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Abstract  
Workplace interruptions are becoming a more common serious issue in every work environment. 

Workplace interruptions can disrupt the attainment of goals and generate costly errors. 

Nevertheless, more research needs to focus on sources of workplace interruptions and their 

consequences. Drawing on action regulation theory, this study's main objective is to identify the 

sources of workplace interruptions, such as receiving calls and coworker conversations, and how 

these sources of workplace interruptions may cause procrastination at work by examining the 

mediating role of time pressure. Data were collected from the banking sector of Multan, Pakistan. 

After data consolidation, the final sample was 256. The findings of this study revealed that 

receiving calls and coworker conversations is positively related to procrastination at work, and 

time pressure mediates this relationship. This study addresses the gap in inquiring about innovative 

aspects of workplace interruption sources that interfere with workers' everyday working lives. The 

main strength and novelty of the current study is that it expanded the understanding and 

application of workplace sources of interruption while also expanding the idea of action regulation 

by emphasizing its interaction with time pressure as a mediator. The findings of this study are 

significant for legislators and management professionals, particularly those who deal with 

workplace interruptions. 
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Introduction 
Workplaces are often filled with interruptions that are generally unavoidable in daily work 

(Stenmark et al., 2020). Workplace interruptions are occurrences or circumstances that prevent or 

postpone the attainment of a goal (Baethge et al., 2015). Interruptions at work can take many 

different sources, including receiving phone calls, coworkers seeking conversation partners, 

emails, or instant messages (Puranik et al., 2020; Rick et al., 2024). 

Mobile devices have recently improved our communication capacity (Grandhi et al., 

2009).  However, with the proliferation of contemporary technology, such as smart cell phones, 

interruptions at work appear to have increased (Grandhi et al., 2009; Vanderzwan et al., 2023). On 

the other hand, certain interruptions are initiated by another person, such as a colleague or 

coworker conversation in which the individual interacts with others (Keller et al., 2020). 

                                                             
1Institute of Management Sciences, Bahauddin Zakariya University, Multan. Email: Tuba.ghani345@gmail.com   
2Institute of Management Sciences, Bahauddin Zakariya University, Multan.  

Corresponding Author Email: javeriaabbass@bzu.edu.pk     
3Institute of Management Sciences, Bahauddin Zakariya University, Multan. Email: nosheensarwat@bzu.edu.pk      

                                                                                                                                     
Copyright: ©This is an open access article distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license. 

Compliance with ethical standards: There are no conflicts of interest (financial or non-financial). This study did not receive any funding. 

https://doi.org/10.62345/jads.2024.13.2.134
mailto:Tuba.ghani345@gmail.com
mailto:javeriaabbass@bzu.edu.pk
mailto:nosheensarwat@bzu.edu.pk


 
1707 Journal of Asian Development Studies                                                             Vol. 13, Issue 2 (June 2024) 

Receiving a call or a conversation with a coworker during a workday, on the other hand, is a 

workplace interruption that diverts attention and pauses behavioral focus (Vanderzwan et al., 

2023), which impacts performance outcomes (Puranik et al., 2020), such as procrastination at 

work. The act of delaying or postponing a key activity is defined as procrastination at work 

(Fletcher et al., 2018).  

In recent studies, employees claimed that workplace interruptions are a highly prevalent stressor 

of work that increases time pressure (Baethge et al., 2015; Leroy et al., 2018). Time pressure is a 

common occurrence that is commonly understood to be the lack of time to complete daily tasks 

(Zhou et al., 2024). Time constraints in the workplace affect employees' procrastination (Prem et 

al., 2018). Although workplace interruptions like receiving calls, coworker conversations, and time 

pressure are theoretically formed, a few research has explored them practically (Leroy & Glomb, 

2018; Sonnentag et al., 2018).  

On the other hand, the underlying mechanisms linking receiving calls and coworker conversations 

as workplace interruptions and their relationship with adverse outcomes of performance 

(procrastination) in the actual work environment are underexplored (Baethge & Rigotti, 2013; 

Sonnentag et al., 2018; Keller et al., 2020). In light of the aforementioned theoretical gaps and 

practical issues, this study aims to apply the action regulation theory research methodology to 

investigate and evaluate workplace interruptions like receiving calls and coworkers' conversations 

and their adverse outcomes. Workplace interruptions can disrupt the sequential action regulation 

process, which is why the action regulation theory views them as regulatory obstacles (Hacker, 

2003). Thus, more time and effort are required to complete the interrupted work (Brixey et al., 

2007).  

Prior studies revealed that even if a work interruption may last a few minutes or less, the 

consequences of more frequent and prolonged work interruptions should not be undervalued (Chen 

& Karahanna, 2018; Puranik et al., 2020). Consequently, this interruption shifted the attentional 

and behavioral focus of this person. However, these interruptions make it tough for this person to 

handle the demands of the job, which can cause slower work rates, including delayed reactions to 

important events and increased time pressure (Sharples & Megaw, 2015; Sonnentag et al., 2018). 

Academic interest in the significant notion of workplace interruptions (receiving phone calls and 

coworker conversations) and their associated impact has been expanding recently (Pan et al., 

2023). This study concentrates on workplace interruptions, such as phone calls and coworkers' 

conversations, that create time pressure and are connected to procrastination at work (as shown in 

Fig 1). Therefore, this study aims to address current research demands by examining the effects of 

with-in-person (receiving calls) and between-person (coworker conversation) workplace 

interruptions on procrastination in a natural work environment. Nonetheless, this study examines 

the mediating impact of time pressure via the prism of action regulation theory (Hacker, 2003).  

 

Literature Review 
Theoretical Background 

Action regulation theory (ART) is a self-regulated, goal-directed behavior theory commonly 

utilized in work psychology and workplace interruptions (Baethge & Rigotti, 2013; Russell et al., 

2007). Workplace sources of disruption can cause failures in action regulation (Sonnentag et al., 

2018; Hofmann & Frese, 2011). ART focuses on how individuals regulate their activities in 

response to external situations. The notion of action regulation involves sequential phases 

(defining objectives, selecting action plans, performing actions, monitoring, and getting feedback) 

and hierarchical levels or modes. Thus, we contend that workplace sources of interruptions are 
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receiving calls and coworker conversations, which slowed the rate of goal progress and were 

related to time pressure, resulting in decreased performance, such as procrastination at work. 

 

Workplace Interruptions (receiving calls and coworker conversations) and Procrastination 

Cell phones and other communication devices enhance our communication capacity but can also 

lead to unnecessary interruptions (Grandhi et al., 2009; Puranik et al., 2020). According to a 

national poll by Pew Research (2006), 24% of participants feel that they must answer the phone 

and get interrupted during meals and meetings, while 22% say they think that when others know 

they have a phone, they try to approach them. On the other hand, research on office and 

organizational work has confirmed that 90% of brief talks among coworkers are unexpected, 

indicating that they may be interruptive (Jett & George, 2003; Keller et al., 2020). Although, 

interruptions in the workplace include unscheduled meetings, casual talks among coworkers, and 

requests for help from one another (Luong et al., 2005; Stangl et al., 2023). An interruption diverts 

the attentional and behavioral focus; employees stop working on current tasks (Perlow et al., 2002; 

Gao et al., 2017; Keller et al., 2020). Furthermore, employees must adjust their behavior to 

accommodate the occurrence, requiring more effort.  

However, because the initial task must be kept in working memory, more cognitive effort is 

required to restart it later (Baethge et al., 2015; Gao et al., 2021). As a result, employees need help 

concentrating on the new work tasks, affecting performance. Procrastination at work happens due 

to this increased effort and drains resources because the original job is still open in working 

memory (Metin et al., 2016; Prem et al., 2018; Yao et al., 2024). Research on workplace 

interruptions, such as receiving calls and coworker conversations, and their impact on performance 

outcomes (procrastination at work) are scarce (Fletcher et al., 2018; Puranik et al., 2020).  

Understanding workplace interruptions and their connection to procrastination at work is crucial 

for addressing theoretical and contextual gaps in the literature. This research examines the impact 

of workplace interruptions, such as receiving calls and coworker conversations, on procrastination 

at work. 

Thus, it is hypothesized that: 

H1: Receiving calls has a positive effect on procrastination at work.  

H2: Coworker conversation has a positive effect on procrastination at work. 

 

The Mediating Role of Time Pressure 

Time pressure is the stress people experience when managing their everyday work-related 

responsibilities because of time limitations, usually deadlines (Maqbool et al., 2019; Zhang et al., 

2023). Time pressure is employees' most prevalent workplace stressor (Zhou et al., 2024). Thus, 

an organization's employees often have to complete more and more everyday tasks in a shorter 

amount of time, which has become a regular part of the work environment.  

When an employee is interrupted by interruptions such as (receiving a call or coworker 

conversation) at work, they cease focusing on their primary responsibilities, which adds to the 

pressure to finish them on time (Leroy et al., 2018; Puranik et al., 2020). The lesser amount of time 

available to complete a work task is known as time pressure. Workplace sources of interruptions 

increase the time that is required to complete work activities (Bailey et al., 2006; Sonnentag et al., 

2018). For example, when people continue interrupted tasks, they typically have less time to 

complete the stopped work and begin a new one (Nützi et al., 2015; Stangl & Riedl, 2023). Prior 

studies revealed that excessive time pressure might negatively impact performance (Durham et al., 

2000; Höge, 2009). 
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The impact of workplace interruptions on performance is mediated by time pressure (Baethge & 

Rigotti, 2013; Sonnentag et al., 2018). Our study takes the initiative to explore the mediating role 

of time pressure. Prior research has yet to focus much on this subject (Puranik et al., 2020). This 

study examines the mediating function of time pressure in an attempt to close this gap. It postulates 

that workplace interruptions such as (receiving a call or coworker conversation) may lead to time 

pressure, which in turn may impact workers' procrastination at work: 

Thus, it is hypothesized that: 

H3: Time pressure is the significant mediator between the association of receiving calls and 

procrastination. 

H4: Time pressure is the significant mediator between the association of coworker conversation 

and procrastination. 

 

Theoretical Framework 

Figure 1: Theoretical framework 

 

 

 

     

(workplace interruptions) 

 

Research Methodology 
This study's main aim is to know about the relationship between workplace interruptions (receiving 

calls and coworker conversations), time pressure, and procrastination at work. However, in this 

section, we discuss the sample of the data, data collecting procedure, and instruments. This study 

used a quantitative approach based on a cross-sectional survey. Data was collected from the 

banking sector because it provides low-cost access to a large number of respondents through 

convenience sampling. This sampling strategy is helpful because it simplifies the examination of 

concepts relating to the area of interest and is especially employed for this purpose (Ali et al., 

2011). The survey was created in English language. Numerous studies done in Pakistan have found 

high levels of reliability when English was used as the survey language (Ali et al., 2011; Abbas et 

al., 2021).  

 

Sample and Procedure  

The total sample size was 300. Moreover, Tabachnick and Fidell (2001) proposed that 300 

responders are a reasonable sample size. After removing incomplete and mismatched replies (Eissa 

& Lester, 2017), the final sample included 256 participants from the banking sector of Multan, 

Pakistan. Data was obtained using an online questionnaire, with a response rate of 85%. The 

sample was composed of 15.2 percent females while 84.8 percent of participants are male. The 

study included people aged 20-30, 31-40, 41-50, and above 50 years old. 50% have a master's 

degree. The software packages AMOS 24.0 and SPSS 25.0 were used for the analyses in this study. 

 

Instruments 

Workplace interruptions (Receiving calls and coworker conversations): The adapted measure of 

receiving calls is based on a single question from Garrett et al. (2007) plus two further items from  

Ou and Davison, (2010) that address work disruption and concentration inhibition (to guarantee 

Receiving calls  
 

Time pressure 
 

Procrastination 

 
Coworker conversation 
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scale robustness). While, the coworker conversation scale was adapted to four items based on the 

measure developed by Lin et al. (2013).  

 

Time pressure: The adapted measure of time pressure was evaluated using the time pressure 

subscale from the stress diagnostic survey by Matteson and Ivancevich, (1987). 

Procrastination: The 12 items from Adams et al. (1996) procrastination scale was used to measure 

work-related procrastination.  

Control variables: Age, gender, employees’ experience, and education were used as control 

variables in this study. 

 

Data Analysis  
The AMOS 24 program was used for data analysis, including confirmatory factor analyses and 

structural equation modeling. The baseline hypothesized model was evaluated in CFA, providing 

both an overall fit perspective and an assessment of the model's goodness of fit (Hair, 2009). Model 

fit indices were examined by taking into account the values of CMIN, DF, TLI, CFI, IFI  (Bollen, 

2005), and RMSEA.  

 

Table 1: Measurement Model  

Model CMIN  DF  CFI  TLI  IFI  RMSEA  

Baseline Hypothesized Model  505.999  224 .978 .975  .978  .070  

 

Findings  
the model fits the data where χ2/df = 2.259; TLI= 0.975; IFI= 0.978; CFI=0.978; RMSEA= 0.070. 

Table 1 and figure 2 depict that all values are according to the suggested threshold values which 

represent excellent model fit.  

To evaluate convergent and discriminant validity, we used composite reliability (CR) and average 

variance extracted (AVE) (Fornell & Larcker, 1981). To show convergent validity, the CR value 

should be larger than 0.6 and the AVE should be greater than 0.5.  

 

Table 2: AVE, CR and Correlation 

S.No Variables AVE CR 1 2 3 4 

1 Receiving calls .991 .997 (.995)    

2 Coworker conversation .988 .997 .166** (.994)   

3 Procrastination .851 .986 .186** .156* (.923)  

4 Time pressure .965 .991 .216 .128 .221 (.982) 

Note: n = 256, AVE = Average variance extracted, CR = Composite reliability 

 

Table 2 shows composite reliabilities for four variables (receiving calls, coworker conversation, 

procrastination, time pressure) ranging from .986 to .997, whereas the AVE for these constructs 

varied from .851 to .991, indicating good convergent validity. For discriminant validity, the square 

root of AVE should exceed the correlation between constructs. The root of AVE for each construct 

is bigger than the correlations among them, indicating discriminant validity. 
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Figure 2: CFA analysis 

 

 

Hypothesis Testing 

A SEM analysis was used to test the hypotheses in this study. The outcomes in table 3 showed that 

receiving calls was positively linked to procrastination at work [β = -0.114, p = .033, 95% CI (.010, 

.207)] which exhibited a significant positive relation between these two variables, and hence, 

hypothesis 1 was accepted. Furthermore, as proposed, coworker conversation was positively 

linked to procrastination at work [β = -0.096, p = .069, 95% CI (.006, .184)] which provided 

support for hypothesis 2. 

 

Table 3: Direct and Mediation Effects 

Hypothesis B SE  P LLCI  ULCI 

Receiving callsprocrastination .114 .054  .033 .010 .207 

Coworker conversationprocrastination .096 .053  .069 .006 .184 

Bootstrapped Indirect effect results: Mediating role of time pressure 

Receiving callstime pressureprocrastination .031 0.036**  .005 0.011 .066 

Coworker conversation time 

pressureprocrastination 

.015 0.017✝  .05 .002 .043 

N=256, B= Beta, SE= Standard Error, P= Significance Level, ULCI= Upper-Level Confidence 

Interval, LLCI= Lower Level of Confidence Interval significance of Estimates: *** p < 0.001, 

** p < 0.010, * p < 0.050, ✝ p < 0.100 

 

The indirect effects of this study, which were based on 5000 bootstrapped samples, verified the 

significance of the mediating role of time pressure between receiving calls and procrastination at 

work. Results confirming [β = 0.032,p = .005, 95% CI (.011, .066)] a significant effect leading to 

the acceptance of hypothesis 3. Therefore, the indirect effects of this study, which were based on 

5000 bootstrapped samples, verified the significance of the mediating role of time pressure 

between coworker conversation and procrastination at work. Results confirming [β = 0.15, p = 

.002, 95% CI (.002, .043)] a significant effect leading to the acceptance of hypothesis 3. 

 

Discussion and Implications 
To better understand the complex dynamics of workplace interruptions, we extended the research 

methodology in this study and focused on sources of workplace interruptions, including receiving 

calls and coworker conversations. In particular, it looks at the causal link between receiving calls, 

coworker conversations, and time pressure, leading to procrastination. Our model was empirically 

evaluated using the theoretical foundation provided by the action regulation theory (Hacker, 2003). 



 
1712 Journal of Asian Development Studies                                                             Vol. 13, Issue 2 (June 2024) 

The study findings support the hypothesis. We discovered evidence that external workplace 

sources of interruption (receiving calls and coworker conversations) can significantly interrupt the 

workflow, leading to dysfunctional performance consequences (procrastination). Workplace 

interruptions can divert an employee's focus and reduce performance volume and quality (Puranik 

et al., 2020). Moreover, one typical problematic outcome of interruptions at work is 

procrastination, which is frequently adopted as a coping strategy to manage the stress and overload 

these interruptions generate. Self-regulation failure is a common cause of procrastination at work 

and can be made worse by an unruly workplace (Prem et al., 2018; Yao et al., 2024). When workers 

experience frequent interruptions, they could put off beginning or finishing activities to avoid the 

stress of dealing with the interruptions at work. 

Time pressure positively mediated the relationship between workplace interruption (receiving calls 

and coworker conversations) and procrastination at work. When employees encounter workplace 

interruption, their productivity and focus are affected. Because of these interruptions, employees 

are forced to move between activities all the time, which increases stress and disturbs time 

management. Moreover, workplace sources of interruptions increase the time needed to finish 

activities, which raises the pressure on time (Sonnentag et al., 2018; Mark et al., 2008).In this 

situation, time pressure serves as a mediator between workplace sources of interruptions and 

procrastination. The time pressure resulting from coworker conversations or phone calls can 

increase tension and anxiety in an employee, making it harder for them to concentrate on the task. 

Employees may need more time to finish tasks to handle the increased time pressure. 

Our study aligns with action regulation theory, which focuses on how employees organize, carry 

out, and keep track of their actions to accomplish goals. Interruptions at work cause a pause in 

focus and performance because they interfere with these regulatory mechanisms. Employees 

frequently interrupted by external sources of workplace interruption (receiving calls and coworker 

conversations) have to modify their action plans regularly, which adds to their cognitive load and 

stress. When employees believe they do not have enough time to finish their responsibilities 

effectively, it frequently shows itself as time pressure that leads to procrastination. 

 

Theoretical Implications 
This study adds to the existing literature on workplace sources of interruption by examining 

within-person (receiving calls) and between-person (coworker conversation) variability in the 

actual work environment. The findings of this study shed light on the dynamic sources of 

workplace interruption and highlight that workplace interruption occurs regularly. We broaden our 

study by identifying workplace causes of interruption and within-person and between-person 

behavioral diversity. As a result, our research adequately answers researchers' need for a process-

oriented approach to understanding workplace sources of interruption and their impacts in real-

world working situations.  

Our study contributes to the literature on workplace external interruptions by elucidating the 

mediating role of time pressure in the relationship between external interruptions (receiving calls 

and coworker conversations) and procrastination. According to Sonnentag et al. (2018), our 

research indicates that external workplace disruptions, including receiving phone calls, are 

generated in the work environment, and employees cannot overcome them, resulting in a shortage 

of time. 

However, the advancement of mobile communication technology and the alteration of work 

techniques and modes has increased scholarly interest in workplace interruptions (Foroughi et al., 

2014; Keller et al., 2020). However, more research has been undertaken on workplace 
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interruptions, particularly sources of work yet to interruptions (Qiao et al., 2021). In the context of 

Pakistan, this study integrates existing literature with the action regulation theory to examine 

workplace sources of interruptions.  

This study examines the mechanism underlying workplace sources of interruptions at both the 

individual and organizational levels. Employees' procrastination is inextricably linked to the 

simultaneous impact on the individual and the organization. This study builds on past research by 

confirming that workplace interruptions harm work performance (Puranik et al., 2020). This study 

contributes to a more complete theoretical framework by investigating receiving phone calls and 

coworker conversations as workplace sources of interruption that influence time pressure and are 

further linked with performance outcomes.  

 

Practical Implication 

This study provides valuable insights for managers and policymakers, emphasizing the need to 

address workplace interruptions such as receiving calls and coworker conversations, which 

negatively influence performance (procrastination at work) (Seip, 2019). Workplace sources of 

interruptions are essentially a social issue; hence, organizations should address these sources of 

interruptions.  

Workplace sources of interruptions can take numerous forms, allowing for flexible redesign 

alternatives. Open-space and open-plan workplaces are prone to experience frequent work 

interruptions. Separate rooms for meetings, phone calls, and coworker discussions may benefit 

employees in these settings. Regardless of the workplace, specific guidelines might limit 

workplace sources of interruptions. Employees can set out specific hours to focus on a job without 

interruptions, such as not checking email or answering phone calls (Keller et al., 2020). 

Furthermore, taking home office days might help employees focus on complicated projects that 

demand total concentration on specific days. 

Employees may find workplace interruptions during some specific tasks, particularly those that 

have severe repercussions in the event of an error Puranik et al. (2020), particularly stressful. As a 

result, work design should define interruption-free zones and construct interruption-free time 

intervals for carrying out these duties. 

 

Conclusion  
Working without interruption is a luxury in today's dynamic workplaces. Our research has been 

crucial in providing new light on workplace sources of interruptions such as (1) receiving calls and 

(2) coworker conversations. However, this research has emphasized the importance of external 

workplace sources of interruptions and (3) their role in employee-employees' performance 

outcomes. The study's findings showed in the light of action regulation theory that (4) workplace 

interruptions like receiving calls and coworker conversations are considered obstacles and linked 

to time pressure, which explains why there is more procrastination at work. In short, a workplace 

interruption disrupts an employee's behavioral and attentional concentration on a specific job task. 

Therefore, they have a tough decision to balance the time required to complete the stopped work 

and begin a new task. To conclude, the results of this study offer exciting insights into recent 

debates in the business world about the sources of workplace interruptions and their consequences 

on employees' performance.  

 

 

 



 
1714 Journal of Asian Development Studies                                                             Vol. 13, Issue 2 (June 2024) 

References  
 Abbas, M., Malik, M., & Sarwat, N. (2021). Consequences of job insecurity for hospitality workers 

amid COVID-19 pandemic: Does social support help? Journal of Hospitality Marketing & 

Management, 30(8), 1–25. https://doi.org/10.1080/19368623.2021.1926036 

 Adams, G. A., King, L. A., & King, D. W. (1996). Relationships of job and family involvement, family 

social support, and work-family conflict with job and life satisfaction. Journal of Applied Psychology, 

81(4), 411–420. https://doi.org/10.1037/0021-9010.81.4.411 

 Ali, M., Hayat, K., Sarwat, N., & Qureshi, J. (2011). Job attitudes as a predictor of employee 

performance: Evidence from public sector of Pakistan. Interdisciplinary Journal of   Contemporary 

Research In Business, 3(4), 631. 

 Baethge, A., & Rigotti, T. (2013). Interruptions to workflow: Their relationship with irritation and 

satisfaction with performance, and the mediating roles of time pressure and mental demands. Work & 

Stress, 27(1), 43–63. https://doi.org/10.1080/02678373.2013.761783 

 Baethge, A., Rigotti, T., & Roe, R. A. (2015). Just more of the same, or different? An integrative 

theoretical framework for the study of cumulative interruptions at work. European Journal of Work 
and Organizational Psychology, 24(2), 308-323. https://doi.org/10.1080/1359432x.2014.897943 

 Bailey, B. P., & Konstan, J. A. (2006). On the need for attention-aware systems: Measuring effects of 

interruption on task performance, error rate, and affective state. Computers in Human Behavior, 22(4), 

685–708. https://doi.org/10.1016/j.chb.2005.12.009 

 Bollen, K. A. (2005). Structural equation models. Encyclopedia of Biostatistics, 2(1). 

https://doi.org/10.1002/0470011815.b2a13089 

 Brixey, J. J., Robinson, D. J., Johnson, C. W., Johnson, T. R., Turley, J. P., & Zhang, J. (2007). A 

concept analysis of the phenomenon of interruption. Advances in Nursing Science, 30(1), 26-42. 

https://doi.org/10.1097/00012272-200701000-00012 

 Chen, A., & Karahanna, E.  (2018). Life interrupted: The effects of technology-mediated work 

interruptions on work and nonwork outcomes. MIS Quarterly: Management Information Systems, 
42(4), 1023–1042. https://doi.org/10.25300/MISQ/2018/13631 

 Durham, C. C., Locke, E. A., Poon, J. M. L., & McLeod, P. L. (2000). Effects of group goals and time 

pressure on group efficacy, information-seeking strategy, and performance. Human Performance, 

13(2), 115–138. https://doi.org/10.1207/s15327043hup1302_1 

 Eissa, G., & Lester, S. W. (2017). Supervisor role overload and frustration as antecedents of abusive 

supervision: The moderating role of supervisor personality. Journal of Organizational Behavior, 38(3), 

307–326. https://doi.org/10.1002/job.2123 

 Fletcher, K. A., Potter, S. M., & Telford, B. N. (2018). Stress outcomes of four types of perceived 

interruptions. Human Factors: The Journal of the Human Factors and Ergonomics Society, 60(2), 222–
235. https://doi.org/10.1177/0018720817738845 

 Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and 

measurement error: Algebra and Statistics. Journal of Marketing Research, 18(3), 382–388. 

https://doi.org/10.1177/002224378101800313 

 Foroughi, C. K., Werner, N. E., Nelson, E. T., & Boehm-Davis, D. A. (2014). Do interruptions affect 

quality of work? Human Factors: The Journal of the Human Factors and Ergonomics Society, 56(7), 
1262–1271. https://doi.org/10.1177/0018720814531786 

 Gao, J., Rae, A. J., & Dekker, S. W. (2021). Intervening in interruptions: What exactly is the risk we 

are trying to manage? Journal of Patient Safety, 17(7), 684-688. https://doi.  

/10.1097/PTS.0000000000000429 

 Garrett, R. K., & Danziger, J. N. (2007). IM = Interruption management? instant messaging and 

disruption in the workplace. Journal of Computer-Mediated Communication, 13(1), 23–42. 

https://doi.org/10.1111/j.1083-6101.2007.00384.x 

https://doi.org/10.1080/1359432x.2014.897943
https://doi/
https://doi.org/10.1111/j.1083-6101.2007.00384.x


 
1715 Journal of Asian Development Studies                                                             Vol. 13, Issue 2 (June 2024) 

 Grandhi, S. A., Schuler, R. P., & Jones, Q. (2009). To answer or not to answer: That is the question for 

cell phone users. Conference on Human Factors in Computing Systems - Proceedings, 4621–4626. 

https://doi.org/10.1145/1520340.1520710 

 Hacker, W. (2003). Action regulation theory: A practical tool for the design of modern work 

processes? European Journal of Work and Organizational Psychology, 12(2), 105-

130. https://doi.org/10.1080/13594320344000075 

 Hair, J. (2009). Multivariate data analysis. https://digitalcommons.kennesaw.edu/facpubs/2925/ 

 Hofmann, D. A., & Frese, M. (2011). Errors, error taxonomies, error prevention, and error management: 

Laying the groundwork for discussing errors in organizations. 2011, 2(2), 18–60. 
https://doi.org/10.4324/9780203817827-8 

 Höge, T. (2009). When work strain transcends psychological boundaries: An inquiry into the 

relationship between time pressure, irritation, work-family conflict and psychosomatic complaints. 

Stress and Health, 25(1), 41–51. https://doi.org/10.1002/smi.1226 

 Jett, Q. R., & George, J. M. (2003). Work interrupted: a closer look at the role of interruptions in 

organizational life. Academy of Management Review, 28(3), 494–507. 
https://doi.org/10.5465/amr.2003.10196791 

 Keller, A. C., Meier, L. L., Elfering, A., & Semmer, N. K. (2020). Please wait until I am done! 

longitudinal effects of work interruptions on employee well-being. Work & Stress, 34(2), 1–20. 

https://doi.org/10.1080/02678373.2019.1579266 

 Lazarus, R. (2006). Stress and emotion: A new synthesis. Springer Publishing Company. 

 Leroy, S., & Glomb, T. M. (2018). Tasks interrupted: How anticipating time pressure on resumption of 

an interrupted task causes attention residue and low performance on interrupting tasks and how a 

“ready-to-resume” plan mitigates the effects. Organization Science, 29(3), 380–397. 

https://doi.org/10.1287/orsc.2017.1184 

 Lin, B. C., Kain, J. M., & Fritz, C. (2013). Don’t interrupt me! An examination of the relationship 
between intrusions at work and employee strain. International Journal of Stress Management, 20(2), 

77–94. https://doi.org/10.1037/a0031637 

 Luong, A., & Rogelberg, S. G. (2005). Meetings and more meetings: the relationship between meeting 

load and the daily well-being of employees. Group Dynamics: Theory, Research, and Practice, 9(1), 

58–67. https://doi.org/10.1037/1089-2699.9.1.58 

 Maqbool, S., Černe, M., & Bortoluzzi, G. (2019). Micro-foundations of innovation. European Journal 

of Innovation Management, 22(1), 125–145. https://doi.org/10.1108/ejim-012018-0013 

 Mark, G., Gonzalez, V. M., & Harris, J. (2005). No task left behind? Proceedings of the SIGCHI 

Conference on Human Factors in Computing Systems. https://doi.org/10.1145/1054972.1055017 

 Matteson, M., & Ivancevich, J. (1987). Controlling work stress: Effective human resource and      

management strategies. https://psycnet.apa.org/record/1988-97150-000 

 Metin, U. B., Taris, T. W., & Peeters, M. C. (2016). Measuring procrastination at work and its  

associated workplace aspects. Personality and Individual Differences, 101, 254-263.  

https://www.sciencedirect.com/science/article/pii/S0191886916307474 

 Nützi, C., Orgül, S., Schötzau, A., & Grieshaber, M. (2015). Predictability of morphological changes 

of the anterior chamber angle after laser iridotomy by ultrasound biomicroscopy. Klinische 
Monatsblätter Für Augenheilkunde, 232(04), 419–426. https://doi.org/10.1055/s-0035-1545793 

 Ou, C., & Davison, R. M. (2010). The impact of instant messaging in the workplace. Strategic  

knowledge management View project Action research methodology development View  

project. http://aisel.aisnet.org/amcis2010/136 

 Pan, X., Zhao, X., & Shen, H. (2023). The concept, influence, and mechanism of human work 

interruptions based on the grounded theory. Frontiers in Psychology, 14(5). 
https://doi.org/10.3389/fpsyg.2023.1044233 

 Perlow, L., & Weeks, J. (2002). Who’s helping whom? Layers of culture and workplace behavior. 

Journal of Organizational Behavior, 23(4), 345–361. https://doi.org/10.1002/job.150 

https://doi.org/10.1145/1520340.1520710
https://doi.org/10.1080/13594320344000075
https://doi.org/10.1037/a0031637
https://doi.org/10.1145/1054972.1055017


 
1716 Journal of Asian Development Studies                                                             Vol. 13, Issue 2 (June 2024) 

 Pew Research Center’s  (2006). Pew Internet & American Life Project, the Associated Press and AOL. 

 Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases in 

behavioral research: A critical review of the literature and recommended remedies. Journal of Applied 

Psychology, 88(5), 879–903. https://pubmed.ncbi.nlm.nih.gov/14516251/ 

 Prem, R., Scheel, T. E., Weigelt, O., Hoffmann, K., & Korunka, C. (2018). Procrastination in daily 

working life: A diary study on within-person processes that link work characteristics to workplace 

procrastination. Frontiers in psychology, 9, 335466. https://doi.org/10.3389/fpsyg.2018.01087 

 Puranik, H., Koopman, J., & Vough, H. C. (2020). Pardon the interruption: An integrative review and 

future research agenda for research on work interruptions. Journal of Management, 2020(2), 
014920631988742. https://doi.org/10.1177/0149206319887428 

 Qiao, W. T., Li, A. M., Xiao, C. J., & Che, J. S. (2021). The double-edged sword effect of task  

interruption: A theoretical model based on self-control. China Hum. Resour. D, 38, 57-70. 

 Rick, V. B., Brandl, C., Mertens, A., & Nitsch, V. (2024). Work interruptions of office workers: The 

influence of the complexity of primary work tasks on the perception of interruptions. Work, 77(1), 185–

196. https://doi.org/10.3233/wor-220684 

 Russell, E., Purvis, L. M., & Banks, A. (2007). Describing the strategies used for dealing with email 

interruptions according to different situational parameters. Computers in Human Behavior, 23(4), 

1820–1837. https://doi.org/10.1016/j.chb.2005.11.002 

 Seipp, A. K. (2019). Why do we keep interrupting ourselves? Exploring the reasons for internal 

interruptions at work. Performance Enhancement & Health, 2019(3), 100148. 
https://doi.org/10.1016/j.peh.2019.100148 

 Sharples, S., & Megaw, T. (2015). The definition and measurement of human   workload. Evaluation 

of Human Work, 516-544. 

 Sonnentag, S., Reinecke, L., Mata, J., & Vorderer, P. (2018). Feeling interrupted-being responsive: 

How online messages relate to affect at work. Journal of Organizational Behavior, 39(3), 369–383. 
https://doi.org/10.1002/job.2239 

 Stangl, F. J., & Riedl, R. (2023). Interruptions in the workplace: An exploratory study among digital 

business professionals. Lecture Notes in Computer Science, 2023(1), 400–422. 

https://doi.org/10.1007/978-3-031-36049-7_29 

 Stenmark, C., Riley, K., & Kreitler, C. (2020). Ethical decision-making interrupted: Can cognitive tools 

improve decision-making following an interruption? Ethics & Behavior, 2020(5), 1–24. 
https://doi.org/10.1080/10508422.2019.1683012 

 Tabatchnick, B. G., & Fidell, L. S. (2001). Using multivariate statistics. Needham Heights, MA. 

 Vanderzwan, K. J., Kilroy, S., Daniels, A., & O’Rourke, J. (2023). Nurse-to-nurse handoff with  

distractors and interruptions: An integrative review.  Nurse Education in Practice, 67,       

103550. https://www.sciencedirect.com/science/article/pii/S1471595323000124 

 Weiss, H. M., & Cropanzano, R. (1996). Affective events theory. Research in Organizational     

Behavior, 18(1), 1-74. https://psycnet.apa.org/record/1996-98665-001 

 Yao, S., Lu, J., Wang, H., Montgomery, J. J. W., Gorny, T., & Ogbonnaya, C. (2024). Excessive 

technology use in the post-pandemic context: How work connectivity behavior increases 

procrastination at work. Information Technology & People, 37(2), 583-604 https://doi.org/10.1108/itp-
08-2022-0573 

 Zhang, Y., Qu, H., Walter, F., Liu, W., & Wang, M. (2023). A new perspective on time pressure and 

creativity: Distinguishing employees’ radical versus incremental creativity. Journal of Organizational 

Behavior, 44(9), 1400–1418. https://doi.org/10.1002/job.2742 

 Zhou, Y., Zhang, J., Zheng, W., & Fu, M. (2024). Promoting or prohibiting? investigating how time 

pressure influences innovative behavior under stress-mindset conditions. Behavioral Sciences, 14(2), 
143–143. https://doi.org/10.3390/bs14020143 

https://pubmed.ncbi.nlm.nih.gov/14516251/
https://doi.org/10.1177/0149206319887428
https://doi.org/10.1016/j.peh.2019.100148

