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Abstract

This research investigates the role of employees and their supervisors by testing how
tetheredness to technology during COVID-19, affects employees’ job-related outcomes.
This study is grounded on conservation of resources theory. It postulates that employees
are tethered with technology for job-related activities during COVID-19, resulting in poor
work-related outcomes due to cognitive fatigue. Further, this research argues that
behavioral demonstration of employees’ mental fatigue results in less involvement in
work-related creative activities, as assessed by supervisors. Drawing on conservation of
resource theory and supervisors’ rated of employees engagement during COVID-19 are
related to creative activities. Spousal support mitigates the influence of tetheredness to
technology on cognitive fatigue. Based on conservation of resources theory, this study
proposes that employees are tethered with technology for job-related activities during
COVID-19, resulting in poor work-related outcomes due to cognitive fatigue. Data were
analyzed by performing a survey on technology professionals in Pakistan. Results
showed that tetheredness to technology during COVID-19 is negatively related to
employees’ creative process engagement. Furthermore, cognitive fatigue more negatively
influenced the focal relation. Moreover, for employees with higher spousal support,
tetheredness to technology during COVID-19 may not be complicated and might even
help-finings spousal support; however, this influence depends upon employee
interpersonal factors as well. The findings of this research may help organizations to
understand the impact of organizational expectations regarding connectivity during work
from home.
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1. Introduction

Tetheredness to technology research concentrates on the employee experiences of
remotely working from home (Casper et al., 2007; Zoonen et al., 2020). Based on
conservation of resource theory (COR) tetheredness to technology is a demand imposed
by organizations towards their employees during COVID-19. The threat of life loss and a
soulless attacker that infected the global psyche in the form of fear and bodies of all
susceptible citizens and a large population with the potential of dangerous illness (Polizzi
et al., 2020). On March 24, 2020, the Pakistani government strictly limited the movement
of citizens on national territory, aiming to break the transmission of this pandemic
disease. In this pandemic case, worldwide organizations have been activated online to
provide services using technology to be connected through media platforms or e-mails
(Xiao et al., 2020).

Furthermore, this contagious disease has harmful effects on the living population having
no boundaries for race, ethnicity, caste, region, gender, sex, and social class (Polizzi et
al., 2020). Moreover, COVID-19 effected the most all around the globe and employees
are restricted to work from home and workplace has changed abruptly for employees
(Tang et al., 2020). Studies have recognized different forms of work from home
containing technology tetheredness, official e-mails, online meetings with supervisors,
fast response expectations of organizations. It makes employees performance at work
more problematic, the focus of our study is on tetheredness to technology during COVID-
19, described as employees’ working remotely and 24/7 hour connectivity reduced
employees’ creative process engagement (Li et al., 2020).

Tetheredness to technology during such pandemic is a developing concern due to changes
at the workplace in the context of work whereby workers in most of the organizations are
likely to work from home and “always-stand by,” even during the non-working time
(Major & Germano, 2006; Perlow, 2012). The pattern of remote work during COVID-19
blurred the limitations between family and work domains, potentially revealing in
tetheredness to technology. Excessive use of technology threatened employees and create
stress on their mind-set, thus reducing their locus of control in the form of
absentmindedness and lack of creative performance engagement. (Barley et al., 2011).
Less attention has been given on interventions that can reduce the negative effect of
remote working. Many studies recommended that tetheredness to technology during
COVID-19 may harm work-related results such as employee’s innovative and creative
behaviour (Li et al., 2020). However, the clarification for these results has been grounded
greater on the assumption than empirical proof.

This study has several contributions to the employee’s tetheredness to technology during
COVID-19 literature. First, we eloquent a newly challenging area of investigation by
using conservation of resource theory (Hobfoll, 1988, 1989,1998) and research related to
technological stressors by inspecting resource loss against new consequences afar the
direct effect over employees (i.e., cognitive fatigue). Our study suggests that the manager
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shows critical role in seeing by what means an employee tetheredness to technology
during COVID-19 through cognitive fatigue impacts (i.e. creative performance
engagement or creative performance. Thus, this study pays particular consideration to the
role of supervisor, in resource depletion. Secondly, this research is contributed by
studying the uncertain relationship between tetheredness to technology during COVID-19
and employee creative process engagement. While employees may assume that excessive
use of technology for work-related communication during COVID-19 remote work is
challenging. Our conceptual model recommends an alternative perspective: such
tetheredness to technology 24/7 hour is detrimental to employee creative process
engagement because of employees having few interpersonal resources existing to
dedicate their work. Third contribution of this research is based on the signaling theory
by Spence (1973) to relate worker cognitive fatigue to creative process engagement
through manager perception. Furthermore, this research points out the precarious role of
supervisors play between tetheredness to technology during COVID-19 and job-related
outcomes. Based on signaling theory, supervisors assess employees’ job-related
characteristics, engagement, and future qualities (Paustain et al., 2016). Our research
proposes manager rated creative process engagement of employees are based on factors
like problem identification, collecting information, decoding, and idea generation for
middle-level positions. Employee engagement in creative processes is a job-related
outcome that depends on the supervisor’s assessment for employee growth and success
(Wayne et al., 2017). We are naive of current research that must assume this standpoint to
explain the intervening mechanism in which tetheredness to technology during COVID-
19 is related to work outcomes. Moreover, this research extends the literature on work-
related effects associated with tetheredness to technology which has primarily concerned
with employee engagement in creative processes.

The purpose of this study is to look for new insights by which employees’ tetheredness to
technology identifies with employee’s creative job performance. We build up our study
model based on the theory of conservation (Hobfoll, 1988, 1989, 1998), with an emphasis
on loss of resources of employees. In particular, the concept of loss spiral depends on
COR theory (Wayne et al., 2017). We clarified in what way employees cognitively
exhausted due to tetheredness to technology and psychological stress in workers during
(COVID-19) offers less accessible personal resources that might make them capable of
dealing with cognitive pressure. So, Managers may be unknown about employees’ mental
fatigue because of all day, every day hour connectivity demand, and the working
environment exhibit of that fatigue observed by the manager in employee engagement in
creative processes. Based on signaling theory, we hypothesize our model that bosses’
perceptions of employee’s creativity was positively related to work related outcomes
such as generation of new ideas, identification of problems, generating efficient solutions,
Information collecting, decoding and job designing). Further, while tetheredness to
technology during COVID-19 is hypothesized as resource loss, spousal support is
facilitated in resource gain, intervening the connection between tetheredness to
technology during COVID-19 and cognitive fatigue (Brummelhuis & Bakker, 2012;
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Halbesleben et al., 2014; Tang et al., 2017). An estimated model of our study is given in
Figure 1.

Hs: Moderated Mediation

' Spousal |
- Hl H2
Hjsa
Tetheredness to Supervisor-
technology Cognitive rated
during Fatigue (Ereatlve

COVID-19

]

This research investigates the employee interpersonal resources, which facilitates
tetheredness to technology during COVID-19. Wayne et al. (2017) identified the
construct tetheredness to technology during pandemic having a gap in the literature and
need to be investigated. Previous studies relevant to tetheredness to technology do not
assess the mental fatigue, especially the detrimental effect with cognitive fatigue that
have the experience of such tetheredness to technology during COVID-19. These
researchers defined tetheredness to technology in employees’ cognitive stress that
reduces their mindfulness in creative tasks while working at home during COVID-109.
Employees may become absentminded while communicating in other domains due to
higher connectivity demands of organizations during the pandemic. This constant
connectivity demands significant effect during their non-work role (Wayne et al., 2017).
Furthermore, research on interventions during COVID -19 (e.g. Spousal support in the
form of emotional attachment, reduce home interruptions during work time) and personal
resources like resilience, behavioral control and willpower provide indirect assistance for
detrimental outcomes during COVID-19 (Sonnentag, 2003; Sonnentag et al., 2010).
Work-related tetheredness to technology during COVID-19 cognitive fatigue has some
long-term consequences and has the potential of research towards work-related outcomes,
which will be discussed in the following segment with the lens of conservation of
resources theory (COR) (Tang et al., 2020; Halbesleben et al., 2014 ).

2.1 Theory of Resource Conservation, Tetheredness to Technology and Cognitive Fatigue

Hs: Mediation
Figure: 1 Conceptual Model

2. Theoretical Framework and Hypotheses

This theory has been used mostly in organizational studies and is considered as the

dominant theory for strain and stress consideration (Wayne et al., 2017). The central

concept of conservation of resource theory is that an individual tries to save, build, and

retain their valuable resources and threaten of these resource depletion (Hobfoll, 1989).
1046



Igbal et al.

Hobfoll (1989) elaborate mental stress is a reaction of a problem that occurs in an
environment, and the chances of resource loss are higher than resource gain.
Psychological well-being is negatively influenced during self-isolation and the social
distancing (Brooks et al., 2020). Quarantined people are having negative emotions such
as boredom, stress, frustration, depression, anger, irritability, confusion, insomnia,
domestic violence, stigma, and fear (Pfefferbaum & North, 2020). Resources are personal
characteristics, objects, boundaries or conditions, and energies that are important for an
individual, and some of these resources are helpful to protect some other valuable
resources (Hobfoll, 1989). Furthermore, personal resources have many forms like energy,
mental capacity, self-control, self, esteem, self-efficacy, resilience, self-compassion, and
brainpower. Moreover, some resources are interpersonal provide emotional and
instrumental support to individuals who work as a coping mechanism against stressors
and help to stop resource depletion in the future.

Many studies most widely used the resource conservation theory by Hobfoll (1989) to
describe workplace stressors According to Hobfoll (1989) stress able demands naturally
have a significant association with cognitive, behavioral, and emotional outcomes. For
example. Cooper and Lu (2019) noticed that tetheredness to technology in off working
hours are prevailing at work setting have a significant effect on supervisors and
employees’ cognitions. Furthermore, cognitive fatigue has some adverse impact on
employee memory, attention, and learning (Sulheim et al., 2015). Burke and Cooper,
(2008) found that excessive use of technology has adverse effects on employee health in
the form of depression, cognitive fatigue. According to Liu and Tanaka, (2002); Shields,
(1999) excessive use of extreme technology cases in East Asia (14 hours per day and
days in a week) is linked with severe consequences like sudden death. Recently meta-
analysis on investigating the result of work-related stress that further supports these
harmful effects. Tetheredness to technology during COVID-19 categorized work-related
outcomes in a specific way. While work-related excessive use of technology during
COVID-19 showed the significant relationship between tetheredness to technology and
cognitive fatigue-related outcomes such as exhaustion, burnout, absentmindedness,
creativity withdrawal, and lack of job performance. Incorporating the results, we contend
that cognitive fatigue is resulting from excessive use of technology during COVID-19
where uncertain threat and 24/7 hour connectivity mix up and impact employee work-
related creativity in the form of poor performance. Findings of the meta-analysis
(Bakker et al., 2014) showed that role technology is an essential predictor of cognitive
fatigue in organizations. Due to the technological burden on the mind employees,
cognitive resources become depleted while working online at home such that it creates
stress on their mind, and they feel cognitively fatigued. Their resources are unable to
cope up in this situation because COVID- 19 job conditions are also problematic and
challenging for employees. With a great understanding of previous studies above we
develop the following hypothesis

» Hj: Tetheredness to technology during COVID-19 is positively related to cognitive
fatigue.

2.2 Cognitive Fatigue and Creative Process Engagement
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While cognitive fatigue is a loss of cognitive or emotional resource functioning via an
inner manner, in a Pandemic situation it’s not only impacting on mental resources but
also a significant impact on emotional and physical resources (Li et al., 2020). That also
has a social manifestation in the organization. Similarly, Antwi et al. (2018) found that
cognitive fatigue was connected with minor employee creative process engagement
rankings and greater absentmindedness, burnout, and exhaustion. Gillman et al. (2015)
explained that societal changes and blurred boundaries in work and family life increase
the mental fatigue in employees that may impact their creative behaviour. Furthermore,
their creative behaviour manifestations might be observable by their self or by others
(e.g. Manager, supervisor or immediate boss). This might be real for workers once their
mental fatigue is related to technology tetheredness in off working hours instigated in the
family rather than the job domain. As per COR theory, that employee cognitive fatigue is
interrelated to Manager Perception against creative process engagement of their
employees. According to the COR theory, cognitive fatigue is related through some
resources that employee may spend in their work, joint through employee’s expectations
to save they are remaining few of resources. We propose a negative association among
employee cognitive fatigue and creative process engagement (Gillman et al. (2015).
Additionally, Wayne et al. (2017) articulated in their conservation of resource theory,
demands that occur on the job, influence the energy resources generally through
cognitive reactions. Among these demands, 24/7 hour connectivity is incredibly
influential. Woodman et al. (1993) identify that work demands relevant to greater
cognitive engagement have a diverse effect on employee creativity. According to Jonge
et al. (2012), employee creativity is affected by work fatigue, because they indicate that
somewhat in the organizational environment is complex and critical.

Furthermore, this is embedded in the human need to understand the interface with
spouses to more readily speak with that other individual, to all the more likely
comprehend that other individual’s inspirations, or to foresee the other individual’s
activities more readily. Applying this to the working environment, bosses assume a vital
function in building significant decisions related to their immediate reports and thus, will
investigate worker creative performance to accumulate signs associated every worker
capacity (Wayne et al., 2017). For instance, a worker’s enthusiasm in taking on a difficult
undertaking or going about as a challenging project might be seen by the manager or
leader as a sign that the worker is happy to contribute towards work (Crain & Stevens,
2018). This investigation has keen potential on one clear sign, a worker cognitive fatigue,
and supervisor interpretation about employee creative process engagement. As a recent
plot, worker cognitive fatigue is related to resource loss. Thus, an employee with less
personal resources to use at work is required to be seen by the manager as less occupied
with creative activities, such as mindfulness and engagement is an assessment of the
worker’s use of unique resources in work-related creative tasks. Manager’s perception of
subordinate creative performance is an especially significant sign for a manager to take
care of due to engagement in creative processes criticality to finding a problem, data
gathering and generating idea based results (Du et al., 2019). Hence, we propose that
workers with higher levels of psychological fatigue have fewer resources to use at the
workplace and in this way may sign low inclusion in the innovative undertakings of
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work. Managers are probably going to see workers with higher cognitive fatigue as lower
in creative process engagement contrasted and those with lower psychological fatigue.
With the help of the above literature, we hypothesize this relation that

» H,: Cognitive fatigue is negatively associated with employee creative process
engagement

2.3 Mediating role of Cognitive Fatigue between Tetheredness to technology during
COVID-19 and Employee Creative Process Engagement

Based on COR, Tetheredness to technology during COVID-19 is such as expected
connectivity with some resources to consume in worker creative process engagement
(Zhang et al., 2019). Managers may not know about their employees’ tetheredness to
technology, as it might show outside the workplace. Notwithstanding, as in previous
studies hypothesis, our study suggests that managers are probably going to perceive
fewer workers engagement in creative activities, so when they faced a higher level of
cognitive fatigue, has been recognized as a result of employees’ tetheredness to
technology. To understand the above literature, we hypothesize this relationship that:

» Has: Cognitive Fatigue mediates the relationship between tetheredness to technology
during COVID-19 and employee creative process engagement.
2.4 Moderating Role of Spousal Support

While COR theory clarifies the connection between tetheredness to technology during
COVID-19 and employees’ psychological fatigue as resource gain. This theory likewise
underlines that a convergence of extra resources might cope up this relation in the form
of Spousal support, which gives workers emotional support with more prominent
consideration. It helps in accomplishing their work, might be seen as an appropriate
resource at the workplace that might empower employees to oversee burdening
conditions coming about because of tetheredness to technology in a pandemic situation
(Tang et al., 2017). While tetheredness to technology might be inescapable. Spousal
support as an interpersonal resource may furnish employees with the social moral, and
emotional support that empowers them to all the more likely deal with its effect on their
psychological state, enhancing cognitive fatigue due to constant connectivity. Along
these lines, we expect the antagonistic relation between tetheredness to technology during
COVID-19 and cognitive fatigue to be tempered by spousal work support with the end
goal that employees encountering tetheredness to technology yet who have higher
spousal support should experience less cognitive fatigue. This moderation hypothesis and
going with contentions additionally propose directed intercession impacts. In particular,
because of spousal support leading impact on the relation between tetheredness to
technology during COVID-19 and cognitive fatigue, spousal support is predicted to
mitigate the indirect effect of tetheredness to technology on employees’ creative process
engagement. Considering the above literature, we hypothesize that:

» Hja: The relation between tetheredness to technology during COVID-19 and
cognitive fatigue is moderated by spousal support
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» Hyb: The relation between tetheredness to technology and employees’ creative
process engagement through cognitive fatigue is moderated by spousal support
(Moderated-Mediation).

3. Research Methodology

The telecommunication sector had been decided to gather data. According
Duarte and Sethi (2020) managers and leaders in the telecommunications sector have
experienced higher technology-assisted job demands in pandemic due to higher
dependence of other industries and quick response is expected in this challenging time
from them. Online surveys had been sent to salaried workers and their
supervisors/managers as a significant aspect of this investigation. Respondents have
various kinds of office jobs, such as administration, finance, accounts, and marketing.
Managers had authority and access over their workers, for example, creative process
engagement. Survey invitations had been dispatched to 310 employees- manager’s dyads.
These dyads had been haphazardly chosen from many offices inside the undertaking to
accomplish an expert example of employees all through the organization’s number
division. Complete data had been gathered for 177 dyads (reaction ratio = 59.2%).
Managers were answerable on behalf of more than one subordinate; a few supervisors
evaluated different employees (mean = 1.4 representatives). Demographic data, for
example, a designed pattern is as monitors: 37% of the worker’s routine are women, and
31% of the manager pattern is female. Seventeen per cent of the workforce had been
quite a while 21-29; 49 percent have been 30-39; 19% had been 40-49, and 21 rates
were 50 and over; a traditional pattern did now not gracefully age data. Nine percent of
the managers have been a while 21-29, 17 rates were 30-39, 29% have been 40-49, and
23% were more than 50. Regarding training, 62% of the worker pattern holds a
bachelor’s qualification or advanced, though 92% of the manager sample had the
equivalent. Sixteen percent of staff are reporting immediate boss for substantially less
than one year; 29% one to two years; 37 rates three to five years and 19% above six
years. The rest of the representatives did now not report their work experience with their
manager. Three percent of personal toiled for the central office for not exactly a year,
though 7 percent toiled for one to two years, 31% worked three to five years, and 59%
over five years; the rest of the population did no longer record their workplace duration.

Web-based surveys had been sent by e-mail or Watsapp to respondents at timeframe 1.
An e-mail invitation was sent two and afterwards a month later to the individuals who
had no more however responded. Representatives are ensured against all responses would
be kept hidden and used in a comprehensive and unknown manner. Watsapp or E-mail
requests sent to system managers covered the title of the central representative they have
been to reflect thought on while noting the electronic survey. The system manager’s
invitations had been sent after three weeks of the employees’ requests had been sent, and
update messages were sent at the identical interims as the representative updates. After
nine months against the underlying surveys had been conducted (Timeframe 2), data have
been given through the central organization on employees’ creative performance.

Likert scale starts from 1 = strongly disagree and 7 = strongly agree had been used from
all perceptual measures. Employees rated their Tetheredness to technology. We used a
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two-item scale of Boswell and Olson-Buchanan (2014). Measures had been tailored
following the context of our objects were measure on a 5-point Likert-scale (1= never; 5
= always). A sample question is: “How frequently you wused your
Smartphone/Laptop/PC?” (For Frequency) moreover, how many minutes per day you
spent on common on work-related ICT-use outdoor ordinary work hours (for time?) The
scales were designed with the aid of Boswell and Olson-Buchanan (2014) having the
reliability (Cronbach’s Alpha, 0.87)

3.1 Spousal Support

Employees rated how lots they have spousal support. A Four-item scale was used adapted
from Suchet and Barling (1986) assessed the responses on 7-point Likert Scale (1=
Strongly Disagree 7 = Strongly Agree). Sample gadgets assessing attitudinal, emotional,
and bodily spousal support such as “Is your wife’s mind-set toward your work is good”?
The scales got designed by using Suchet and Barling (1986) having the reliability of
(Cronbach’s Alpha.0.89)

3.2 Cognitive Fatigue

We measured Cognitive fatigue through a 7-item scale adapted from Paul et al. (1998)
measured the responses on (1= never; 5= every time). This scale is one of the absolute
best loading items. Sample gadgets of scale Do you presently have trouble concentrating?
Are you feeling less prompted than usual? Are you having problems questioning clearly?
(Cronbach’s alpha=0.90). Measures-Time Length 2

3.3 Creative Process Engagement

Supervisors rated their employee’s Creative procedure engagement via three object scale
related to hassle identification, gathering data. Decoding from Zhang and Bartol (2010)
measured the responses on a five-point Likert Scale (1: “Strongly disagree”; 5: “Strongly
agree”). Sample gadgets consist of “I devote widespread time trying to comprehend the
nature of the problem”. The scales got designed through Zhang and Bartol (2010) having
the reliability of (Cronbach’s Alpha 0.88).

4. Results

Table 1 represents all variables means (M), standard deviations (SD) and correlations
(CR) given below. According to our results tetheredness to technology was significant
negative association with spousal support (r = -.19* p < .05) and manager rated worker
creative performance (r = -.27** pvalue < .01). Furthermore, tetheredness to technology
and cognitive fatigue had significant positive relationship (r = .51** pvalue < .01).

1051



Technology Tetheredness and Creative Process Engagement during COVID-19

Table 1: Descriptive Statistics and Correlation
Variables Mean | SD 1 2 3 4
Tetheredness to technology during
COVID-19 (E) (1)
Spousal Support (E) (2) 521 | 1.83 | -.19* .95

3.68 | 1.74 .87

Cognitive Fatigue (E) (3) 357 | 171 px S51** .90

Supervisor rating of Employee
Engagement (R) (4)
Note: N = 177, E = Employee-Rated variable; R= Supervisor rating variable; *p < .05.
**p <.01.
4.1 Fundamental Examinations

539 | 127 | -.07 A3 | -27*%* | .88

After setting convergent and discriminant validity of our measures, we conduct
confirmatory factor analysis. We used Mplus model 8 of Muthén and Muthén, (2017) for
confirmatory factor analysis see in Table 2. First, we run a four-factor model, every item
were loaded on its relevant factor, and we added a manager evaluation on an employee’s
creative process engagement. The expected results indicate model fit of our data (X2
(174) = 308.21, CFl = .97, TLI = .95, RMSEA = .05, SRMR = .06; Hu and Bentler, 1999;
Wayne et al, 2017). In our study model, perspective loadings have been Significant
against all items (p < .05), all values loadings were bigger than 0.40 meeting the standard
viewpoint, and relationship coefficient between each dormant factor had been essentially
littler than 1.0. We contrasted this model with two factors choice dimension models
whereby employees rating against spousal support, tetheredness to technology, cognitive
fatigue managers rated employee creative process engagement. Results demonstrated the
assumed model (X2 (179) = 467.83, RMSEA = .09, SRMR = .08, CFI = .91, TLI = .90)
was comprehensively not better than our choice four-factor model (Ay2 (Adf) = 162.64
(4), p < .01), supporting our assessment model. Further in single-factor model employee
creative process engagement results (x2 (180) = 469.81, CFI = .90, TLI = .91, RMSEA =
.09, SRMR = .09 was not appropriate in comparison to our choice model. Since managers
assessed a typical of 1.3 representatives, our records may contain non-free recognitions in
that manager’s rankings of one worker may likewise relate with their scores of one
another worker. Regardless, we made plans to inspect our data other than controlling for
non-free judgments for going with reasons. In the first place, eventually, no exact strategy
is available for bootstrapping of nested data and information bootstrapping is yet not
allowable in Mplus. This expected to choose one between data nesting or bootstrapping
control the self-conviction ranges for the moderated- mediation impacts. Participants
were investigated at worker stage of utilizing defined group investigation at the
administrative level, at the participant’s stage bootstrapping was considered to be most
valuable if the bootstrapping was utilized in a proper way. Since our study model is
employee level model as compare to a multi-stage model, directing for non-free (nested
data), judgments will no longer trade the limit measures. They will typically diminish the
popular mistake identified with every desire against the assessment. Our assessment
limits in Fig 2, twice by the technique for (I) directing for the nested data and (ii)
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bootstrapping the Cls except for controlling for the settled data. Limits in every
assessment were correctly proportionate, and the values against all limits were effectively
identical despite two limits, that varied by techniques and apply only for .004 and .005.
On the other point, the Cls represents that the assessed boundaries were not, now
regularly scattered, and consequently uneven helped Cls bootstrapping were more
significant than the Sobel T-test relied for taking a gander at the significance of the
boundaries. Second, whether or not we may moreover be in a circumstance to join the
control for settled information and bootstrapping by strategies for the application of other
SEM programming packs, the control for nested records will simply influence the figured
exquisite misunderstandings at any rate not, now the bootstrapped inclination helped Cls.
Since the evaluated boundaries are right now not consistently spread, the Cls
bootstrapping will be communicated in the synthesis. In contrast, the standard blunders
used to settle real factors will be overlooked. 3rd, the values of ICC (1) for chiefs
appraised representative inventive cycle commitment (8 percent) we moreover indicated
the examination to the strategy for haphazardly picking one worker for each manager,
which reduced our model estimation to 157. The outcomes have been nearly equivalent to
these of the full example at any rate with more significant standard errors in light of the
truth of the modest sample size.

Table2: Alternative and Hypothesized Models (The Model Goodness For
Statistically Fit)

Models X? d¢ RMSEA | SRMR CFI TLI
Four-factor
hypothesized 308.21 | 174 .05 .06 97 .95

Model (Good Fit)
Two factor model
(merged) 467.83 | 179 .09 .08 91 .90
TT, CF, & SS, CPE
One-factor (all items
Combined)

469.81 | 180 .09 .09 .90 91

4.2 Hypothesis Test

Three step process by Cheung and Lau (2017) latent moderated structural equation
(LMS) was used to test the moderated-mediation of this study. The LMS approach makes
more careful boundary appraisals and the certainty stretch than the customarily used
relapse method with watched factors. Besides, LMS method permits us to show a 2nd -
request feature with various estimations in the examination; for instance, the supervisor
rated employee engagement in creative processes. All elements in Fig 1 were measured
as 1st sequential latent elements. The examinations were coordinated by utilizing Mplus
8 with the most extraordinary likelihood assessment. (Mentioned in figure 2).
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Analysis Of Moderated- Mediation with Latent Factors Findings-Non-Standardized
Path Coefficients ®

Spousal
Support (E)

Supervisor-Rated
Creative Process
Engagement (S)

Cognitive
Fatigue (E)

Spousal Support (E)
Tetheredness to
technology during
COVID-19 (E)

Figure 2: Latent Factors Result in Non-Standardized Path Measurements A, B
Moderated Mediation Investigation

Since the LMS approach doesn’t give regular fit values, the underlying stage was to
assess the without latent affiliation model wellness (Muthén, 2017). The overall model fit
indices propose the model fit the data well (¥2 (218) = 350.61, CFI = .96, TLI = .94,
SRMR = .05, RMSEA = .04; Hu & Bentler, 1999). In sync 2, the model in Fig 2 with an
inactive relationship among tetheredness to technology and spousal support was
evaluated, similarly as the assessment of the route from this inactive relationship to
cognitive fatigue. Following one-sided balanced CI, bootstrap was made for each
assessed boundary because both the collaboration term and the mediating impacts are not
routinely disseminated. Two thousand bootstrap tests were delivered in the present
investigation (Cheung & Lau, 2015). In figure 2, unstandardized measurements are
represented, and Table 3 showed results justification of Hypotheses 1-4. Tetheredness to
technology had a positive association with psychological fatigue (b = .14, pvalue < .05)
was supported hypothesis 1. The next hypothesis has additionally got support: Cognitive
fatigue had a relatively significant, negative relationship with the supervisor or manager
evaluated representative engagement in creative processes (b = .12, pvalue < .01). We
attempted an elective model to test hypothesis 3 with direct ways from tetheredness to
technology, spousal support, and association between tetheredness to technology and
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spousal support to a supervisor rated employee engagement in creative processes such as
direct influence and 1st stage control model (Edwards & Lambert, 2007). The methods
among boss evaluated workers creative process engagement and tetheredness to
technology (b = -.02, p > .05), spousal support (b = -.01, p > .05), and relationship
between tetheredness to technology and spousal support (b = .01, p > .05) were all
relatively significant. These results suggest that psychological fatigue mediates in the
connection between tetheredness to technology and manager rated creative process
engagement, supporting Hypothesis 3. H4 recommended that spousal support would
direct the association between tetheredness to technology and Cognitive exhaustion (H4a)
and that the backhanded association between tetheredness to technology and manager
appraised representative creative process engagement through cognitive fatigue was
prohibitive on the degrees of spousal support (H4b). Following the spread out techniques
for Hypothesis 4a and 4b we found assistance. Most importantly, there was significant
association between tetheredness to technology and spousal support on cognitive fatigue
(b = -.06, pvalue < .05; (Lower level confidence interval LLCI = -.159; (Upper-level
confidence interval ULCI = -.002). 2ND, the record of moderated-mediation (Hayes,
2015), is the item term of the related effect among tetheredness to technology and spousal
support on mental exhaustion and the immediate impact between psychological fatigue
and boss rated employee creative performance, was significant (b = .02, pvalue < .05;
Lower level of confidence interval (LLCI) =.001) and Upper level of confidence interval
(ULCI) = .028). According to previous studies in the third step, the restricted indirect
impact was tested by looking at the size and importance of the indirect impact of
tetheredness to technology on manager rated employee creative process engagement
through cognitive fatigue at different levels of spousal support (Preacher, Rucker, &
Hayes, 2007; Cheung & Lau, 2017). We plotted the restricted indirect impacts of
tetheredness to technology on supervisor-rated employee creative performance through
cognitive fatigue at different levels of spousal support (Fig 3). It was indicated that lower
level of spousal help was related with a more grounded indirect negative impact from
tetheredness to technology to employee creative process engagement via cognitive
fatigue. The indirect impact was just significant when spousal support was less than 0.5
level and standard deviations (SD) greater the mean (M).

Table 3: Measurements for the Restricted Procedure Model

Structural Paths Beta p-value Significance 95% LLCI-
ULCI
TT—CF 14 <.05 * [.027, .323]
CF—CPE -12 < 01 ** [-.002,-.024]
TT—CPE -.02 >.05 * [-.001,-.0.20]
TT—SS -.01 >.05 * [-.004,-.0.18]
TT*SS—CF -.06 <.05 * [-.159, -.002]
TT—CF—CPE -.08 <.01 okl [-.219, -0.46]
TT SS—>CF—CPE -.02 < .05 ok [.001, .028]

Note: b95% bias-corrected confidence intervals reported as: [Lower Limit Confidence
Interval, Upper Limit Confidence Interval]. *p < .05. **p < .01.

1055



Technology Tetheredness and Creative Process Engagement during COVID-19

Findings of moderated-mediation showed that confidence interval contains no zero [LLCI
= .13, ULCI= .45] for the indirect effect of tetheredness to technology on manager rated
creative process engagement of employees through cognitive fatigue in the presence of
high spousal support was significant, and for the low level of spousal support [LLCI =
.08, ULCI= .14] was insignificant. So, moderated-mediation hypothesis 4b was
supported. To test the indirect moderating effect of tetheredness to technology on
cognitive fatigue was significant in the presence of high spousal support and the
confidence interval does not contain zero [LLCI= -.16, ULCI= -.25] supporting
hypothesis 4a and for low spousal support, the conditional indirect was insignificant

[LLCI=-.06, ULCI = -.012]. All of the above findings are given in Table 4.
Table 4: Moderated Mediation

For Creative Process Engagement

' Level of Cor}ditional 95%_
Independent Mediator Moderator Indirect Confidence
Effect Interval
Tetheredness to | Cognitive
Technology Fatigue
High SS .58 [.13, .45]
Low SS .022 [.08, .14]
Index for Moderated Mediation 021 [.09,.012]
Independent Dependent
Creative
Tetherednessto | o Joocs High SS _a1 [-.16, -.25]
Technology
Engagement
Low SS -.018 [-.06, -.012]
Index For Moderated Mediation [-.07, -.09]

Note: SS stands for “Spousal Support”
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Figure 3: The Indirect Impact of Tetheredness to Technology on Employee Creative
Process Engagement through Cognitive Fatigue Restricted on Spousal Support

5. Conclusion

Tetheredness to technology during COVID-19 has become a great challenge around the
globe. According to the findings of this study showed that when employees experience
tetheredness to technology during COVID-19, they report higher cognitive load on their
mind and their mental resources become deplete, and fewer resources help to focus on
their work. Moreover, it’s difficult for managers to assess their engagement in creative
tasks during COVID-19. Consequently, the managers evaluated cognitively fatigue
employees lack engagement in creative processes. Our research makes several
contributions and growing the body of research on tetheredness to technology during
COVID-19 by providing further evidences of how tetheredness to technology affect
employee’s creative process engagement during a pandemic. To response the call by
Wayne et al. (2017) for more research, we investigate how employee’s technology
tetheredness during COVID-19 cognitively load their minds and link to creative process
engagement. Most of the researches has been done on adolescents, health and
construction industry samples. The present study provides evidence that tetheredness to
technology during COVID-19 have cognitive effect on key variables in all sectors around
the globe especially telecom sector IT professionals due to higher connectivity demands
and dependence on other departments for network issues. Initially, COR theory supports
the hypothesis of our study, and especially resource loss effect; we got that tetheredness
to technology depletes cognitive energy resources, expecting cognitive fatigue. This
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conceptual study framework contributes in the body of literature by providing new
knowledge and deep insights for the theory of resource conservation (COR: Hobfoll,
1988, 1989, 1998) by investigating the consequences of resource loss because of
technology tetheredness direct effect on the dominant workers as long as stress or
cognitive fatigue and signaling manager’s significance. Our study investigates, employee
personal resources depletion due to tetheredness to technology during COVID-19 has
consequences in the past like work exhaustion. The resource loss sustain as approved
from the negative association among employee cognitive fatigue and supervisor rated
workers creative process engagement. Hence, work achievement related to tetheredness
to technology during COVID-19, associating the signaling theory in which individual
resource loss strengths us to express how technology-assisted work experienced in a
pandemic is linked to features at the workplace. According to Wayne et al., (2017),
signaling theory suggests that assessors look for particular signals that show upcoming
potential and enabled us to associate workers deliberation of the resource depletion
(cognitive fatigue) to a prompt evaluation about that loss (Manager-rated worker creative
process engagement). Additionally, we bring up the basic activity that manager
assessment against his/her worker creative process engagement role in this resource
depletion, as this assessment radiates an impression of workplace connectivity results that
are chosen by the manager. However, the findings of our study give support of this native
ideas external rationality. Which supported our 1st proposed hypothesis that tetheredness
to technology during COVID-19 would negatively influence with creative process
engagement. The findings of our study are inconsistent with the previous study that was
on construction industry professionals (Wayne et al., 2017). Which showed a negative
association between these two variables. Previous researchers suggested that this result
may be applied for different samples and call for future researchers to detect mediators
and moderators concerning technological stressors and creative process engagement. We
also trust those intervening relationships may be useful in explaining these relationships
(i.e. Spousal support) were moderating this relationship. Specifically, our results showed
that employees tetheredness to technology during COVID-19 improve employee creative
process engagement when employee feel less cognitive fatigue and higher spousal
support supporting our other three hypotheses. Likewise, our findings contribute to the
theory literature. The body of theory in present research overlooks the personality
differences in interpersonal resources of employees (Tan et al., 2020). In the workplace
context, such as employee higher tetheredness to technology during COVID-19 (Wayne
et al., 2017). Thus unpredictable results in previous studies between tetheredness to
technology and manager rated employee creative process engagement during COVID-19
showed that the earlier researches neglected higher level of tetheredness to technology-
related demands with manager rated employee creative performance in the context of the
workplace. Furthermore, the intervening role of cognitive fatigue enhances the negative
effect of tetheredness to technology, and creative performance of employees and even
chances of error in creative job tasks become high have been ignored in previous
researches (Kunn et al., 2020). Moreover, the current study gives much attention to this
relationship due to pandemic challenges faced by organizations. In addition to current
study considers the role of spousal support fitted with earlier studies perceptions such that
feeling of spousal competence relax employees cognitively and lead to engaging more
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towards creative tasks (Tang et al., 2017). However, very few studies have investigated
spousal support in tetheredness to technology during COVID-19 at workplace context.
Tang et al. (2017) recommended that in problematic workplace situations, employees
those who have higher work-related spousal support can more be engaged in creative
processes and more prone to innovation. There is a lot of practical implication for our
study. Our research provides benefits of employees who have a low level of work-related
spousal support to creative work during the pandemic situation. Supervisors/ managers
should design training programs to assist their employees if they don’t compromise on
creative performance during this time. Boosting the level of employee’s motivation to
provide a higher level of creative performance organizations requires to make their
workplace climate psychologically safe for their employees by reducing technology-
assisted 24/7 hour connectivity demands. There also need to consider organizations that
in Pandemic situation, employees have negative mood swings. Additionally, attaining the
benefits of work-related spousal support supervisors/ managers need to guide their
subordinates with the help of earlier examples in that employees retain their creative
process engagement with technology-assisted job conditions in uncertain situations. In
addition to it has been recommended that encouragement from boss and rewards helps
employees to boost up their spouses regarding work-related support (Tang et al., 2017).
By providing positive feedback verbally towards subordinates from their managers about
their creative performance and rewards against creative efforts will also be support
employees in retaining their creative abilities. Training on cognitive control related to
tetheredness to technology during COVID-19 is another beneficial strategy to improve
employee’s creative process engagement.

Our outcomes exhibit the significant role of peers’ in employees’ tetheredness to
technology during the pandemic and its consequences. As above referenced, personal and
emotional support at home assists employees in taking part in innovative processes that
can improve work-related creativity, such as the subjective well-being of employees,
(Madjar, 2008). We identify that when workers had more significant job-related support
at home, this improved the negative connection among tetheredness to technology and
engagement with creative tasks. So in associations where spouses can help their partners
by allowing them workplace connectivity at home time, this might reduce the adverse
effect of tetheredness to technology on boss-rated employee’s creative performance.
However, as emphasized literature, need to study leadership with tetheredness to
technology during a pandemic is essential but challenging to accommodate the low-level
employees (Siswanti & Muafi, 2020). Another exploration of this model is to take a
leadership role in employees’ technology-assisted job demands that may be concluded
with the help of the theory of social exchange (Major & Morganson, 2011). This study
used signaling theory, and social exchange theory may also be used in future to prove this
novel standpoint.

Furthermore, worker’s low creativity due to tetheredness to technology in a pandemic is a
sign for a manager that workers are not exchanging their relationship for their work
completion. Leadership styles of leaders such as transformational leadership could also
be considered beneficial in employee’s work-related creativity. To conclude, the
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tetheredness to technology works would be helpful for researchers those frames the
transformational leadership in employee tetheredness to technology during COVID-19
with more depth and theoretical understanding of this phenomenon.

6. Limitations and Future Research

The depiction on COR and signaling theory, our outcomes support a gradual increase
insignificant effect whereby tetheredness to technology is identified with employees’
creative process engagement. Tetheredness to technology-related cognitive fatigue goes
about as a sign by which managers the survey represents employee creative process
engagement, which is related to indicators of employees’ creative performance
engagement. By combining, these outcomes broaden conservation of resource theory
(COR) by exhibiting the significance of employees and managers in consideration of why
and how tetheredness to technology during COVID-19 manifests and connect to
employee creative process engagement. Our research has a few limitations. 1st, our study
sample involved IT professionals in Telecom sector of Pakistan may have more
technology-assisted job demands as compared to other jobs. In client support
occupations, work support at home may not be a choice. Thus, the results of this study
may be generalized to different cultural settings that have higher tetheredness to
technology demands during COVID-19. In addition to this study have few potentials for
future research. Initially, future studies could examine tetheredness to technology with
employees’ mental health, emotions, and attitudes related outcomes. Analysts could then
concentrate on approaches to stop or decrease the loss spiral effect that comes from this
type of tetheredness. Also, numerous different moderators of the tetheredness to
technology and peer-rated employees’ creative process engagement through cognitive
fatigue might be measured as approaches to recharge workers’ resources. According to
Kossek et al. (2011), the meta-analysis found organizational-specific social help assists
with easing technology-related stress. Finally, future research needs to investigate the
coworker support in loss spiral effect. For instance, we concentrated more on employees
cognitive fatigue and its relationship with the manager- rated creative process
engagement, yet employees work are interdependent in groups or teams. We propose that
future studies should explore employee’s loss spirals, started by excessive use of
technology in-depth, with consequences for colleagues and group results.
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