the current status of techno stress and employee performance among

government staffs of Kathmandu valley?

ii. To what extent does techno-stress impact employee performance among
government staffs of Kathmandu valley?
iii. Is there mediation effect of role stress (role overload and role conflict)

between techno stress determinants and employee performance?

1.3 Research Objectives

The general objective of the study is to determine the impact of techno stress on employee
performance among government staffs of Kathmandu valley with determining the
mediating effect of role stress.
Specific objectives are:

e To assess the technostress and employee performance among government staffs

of Kathmandu valley.



e To analyze the impact of technostress on employee performance.
e To identify how the techno stress and employee performance are mediated by
role overload and role conflict.
1.4 Hypothesis
According to research conducted by Tarafdar et al. (2007), there is an inverse relationship
between technostress and performance. In addition, Tarafdar (2011) revealed that
technostress significantly lowers job satisfaction, commitment, innovation, and productivity.

There is some research done which provides evidence that there is significant impact of

technostress on employee’s performance among government staffs of Kathmandu valley.

Technology overload has been linked with a number of unwanted outcomes, such as extreme
levels of stress, burnout, and lower performance (Diasz, Chiaburu, Zimmerman, & Boswell,
2012). Alam (2016) argued that modern technology is assumed to enhance employee
efficiency, but in reality they are so swamped and overloaded with its applications that it

becomes hard to get the job done.
H1: Techno overload has significant impact on employee performance.

Technology compels users to understand various IT functions and makes them feel as though
their skills are inadequate (Tarafdar et al., 2007). According to Jena (2015), the techno-
complexity significantly and negatively affect employee’s job performance.

H2: Techno complexity has significant impact on employee performance.

ICTs stress people out because they have to keep up with how quickly new ICTs are
developing. This causes anxiety and pessimism. It was revealed that techno-uncertainty has

a negative impact on employee performance (Owusu-Ansah, Azasoo , & Adu, 2016).
H3: Techno uncertainty has significant impact on employee performance.

Technostress perceived by employees is positively related to role stress (Wang & Shu, 2008).
The literature examining the connection between technology and organizational roles and
structure now includes a new conceptual thread that demonstrates the favorable connections

between technostress and role stress (Tarafdar et al., 2007).

H4: Technostress influences role stress.



Technostress has significant effect on role stress. The proximity managers' performance is
negatively impacted by the techno-stress creator's role stress (Feng, 2021). Role stress has
an adverse influence on performance because it makes it difficult for someone to carry out
their duties efficiently, which lowers the quality of their work and their performance.
Moreover, it has been linked to other problematic effects (Tarafdar et al., 2007). Hence, role
stress has significant impact on employee’s performance among government staffs of

Kathmandu valley.
H5: Role stress has significant impact on employee performance.

1.5 Significance of the study

The importance of this study lies in its attempt to overcome the problems identified in
the problem statement, which will aid in bridging any gaps in prior knowledge. First this
study aids in the extension of the literature regarding techno stress and its impact on role
stress and employee performance among government staffs of Kathmandu valley.
According to research of Tarafdar et al. (2007), role stress mediates the relationship
between technostress and employee’sperformance. Technostress is one of the burning

issues of today’s world.

Second, this study is using role stress as a mediator between the relationship of
technostress and the employee performance among government staffs, which will be
great help for the organization and staffs to manage techno stress and enhance
employee’s productivity. Lastly, this study might help in identifying about the techno
stress and the impact of determinants of techno stress variables and employee’s
performance. The findings from this study could be the basis for further research as well
as a source of reference. The study can serve as reference material for other academicians
or researchers who would like to investigate further the effects of technological stress on

employee performance in different private, public, and governmental sectors.

1.6 Limitations of the Study

Some of the limitations of the study are:
e This study only considered three factors of technostress; other additional

determinants of technostress could be taken in the further study.

e Although convenience sampling is adopted to gather the sample,



convenience samples don't generate the representative results.
e Since the study was conducted only within staffs of specific organizations
of Kathmandu valley, the sample results do not accurately depict the entire

population of Nepal.

1.7 Structure of the Report
This research paper has been divided into three major divisions, each with five chapters.

e Preliminary section

e Body of the report

e Supplementary section
The title page, certification and statement of authenticity, acknowledgement, table of
contents, list of tables, list of figures, abbreviations, and executive summary comprise the
preliminary section.

The report is divided into five chapters.

Chapter I: Introduction

The first chapter of the study provides a brief overview of the study's topic. It explains what
the following research entails and why the project is worthwhile. This chapter presents the
broad problem objectives, aids in the introduction of the project subject, and explains why
the problem is worthwhile to solve. It also contains subtopics such as the background of the
study, statement of the problem, research objectives, hypothesis, limitations, significance of
the study.

Chapter Il: Related Literature and Theoretical Framework

Similarly, the second chapter includes a literature review as well as a theoretical
framework. A literature review comprises a review of empirical studies, research
publications, and a thesis or dissertation, as well as an overall scenario of the study that

is related to the study's objective.
Chapter I11: Research Methodology

Similarly, the third chapter is the research methodology, which describes the tools and
strategies used to conduct the research. This chapter covers research design, research
strategy, as well as population and sample. This chapter also covers methods for data

collection, instrumentation, data analysis tools or software used, and ethical considerations.



Chapter IV: Analysis and Results

The fourth chapter details the study's analysis and findings. It represents the quantitative data
analysis utilizing statistical methods that defines the numerous tables and figures designed
to answer the study objectives and research questions. It determines the interaction of
dependent, independent, and mediating variables. The following section displays the

primary conclusions from data analysis that are predetermined as study objectives.

Chapter V: Discussion, Conclusions and Implications

The fifth chapter, which presents the overall research findings, includes discussions,
conclusions, and implication. Based on the study's conclusion, the appropriate
suggestions are then presented. It conveys the findings in a logical and consistent manner
in relation to the issue at concern, along with the study's potential areas for further study.

In addition to this, references and appendices are included at the end of the GRP report.



CHAPTER I

RELATED LITERATURE AND THEORETICAL FRAMEWORK

The theoretical overview of the numerous theories related to technostress, role stress and
employee performance are presented at initial section of this chapter. The primary focus of
this study is on technostress and its influence on role stress and employee performance. In

addition, various empirical reviews are described in this chapter.

2.1 Theoretical Reviews
Theoretical reviews offer insight into the particular topic and purpose of the study as well as

a sense of anticipated outcomes that can be further contrasted with actual events.

2.1.1 Technostress

Stress occurs when an individual is unable to appropriately respond to the demands placed
by the environment (job in this case) in a specific situation, which are followed by a negative
outcome. It is also simply defined as that of an individual ’s behavioral response to an
imbalance between the situation's demand and the individual's response (Cooper, Dewe, &
O'Driscoll, 2001). Especially when the individual believes that the work that demands more

than the individual's knowledge, abilities, and skills possessed (Tiwari, 2020).

The term "technostress™ has been proposed to characterize the condition of psychological
and physiological arousal experienced in certain individuals who rely significantly on
computers in their jobs. Technostress has been observed to arise when individuals believe
their job to be stimulating while also believing that they do not fully master the requisite
qualifications (Arnetz, Berg, & Arnetz, 1997). Tarafdar et al. (2007) and other researchers
has developed different dimensions of technostress mainly techno overload, techno

complexity, techno evasion, techno uncertainty and techno insecurity.

Interruptions caused by ICT may also result in technostress, or stress caused directly or
indirectly by ICTs (Kumar, Lal , Bansal, & Sharma, 2013). Technostress caused by ICT-
enabled interruptions results in short-term, episodic stress. Short-term episodes of
technostress, when combined, can lead to long-term issues (e.g., role stress, decreased
productivity, intentions to turnover). Technostress may have a far significant influence on
an organization's bottom line if such strains are not controlled. As a result, reducing

such stressors in the office might have a long-term influence on the business. Mostly



information systems based concentrate on technostress models that link chronic outcomes
(such as job satisfaction) to general stress perceptions such as role stress, which is based on

organizational behavior literature (Tu et al., 2008).

The Transactional Stress Theory

The transactional perspective, first proposed by Selye (1956) in his fundamental study on
stress, contends that stress is an ingrained, ongoing process in which people interact with
their surroundings, form judgments, and deal with problems as they arise (Cooper, Dewe, &
O'Driscoll, 2001). The transactional stress viewpoint takes into account the frequency,
seriousness, and intensity of the stressful circumstances (stressors), as well as the
accessibility of resources that can help people cope with stress, like social support (Smith,
2006). Each stressor is viewed from this angle in the context of the whole stress process.
This viewpoint also places more emphasis on the impacts of coping, which, in the short term,
can reduce the perception of stress in the mind and body and, in the long run, can lead to

people "toughening™ and adapting (Aldwin, 2009).

The transactional approach of stress is a foundation for numerous models. In this study, we
emphasize the person-environment (PE) fit model, which contends that stress is brought on
by either excessive expectations or a lack of resources to satisfy those demands (Cooper,
Dewe, & O'Driscoll, 2001). For two reasons, we investigate the PE fit model in the
transactional approach of stress. First, it is important to recognize that everyone experiences
stress differently. Second, stress is caused by a mismatch between a person ’s skills and the
high pressure put on them or by a person's beliefs and an environment that does not provide
enough resources to achieve those values (Ayyagari, Grover, & Purvis, 2011).

Demand in this model includes environmental factors. It refers to the quantity, nature, and
perceived workload or overload brought on by the demands themselves (Mullarkey, Jackson,
Wall, Wilson, & Grey-Taylor, 1997). The objective demands that are made possible by ICTs
and cause people stress are what we refer to as ICT-enabled demand stressors. For instance,
a lot of interruptions that aren't task-related can be demand stresses. Stress is brought on by
perceived workload or overload pressures that result from having to meet demand
(Parasuraman & Alutto , 1984). Particularly, a high workload may cause demands to exceed

people's capacities, which leads to sensations of overload (Kushnir & Melamed, 1991).



Dimensions of Technostress

Agboola and Olasanmi (2016) published a study on stress that was relevant to people in
computer-related fields. The majority of people who responded to their study agreed that
advancements in computer technology increase uncertainty. It has been asserted that "the
men and women who plan, manage, and oversee these systems have encountered growing
technostress in their work and environs" and that “"technostress is not at all likely to dissipate
in the foreseeable future.” Saganuwan et al. (2015) studied how technological stress affected
productivity in two US government agencies. It was found that the five technological
stressors of technological overload, technological invasion, technological complexity,
technological insecurity, and technological uncertainty all had a significant detrimental

influence on individual productivity.

Although the technological revolution has made work faster and more efficient, it was
discovered that many employees were uncomfortable with its implementation because it
involved uncertainty and change. In addition, because they felt additional stress known as
technostress, which may have adverse effects on the organization (Agboola & Olasanmi,
2016). The key conclusion of most of the study was that stress, in particular, may be a
negative influence of computer use. So, it was determined that companies and other relevant
organizations must take technostress seriously by training their employees. Organizations
must provide mechanisms for people to deal with information overload since ICTs may

cause instances of overload in work environments (Hang et al., 2022).

2.1.2 Role Stress

Whether it be in one's personal or professional life, each person has a unique function to
perform. Employees so take on several roles in their work lives, which are each described as
a particular set of duties or responsibilities related to a certain position within an
organization. As a result, positions specify how a worker acts within the company (Cooper
etal., 2001). When a person is assigned to multiple jobs that conflict with one another, it can
be stressful. This is especially true when there is a breakdown in communication or clarity
of thought regarding any aspect of a task or obligation or when the requirements for the
various activities are incompatible. Role conflict and role overload have been identified as

the two main causes of role stress (Kahn et al., 1964).

When someone must perform duties that are incompatible contradictory or incongruently,

role conflict (Kahn et al., 1964). It is not unusual for this to occur in an organizational setting

10



when a person is expected to meet the requirements of multiple roles, each of which has
expectations that are in conflict with one another. As a result, it can be very challenging to

comply with all of these demands at once (Wang & Shu, 2008).

Role overload is the terminology used when the amount of work or even the level of
complexity that has been allotted to a person exceeds his or her ability to accomplish it
(Abdel-Halim, 1981). Role overload occurs when a person is expected to execute a role that
is too demanding for them to handle. We refer to a situation as qualitative role overload if
the job's expectations for the role are too challenging to fulfill. Role overload is also referred
as when someone feels overwhelmed by the amount of roles they have been assigned or are

expected to perform (Kahn et al., 1964).

Role stress is caused by the combination of these two (role conflict and role overload).
Jackson and Schular (1985) conducted a research and found that role stress has a negative
impact on performance. Although it severely impairs a person's capacity for task
performance, it has also been discovered to be inversely associated to unhappiness,

productivity, and work quality (Cooper, Dewe, & O'Driscoll, 2001).
Role Theory

In accordance with the role stress theory, which is grounded on classical role theory, shows
that role ambiguity leads to an unfavorable condition (Kahn et al.,1964). Role stress theory
bases its main premise on the idea that stress is a direct result of high demand, and that stress

is amplified with each demanding role one performs.

The scarcity perspective, a variation on role stress theory, makes the assumption that people
have a limited supply of psychological and physical resources to meet their role
commitments. Many responsibilities increase the pressure on resources, increasing the
likelihood that an individual would run out of resources. In order to lessen role strain, people
must make trade-offs (Aryee, Srinivas, & Tan, 2005). The idea that work and family roles
have separate responsibilities and obligations, in which the satisfaction of those connected
with one job requires the sacrifice of another, is what underlies the trading-off of finite
resources (Zedeck & Mosier, 1990). Due to the incompatibility of the roles, this causes role
conflict (Kahn et al.,1964).
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Technostress and Role Stress

Socio-technical Theory

According to social technical theory, it is only possible to comprehend and enhance the
design and performance of any organizational structure if social and technical factors are
combined and handled as interdependent components of a complex system. It involves task
flexibility and significance. Positive advancement results from this. There are four actors, or
interdependent variables: task/role, structure, technology, and people.

According to sociotechnical theory, an organization is a sociotechnical system made up of
social and technical elements. The social element is related to the skills, values, behaviors,
roles, structure, and reward systems. On the other hand, when we refer to a technological
system, we mean the actual work that is done as well as the technology and associated

processes.

Individuals' roles within an organization are either connected to the job they
undertake directly along with any related technological systems or social systems, such as
the hierarchy and structures, with which the individual interacts such as authority, (Kahn et
al., 1964). According to Perrow (1967), technology has an impact on organizational roles
because it shapes the scope of control, the coordinating mechanism, organizational
structures, rules, policies, and procedures, among other things. Roles have been said to be
dynamic rather than static, and as technology changes, it gradually shifts from altering jobs
and abilities to altering structures and processes (Barley , 1990). Hence, it is possible to say

that technology has influence on the roles performed.

The complexity of today's technology may result in role overload because it takes more effort
to understand and control the changes (Coklar & Sahin, 2011). It is more difficult for
employees to become accustomed to the technology in modern times since it changes so
regularly and frequently in unpredictable ways. By the time they do, another shift happens
(Parsons et al., 1991). Role stress is brought on by this role overload. Second, the
organization anticipates increased production as a result of the use of new technology
(Arnetz, Berg, & Arnetz, 1997). Also, as activities must be completed faster, employees are
required to work longer hours, which creates role overload and, ultimately, role stress.

Finally, because new ICTs can multitask, staff are under increasing pressure to manage
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multiple activities at once, which creates the impression that multiple problems are being
solved simultaneously. As tasks multiply, more time is needed to complete them, which
necessitates longer workdays or weekend hours at the office (Cooper, Dewe, & O'Driscoll,
2001). They lead to increased role stress and role overload. Role stress and technological
stress have a positive association, and technological stress and individual productivity are

mediated by role stress (Tiwari, 2020).

2.1.3 Employee Performance

Performance, according to Schmitt et al. (2012), is "what the organization seeks one to do,
and do effectively." Furthermore, only actions that can be measured, or scaled, are
considered to represent performance. He has also put forth a construct that gauges an
individual's performance. The researcher describes the performance components in terms of

three variables: declarative knowledge, procedural expertise, and motivation.

Declarative knowledge, according to the notion, is the knowing of facts, rules, aims, and
oneself. Apparently, it depends on a person's multiple intelligence interactions, skills,
personality, preferences, education, training, and experience. Ability to move, self-control,
interact with others, think, and use mental and motor skills. While aptitudes, personalities,
preferences, education, training, expertise, and 11 aptitude-treatment interactions as well as
practice are determinants of procedural knowledge and skills, all procedural expertise and
abilities are included. The final aspect of motivation is the choice of action, the intensity of
the effort, and the perseverance of the effort (Schmitt et al., 2012).

2.2 Empirical Review

2.2.1 Technostress

Although the field of information and communication technology (ICT) has made amazing
strides and greatly benefited human society, mounting evidence points to the "evil side" of
ICT for both individuals and companies (Salanova, Llorens, & Cifre, 2013). One significant
"dark side" of ICT is technostress (TS), which is described as "stress experienced by end

users in companies as a result of their usage of ICT" (Tarafdar, Ragu-Nathan, & Tu, 2008).

Technostress is a term used to describe a condition that affects general wellbeing and is
caused by an inability to deal with new computer technologies. It can emerge as a struggle
to accept technology or as an over identification with it (Ayyagari, Grover, & Purvis, 2011).
It is sometimes described more broadly as any adverse impact which technology has, either

13



directly or indirectly, on a person's attitudes, ideas, actions, or body physiology (Tarafdar et
al., 2007).

Sasidharan (2021) conducted a study among employees of a large size organization with
enterprise system. The findings of the study as that there exists technostress among the
employees. Especially the female employees had higher level of technostress in the

workplace.

Wang et al. (2008) conducted a research among large scale Chinese employees that resulted
employees belonging to more centralized companies often perceive high level of
technostress whereas the employees from the less centralized or less innovative organization

suffer less from technostress.

Similarly, in the survey conducted by Dragano and Lunau (2020), it resulted in there is a
linkage between technology and stress and that results in poor mental health such as burnout

leading less employee’s productivity.

Likewise, In Jakarta, Indonesia, Christian et al. (2020) performed research to determine the
factors that contributed to the performance of 228 lecturers under technostress. The findings
demonstrated how lecturers' performance in online instruction has mostly been impacted by
technological complexity. Yet, other elements including technological overload,
technological instability, and technological unpredictability have also impacted their ability

to instruct.

Tarafdar et al., (2007) conducted a research among 233 ICT users from two public sector
organizations in US. This paper concluded that the use of ICTs has caused technostress in
distinctive ways including technology imposed information and work overload, complex

technology and fear of uncertain technology.

2.2.2 Role Stress as a Mediator

Technology influences organizational roles

In the study conducted by Perrow (1967) described the general impact of technology on
organizational roles, claiming that technology determines administrative structures,
coordinating pathways, span of control, procedures, rule standardization, and degree of
centralization/decentralization. Orlikowski (1992) conducted a research among 120 Beta
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corporation staffs and outlined how the usage of ICTs create novel approaches to work and

new organizational structures, as well as how they alter the individual's position.

Barley (1990) conducted a survey among radiologists and technologists of two radiology
departments. It resulted that the role-based approach directly illustrates how skills, tasks, and
behaviors shape role relations, and how role interactions, in turn, alter the structure of an

organization and occupation.

Nelson (1990) reviewed past studies on technological adjustment and stress with various
organizations such as International Business Machines Corporation (IBM) and Aerospatiale
Helicopter Corporation and reported that ICTs alter organizational roles by modifying both

work and social processes.

Technostress and role stress

Modern ICTs are complicated. According to researchers, complicated technologies are
related with role overload since users must work harder to understand and operate them.
Because ICTs evolve so quickly, employees rarely become accustomed to one type of
application before being compelled to learn another. This leads to "skill disparity", in which
present skills are insufficient and people spend a significant amount of time learning how to

use new ICTs (Parsons, Linden, O'Conner, & Nagao, 1991).

In the large scale survey conducted by Duxbury and Higgins (2002) of 30,000 Canadians
those working for Canada's largest organization, it was reported that the majority of
respondents admitted with high levels of role overload. Analysis of the 2001 research
suggested that much of this high level in role overload could be concerned with new

information and communication technology.

Hang et al. (2022) surveyed 355 employees from private bank in Pakistan that has just
introduced a new technological system in its operations. It was found that all of the
associated tasks, such as installing or upgrading software, engaging with advanced
functionality, add to activity done that does not directly meet one's direct work demand. This
causes role stress by increasing role overload. Similarly, (Borle, Reichel, Niebuhr, &
Voelter-Mahlknecht, 2021) conducted a study screening 321 articles independently and

depicted that techno-stressors were consistently associated with work performance.
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Likewise, Ragu-Nathan et al. (2008) conducted a survey on 608 end users of ICTs from
different organizations and it showed that users must process input from more people and

reconcile a broader range of viewpoints. Role stress is increased as a result of technostress.

Role stress and employee performance

Every employee in a company has a distinct set of duties or obligations that define the
position's function within the company. Hence, roles define the parameters of an individual's
organizational tasks and dictate how they should operate (Cooper, Dewe, & O'Driscoll,
2001). One's job can become a source of stress when there is a lack of clarity regarding the
extent of one's responsibilities, when one is given more roles than one can handle, or when
one is faced with expectations that conflict from several areas or different persons. Role
stress has long been a topic of considerable study. Role stress is mostly driven by two factors:

"role conflict" and "role overload™ (Kahn et al., 1964).

Beena (1999) conducted a research on 196 women executives from four different
organizations in Alwaye area and found that there is a strong negative relation between role
overload and job performance of women executives and significant direct relationship with

job stress.

On reviewing the paper related to dependent variable and mediating variable, Tarafdar
etal. (2007) surveyed 233 public organizations’ staff members in US and found that role
stress and employee productivity are inversely related. It means the role overload and
role conflict influence the performance of the employees that lessen the productivity in

workplace.

Similarly, Veloutsou and Panigyrakis (2004) conducted a research on 125 managers of
33 different companies in Greece and found that the brand managers could feel more
stressed as a result of the evolving duties and new commercial requirements associated

with their position.

Likewise, Siegall (2000) conducted a study among 56 employees of an electronics or
software firm and found that role conflict and ambiguity significantly affect
organizational and individual outcomes. In a research conducted by Nygaard and
Dahlstrom (2002) among 218 managers of retail oil outlets found that there is non-linear

influences of role conflict on organizational effectiveness and employee satisfaction.
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Similarly, Jackson and Schular (1985) conducted a study which analyzed 29 correlates
of role ambiguity and role conflict from past research and found that role conflict and
role ambiguity are usually related to negatively valued states such as absenteeism,

turnover, and dissatisfaction among employees.

Furthermore, Tiwari (2020) administered a research among 233 employees of different
levels employing in seven different organizations of Delhi and Chandigarh regions. It
was found that technostress influences role stress directly and productivity inversely.
Further, it also established that technostress affects individual performance via role stress
which acts as a mediator as a mediator between technostress and employee productivity.
Also, it suggested strategies to cope with role stress which may be used to cope with
technostress too.

Moreover, Role conflict appears to be positively correlated with intrinsic satisfaction for
managers with little work experience, and vice versa, according to a study conducted by
Abdel-Halim (1981) among 89 middle-lower managerial staff from a heavy-equipment

manufacturing company.
2.2.3 Technostress and Employee Performance

Fuglseth and & Serebg (2014) conducted a study among 216 employees of a medium sized
local government administration in Norway and found that dissatisfaction among the
respondents was very high leading to reduce willingness to extend the use of technology. It
resulted the impact of inhibitors on willingness to use ICT and satisfaction level was

inversely related.

Likewise, Saganuwan et al. (2015) in their study conducted among 283 accounting staffs
using accounting information system exposed to technostress would have a lesser
satisfaction with their performance. It showed the linkage of scope and integration to

technostress creator and technostress creator to task performance were significant.

In the research conducted by Jena (2015) among 216 teachers of different universities and
colleges (Indian academicians), which resulted that there exists negative impact of
technostress on job performance among Indian academicians. Agboola and Olasanmi (2016)
conducted a research adopting secondary data and studies which aimed to identify the impact
of technological stress mainly in auditing firms of developing countries. The study found

that technostress has a significant negative impact on employee productivity which further
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depicts that techno stressors leads to ergonomic hazards, that are detrimental to employees

and work place.

Furthermore, in the study conducted by Owusu-Ansah et al. (2016) among 400 bank
staffs from four commercial banks in Ghana, stated that technostress has relatively
negative pathway to employee performance. It also revealed that when employees are
suffered from technological stress then they become victim of sense of anxiety and
pessimism as they need to adjust with the pace of new ICTs. Similarly, Kumar et al.
(2013) conducted a study among 200 IT professionals and revealed that technostress has
a negative relation to job satisfaction and job performance. Moreover, this article
concluded that technostress is negatively correlated with organizational commitment.

Likewise, Delphechitre et al. (2019) mentioned in their research that update or
introduction of new system feature and communication overload increases the stress
level of salespeople. That meant such technological stress in sales people results in
negative relation to administrative and outcome performance. Igwe and Chukwu (2019)
conducted a study among 47 secretaries of business organizations in Abakaliki Capital
Territory and found that there was negative association between technostress and job
performance of secretaries in organizations. The study also concluded that techno-stress

had increased the rate of ill-health of majority of staffs.
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2.3 Literature Review

Table 1

Summary of Key Literature Review

Author(s)

Variables and Methodology

Major Findings

Christian, Purwanto,

Wibowo (2020)

Orlikowski (1992)

and Variables: Techno-

overload, Techno-
complexity, Techno-

insecurity,
Techno-uncertainty
and Teachers’ performance

228 samples from lecturers
of private tertiary level in

Jakarta.

They used SPSS for
measuring reliability,
validity and regression

analysis.

Variables: Technology used

and organizations

Samples: 120 employees of

Beta Corporation

19

The results revealed that
mainly techno-complexity
dimension has affected the
online teaching
performance  of  those

lecturers. On the other hand,

other  factors including
technological overload,
technological  instability,
and technological

unpredictability have also
had an impact on their
ability to teach.

This  survey determines
how the use of ICTs creates
new ways of working and
organizational structures, in
addition to how it affects the

individual's position.



Hang, Hussain, Anim, and
Abdullah (2022)

Beena (1999)

Tarafdar, Tu, Ragu-Nathan,
and Ragu-Nathan (2007)

Variables: Techno stressors

and employee’s well being

Samples: 355 employees

from private banks of

Pakistan.

They used Smart PLS for
validity, reliability,
correlation, and common

method variance.

Role overload,
Role

impacts on

Variables:
role  ambiguity,
conflict and

women executives

319 from four

organizations public sectors

Sample:

(manufacturing and
consulting) and private
sectors (banks)

T-test, Karl  Pearson’s

coefficient of correlation

were computed.

Variables: technostress and

individual productivity
Mediating variable: role
stress

Sample: 233 from two

public sector organizations

in US operating similar

20

It was discovered that all of

the related activities, such

installing or upgrading
software or utilizing
advanced capabilities,

increase the amount of work
completed that does not
directly address an
individual's immediate job
need. By creating role
overload, this leads to role

stress.

It was resulted that there is a
considerable negative
association between
employee productivity of
women executives and role
overload, as well as a direct
relationship between job
stress and this relationship.

It was found that role stress
is increased by technology.
Individual productivity is
negatively impacted by both
technological stress and role

stress.



Tu, Wang, and Shu (2005)

Fuglseth and Sgrebg (2014)

client service pc based

networked systems

For data analysis,
Cronbach's  alpha  and
structural

equation modeling (SEM)
package AMOS was used.

Variables: technostress and

individual productivity

Sample size: 437 Chinese

employees

For data analysis 5-point

Likert  Scale, multiple

regression and Scheffe’s test

were used.
Independent variables:
technostress, employee

satisfactions with ICT use,
Moderating variable:

technostress inhibitors

Sample: 216 employees of
One medium-sized local
government administration

in Norway 216 returned.

Use of Mplus tool and
employed covariance
Structural Equation

Modelling (SEM).

21

According to the study,
technological overload does
have a large positive impact
on individual productivity,
however technological
invasion and technological
insecurity have a significant
negative impact.
Technology complexity
results in dissatisfaction
among employees which
further leads to reduce
willingness to extend the use
of ICT at work. The effect of
inhibitors on  employee
ICT and

employee satisfaction are

desire to use

inversely related.



Owusu-Ansah, Azasoo, and

Adu, (2016)

Delphechitre,
Farrish (2019)

Black,

and

Independent variables:
gender, age, education,
computer efficacy and
confidence and experience
using computers;
Dependent variable:
techno-stress and staff
satisfaction and
commitment to the bank;
and intervening variable:
support

from administrators, end
user training and
stakeholder-user. Sample
comprises four commercial
banks in Ghana with
sample size of 400. Quota-
sampling technique; SPSS
was used to create tables,
chi-squares, correlation and

t-test of some variables.

Variables: technology
overload and administration
performance and outcome

performance

Moderating variables:

technology self-efficacy

Sample: 200 salespeople at
a national company
providing services to small
and medium companies

Structural equation model

22

It was shown that
technological stress has a
detrimental ~ effect  on
employee performance
because ICTs cause mental
pressure, a feeling of worry,
and pessimism since they
require them to keep up with
the quickly growing pace of

new ICTSs.

System feature, information
and communication
overload increase stress
levels. and has negative
relationship with
administrative performance

and outcome performance.



Ngozi, and

Ebuka (2018)

Ugochukwu,

Igwe and Chukwu (2019)

was used to analyze the
data.

Information
Job

Variables:
overload and

satisfaction

260
selected

Sample: employees

from deposit
money banks in Anambra

State

Test Retest approach,
Pearson’s Product Moment

Correlation Coefficient.

Variable: Technostress and

job performance

Cronbach's alpha, mean,
standard deviation, t-test

were used for data analysis.

The results of this study

found that there is a
significant positive
relationship existing
between information
overload and job
satisfaction of the

employees in the focused

firms.

The

how technological

study demonstrated
stress
had a detrimental impact on
employee performance. It
was also discovered that the
majority of the staff are
sicker now than they were

before technological stress.

2.4 Research Gap

Following a thorough review of relevant literature, we could identify few research gaps. It

was found that majority of technological stress related research had a purpose to analyze the

impact of techno stress on employee performance and we could hardly find the mediation

effects of role stress in relationship between techno stress and employee performance in

context of Nepal.

Hence, the findings of the current research would help in further research concerned to the

techno stress and employee performance.
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2.5 Theoretical Framework

Figure 1

Theoretical Framework

Mediating Variable

Role Stress

¢ Role overload
¢ Role conflict

Independent Variable Dependent Variable
Technostress Employee
Performance
e Techno-overload
e Techno-
complexity
e Techno-

uncertainty

Source from: (Tarafdar, Tu, Ragu-Nathan, & Ragu-Nathan, 2007)

Figure 1 illustrates the conceptual framework for the research study. From the figure, the
dependent variable is employee performance, independent variables are techno overload,
techno complexity, and techno uncertainty and mediating variables are role overload and
role conflict.

2.6 Operational Definition of Variables

Technostress

Technostress is a phenomenon that negatively impacts overall wellness and is brought on by
an inability to adapt to new computing technology. It may manifest as a fight with
technology acceptance or as an over identification with it (Ayyagari, Grover, & Purvis,
2011). Technostress is a generalized feeling of anxiety that has a detrimental effect on a
person's ideas, behaviors, attitudes, and physique when they are required to use technology
(Tagurum et al., 2017).
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Techno-overload

Techno overload is a term used to describe stressful events that cause people to work more
and faster than usual. It can force workers to handle a tremendous amount of information,
which can cause fatigue, memory problems, and loss of control (Ragu-Nathan, Tarafdar,
Ragu-Nathan, & Tu, 2008) .

Techno-complexity
Techno-complexity is the condition of feeling a lack on employee’s computing skills which
make them spend more time adapting and learning the new technology (Tarafdar, Pullins, &
Ragu-Nathan, 2014).

Techno-uncertainty

Techno-uncertainty is the condition where the users of ICTs feel hesitant and disturbed due

to the regular installing and upgrading of technology (Ahmad & Amin, 2012).

Role Stress

Role stress can be defined as the condition when there is a lack of clarity regarding the scope
of one's obligations, when one is assigned excess roles than one can handle, or when one is
confronted with contradictory requirements from different aspects or from different people,

one's role becomes the source of stress (Kahn, Wolfe, Snoek, & Rosenthal, 1964).
Role overload

Role overload, a situation at work where people believe their role expectations exceed their
time, energy, and talents which is becoming more prevalent and is costing both employees
and businesses significantly (Fisher & Wesolkowski , 1999). Role overload is linked to a
variety of detrimental effects, including mental stress, turnover intention, a lack of

organizational commitment and poor work performance (Beena, 1999)
Role conflict

Role conflict is a work situation that occurs when employees are given multiple,
incompatible roles at once or when their job overlaps with that of another employee or work
group. An individual is more likely to experience stress at work if there is more role conflict
(Tiwari, 2020).
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Employee Performance

Employee performance refers to an employee's capacity to provide work, products, and
services that are on par with, better than, or above the minimum standards set by their
employers. Also, the assessment of the quantity and quality of work produced while taking

into account the expense of resources (Schmitt et al., 1990).
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CHAPTER I
RESEARCH METHODS

This chapter discusses the research methodology used to investigate the impact of the
independent variable (technostress) on the dependent variable (employee performance)
among government staffs of Kathmandu valley and assessing indirect impact of mediating
variable (role stress). The chapter comprises methods of sample selection, gathering data,
and interpreting it.

3.1 Research Design

The research design acts as a guide for doing research and determines the type of knowledge
generated by the investigation. The descriptive research design was adopted for this research.
The research adopted primary source of data collection. Also, quantitative research strategy
has been applied. The data were collected using structured questionnaire distributed through

online mediums and also printed forms.

3.2 Population and Sample

The major target demographic for this study was all the employees ranking as officer as well
as below officer level working in government offices within Kathmandu valley. The non-
probability convenience sampling method was used for data collection. The population size
is unknown; the sample size is derived by the number of samples needed to estimate a
proportion with an approximate 95% confidence level, which yields a sample size of 384
(Godden, 2004).

n =Z2 spx(1-p)IM?
Where,

n. = sample .size .for infinite .population
Z = Z.value (for e.g. 1.96 for 95% confidence level)

p = Population.proportion (expressed as decimal and assumed as 0.5)
M = Error Margin i.e. 5%

As a result, the sample size generated by this formula is 384, which constitutes the
sample size for this study. However, only 370 responses were gathered, resulting in a
response rate of 96.33%, which is considered appropriate for this research.
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3.3 Sampling Technique Source of Data

This study is based on convenience sampling and primary data which was collected through
a self-administered questionnaire responded by the government staffs of Kathmandu valley.
Convenience sampling and referral sampling were undertaken for the study. For faster and
easier data collection, researcher selected referral sampling. Convenience sampling was used
as it is a non-probability sampling and low-cost technique where subjects are easily to
contactable and available. The researcher had limited time period for research. For which
convenience sampling method was found to be perfect method of sampling.

3.4 Source of Data

Primary source of data collection was used for the study. The questionnaire was prepared
and distributed by the researcher through online form via Google form as well as printed
form. The printed questionnaire was distributed by researcher visiting all possible
government offices of Kathmandu valley. The questionnaire was fully structured with 9
demographic questions and other 33 questions were in 5-point Likert scale that means they
were in the form of statements and respondents has to choose one among strongly disagree,
disagree, neutral, agree, and strongly agree. Likewise, books, journals, internet, articles were

used for reviewing literatures.

3.5 Data Instrument and Measurement
The questions related to all the dependent, mediating and independent variables were
mapped to 5-point Likert scale with five different options. The questionnaire was filled by

the government employees only.

3.5.1 Technostress scale and Role stress scale

The questionnaire (23 items) for the dimensions of technostress and role stress (Techno-
overload (TO), techno-complexity (TO), techno-uncertainty (TU), role overload (RO), role
conflict (RC) was adopted from the research study conducted in US among employees of
two public sector organization by Monideepa Tarafdar, Qiang Tu, Bhanu S. Ragu-Nathan,
and T.S. Ragu-Natha where the researchers found that this factor has a major impact on
employee’s performance (Tarafdar et al., 2007). All items are rated on a 5- points scale

ranging from 1 (Strongly disagree) to 5 (Strongly agree).
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3.5.2 Employee Performance scale

The questions related to employee performance comprises of 10 items used for analyzing
their performance regarding technostress. These items were adopted from the questionnaire
developed from the article based on short version of self-assessment scale of job
performance (Andrade, Queiroga, & Valentini, 2020). All items are rated on a Likert scale

ranging from strongly disagree to strongly agree.

3.6 Reliability and validity

Reliability analysis contributes to the validity and precision of the researcher's interpretation
of the data. The reliability of the data provided in an examination or research study must be
determined using high-quality tests. Cronbach Alpha was used to evaluate the data's
reliability. In this scale, a value greater than 0.70 is typically regarded as reliable. A pre-test
of 40 respondents was conducted to assess the reliability of the questionnaire and the

research variables.
Table 2

Cronbach’s Alpha

Variables Number of Items Cronbach’s Alpha
Techno overload 5 0.707
Techno complexity 5 0.855
Techno uncertainty 4 0.728
Role overload 5 0.706
Role conflict 4 0.700
Employee performance 10 0.782

Table 2 enumerates the variables employed in the study, as well as their Cronbach’s alpha.
The table reveals that the reliability statistics for Techno overload, Techno complexity,
Techno uncertainty are 0.707, 0.855, and 0.728 respectively. The techno overload and techno
complexity contains five items each. The techno uncertainty contains fur items. Role
overload had a Cronbach’s alpha 0.706 with five items, and Role conflict had a Cronbach’s
alpha of 0.700 with four items. Employee Performance, on the other hand, contains 10 items

with reliability statistics of 0.782. Thus, the results for the various variables and components
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fall within the permissible range of the Cronbach’s Alpha, indicating an acceptable level of

reliability.

3.7 Pilot Study/ Testing

For the study, we did pilot study on 50 respondents and all of them were government staffs
from Kathmandu valley. Then Cronbach’s alpha was calculated from the obtained
respondents’ data for reliability test. It was found that all the variables had Cronbach’s alpha
larger than 0.7 which means the questionnaire was relevant and reliable and supervisor gave
an approval for further research. Finally, the questionnaire was distributed among the

respondents.

3.8 Data Management and Analysis Tools

The primary data source was analyzed, evaluated, and verified using a variety of statistical
methodologies and tools. The primary data analysis and subsequent statistical analyses on
the data were performed using IBM SPSS Version 26. The collected results and
interpretations were written down and presented in Microsoft Word. This study's data
analysis may be separated into two types: descriptive analysis and inferential analysis. For
descriptive analysis, frequencies, percentage, and mean analysis were utilized. Multiple

regression and correlation analysis are used for inferential analysis.

For reliability test, Cronbach’s alpha was calculated. Shapiro-Wilk test was used for the
normality testing of the data. Further, The Kaiser-Mayer-Olkin and Barlettt’s Test of
Sphericity were assessed for the further factor analysis. To examine the association between
the two variables correlation analysis was undertaken. The regression analysis was exercised
to determine the strength of the association between dependent and independent variables.
The Sobel test was operated for examining the mediation effects in between independent and

dependent variable.
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CHAPTER IV

ANALYSIS AND RESULTS
This chapter consists of the data analysis and explanation of results obtained from the current
research study. The obtained data are analyzed and presented on the tables and figures with
mean and standard deviation. Also, this chapter includes the correlation analysis, regression
analysis, and residual analysis. The study uses SPSS for the evaluation and assessing of the
research hypotheses. At the last, it includes the major findings which covers all the
description involving respective data of descriptive statistics, correlation analysis, and

regression analysis.

4.1 Demographic Profile of Respondents
Table 3

Demographic Profile of Respondents

Demaographic Frequency  Percentage
Age in years 20-29 64 17.3
30-39 163 44.1
40-49 107 28.9
50 and above 36 9.7
Gender Male 218 58.9
Female 152 41.1
Marital status Married 305 82.4
Unmarried 64 17.3
Prefer not to say 1 0.3
Your permanent residence Province No. 1 31 8.4
Madesh Province 25 6.8
Bagmati Province 152 41.1
Gandaki Province 53 14.3
Lumbini Province 90 24.3
Sudurpashchim Province 19 51
Educational Status Intermediate level +2 4 1.1
Bachelors 96 25.9
Masters and above 270 73
Years of work experience Less than a year 17 4.6
1-10 years 144 38.9
10-20 years 149 40.3
20 years and above 60 16.2
Name of the organization Department of Industry 12 3.2
Citizen Investment Trust 47 12.7
Nepal Telecom 102 27.6
Nepal Planning Commission 8 2.2
Civil Aviation of Authority 6 1.6
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Nepal Rastra Bank 58 15.7

Rastriya Banijya Bank Limited 79 21.4
Rastriya Beema Sansthan 31 8.4
Agriculture Development Bank
Limited 27 7.3
Rank/ Designation Officer level/ Gazetted Officer 236 63.8
Below officer/ Non-gazetted
Officer 134 36.2
Years of work experience in
current organization Less than a year 27 7.3
1-10 years 156 42.2
10-20 years 139 37.6
20 years and above 48 13

Table 3 illustrates the demographic data of the respondents. Here, the respondents are the
government staffs of Kathmandu valley. The table shows that there were 370 respondents in
total with 218 (58.9%) male and 152(41.1%) female. Most of the respondents belong to the
age group of 30-39 years (44.1%) followed by the age group of 40-49 years (28.9%) and rest
lies on 20-29 years (17.3%) and least on 50 and above years (9.7%).

Mostly the staffs surveyed were married (82.4%) and 17.3% were found to be unmarried.
Majority of staffs surveyed were found to be the permanent residence of Bagmati province
(41.1%), followed by Lumbini province (24.3%), then Gandaki province (14.3%), then
Province no. 1 (8.4%), Madesh province (6.8%) and 5.1% belong to Sudurpashchim
province. More than half respondents were found to have a master’s degree (73%) and 25.9%

had a bachelor’s degree.

Furthermore, the data depicts 149 (40.3%) respondents had been working since 10-20 years
as awhole, 38.9% had been working since 1-10 years, 16.2 % had been working for 20 years
and above and very few 4.6% of total respondents lie on the category of less than one year
working experience. The majority of the respondents surveyed i.e. 102 (27.6%) are currently
working for Nepal Telecom, followed by Rastriya Banijya Bank (21.4%), then by Nepal
Rastra Bank (15.7%), Citizen Investment Trust (12.7%), Rastriya Beema Sansthan (8.4%),
Agricultural Development Bank (7.3%), Department of Industry (3.2%), Nepal Planning
Commission (2.2%) and Civil Aviation of Authority (1.6%).

In terms of rank or designation of the respondents, most of the respondents (63.8%) were

officer level or gazetted officer and rest (36.2%) were of below officer level or non-gazetted
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officer. The data shows that the most of the respondents have been working in the current
organization for 1-10 years (42.2%), followed by 10-20 years (37.6%), 20 years and above
(13%) and less than a year (7.3%).

4.2 Descriptive Statistics of Independent Variables, Mediating Variables, and
Dependent variables

Table 4

Descriptive Statistics of Technostress

Statement Items Mean SD

I am forced by new technology to work much faster. TO1 3.24 1.160
I am forced by new technology to do more work than

I can handle. TO2 3.48 1.082
I am forced by new technology to work with very

tight time schedules. TO3 341 1.099
I am forced to change my work habits to adapt to new

technologies. TO4 3.36 1.104
I have a higher workload because of increased

technology complexity. TO5 3.32 1.144
Techno-overload 3.364  0.759
I do not know enough about new technology to handle

my job satisfactorily. TC1 2.93 1.074
I need a long time to understand and use new

technologies. TC2 2.97 1.085
I do not find enough time to study and upgrade my

technology skills. TC3 3.26 1.138
I find new recruits to this organization know more

about computer technology than | do. TC4 3.87 0.919
I often find it too complex for me to understand and

use new technologies. TC5 2.87 1.105
Techno-complexity 3.181  0.848
There are always new developments in the

technologies we use in our organization. TUl 3.62 0.95
There are constant changes in computer software in

our organization. TU2 3.56 0.981
There are constant changes in computer hardware in

our organization. TU3 3.26 1.046
There are frequent upgrades in computer networks in

our organization. TU4 3.63 0.975
Techno-uncertainty 3,520 0.733
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Table 4 depicts descriptive statistics of Technostress with the use of numbers of items. The
study focuses on three different dimensions of technostress including techno-overload,
techno-complexity, and techno-uncertainty. Each dimensions are measured using multiple
items and lastly the overall average and standard deviation of the technostress scale is

computed.

Starting with the first dimension of technostress which is techno-overload, the mean
response is 3.3649 and SD of 0.75909. This indicates average respondents surveyed are
seemed to be neutral about whether they have experienced techno-overload in their
workplace. This means most of the employees of government offices are forced by new
technology to work more and much faster. It seems with development of ICTs they had to

work in tight schedules and experienced workload and complexity.

Likewise, the second dimension of technostress is techno-complexity. The overall mean
score of the techno-complexity is 3.1811 and SD of 0.84838. Hence, it means that on an
average, the majority of respondents surveyed are neutral as to whether they have
experienced techno-complexity or not. It seems that most of the employees had somewhat
experienced complexity while adopting new technology. Mostly, it seems that the employees
felt difficulty in understanding and using the new system and even they felt like they didn’t

have much time to study and upgrade their skills.

Furthermore, the third dimension of technostress focused on this study is techno-uncertainty.
The total mean response of techno-uncertainty is 3.5203 and SD of 0.73339. It shows that
most of the respondents agree on installing and upgrading of hardware, software, and
networking has caused stressful situation in the workplace. The employees of government
offices tend to have faced technostress due to due to frequent changes in technologies,
computer software, hardware and networking. The reason behind such situation could be
lacking of technical skills. It seems that organization needs to conduct training and
development programs and advanced classes to the employees before operating or

implementing new technologies in the workplace.

34



Table 5
Descriptive Statistics of Role Stress(RS)

Statement Items Mean SD

| often have to do more work than | can handle. RO1 3.29 1.074
I am often required to do difficult tasks. RO2 3.31 0.984
| often work beyond actual or official working hours. RO3 3.18 1.035
| often attend to many problems or assignments at the same

time. RO4 3.57 1.013
I never seem to have enough time to do my actual work. RO5 3.56 0.992
Role overload 3.383 0.691
I am often asked to do things that are against my better

judgment. RC1 3.55 1.056
| often receive an assignment without adequate resources and

materials to execute them. RC2 3.54 0.957
I often have to bend rules or policy in order to carry out an

assignment. RC3 3.36 1.126
| often receive incomplete requests from two or more people. RC4 3.48 1.067
Role conflict 3.483 0.763

Table 5 exhibits the descriptive statistics of the mediating variable of the study that is role
stress (RS) which further includes two variables role overload (RO) and role conflict (RC).

The table has explained the mean score and SD of the items of role stress. It includes 9

different items in total.

The overall mean deviation of role overload is 3.3838 and SD of 0.69122. It means that on
an average, the respondents are neutral as to whether they are facing role overload or not. It
shows that the government staffs of Kathmandu valley somewhat tend to have no enough
time for them to perform their actual work and have work burden. The overall mean score
of role conflict is 3.4831 and SD is 0.76346. This may imply that majority of respondents

are agreed about them experiencing the role conflict in their workplace which could

eventually have negative impact on employee performance.
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Table 6

Descriptive Statistics of Employee Performance (EP)

Statement Items Mean SD

I perform hard tasks properly. EP1 2.97 0.485
| try to update my technical knowledge to do my job. EP2 2.85 0.872
I do my job according to what the organization expects

from me. EP3 2.76 0.914
I plan the execution of my job by defining actions,

deadlines and priorities. EP4 2.89 0.880
I plan actions according to my tasks and organizational

routines. EP5 2.86 0.861
| take initiatives to improve my results at work. EP6 2.98 0.791
I seek new solutions for problems that may come up in my

job. EP7 2.94 0.768
I work hard to do the tasks designated to me. EPS8 291 0.831
I execute my tasks foreseeing their results. EP9 2.84 0.877
| seize opportunities that can improve my results at work.  EP10 2.85 0.944
Employee Performance 2.886 0.482

Table 6 shows the descriptive statistics of dependent variable of the study which is employee
performance. The overall mean response of the dependent variable employee performance
is 2.8862. This depicts on an average, majority of respondents are neutral about their

performance which means they couldn’t justify their performance status.

4.3 One sample t test
Table 7

One sample t test of variables

Test Value = 3

t df Sig. (2-tailed) Mean Difference
Techno overload 9.246 369 0 0.36486
Techno complexity 4.106 369 0 0.18108
Techno uncertainty 13.646 369 0 0.52027
Role overload 10.68 369 0 0.38378
Role conflict 12.172 369 0 0.48311
Employee performance -4533 369 0 -0.1138
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Table 7 illustrates mean differences of all the independent, mediating and dependent
variables with the test value 3. The table presents the similar findings just as the descriptive

statistics analysis of each of the variables.

4.4 Normality Test
Table 8

Shapiro-Wilk Test

Shapiro-Wilk
Statistic Df Sig.
Techno-overload 0.956 370 0.000
Techno-complexity 0.987 370 0.002
Techno-uncertainty 0.952 370 0.000
Role overload 0.976 370 0.000
Role conflict 0.956 370 0.000
Employee performance 0.901 370 0.000

Table 8 depicts the Shapiro-Wilk test that examine the normality of the data. It determines
if the research data are normal or not. The data obtained from the table illustrates that the
test is significant and data are not normally distributed.

4.5 Normality Curve
Figure 2
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The figure 2 illustrates that the data are not normally distributed. From the histogram, it
exhibits that some of the data are seemed to be above the normality curve and rightward

skewed.

Figure 3

Normality of Techno complexity
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The figure 3 exhibits that the techno complexity data is seemed to be bell shaped and

centered but it is not normally distributed as some of the obtained data are seemed to be over

the normality curve.

Figure 4
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The figure 4 represents that techno uncertainty data are not normally distributed. Some of

the data are seemed to be over the normality curve and are right skewed.

Figure 5

Normality of Role overload
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The figure 5 shows the normality curve for role overload which seems to be almost bell

shaped but some are found to be over the normality curve and it is skewed towards right.

Figure 6
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The figure 6 illustrates the data of respondent for role conflict are not normally distributed.
It shows that some of the data are over the normality curve and are skewed towards right.

Figure 7

Normality of Employee performance
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The figure 7 illustrates that the data are not normally distributed. It exhibits that the data are
right skewed.

4.6 KMO’s and Bartlett test

KMO examines the level of sampling adequacy and determine whether or not the data can
be used for factor analysis. The value of KMO ranges from 0 to 1. If the value is greater or
closer to 1 then higher the significance or data and factor analysis can be done. Whereas, the
population correlation matrix's variables are analyzed using the Bartlett's test of sphericity
to determine whether the null hypothesis is true. KMO’s and Bartlett test of five variables

are presented in table 9.

Table 9
KMO'’s and Bartlett test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.740
Approx. Chi-
Bartlett's Test of Sphericity Square 615.875
Df 15
Sig. 0.000

40



The KMO measure of sampling adequacy should be greater than 0.5 for a satisfactory test
and valid for further factor analysis. Table 9 illustrates that the KMO measure is 0.740, which

is greater than 0.5 and therefore, proofs that the test is satisfactory.
Multi-collinearity

When independent variables in a regression model are correlated, multi-collinearity occurs.
This correlation between independent variables shows a problem because independent
variables should be independent. If there is high level of correlation between variables, it
can cause problems while fitting the model and at the time of interpretation. Multi-

collinearity test is measure using VIF values which is presented in table 10.
Table 10

Variance Inflation Factor (VIF)

Model VIF

Techno-overload 2.179
Techno-complexity 1.454
Techno-uncertainty 1.238
Role overload 1.320
Role conflict 2.033

Table 10 shows the VIF values and shows whether there exists multi-collinearity with VIF.
The table illustrated there is no multi-collinearity between the independent variables as all

six VIF values is less than 3.
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4.7 Correlation Analysis
Table 11

Correlation Matrix

EP TO TC TU RO RC
EP 1
TO -.228™ 1
TC -.382" 508" 1
TU -.305™ 293" 347" 1
RO -.435™ 3277 317 3457 1
RC -.280™ 6817 3697 2907 416 1

Relationship between Techno overload and employee performance

The employee performance and techno overload have weak negative association, according
to Pearson correlation (r=-0.228, p<0.05). The significance value 0.00 shows the strong
evidence that the variables are linearly correlated. Thus, techno overload tends to decrease

employee performance.
Relationship between Techno complexity and employee performance

With the Pearson correlation of (r=-0.382, p<0.05), the employee performance and techno
complexity also shows that there is weak negative relationship between these variables. The
significance value 0.00 shows the strong evidence that the variables are linearly correlated.

Thus, techno complexity tends to decrease employee performance.
Relationship between Techno uncertainty and employee performance

The Pearson correlation of (r=-0.305, p<0.05) depicts that the employee performance and
techno uncertainty have weak negative association. The significance value less than 0.05 is
the evidence that these variables are linearly correlated to one another and have weak

negative correlation. Thus, techno uncertainty tends to decrease employee performance.
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Relationship between role overload and employee performance

According to the Pearson correlation from the table (r=-0.435, p<0.05), it shows moderate
negative relation between the variables role overload and employee performance. Its
significance value 0.00 which is less than level of significance defines that these variables
are linearly correlated and have negative correlation. Thus, role overload tends to decrease

employee performance.
Relationship between role conflict and employee performance

Pearson correlation of (r=-0.280, p<0.05) indicates weak negative association between role
conflict and employee performance. With the less significance value of 0.00, it proves there
exists linear correlation between these variables and are negatively associated. Thus, role

conflict tends to decrease employee performance.

4.8 Regression Analysis

A multivariate linear regression model was used in this study. The regression analysis
comprises of the three different sections and they are the Model Summary, ANOVA, and
Coefficients The model summary section shows the R-squared and modified R-squared,
which are essential for assessing the variance in dependent variables caused by or explained

by the independent variable.

In the ANOVA section, it presents if the null hypothesis is either accepted or rejected. None
of the independent variables may be used to predict the dependent variable, if the null
hypothesis is correct. If the F-test is larger than 0 and the p-value is less than 0.05, the null
hypothesis is invalidated and the regression model is assumed to be a perfect fit for the data.

Table 12

Model Summary of Regression Analysis

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 5212 271 261 41510

Table 12 displays the model summary of regression analysis with the R square (Coefficient
of determination) value of 0.271, or 27.1% and correlation coefficient (R) 0.521 that

indicates there exists positive relationship between independent and dependent variables all
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in all. It shows that the independent variables, technostress variables account for 27.1% of
the variation in the dependent variable, employee performance. R square values should be
between 0% to 100% for the perfect model fit, higher the value of R better the model fit the
data. Furthermore, it shows that additional factors beyond the scope of the model account

for the remaining 72.9% of the variance.
Table 13

ANOVA Table of Independent and Dependent Variables

Sum of Mean
Model Squares Df Square F Sig.
1 Regression 23.321 5 4.664 27.069 .000b
Residual 62.719 364 0.172
Total 86.040 369

a Dependent Variable: Employee Performance
b Predictors: (Constant), Role conflict, Techno uncertainty, Techno overload, Techno

complexity, Role overload

Table 13 exhibits F value and the level of significance. The F-value and p-value are obtained
as F (5,364) = 27.069, p<0.05 (p-value <a). This means that the total regression model is
statistically significant and has a good fit. Thus, the model is seemed to be effective.

Table 14

Coefficient Table of Independent and Dependent Variables

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 4.333 0.141 30.633  0.000
Techno overload 0.064 0.042 0.101 1.527 0.128
Techno complexity -0.15 0.031 -0.264 -4.885 0.000
Techno uncertainty -0.072 0.033 -0.11 -2.209 0.028
Role overload -0.216 0.036 -0.309 -6.002  0.000
Role conflict -0.058 0.04 -0.091 -1.431  0.153

44



From the Table 14, the unstandardized coefficient identifies the magnitude and direction of
the impact of technostress factors on employee performance. Employee performance
increases by 0.064 for every unit of change in techno overload, according to the beta value
of 0.064. Similarly, a beta value of -0.15 in techno complexity indicates that every unit of
change in techno complexity reduces employee performance by 0.15. Employee
performance drops by 0.072 for every unit shift in techno uncertainty. In the case of role
overload, one unit of change reduces employee performance by 0.216. Finally, for every unit
change in the role conflict, employee performance drops by 0.058. In terms of the most
important variable impacting employee performance, role overload comes in first with a t-
value of -6.002 and a significance value of 0.000. As a result, the role overload has the

greatest influence on employee performance.

4.9 Sobel Test of Mediating Variables

The Sobel test is a statistical approach for determining the significance of a mediation effect.
The association in between independent variable and the dependent variable is assumed to
be an indirect effect caused by the influence of a third variable in mediation (the mediator).
As a result, the independent variable's influence is lessened while the mediator's effect
remains substantial. The Sobel test is simply a specialized t test that determines whether the
reduction in the influence of the independent variable after integrating the mediator in the
model is a significant reduction, and hence whether the mediating variable is statistically
relevant (Sobel, 1982).

Table 15

Results of Sobel Test

Test-statistics P-value

Techno overload - Role overload - EP 5.40163171 0.001
Techno complexity - Role overload - EP 5.27155818 0.002
Techno uncertainty - Role overload - EP 5.61736663 0.001
Techno overload - Role conflict - EP 5.34269983 0.004
Techno complexity - Role conflict - EP 451195352 0.012
Techno uncertainty - Role conflict - EP 4.02894568 0.030

Significance at 0.05 level
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From the table 17, we can conclude that the p-value of 0.001, which means the relationship
between techno overload and employee performance is mediated by role overload. Likewise,
the relationship between techno complexity and employee performance is also mediated by
role overload. Similarly, the relationship between techno uncertainty and employee

performance is also significantly mediated by role overload.

In case of mediation effect of role conflict, the relationship between techno overload and
employee performance is significantly mediated by role conflict as p-value is 0.004 which
is less than level of significance 0.05. Similarly, the relationship between techno complexity
and employee performance is also mediated by role conflict. Moreover, the p-value of 0.030
indicates role conflict mediates the relationship between techno uncertainty and employee

performance.
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4.16 Hypothesis Testing Summary

Table 18

Hypothesis Testing Summary

Hypothesis Statement P-value Result
H1 Techno overload has significant impact on 0.128 Not
employee performance. Supported
H2 Techno complexity has significant impact on
0.000 Supported
employee performance.
H3 Techno uncertainty has significant impact on
employee performance. 0028 Supported
H4a The relationship between techno overload and
employee performance is mediated by role 0.001 Supported
overload.
H4b The relationship between techno complexity and
employee performance is mediated by role 0.002 Supported
overload.
H4c The relationship between techno uncertainty and
employee performance is mediated by role 0.001 Supported
overload.
H5a The relationship between techno overload and
employee performance is mediated by role 0.004 Supported
conflict.
H5b The relationship between techno complexity and
employee performance is mediated by role 0.012 Supported
conflict.
H5c The relationship between techno uncertainty and
employee performance is mediated by role 0.030  supported
conflict.
H6a Role overload influences employee performance.  0.001 Supported
H6b Role conflict influences employee performance. 0.153 Not
Supported
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Table 18 presents the summary of hypothesis testing. From the table, we can see out of 11
hypotheses, 2 of them are not supported by this study. That means H1 and H6b have been
rejected and remaining other H2, H3, H4a, H4b, H4c, H5a, H5b, H5c, and H6a have been

accepted.

The first hypothesis (H1) is not supported by the study as obtained p-value of 0.128 which
is greater than 0.05 level of significance and is not acceptable. It indicates there is no

significant relationship between techno overload and employee performance.

Similarly, the second hypothesis (H2) has been accepted. The obtained p-value of 0.000
which is less than 0.05 level of significance shows that there exists significant relationship

between techno complexity and employee performance.

The hypothesis (H3) has been accepted as the obtained p-value 0.028 is less than level of
significance 0.005. This has been great evidence to prove that there is significant relationship

between techno uncertainty and employee performance.

The p-value 0.001 is less than the level of significance 0.05, hence hypothesis (H4a) is
supported by the study. This indicates role overload mediates the relationship between

techno overload and employee performance.

Likewise, the hypotheses H4b and H4C are also accepted as the obtained p-values are less
than 0.05 level of significance. It means the relationship between techno complexity and
employee performance is mediated by the mediator role overload. Also, the mediator role
overload mediates the relationship between techno uncertainty and employee performance.

Further, the hypotheses H5a, H5b, H5c, all of them are supported by the study because the
obtained p-values are less than 0.05 level of significance. It provides a strong evidence that
the relationship between techno overload and employee performance is mediated by role
conflict. Similarly, there is mediation of role conflict between techno complexity and
employee performance. Also, there exists mediation effects of role conflict between techno

uncertainty and employee performance.

The hypothesis (H6a) has been supported by the study because p-value of 0.001 is less than

0.05 level of significance which proves that role overload influences employee performance.

The p-value, which is 0.153 for the hypothesis (H6b) is greater than 0.05, hence the H6b’s

hypothesis role conflict influences employee performance has been rejected. It shows there
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is no significant relationship between role conflict and employee performance. Therefore, it

states that role conflict doesn’t influence employee performance.

4.11 Major Findings
Considering the quantitative analysis of the study, the following section of the chapter

highlights the main findings for the current research, which are as follows:

The research was carried out among government employees in Kathmandu valley, of
which 58.9 percent were male and 41.1 percent were female, indicating that among
370 respondents the majority are male.

17.3 percent of respondents were between the ages of 20 and 29, 44 percent were
between the ages of 30 and 39, 28.9 percent were between the ages of 40 and 49, and
9.7 percent were between the ages of 50 and above. The great majority of those
respondents are between the ages of 30 and 39.

In terms of marital status, the majority of respondents are married i.e. 82.84%.
Regarding the respondents’ permanent residence, it was found that the majority of
respondents were from Bagmati Province (41.1%).

In terms of educational qualifications, more than half responders had a master’s
degree and above and were well-qualified.

In case of the years of work experience, almost of them were found to be working
for ten to twenty years.

Most of the respondents were employees of Nepal Telecom (27.6%) following
Rastriya Banijya Bank Limited (21.4%), and Nepal Rastra Bank (15.7%).

Officer level/ Gazetted officer and Below officer/ Non- gazetted officer ranks were
created based on the type and level of work. Mostly, the respondents were employed
at the Officer level/ Gazetted officer (63.3%).

In case of the years of work experience in current organizations, Most of them
(42.2%) were found to be working for one to ten years in current organization.
The descriptive analysis of techno-overload and techno-complexity factors shows a
mean response greater than 3. This demonstrates that the majority of respondents are
seemed to be have slightly experienced techno overload and techno complexity in
the workplace.

Similarly, Techno-uncertainty as a whole has an overall mean response of 3.5203.

According to the research, the majority of respondents concur that workplace stress
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has been brought on by the updating and installing of hardware, software, and
networking.

The demographic analysis of mediating variable role overload has an overall mean
deviation of 3.3838. It indicates that, on average, respondents are uncertain about
whether or not they are experiencing role overload.

Likewise, another mediating factor, role conflict has an overall mean score of 3.4831.
It implies that the majority of respondents agree that they experience role conflict at
work.

The demographic analysis of employee performance which is a dependent variable
with an overall mean response of 2.8862 and a standard deviation of 0.48288. This
shows that, on average, most respondents have a neutral opinion on their
performance.

The correlation coefficient of techno overload and employee performance is -0.228
which shows weak negative correlation at one percent level of significance. Hence,
techno overload tends to decrease employee performance.

The correlation coefficient of techno complexity and employee performance is -
0.382 which shows weak negative correlation at one percent level of significance.
Hence, techno complexity tends to decrease employee performance.

The result obtained from correlation analysis shows that techno-stress and role stress
variables are linearly correlated employee performance. This means techno stress
and role stress tend to decrease employee performance.

There exists significant impact of mediating effects of role overload in between
technostress factors and employee performance as p-value is less than 0.05.

The regression analysis revealed that there is no significant impact of techno overload
(p-value 0.128) and role conflict (p-value 0.153) on employee performance.

It is revealed that there is significant impact of mediating effects of role conflict and
role overload in between technostress factors and employee performance as p-value
is less than 0.05.
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CHAPTER V

DISCUSSION, CONCLUSIONS AND IMPLICATIONS
This chapter covers the conclusion part of the study. The conclusions about the overall study
are drawn summing up the entire investigation. Also, additional suggestions for

further research are provided at the last.

5.1 Discussion

The major purpose of this study is to determine the impact of technostress on employee
performance among government staffs of Kathmandu valley. Also, to identify the mediation
effects of role stress in between technostress and employee performance. The study
factorizes technostress in three such as techno overload, techno complexity and techno
uncertainty. The role stress in the study consists of role overload and role conflict. The study

is based on the transactional stress theory, role theory and socio-technical theory.

According to the hypothesis 1 (H1), techno overload has significant impact on employee
performance. In the research of Diaz et al. (2012) and Alam (2016), it provide the evidence
that techno overload results in several undesirable outcomes and lowers employee
productivity. The study found that technostress has no significant impact on employee
performance. This result is also supported by the research study of Taka and Park (2016),
there is no significant relationship between techno overload and employee performance.

Likewise, the second hypothesis (H2) states that techno complexity has significant impact
on employee performance which is strongly supported by the study. It shows that the
government staffs feel difficult to cope with the new features and systems of technology and
has great impact on their performance. This result of current study supports the findings of
Jena (2015) and Tarafdar et al. (2007). These both study reveals that techno complexity
significantly and negatively affect employee performance.

Similarly, the third hypothesis of the study (H3) states that techno uncertaity has significant
impact on employee performance which is also accepted by the study with evidences. It
means that the governemnt staffs experiences certain level of stress while coping with the
frequent changes in the hardware, software and networking. The study supports the finding
of the study done by Owusu-Ansah et al. (2016), techno uncertainty creates mental pressure,

anxiety and pessimissm while coping with the advacing pace of new ICTs.
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The hypotheses relating to mediation effects of role overload, H4a,H4b, and H4c defines
that there is mediation of role overload in the association between techno overload, techno
complexity, and techno uncertainty and employee performance. The study also shows there
is mediation effects of role overload between the variables. The study also suports the
findings of Wang and Shu (2008) and Tiwari (2020).

Hypothesis H5a, H5b, and H5c states that there is mediation of role conflict in the
relationship between techno overload, techno complexity, and techno uncertainty and
employee performance. The result also shows that there are mediation effects of role conflict
between the variables supporting the finding of other research done by Tarafdar et al. (2007)
and Tiwari (2020).

Further, H6a and H6b hypotheses states that role overload and role conflict influences
employee performance respectively. H6a is supported by the study which also supports the
result of Tarafdar et al. (2007) and Tiwari (2020). But the emphirical evidence of study found
that role conflict has no significanc relationship with employee performance. The study
rejects the hypothesis (H6b). This result is also supported by Saranani (2015) which also
concludes that the role of conflict affects the employee's performance but the effect seemed

to be not significant in improving employee performance.

5.2 Conclusions

Technostress is a critical concern of present context that has adverse impact on employee
performance and ultimately affects productivity of the company. In some case, it is seemed
to have positive impact on employee performance due to stress but all such results depend
on how employees acts or manages it. When employee's ability to handle stress goes beyond
a certain point, the stress may have a negative impact on their performance. In same note,
new development of ICTs in workplace can generate certain level of stress in employee and
affects their performance level if they are not trained in right way. Proper training must be
given top importance if we are to reduce technostress and help employees to adjust with new

features and system working.

The study is based on the foundation theory of transactional theory of stress, role theory, and
socio-technical theory. The current study revealed that techno complexity and techno
uncertainty, factors of technostress has influence on employee performance. It suggests that
government employees tend to have certain level of technostress due to operation and

implementation of new technology. Similarly, role overload also seemed to have influence
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on employee performance. It means the government staffs tend to have work burden due to
the unequal distribution of roles and responsibility which could ultimately has impact on
their performance. Whereas the techno overload and role conflict, the other factors have no
negative influence on employee performance. It means employees tend to have certain level

of stress due to techno overload and role conflict but their performance is not really affected.

The current study revealed that there is mediation effects of role overload and role conflict
in between the relationship of techno stress and employee performance. Hence, all these
independent and mediating variables affect employee performance in a different way, but
among all role overload is seemed to have the greatest impact on employee performance.

5.3 Implications

This current research will aid to future research and give the future researcher a deeper
understanding of technostress and how it affects employee performance. ICTs are changing
and developing in fast pace. It compels employees to consider his skills inadequate and
forces them to learn and understand various new features. As a result, it creates mental
pressure, anxiety and extreme level of stress. Hence, it is crucial to learn about technostress
management approaches and mechanisms as we gain knowledge of the various dimensions

of technostress in order to benefit all employees.
Implications for employees

The study found that there is still a population that is utterly ignorant of the causes of the
prevalence of technostress. So, this study will aid such government staffs in understanding
technostress and effective methods for managing it. Also, this will have a minimal impact

on performance and maintain self-awareness.
Implications for organizations

The findings will assist the organization as a whole in being aware of the mental wellbeing of
its employees as we learn more about the effects of technostress on employee performance.
The performance is significantly impacted by technostress. The supervisor can search for
programs like training and development, advance classes to operate the new systems for
technostress management and awareness. By examining the present job division, the findings

will aid in enhancing employee performance.
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The findings of this study can be applied to improve theoretical comprehension and direct
management practices. An organization can survey the workstations to determine the

amount of technostress there.
Implications for future research

The primary objective of the research project was to determine how technological stress
affected employees' performance among government staffs in the Kathmandu valley.
Similar to that, it emphasizes the connection between the various variables examined and
how they affect the employees. To my knowledge, this study is the first to examine the
effects of technostress on employee performance in the Kathmandu valley with mediating
effect of role stress among the few studies that have been completed in Nepal in various
fields or industries. The constructions and materials have been adapted from a number of
related studies in order to support the goals. The majority of the literature that is currently
available supports the conclusions of this investigation. Therefore, future studies into the

impact of technostress on employee performance can benefit from the findings of this study.

Only the specific component that generates technostress among government staffs
in Kathmandu valley was measured in the study. The future research could add on other
factors of technostress too for further investigationon its effects on employee
performance. In the future, exploratory or qualitative study can be carried out to identify the
most typical source of technostress. This will help the investigation and cover a variety of
study dimensions through its theoretical conclusions. A comparative study in different
sectors using the same sets of constructs related to technostress can be undertaken because
numerous researchers have proposed multiple constructs and variables that have been
thoroughly tested. The study has undertaken mediating variables which would be great help
for further research conducted on mediating effects. This will make it easier to pinpoint the

primary reasons for technostress at various employment levels.
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APPENDIX

QUESTIONNAIRE

Techno-stress and Its Impact on Role Stress and Employee Performance among
Government Staffs of Kathmandu Valley / Wifafiie d-1a ¥ HToHTS! SUUHTHT TP
FHARIGEHT YUST T I FHART GRITHTGTHT THHT GHTT

T

7, Tfer e, THeTTS! faenff, IR wrde srER uRaieTe! Al A Tdevr TEg | a9 uyTacia!
e YT TEH! ATRIAH! YHSTH! TY HBAS] IUADTHT WBRT HHARGE drdd!
FHHARID! HRITHTEGTHT WIS TG UM GHTagE D! JeaTg I URIE0 T 8

gfe qurEe A uraett Y T SR SgHe IHT AdTeqydl 49 7 Iid oTHRY §3g | | duIsars
YTE fag b UaM TRUD! SHBRI T RIS < AN TR IgRgh| AT HF YA TRAS |

Section A: Basic Demographic Data (Place a tick mark “V” inside the box.)
QUS 3f: MURYA TSI SeT (4 i o faeg v @ gei™ 1)
1. Age (in years) SR (94T)

Below 20 (R0 S¥H=T &H) 20-29 (R0-RR) 30-39 (30-3R)

40-49 (%0-¥R) 50 and above (4od Y 1Y)

2. Gender (forg)

Male (4%9) Female (afgan) Prefer not to say (4 4= $d137¢)

3. Marital Status (darfee fufa)

Married (fdarfga) Unmarried (3ffaarfgd) Others (31F)

4. Your Permanent Residence (Wczm

Province No. 1 (Y& &R ?) Lumbini Province (gffat ua=n)
Madesh Province (H=T U&= Karnali Province (Surfcit Te=r)
Bagmati Province (STTHa UG Sudurpashchim Province (Jgufs)

Gandaki Province (708! HexT)
5. Educational Status (Rifére fRueh

SLC/ SEE (tuuta R/ w939 Intermediate level +2 (& 3R)
Bachelors (|1d® dg) Masters and above (FT®ITR dg al HIfY d8)
6. Years of Work Experience (& srqua®! a)

Less than a year (Tsh TYYT HH) 1-10 years (3-20 T

10-20 years (30-R0 §H) 20 years and above (o F§ X Y0 FEH=T AIFY)
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7. Name of the organization you are currently working for (qursa gTel &9

TRREIHTHT TRITH A1)

8. Rank/ Designation (4g)

Officer level/ Gazetted officer (TSuzrd)

Below officer level/ Non-gazetted officer (5= 3ff+ha)

9. Years of Work Experience in Current Organization (ST srgya®! ad)
Less than a year (T I8H=<T &H) 1-10 years (3-20 §H)

10-20 years (30-Ro &) 20 years and above (0 I8 I Y0 FHH=T HIMY)

10. Techno-stressors Factors (TF) and Role Stress Factors (RSF)

Place a tick mark “\” on one of your answer. There are no right or wrong answers.
THI-VWR PRI (TF) T YFIPT a9 dRPe= (RSF)

T IR fed AT V" IRSIER | BT $A "al a1 TTed Jarbee 3|

Questions/Descriptions Strongly Disagree | Neutral | Agree | Strongly
(v%/faRuEE) Disagree (3MEgHd) | (de®) | (¥8Hqd) | Agree

Techno-overload
(e SfYUR)

| am forced by new
technology to work much
faster. (W =Tt ufafa &
fsel ™ 7= a1 )

| am forced by new
technology to do more
work than | can handle. (|
a1 ufafte et smpa g
=51 T¢I S T 914 G )

| am forced by new
technology to work with
very tight time schedules.
(waTs =t wfaftre &R @
HHY AIfsTe! Q1Y ST T+
I IRDI B)

I am forced to change my
work habits to adapt to new
technologies. (& =4t
wfaftear srgead T ARt
B T FHIgE Uiad- T
ELE)

I have a higher workload
because of increased
technology complexity.
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(Fe! rfaferes sifeedrst
PRI HYIT HTHSD! 95 ga)
3)

Techno-complexity

(wfafere sifeam

I do not know enough
about new technology to
handle my job
satisfactorily. ( = &9

FUAT P T
Tat wfafire! arear 7arg
i SHeR 891)

I need a long time to
understand and use new
technologies. ( WeTg =4t
wfafiess g2 3 W =
ATH 99T A1 1)

I do not find enough time
to study and upgrade my
technology skills. ( #e A}
CIdISl HIUgRs g T+
Y TRgfs T yatw awg

b U Afdg 1)

I find new recruits to this
organization know more
about computer technology
than | do. (At o T=ATHT
4T YAf HeBEEars
FIeR Ulaftre! IRUT AaTs
YT TG UTET HTD UTTHI
81

| often find it too complex
for me to understand and
use new technologies.
(UTI:HaTg, a1 yfafie g
T AR T R wfed @)

Techno-uncertainty

(wfafere siffiraam

There are always new
developments in the
technologies we use in our
organization. ( gTHT JEITHT
TRt 7 ufafRgean ad T4t
fawTaeE g751))

There are constant changes
in computer software in our
organization. ( gTHT WA
IR UEAIRAT AR
URadTE USRI B1)

64




There are constant changes
in computer hardware in
our organization. ( g

TRITT HTER TS ATHT
R uRadaes use®T

ERl)

There are frequent
upgrades in computer
networks in our
organization. (TS TTHT
IR AcTHeEH IRER
ATASEF B1)

Questions/Descriptions

CENECRUES)

Role Overload

(yfFrepT IR

| often have to do more
work than | can handle.
(A UTg: A T T YT
EEEILRIFRET)

Strongly

I am often required to do
difficult tasks. ( #aTg
SRR HS- HRIGE T
TIRTF 3 )

| often work beyond
actual or official
working hours. (¥ 9m3:
rdfad ar UGG B
HUeT Y=gl SfeR B T 1)

| often attend to many
problems or assignments
at the same time. (7 UIG:
T AT SR GER al

SIS THCEHI HIT ferg 1)

I never seem to have
enough time to do my
actual work. (T IR
JRAfd® & T yaie
TG S SRl AeTS
lass )

Role Conflict

(yffrep1 faare)

I am often asked to do
things that are against
my better judgment.

(TATS SRR TR I




o fovem &M ™
U 1)

| often receive an
assignment without
adequate resources and
materials to execute
them.( ¥ UT9: 7w A X
I foe T 3 srTgA
T T 1)

| often have to bend
rules or policy in order
to carry out an
assignment. (3RISTE<
R Tt it A UTe:
fam a1 faers gorag
LED)

| often receive
incomplete requests
from two or more
people. (7 U: g8 a1 9@
Hfadgeare 3qul

SR U T3 1)

SECTION B: Employee Performance

8. Employee Performance (EP) Place a tick mark “\” on one of your answers. There
are no right or wrong answers. (BHaRI HIEFHIEH (EP) Teie! $ T ITRH e Areh "
TS TR | T&T H T a7 TTed SlaThee )

Questions/Descriptions | Strongly Disagree | Neutral | Agree | Strongly

(CENUCERURED) Disagree (3ggHd) | (de®) | (W8Ha) | Agree
(zeareiw (zeareiw

I perform hard tasks
properly. (A &id4 HHgE
REERGIRIET)

| try to update my
technical knowledge to do
my job. (7 TR &M T WY
UIaf® I SUsSe T TN

TS )

I do my job according to
what the organization
expects from me. (R
HEIC O 3(U&T TRH! B, gl

3R B 7T 1)

I plan the execution of my
job by defining actions,
deadlines and priorities.(d
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PREE,  gHTEHT R
TUffedaee  aRUNT ™R
W FHD  HAFGITR!

BISEUCEIRE]D)
I plan actions according to
my tasks and

organizational routines. (H
W FAeE T WSTHD
el oER FrieE®)
BISEIERIEED)

| take initiatives to
improve my results at
work.( T sHar WY AfasT
JYR T Ud TF )

| seek new solutions for
problems that may come
up in my job. (9 TR HEHT
33 T qHREE®! A
Tl gy W |

I work hard to do the tasks
designated to me. (FdTg
AP THT HHEE T T FHel

e Td T 1)

| execute my tasks
foreseeing their results. (A
W FAee foiged)
GRS M (15t S
EaRIERERIET

| seize opportunities that
can improve my results at
work. (3 sHaEr WY AfasT
YR T T 3aaRe® YA
RIE])
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