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ABSTRACT 

Technological resources are becoming increasingly prevalent in the workplace and therefore 

the target of greater research focus (Cascio & Montealegre, 2016). Organizations primarily 

integrate technology into the workplace as a resource for employees (Dewett & Jones, 

2001). This study explores the process by which technology serves as a resource for 

employees. Applying stress theory, I examined the moderating effect of effective technology 

on the relationship between organizational constraints and emotional exhaustion. Based on 

the job demands-resources model, I predicted that effective technology would buffer the 

relationship between organizational constraints and emotional exhaustion. Results supported 

a positive relationship between organizational constraints and emotional exhaustion but did 

not support the role of effective technology as a moderator of this relationship. Future 

research directions and implications of findings are discussed. 

Keywords: organizational constraints, emotional exhaustion, effective technology, 

job demands-resources model, conservation of resources theory 
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The Role of Effective Technology on Organizational Constraints and Emotional 

Exhaustion 

Increasing advances in technology have brought about the beginning of a new era in 

work systems (Cascio & Montealegre, 2016). Yet, research in workplace psychology has 

struggled to keep up with these rapid and significant changes in the workforce (Barley, 

2015). One of the most important influences of recent technology in the workplace is its 

effectiveness as a tool or resource to help employees achieve desirable work outcomes (e.g., 

increased performance, commitment, and satisfaction; Dewett & Jones, 2001). The aim of 

this study was to examine the underlying psychological mechanism by which technology 

helps employees achieve these desirable work outcomes. To do this, I applied principles of 

the Job-Demands-Resources (JDR) model (Demerouti, Bakker, Nachreiner, & Schaufeli, 

2001). Though several factors have been added to the original JDR model (e.g., motivation 

or engagement; Bakker & Demerouti, 2005; Crawford, LePine, & Rich, 2010), I focus on 

the basic demand-resources and outcome relationship. I use organizational constraints as a 

measure of job demands, effective technology as a measure of job resources, and emotional 

exhaustion to operationalize a job outcome.  

Organizational Constraints  

Organizational constraints refer to any direct or immediate component of a work 

condition that hinders job performance (Pindeck & Spector, 2016). Liu, Spector, and Shi 

(2007) presented two categories of organizational constraints: job context constraints (e.g., 

lack of quality tools, time, budget, and training) and interpersonal constraints (e.g., lack of 

necessary help and services from coworkers or organization). Organizational constraints are 

work stressors (LePine J., Podsakoff, & LePine M., 2005; Pindeck & Spector, 2016) in that 
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they inhibit the capacity to accomplish work tasks which the employee feels pressure to 

perform (either by themselves or others; LePine et al., 2005). This stressor then leads to 

strain, which hinders performance (Klein & Kim, 1998; LePine et al., 2005; Villanova & 

Roman, 1993).  

In the workplace, stressors include organizational constraints, lack of autonomy, 

interpersonal conflict, and workload which are linked to decreased performance and 

decision-making abilities (Kokkinos, 2007; Spector & Jex, 1998) in addition to increases in 

turnover intentions (Liu, Spector, & Shi, 2007). Organizational constraints are the most 

common stressor in the workplace and, in comparison to other workplace stressors, are more 

strongly associated with emotional strains (e.g., depression, frustration, and anxiety; Liu et 

al., 2007; Spector, Dwyer, & Jex 1988), as well as work outcomes (e.g., turnover intention 

and job satisfaction; Liu et al., 2007). Thus, I argue that organizational constraints constitute 

an important and worthwhile form of work stressors that warrant further exploration.  

Emotional Exhaustion 

One of the most common outcomes associated with organizational constraints is 

burnout (Volpone, Perry, & Rubino, 2013). Burnout refers to “a syndrome of weariness with 

work characterized by exhaustion, cynicism, and inefficacy” (Crawford et al., 2010, p. 835). 

Burnout is linked to work outcomes such as job satisfaction, commitment, performance, and 

turnover (Halbesleben & Buckley, 2004) as well as health outcomes such as depression, 

anxiety, psychosomatic symptoms (Schaufeli, Taris, & Van Rhenen, 2008), and, in some 

cases, death (Goh, Pfeffer, & Zenios, 2015). Nearly a quarter of full-time employees in the 

U.S. have reported experiencing frequent burnout from their jobs (Wigert & Agrawal, 
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2018), costing organizations billions of dollars each year (Goh, Pfeffer, & Zenios, 2015). 

Thus, burnout remains a major area of concern for organizations and individuals alike. 

Burnout consists of three dimensions: emotional exhaustion, cynicism, and 

professional efficacy (Volpone et al., 2013). Among the three, emotional exhaustion is 

considered the most basic and immediately manifested dimension (Tuxford & Bradley, 

2015), often times deemed as the key dimension of burnout (Demerouti et al., 2001; 

Halbesleben & Buckley, 2004; Maslach, Schaufeli, & Leiter, 2001; Volpone et al., 2013). 

Emotional exhaustion refers to a sense of feeling emotionally drained or overwhelmed 

(Volpone et al., 2013; Wright & Cropanzano, 1998), which can lead to decreased 

satisfaction, commitment, and performance as well as increased turnover (Halbesleben & 

Buckley, 2004). Further, work suggests a link between organizational constraints and 

emotional exhaustion (Best, Downey, & Gill, 1999; Gill, 2001; Zellars, Perrewe, & 

Hochwarter, 1999). Thus, I suggest that efforts to explore the boundary conditions of this 

relationship are of utility.  

Stressor-Strain Framework 

Most research on the relationship between organizational constraints and burnout 

relies on a stressor-strain framework (Pindeck & Spector, 2016). According to this 

perspective, organizational constraints act as stressors which cause strain on individuals, 

eventually leading to burnout (Spector, Dwyer, & Jex, 1988). Though this framework 

stems from transactional stress theory (Lazarus, 1991; Perrewe & Zellars, 1999; Pindeck & 

Spector, 2016), I argue that the Conservation of Resources (COR) theory (Hobfoll, 1989) 

offers a more robust explanation.  
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Transactional stress theory posits that individuals experience stress as a result of 

their interaction with their environment via an environment-perception-response process. 

This process is broken down into two parts: the first part consists of individuals perceiving 

their situation as a threat to their well-being, while the second part is their perception of their 

ability to cope with the threat (Lazarus, 1991). A common criticism of this theory is its over-

reliance on individual perceptions to determine what constitutes a stressor (DiClemente, 

Crosby, & Kegler, 2002). This makes it difficult to empirically distinguish coping demands 

from coping capabilities and creates a circular basis of reasoning (Hobfoll, 1989). 

Conversely, COR explains the stressor-strain relationship from an objective 

perspective. COR suggests that individuals experience stress and subsequently, strain, when 

they lose or do not gain back certain valued resources within a given situation (Hobfoll, 

1989). More specifically, it holds that individuals have a certain amount of valued, personal 

resources (i.e., mental physical, and emotional) to perform a task. However, because 

stressors (e.g., organizational constraints) require the use of resources, individuals must 

expend more resources in order to obtain the same outcome (e.g., lack of time forcing 

employees to work faster). This requirement results in a net loss of resources, which places 

strain on the individual by depleting their resources (Frese & Zapf, 1988; Hobfoll, 1989; 

Spector, 1998). Thus, unlike the transactional stress theory, COR offers an empirically 

testable and universal cognitive process to explain the stressor-strain framework rather than 

relying on subjective individual experiences. Moreover, COR has earned a reputation as one 

of the most robust and commonly used theories in organizational behavior research 

(Halbesleben, Neveu, Paustian-Underdahl, & Westman, 2014).  

Job Demands-Resources Model  

https://books.google.com/books?hl=en&lr=&id=ddPm7RGE4UEC&oi=fnd&pg=PA285&dq=transactional+stress+theory+conservation+of+resources+theory&ots=FGMLKYphe3&sig=W4zVsZAPvhxkYRP5B-0T-QxKzAg#v=onepage&q=homeostatic&f=false
https://books.google.com/books?hl=en&lr=&id=ddPm7RGE4UEC&oi=fnd&pg=PA285&dq=transactional+stress+theory+conservation+of+resources+theory&ots=FGMLKYphe3&sig=W4zVsZAPvhxkYRP5B-0T-QxKzAg#v=onepage&q=homeostatic&f=false
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Using these principles of COR theory, JDR provides an organization-specific model 

to explain the stressor-strain framework (Bakker & Demerouti, 2007). JDR posits that the 

risk factors associated with stress are categorized as job demands and job resources. 

Whereas job demands hinder task performance, job resources do the opposite by providing 

employees with support. Thus, JDR holds that job resources buffer the relationship between 

job demands and strain, such that additional resources reduce the negative effects of job 

demands by reducing the effort and subsequent costs that the demands place on employees 

(Bakker, Demerouti, & Euwema, 2005). 

In this study, I utilize the JDR model (Demerouti et al., 2001) to explain the 

relationship between organizational constraints (demands) and emotional exhaustion 

(strains). I present Figure 1 to illustrate this process. Thus, JDR proposes that when job 

demands are high, job resources alleviate the psychological/physical costs associated with 

such demands by reducing the required amount of psychological/physical effort to perform a 

task. Further, JDR proposes that job resources have a negative relationship with job 

demands: The more resources available, the less individuals will experience strain. Based on 

this stressor-strain framework, I propose that high levels of organizational constraints lead to 

an increase in emotional exhaustion. This is consistent with work by Tuckey et al. (2015), 

who described organizational constraints as a hindrance stressor yielding strain.  

Hypothesis 1: Organizational constraints are positively related to emotional 

exhaustion. 

Technology as a Moderator  

A handful of studies have examined the moderating role of job resources on the 

relationship between job demands and burnout (Bakker et al., 2005; Bakker, Demerouti, & 
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Schaufeli, 2003; Schaufeli & Bakker, 2004). Among the moderator variables that have been 

found to buffer this relationship are social support, perceived autonomy, and performance 

feedback (Bakker et al., 2005; Schaufeli & Bakker, 2004). An increasingly important job 

resource that researchers have not examined as a moderator of this relationship is technology 

(Cascio & Montealegre, 2016). In general, the goal of technology is to make work more 

efficient by lessening the burden on employees (Dewett & Jones, 2001). Additionally, 

technology can lessen strain for employees by, for example, increasing their accessibility to 

other workers or their access to information (Day, Scott, & Kelloway, 2010).  

To date, I am unaware of research that has focused specifically on technological 

resources influencing the impact of organizational constraints. Thus, I incorporate 

technology resources as the job resources variable within the JDR framework. Rather than 

using the general term technology, I operationalize technological resources as effective 

technology to focus on the effectiveness of technological tools. 

I characterize job demands in terms of organizational constraints and job resources 

as effective technology. Based on the JDR framework, I suggest that effective technology 

acts as a buffer in the relationship between organizational constraints and emotional 

exhaustion. That is, effective technology serves as an additional resource by reducing the 

required effort to perform a given task, thereby reducing the strains from organizational 

constraints. Thus, I propose that effective technology reduces the effects of organizational 

constraints on emotional exhaustion.  

Hypothesis 2: Effective technology moderates the positive relationship 

between organizational constraints and emotional exhaustion, such that the 
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relationship is stronger (weaker) among workers reporting higher (lower) 

levels of effective technology. 

Method 

Participants and Procedures 

The sample consists of data gathered from 520 bank employees through a voluntary 

questionnaire during their work hours. Two responses were removed from the sample due to 

large amounts of missing data, resulting in a sample of 518. Participants indicated their 

demographic characteristics. The sample was overwhelmingly female (73%) vs male (27%). 

The sample consisted mostly of individuals between 36 to 55 years old (75.3%). Most 

participants worked in the organization for 4 or more years (71.6%).  

Measures 

Organizational Constraints. To measure organizational constraints, I used an 

adaption of Spector and Jex’s (1998) Organizational Constraints Scale (OCS). The OCS is a 

highly regarded and widely used scale in measuring organizational constraints for over two 

decades (Pindeck & Spector, 2016). I adapted the OCS into seven items that asked 

participants how often they found it difficult to do their job as a result of each constraint. 

Each item used a 5-Point Likert scale that assessed the frequency of each constraint (1 = 

Less than once per month or never to 5 = Several times per day). The adapted scale included 

three items assessing a lack of resources (e.g., “How often do you find it difficult or 

impossible to do your job because of lack of support from other people?”), two items 

assessing conflicting/competing demands (e.g., “How often do you find it difficult or 

impossible to do your job because of conflicting between internal demands and customer 

needs?”), one item assessing changes or disruptions in participants work,  and one item 
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assessing inflexibility of regulations. The Cronbach’s alpha for this scale was (α = .80). 

Appendix A displays the complete list of items. 

Emotional Exhaustion. I employed a 4-item proprietary scale (α = .70) previously 

used by the organization to measure emotional exhaustion. The participants rated to what 

extent they felt emotionally fatigued from their job on a 5-point Likert scale (1= Not at all to 

5= Extremely) for each of the 4 items. Because the items were negatively worded, I reverse-

coded the scale prior to the analysis. The scale consisted of one item about each of the 

following: job pressure, job security, unclear expectations, and frequent meetings. I present 

the complete list of items in Appendix B. 

Effective Technology. I assessed effective technology using a 4-item scale that 

reflects the extent to which technology served as resource for employees. Participants rated 

the extent to which they agreed or disagreed on a 5-Point Likert scale (1 = Strongly 

Disagree to 5 = Strongly Agree) for each item. The scale included one item on each of the 

following: training, group performance enablement, changes, and inadequacy regarding 

technology in their workplace. The items had a Cronbach’s alpha of (α = .68). Appendix C 

presents the full scale. 

Control Variables. Research shows that age can influence employees’ approach to 

adopting technology in the workplace as different age groups may have different needs, 

requirements and preferences (Czaja, Hammond, Blascovich, & Swede, 1989; Kanfer & 

Ackerman, 2004; Morris & Venkatesh, 2000; Wolfson, Cavanagh, & Kraiger, 2014). More 

specifically, older employees who lack experience with technology may have a greater need 

to acquire new skills than their younger counterparts (Czaja et al., 1989). This need to learn 

new skills could therefore require the use of more resources, making technology a constraint 

https://www.tandfonline.com/doi/full/10.1080/0144929X.2010.513419?casa_token=BP1ziMcXsgoAAAAA:K1RtTbPCRr-llZPGGZ2xURfLvdoJInKg0Y7Ta6DkiO8PcYWZUHBeXfVSUKN2ucrTzi7ibn16-R8QTA
https://www.tandfonline.com/doi/full/10.1080/0144929X.2010.513419?casa_token=BP1ziMcXsgoAAAAA:K1RtTbPCRr-llZPGGZ2xURfLvdoJInKg0Y7Ta6DkiO8PcYWZUHBeXfVSUKN2ucrTzi7ibn16-R8QTA
https://www.tandfonline.com/doi/full/10.1080/0144929X.2010.513419?casa_token=BP1ziMcXsgoAAAAA:K1RtTbPCRr-llZPGGZ2xURfLvdoJInKg0Y7Ta6DkiO8PcYWZUHBeXfVSUKN2ucrTzi7ibn16-R8QTA
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rather than a helpful resource for older employees. To account for this, my analysis included 

age as a control variable. Participants self-reported their age on the survey. 

Results 

To examine the reliability and consistency of the scales, I conducted a confirmatory 

factor analysis (χ2 (45, N =518) = 1112.17, p < .001). Three items from the organizational 

constraints scale and two items from the emotional exhaustion scale were removed due to 

either high cross loadings or low loadings on their intended factor. Table 1 displays the 

factor loadings of the remaining items for each scale. 

Next, I obtained the descriptive statistics and inter-correlations of all the variables 

(Table 2). Organizational constraints were positively correlated with emotional exhaustion (r 

=.53, p < .001), providing preliminary support for my first hypothesis. Interestingly, 

effective technology also had small, but significant positive correlation with both emotional 

exhaustion (r = .28, p < .001) and organizational constraints (r = .34, p <.001).  

To test the moderating effects of effective technology on the relationship between 

organizational constraints and emotional exhaustion, I used Hayes’ (2012) PROCESS macro 

(model 1). Table 3 displays the results for this test. The results provided further support for 

my first hypothesis; organizational constraints had a direct, positive relationship with 

emotional exhaustion (B = 0.57, t = 12.30, p < .001). Contrary to my second hypothesis, the 

addition of effective technology as a moderator did not significantly influence this 

relationship (F [1, 515] = 0.90, p = .35, ΔR2 = .00). Figure 3 displays the results of the 

proposed conceptual model.  Additionally, though effective technology was not a moderator, 

age had a significant negative relationship with emotional exhaustion (B = -0.13, t = -3.00, p 

< .01).  
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Discussion 

In an increasingly technology-dependent world, it is more important than ever to 

understand the role of effective technological in the workplace. My study examines, at a 

basic level, how effective technology can serve as a resource for employees by reducing 

their work-related strain. My study tested this by examining how organizational constraints 

effect workers’ emotional exhaustion directly, and how technological tools moderate this 

relationship. Additionally, my study examined the potential influence of employee age on 

this moderation. Taken together, this study expands the literature on emotional exhaustion 

and organizational constraints. It also serves as a starting point for more complex research 

on the psychological effects of effective technology in the workplace.  

Both a bivariate correlation test and moderated regression analysis provided support 

for the direct effect of organizational constraints on emotional exhaustion (Hypothesis 1). 

Consistent with the JDR framework (Demerouti et al., 2001), more job demands (e.g. 

organizational constraints) result in more strain (e.g. emotional exhaustion). An explanation 

for this is the conservation of resources theory (Hobfoll, 1989). Job demands can reduce the 

resources an employee has to perform their job. This in turn, induces stress on the employee 

and causes them to experience strain. 

Hypothesis 2 predicted effective technology to moderate the relationship between 

organizational constraints and emotional exhaustion. However, the results did not provide 

support for this hypothesis. Limitations of the study itself such as faulty measures, 

unaccounted for variables (such as those in the broader JDR model), as well as the sample 

itself (self-reported data from a single company) could have contributed to these findings. 

Aside from shortcomings of the study design, it is possible that certain technological tools 
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do not lessen the emotional exhaustion that comes from organizational constraints. Effective 

technology can come in many forms (e.g., computer software, smart devices, online 

databases). Thus, while some of these tools may serve as extremely helpful resources for 

employees, others might not make a large enough impact to reduce emotional exhaustion. 

Additionally, some technological tools could present significant learning curves or 

malfunction, creating stress for employees and, potentially, negating their helpfulness 

(Chesley, 2014). The results of this study also revealed that age was negatively correlated 

with emotional exhaustion. This could indicate that age is still a worthwhile variable to 

examine when investigating worker’s emotional exhaustion. 

Implications 

 This study’s findings expand on the field’s current understanding of organizational 

constraints, emotional exhaustion and technological tools in the workplace in several ways, 

in addition to providing both theoretical and practical contributions. First, this study 

contributes to the scarce research examining the relationship between organizational 

constraints and emotional exhaustion. In doing so, the present study reveals the detrimental 

effects that organizational constraint place on a key dimension of burnout. Though many 

studies have focused on the effects of organizational constraints on burnout as a general 

concept, this study is among only a handful to examine its effect at a dimensional level 

(Best, Downey, & Gill, 1999; Gill, 2001; Zellars, Perrewe, & Hochwarter, 1999). Second, 

this study is, to my knowledge, the first to examine the role of effective technology on the 

relationship between organizational constraints and emotional exhaustion. Though the 

results did not support a significant influence of effective technology on this relationship, 

they do serve as the basis for further research on this topic. Further, this study addresses the 
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call for more psychological research on the influences of technology in the workplace 

(Cascio & Montealegre, 2016). Additionally, the significant negative relationship found 

between age and emotional exhaustion offers an interesting avenue for future research, 

suggesting that age might serve as an important variable to consider in workers’ stress-strain 

experience. Moreover, the findings of this study, in part, add credibility to the stress-strain 

framework of the JDR model by supporting the notion that increased stressors (e.g., 

organizational constraints) result in increased strain (e.g., emotional exhaustion).  

 Taken in an applied context, these findings suggest that organizations should lessen 

organizational constraints on employees in order to reduce emotional exhaustion, and, 

possibly burnout. Organizations could accomplish this by, for example, lessening 

employees’ workload or reducing interpersonal conflicts through training programs (Pindeck 

& Spector, 2016). The lack of effective technology’s impact as a resource in this study could 

also highlight the importance of addressing various facets of technological resources (e.g., a 

tool’s necessity and utility) prior to incorporating them. 

Limitations and Future Suggestions 

Despite these implications, this study has several limitations worth noting. The first 

is the modification of scales in the questionnaire as well as the analysis. The survey used 

shortened versions of pre-established scales in order to limit the length of the survey which 

could have compromised their construct validity. Further, an already short 4-item scale of 

emotional exhaustion was cut in half in my analysis after two of its items failed to load 

properly on their intendent factor. Moreover, effective technology’s α (.68) was below the 

conventionally accepted .70, although its items loaded well onto its factor. These threats to 

the validity and reliability of the measures could have likely confounded my findings. Thus, 
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future studies should employ scales that are more reliable and valid than what was used in 

this study. 

Another limitation of this study is its sample. Although the sample’s size serves as a 

strength (N=518), the data came from bank employees of a single company. Therefore, 

without data from any other organization, this sample is not truly representative and limits 

the generalizability of the findings. Future research should collect data from various 

companies in various industries to account for this shortcoming. Further, the data for this 

study was collected in 1996. It is likely that the technology used in that era as well as 

employees’ relationship with effective technology has experienced significant changes 

(Cascio & Montealegre, 2016). A more recent sample would reflect the current role of 

technology in the workplace more accurately. Future studies should ensure that their 

samples are from a relatively recent time frame when researching technology in the 

workplace. 

Finally, there are many other variables that could explain technology’s role on 

employees’ stressor-strain experiences. For example, the nature of the technology itself, 

individual factors such as employee’s preferences and needs, workplace norms, and perhaps 

most importantly, the actual utility of the tools, could all impact how effective technology 

acts as a buffer between organizational constraints and emotional exhaustion (Chelmis & 

Prasanna, 2013; Czaja et al., 1989). Further, technological resources themselves can 

sometimes act as organizational constraints (Galluch, Grover, & Thatcher, 2015; Kanfer & 

Ackerman, 2004). This study found a positive (albeit small) correlation between effective 

technology and organizational constraints (r =.34, p < .001), which alludes to this issue. 



EFFECTIVE TECHNOLOGY AS A JOB RESOURCE  

14 
 

Thus, future research on this topic should ensure that the technological resources themselves 

are not acting as constraints on employees.  

Lastly, this study did not account for the motivation component of the JDR model 

which is directly influenced by job resources and correlated with strain (Demerouti et al., 

2001). It is possible that the technological tools measured in this study were neither helpful 

nor motivating enough to reduce emotional exhaustion. Future research should include 

variables such as these (among others) when examining technology’s influence on emotional 

exhaustion.  

Conclusion 

The presence of technological tools in the workplace is increasing and the need to 

understand their psychological influences on employees is becoming increasingly important. 

Thus, the present study sought to examine the role of effective technology on employees’ 

stress-strain experience. The tested conceptual model examined the moderating effect of 

effective technology on the relationship between organizational constraints and emotional 

exhaustion. Results of the proposed conceptual model suggest that effective technology does 

not influence this relationship. However, the study design (specifically its poor measures) 

could have played a large part in these findings. Despite its shortcomings, this study 

provides further support for the detrimental influence of organizational constraints on 

employees’ emotional exhaustion and serves as a starting point for future research on the 

role of effective technology on employees’ strain.  
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Tables and Figures 

Note: N = 518. 

  

Table 1 

Confirmatory Factor Analysis 

   

 Factor 

Item 1 2 3 

Conflict between internal demands and customer needs .80   

Competing demands for limited resources, time and materials .75   

Frequent changes in priorities .66   

Lack of enough people to work .63   

Technological resources enable employees in my work group to do our jobs 

more efficiently 

 .77  

Changes in technological resources help me perform my job better  .72  

There is a lack of appropriate technological resources in my workplace to 

adequately perform my job   

 .72  

I receive sufficient training to properly use new technological resources  .54  

Unclear work expectations   .81 

Uncertainty about my job security     .80 
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Table 2 

Descriptive Statistics and Correlation Matrix 

Variable Mean SD 1 2 3 4 

1. Employee Age 3.40 .87 -    

2. Emotional Exhaustion 3.15 .94 -.06 -   

3. Constraints 2.71 .80 .09* .53** -  

4. Effective Technology 3.64 .66 .09 .28** .34** - 

Note: N = 518 

* p < .05 

** p < .01. 
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Table 3 

Results of the Moderation Analysis Using the PROCCESS Macro 

 Emotional Exhaustion 

 B SE t p 

Constant 3.55       .14     25.15       .00      

Employee Age -.13 .04 -3.00 .00 

Organizational Constraints .57 .05 12.30 .00 

Effective Technology .18 .06 3.23 .07 

Organizational Constraints X Effective Technology .05 .06 .93 .35 

R2  .31**    

ΔR2 .00    

Overall F 56.57**    

Note: Process Model 1, N = 520, **p < .001.     
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Figure 1 

Job Demands-Resources Relationship based on Job Demands-Resources Model  
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Figure 2 

Proposed Conceptual Model  
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Figure 3  

Results of the Proposed Structural Model 
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Appendix A 

Work Constraint Items 

How often do you find it difficult or impossible to do your job due to…? 

1. Competing demands for limited resources, time and materials 

2. Conflict between internal demands and customer needs 

3. Frequent changes in priorities 

4. Inflexible rules and procedures 

5. Lack of enough people to work 

6. Lack of support from other departments 

7. Lack of authority to make decisions 
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Appendix B 

Emotional Exhaustion Items 

To what extent do you feel emotionally fatigued due to … ? 

1. Too much job pressure 

2. Uncertainty about my job security 

3. Unclear work expectations 

4. Too many meetings  
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Appendix C 

Effective Technology Items 

To what extent do you agree with each of the following statements? 

1. Technological resources enable employees in my work group to do our jobs more 

efficiently. 

2. There is a lack of appropriate technological resources in my workplace to adequately 

perform my job. 

3. I receive sufficient training to properly use new technological resources. 

4. Changes in technological resources help me perform my job better. 

 

 

 


