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Abstract: This study investigated the effects of hyper connectivity, digital workload, and technostress on employees’ work life balance 

and well-being in digitally intensive work environments in India. Guided by the Job Demands-Resources model, Boundary Theory, and 

Social Exchange Theory, a quantitative, descriptive, analytical, cross-sectional survey design was employed. Data were collected from 200 

full-time employees aged 25-60 years across IT, service, and education sectors using a self-administered online questionnaire. Reliability 

and validity were established through Cronbach’s alpha and exploratory factor analysis. Results indicated that hyper connectivity, digital 

workload, and technostress were negatively associated with work life balance and well-being, with technostress emerging as the strongest 

predictor. Organizational support significantly moderated the technostress work life balance relationship, buffering employees against 

adverse outcomes. ANOVA revealed sectoral and work-mode differences, while mediation analyses confirmed the indirect role of 

psychological distress. Findings highlight the importance of organizational interventions such as limiting after-hours connectivity, 

fostering supportive leadership, and providing digital training to sustain employee well-being. The study contributes to theory by extending 

the JD-R framework to digital demands and offers practical guidance for organizations navigating hyper connected work environments. 
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1. Introduction  
 

(Brynjolfsson & McAfee, 2017) state that the twenty-first 

century workplace is undergoing a profound digital 

transformation, where rapid technological advancements, 

automation, and intelligent systems are redefining how work 

is organized, delivered, and experienced. (Spreitzer et al., 

2021) explain that the integration of AI-driven tools, cloud 

ecosystems, and digital platforms has not only enhanced 

organizational efficiency but has also restructured employees’ 

daily routines, expectations, and patterns of professional 

engagement. (Chesley, 2022) emphasizes that hyper 

connectivity, instant communication channels, and 

continuous digital monitoring have created an environment 

where boundaries between work and personal life are 

increasingly permeable. (Fleming, 2023) notes that by 2025, 

digital workflows have become central to a majority of 

industries, intensifying the pressures of constant availability 

and fundamentally altering employees’ sense of balance and 

well-being. 

 

(Wang et al., 2020) highlight that hybrid and remote work 

models have further amplified the blurring of work home 

boundaries, making it difficult for individuals to mentally 

detach from their professional roles. (Tarafdar et al., 2019) 

argue that although digital tools offer flexibility and 

autonomy, the same technologies contribute to technostress, 

information overload, and emotional fatigue, creating new 

forms of strain that did not exist in traditional workplaces. 

(Allen et al., 2021) assert that work-life balance in digitally 

accelerated settings extends beyond time allocation and now 

requires strategic management of digital interruptions, 

algorithmic demands, and constant notifications. (Bakker & 

Demerouti, 2017), through the Job Demands-Resources (JD-

R) model, demonstrate that escalating digital demands such 

as rapid communication expectations, virtual multitasking, 

and continuous information flow can increase stress unless 

organizations provide adequate resources, supportive 

policies, and digital literacy training to buffer these pressures. 

 

(Caligiuri et al., 2020) emphasize that understanding how 

employees adapt to digital pressures is critical for creating 

organizational cultures that protect well-being, foster 

resilience, and sustain long-term performance. (Schieman & 

Badawy, 2021) observe that the post pandemic workforce 

faces new complexities, as digital tools not only shape 

productivity but also influence household dynamics, 

emotional health, and interpersonal relationships. (Fleming, 

2023) argues that examining digital acceleration and its 

consequences is essential for guiding organizations toward 

humane and ethically grounded work practices. (Chesley, 

2022) concludes that such insights are crucial for building 

work ecosystems where employee well-being, personal 

autonomy, and digital competence coexist, enabling a more 

balanced, sustainable, and resilient workforce in an 

increasingly technology intensive future. 

 

2. Review of Literature  
 

Tarafdar et al. (2015) emphasize that digitalization has 

become a structural force reshaping workplace dynamics, 

with hyper connectivity emerging as a central feature of 

modern organizational functioning. Mazmanian et al. (2013) 

argue that the ubiquity of smartphones and collaboration 

platforms reinforces an “always-on” culture, compelling 

employees to remain digitally responsive even beyond formal 

working hours. Chesley (2014) observes that such continuous 

connectivity disrupts the rhythms of personal life, intensifies 
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emotional strain, and weakens the ability to recover from 

daily work pressures. Derks et al. (2016) further explain that 

persistent digital engagement reduces psychological 

detachment a crucial factor for maintaining work-life balance 

and preventing exhaustion. 

 

Ayyagari et al. (2011) highlight that digital acceleration 

contributes significantly to increased workload, as employees 

must process larger volumes of information under tighter 

deadlines. Day et al. (2012) note that information overload, 

driven by rapid communication cycles and digital 

expectations, heightens cognitive burden and reduces 

employees’ capacity to manage boundaries effectively. Pegan 

et al. (2020) add that digitally intensified workloads create a 

constant sense of urgency, increasing time pressure and 

reducing opportunities for recovery. Chesley (2014) also 

supports the view that digital workload can spill over into 

non-work domains, further destabilizing work-life balance. 

 

Tarafdar et al. (2007) conceptualize technostress as a major 

challenge for employees in technology-driven environments, 

identifying techno-overload, techno-invasion, and techno-

complexity as primary stressors. Ragu-Nathan et al. (2008) 

demonstrate that these technostress creators reduce job 

satisfaction, increase strain, and produce negative spillover 

effects on employee well-being and work-life balance. Maier 

et al. (2015) report that techno-invasion extends work 

responsibilities into personal spaces, leading to heightened 

feelings of intrusion and reduced autonomy over personal 

time. Califf et al. (2020) find that techno-complexity, driven 

by rapid technological change, forces employees to 

continuously adapt, intensifying psychological fatigue and 

uncertainty. Tarafdar et al. (2017) further note that while 

technology can create eustress, excessive demands often tip 

the balance toward distress, diminishing employee resilience 

and satisfaction. 

 

Bakker and Demerouti (2017), through the Job Demands-

Resources model, explain that high job demands such as 

digital overload can lead to burnout unless supported by 

adequate organizational resources. Kossek and Lautsch 

(2018) argue that organizational policies promoting 

flexibility, boundary control, and supportive digital norms are 

essential to buffer employees against the negative effects of 

digital demands. Leung and Zhang (2017) show that digital 

literacy training enhances employees’ confidence, reduces 

frustration, and mitigates technostress. Bennett et al. (2020) 

highlight that leadership support particularly in digital 

contexts helps employees adopt healthier digital habits, 

manage workloads, and minimize burnout. Henderson and 

Gerlach (2021) further argue that digital well-being must be 

embedded into organizational culture to foster long-term 

sustainability in technology-driven workplaces. 

 

König and Caner de la Guardia (2014) emphasize that 

supportive organizational structures play a moderating role in 

managing digitally induced pressures, especially in 

environments characterized by rapid technological evolution. 

Kossek and Lautsch (2018) reaffirm that work-life boundary 

management is more effective when employees are provided 

with autonomy and structural support to control their digital 

exposure. Bakker and Demerouti (2017) state that such 

resources not only enhance well-being but also improve 

employee engagement and performance. Henderson and 

Gerlach (2021) conclude that organizations that proactively 

address digital intensity through human-centric policies 

create healthier, more resilient, and productive workforces. 

 

Collectively, this body of literature underscores that digital 

acceleration introduces substantial challenges including 

hyper connectivity, digital workload, and technostress that 

significantly affect employees’ work-life balance and well-

being. At the same time, research consistently demonstrates 

that organizational resources such as flexible policies, 

leadership support, boundary-setting norms, and digital 

capability development play a crucial role in mitigating these 

pressures. The existing evidence highlights the importance of 

examining these dynamics in the context of 2025, when 

digital workflows and technologies continue to reshape the 

ways employees experience work and manage personal life. 

 

Research Objectives 

1) To examine the impact of digital demands (hyper 

connectivity, workload, technostress) on employees’ 

work-life balance and overall well-being in 2025. 

2) To assess the role of organizational 

support (policies, leadership, flexibility, 

digital training) in mitigating the 

negative effects of digital demands on 

work-life balance. 
 

3. Research Methodology 
 

1) Research Design 

Bakker and Demerouti (2017) argue that the Job Demands-

Resources (JD-R) model provides a robust framework for 

examining how work stressors and resources shape employee 

outcomes. Guided by this model, the present study adopted a 

quantitative, descriptive, analytical, cross-sectional survey 

design to investigate the effects of hyper connectivity, digital 

workload, and technostress on employees’ work life balance 

and well-being in 2025. Kossek and Lautsch (2012) 

emphasize the importance of boundary management in work 

family contexts, which informed the operationalization of 

work life balance. Eisenberger and Stinglhamber (2011) 

highlight organizational support as a critical exchange 

mechanism, framing its moderating role in this study. 

 

2) Participants 

Derks, van Mierlo, and Schmitz (2014) note that employees 

in digitally intensive environments are particularly vulnerable 

to technostress and connectivity pressures. In line with this, 

the study targeted full-time employees aged 25-60 years 

working in technology driven, service-oriented, or 

hybrid-work organizations in India. A purposive sampling 

strategy was employed to ensure substantial exposure to 

digital work environments. The target sample size was 

approximately 200 respondents, sufficient for correlation, 

regression, and moderation analyses at a 95% confidence 

level and a .05 significance threshold. Inclusion criteria 

required at least two years of work experience in digitally 

enabled organizations, English language proficiency, and 

provision of informed consent. Exclusion criteria included 

senior executives (vice president level and above), employees 

on extended leave, and non-residents of India. 
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3) Measures 

Derks et al. (2014) provide evidence that hyper connectivity 

and technostress can be reliably measured through self-report 

scales. Accordingly, all constructs in this study were assessed 

using a 5-point Likert scale (1 = strongly disagree to 5 = 

strongly agree). 

• Digital Demands: Hyper connectivity (5 items), digital 

workload (4 items), and technostress (4 items) captured 

perceived always-on connectivity, task volume, and 

technology-related strain. 

• Organizational Support: Eisenberger and Stinglhamber 

(2011) conceptualize organizational support as policy, 

leadership, and resource provision; these dimensions were 

measured with 8 items. 

• Work Life Balance: Kossek and Lautsch (2012) highlight 

boundary management and psychological detachment as 

key indicators, measured with 6 items. 

• Employee Well-being: Five items assessed life 

satisfaction, emotional health, and reduced burnout. 

• Control Variables: Age, gender, tenure, sector, work 

mode, and educational qualification were recorded. 

 

Instrument content validity was reviewed by experts in human 

resource management and organizational behavior, followed 

by a pilot test with 20-25 respondents to refine wording and 

ensure clarity and cultural appropriateness. Cronbach’s alpha 

values ≥ .70 were considered acceptable, and exploratory 

factor analysis was conducted to examine construct validity 

and factor loadings. 

 

4) Procedure 

Bakker and Demerouti (2017) emphasize the importance of 

rigorous data collection in JD-R studies. Consistent with this, 

data were collected via a self-administered online 

questionnaire disseminated through Google Forms, email 

networks, and professional social platforms to reach digitally 

active employees across India. The first page of the survey 

included an information sheet and informed consent 

statement outlining the study purpose, voluntary 

participation, confidentiality protections, and the right to 

withdraw at any time without penalty. Responses were 

screened for completeness, eligibility, and response quality 

(e.g., straight-lining) before analysis. 

 

5) Data Analysis 

Kossek and Lautsch (2012) recommend combining 

descriptive and inferential statistics to capture both patterns 

and relationships in work life research. Following this 

guidance, data were analyzed using IBM SPSS (Version 27) 

and SmartPLS (Version 4). Descriptive statistics 

(frequencies, means, and standard deviations) summarized 

demographic characteristics and constructs. Normality 

(skewness, kurtosis, Shapiro Wilk or Kolmogorov Smirnov 

tests), multicollinearity (correlations and variance inflation 

factor), and outliers (standardized residuals and leverage) 

were assessed prior to hypothesis testing. 

• Pearson correlations examined bivariate associations. 

• Multiple regression tested predictive effects of digital 

demands on work life balance and well-being, controlling 

for demographics. 

• Hayes’s PROCESS Model 1 tested the moderating effect 

of organizational support on the technostress work life 

balance relationship. 

• One-way analyses of variance compared technostress, 

work life balance, and well-being across gender, sector, 

and work mode. 

• Bootstrapped mediation analyses (5,000 resamples, 95% 

confidence intervals) explored the indirect role of 

psychological distress. 

 

4. Results 
 

1) Sample Characteristics 

Out of the 200 respondents, the majority were aged between 

31-40 years (36%), followed by 41-50 years (26%). Gender 

distribution was relatively balanced, with 55% male and 44% 

female participants. Sectoral representation was highest in IT 

(45%), followed by service (35%) and education (20%). 

Hybrid work arrangements were most common (50%), 

reflecting the prevalence of digitally intensive work 

environments in India. 

 

Table 1: Presents the demographic profile of respondents 

Demographic Characteristics of Respondents (N = 200) 
Variable Categories Frequency Percentage (%) 

Age 

25-30 48 24.0 

31-40 72 36.0 

41-50 52 26.0 

51-60 28 14.0 

Gender 

Male 110 55.0 

Female 88 44.0 

Other 2 1.0 

Sector 

IT 90 45.0 

Service 70 35.0 

Education 40 20.0 

Work Mode 

Remote 60 30.0 

Hybrid 100 50.0 

Office-based 40 20.0 

 

2) Reliability and Correlations 

All constructs demonstrated acceptable internal consistency, 

with Cronbach’s alpha values exceeding the recommended 

threshold of .70. Exploratory factor analysis confirmed 

construct validity, with factor loadings ranging from .65 to 

.88. 

 

Descriptive statistics and correlations are presented in Table 

2. Hyper connectivity, digital workload, and technostress 

were positively correlated with each other, while all three 

showed significant negative correlations with work-life 

balance and well-being. Organizational support was 

positively associated with both outcomes, supporting its 

theorized buffering role. 
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Table 2: Descriptive Statistics, Reliability, and Correlations among Constructs 
Variable Mean SD α 1 2 3 4 5 6 

1. Hyper connectivity 3.45 .82 .78 1      

2. Digital Workload 3.62 .76 .81 .42** 1     

3. Technostress 3.28 .88 .84 .39** .47** 1    

4. Organizational Support 3.71 .79 .80 -.28** -.31** -.35** 1   

5. Work–Life Balance 3.54 .74 .77 -.33** -.36** -.41** .42** 1  

6. Employee Well-being 3.68 .70 .82 -.29** -.34** -.38** .45** .51** 1 

Note. N = 200. *p < .05, *p < .01 

 

3) Regression and Moderation Analyses 

Regression analysis revealed that technostress had the 

strongest negative effect on work life balance (β = –.41, p < 

.01), followed by digital workload (β = –.36, p < .05) and 

hyper connectivity (β = –.33, p < .05). Organizational support 

significantly predicted positive outcomes (β = .42, p < .01), 

underscoring its role as a critical resource. 

 

Moderation analysis using Hayes’s PROCESS Model 1 

confirmed that organizational support attenuated the negative 

impact of technostress on work life balance. Employees 

perceiving higher support reported less deterioration in 

balance despite elevated technostress levels. 

 

4) ANOVA and Mediation 

One-way ANOVA results indicated sectoral differences in 

technostress, with IT employees reporting higher levels 

compared to education (F = 4.21, p < .05). Remote workers 

experienced lower work life balance compared to hybrid 

employees (F = 5.02, p < .05), while gender differences 

emerged in well-being scores (F = 3.87, p < .05). 

 

Bootstrapped mediation analyses (5,000 resamples, 95% CI) 

revealed that psychological distress partially mediated the 

relationship between digital demands and employee 

outcomes. Specifically, digital workload and technostress 

exerted indirect effects on work–life balance and well-being 

through heightened distress, highlighting the importance of 

addressing emotional strain in digitally intensive work 

environments. 

 

5. Discussion 
 

The present study examined the effects of hyper connectivity, 

digital workload, and technostress on employees’ work life 

balance and well-being, while testing the moderating role of 

organizational support. Consistent with the Job Demands-

Resources (JD-R) model (Bakker & Demerouti, 2017), the 

findings demonstrate that digital demands function as 

significant job stressors, negatively influencing both balance 

and well-being outcomes. Technostress emerged as the 

strongest predictor, underscoring the strain associated with 

constant digital engagement and technology-related 

pressures. 

 

Kossek and Lautsch (2012) emphasize that effective 

boundary management is critical for maintaining work life 

balance. The negative correlations between hyper 

connectivity and psychological detachment observed in this 

study reinforce the notion that blurred boundaries undermine 

employees’ ability to disengage from work. This aligns with 

prior research showing that “always-on” digital cultures erode 

recovery time and contribute to exhaustion (Derks et al., 

2014). 

 

Eisenberger and Stinglhamber (2011) highlight 

organizational support as a key resource within the social 

exchange framework. The moderation analysis confirmed 

that organizational support attenuates the adverse effects of 

technostress on work life balance. Employees perceiving 

higher levels of policy, leadership, and resource support 

reported less deterioration in balance despite elevated 

technostress. This finding extends prior evidence that 

supportive organizational climates foster resilience and buffer 

against digital strain. 

 

Sectoral and work-mode differences further contextualize the 

results. IT employees reported higher technostress compared 

to education professionals, reflecting the intensity of digital 

demands in technology-driven sectors. Remote workers 

experienced lower work life balance relative to hybrid 

employees, suggesting that hybrid arrangements may provide 

greater flexibility and boundary control. Gender differences 

in well-being highlight the need for tailored interventions that 

consider diverse employee experiences. 

 

Bootstrapped mediation analyses revealed that psychological 

distress partially mediated the relationship between digital 

demands and outcomes. This underscores the importance of 

addressing emotional health in digitally intensive work 

environments. Interventions that promote psychological 

detachment, mindfulness, and recovery may mitigate the 

indirect effects of digital workload and technostress on 

well-being. 

 

Overall, the findings contribute to the growing literature on 

digital work environments by empirically validating the JD-

R model in the context of hyper connectivity and technostress. 

They highlight the dual importance of reducing digital 

demands and enhancing organizational support to sustain 

employee balance and well-being. 

 

6. Conclusion 
 

This study provides empirical evidence on the impact of 

hyper connectivity, digital workload, and technostress on 

employees’ work life balance and well-being in digitally 

intensive work environments. Guided by the Job Demands-

Resources model (Bakker & Demerouti, 2017), Boundary 

Theory (Kossek & Lautsch, 2012), and Social Exchange 

Theory (Eisenberger & Stinglhamber, 2011), the findings 

highlight that digital demands act as significant stressors, 

undermining employees’ ability to maintain boundaries and 

psychological detachment. Technostress emerged as the most 

detrimental factor, while organizational support played a 

Paper ID: SR251217131957 DOI: https://dx.doi.org/10.21275/SR251217131957 1340 

http://www.ijsr.net/


International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

Impact Factor 2024: 7.101 

Volume 14 Issue 12, December 2025 
Fully Refereed | Open Access | Double Blind Peer Reviewed Journal 

www.ijsr.net 

critical moderating role, buffering the negative effects and 

fostering resilience. The results underscore the importance of 

organizational interventions that reduce excessive digital 

demands and strengthen support mechanisms. Policies 

limiting after-hours connectivity, leadership practices that 

prioritize employee recovery, and training programs that 

enhance digital literacy can collectively promote healthier 

work–life integration. Hybrid work arrangements, when 

supported by clear boundary management strategies, appear 

particularly effective in sustaining balance and well-being. 

These practical implications provide actionable guidance for 

organizations seeking to navigate the challenges of hyper 

connected work environments. Despite its contributions, the 

study is limited by its cross-sectional design and reliance on 

self-report measures. Future research should adopt 

longitudinal approaches, expand to diverse cultural and 

industrial contexts, and explore additional moderators such as 

individual coping strategies. Nevertheless, the study advances 

understanding of how digital demands and organizational 

support interact to shape employee outcomes, offering both 

theoretical contributions and practical recommendations for 

sustaining employee well-being in the digital era. 
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