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Abstract: Workplace interruptions have become increasingly prevalent due to the
advancement of mobile communication technologies and changing work practices.
Despite the significant impact of work interruptions, the ways in which individuals
respond to these disruptions remain largely unexplored. This study, grounded in affective
event theory, investigates the sources of workplace interruptions, specifically focusing on
receiving phone calls, and examines how these interruptions contribute to work-life
conflict through the mediating role of affectivity (positive and negative affect). Data were
collected from 250 employees in the banking sector of Pakistan. The findings indicate
that receiving calls is positively associated with work-life conflict and that affectivity
(both positive and negative) mediates this relationship. These results offer valuable
theoretical and practical insights for practitioners and decision-makers aiming to mitigate
the negative impacts of workplace interruptions on employees' work-life balance.
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1. INTRODUCTION

Workplace interruptions are unplanned events that disturb employees' daily tasks and
need their attention, significantly influencing their work experiences [1, 2]. Workplace
interruptions are important to study since they occur often in the workplace. The
definition of the word "interrupt" in Webster's dictionary is "to break the uniformity or
continuity of discourse or action [3]." A secondary task or activity that takes up a
person's attention and prevents them from collaborating on the primary job is defined as a
workplace interruption [4].

For instance, managers or supervisors may give new duties or inquire about the status
of ongoing work, or coworkers may stop by out of the blue to assist, socialize, deliver
updates, or receive phone calls [5]. Events or circumstances that cause members of an
organization to be delayed or impeded in their attempts to enhance duties or activities at
work are known as workplace interruptions [2].

Lately, mobile technologies have boosted our ability to communicate [6].
Furthermore, with the rise of modern technology, such as smart cell phones, the
frequency of work interruptions appears to have grown [3, 7]. Receiving a call during the
workday, on the other hand, is a workplace interruption that diverts attention and stops
behavioral concentration [7, 8] that impacts work-life conflict [1]. Work-life conflict
occurs when an individual's job and family responsibilities are incompatible [9, 10]. It is
about how family and professional duties and problems coexist without one
overshadowing the other [9, 11]. Individuals juggle several tasks daily, each with its own
set of obstacles and duties, which frequently leads to work-life conflict [12, 13]. Work-
life research focuses on the complex interplay of family, individual, and organizational
aspects [10, 12].

Workplace interruptions can elicit emotional responses, diverting resources away
from activities and influencing work-life conflicts [1, 14]. To fully understand the
influence of interruptions at work on work-life conflict, affectivity must be considered as
a mediator [1]. Although workplace interruptions like receiving calls and affectivity
(positive and negative affect) are theoretically formed, only a few studies have examined
this relationship practically [14, 15].

Workplace interruptions are important to study since they occur often in the
workplace [16]. However, workplace interruptions distract people's attention and
behavioral focus away from their primary activity, forcing them to adjust to new
conditions [17,18]. Previous research has frequently investigated workplace
interruptions in a broad sense [19, 20], emphasizing the need to identify distinct sources
of workplace interruptions individually [1]. The main innovation and beauty of the
current research is that it encompasses the knowledge of work interruption sources such
as receiving calls. Moreover, unfavorable effects of workplace interruptions have been
the topic of earlier studies, which have also exposed that these sources might have
unfavorable outcomes [19, 21].

On the other hand, the fundamental processes that relate to receiving calls as
workplace interruptions and their linkage with negative consequences (work-life
conflicts) in the real work environment are underexplored [22,23]. Given the
aforementioned theoretical gaps and practical challenges, this study aims to use the
affective event theory lens to explore and assess workplace interruptions, such as
receiving calls, as well as the negative consequences (work-life conflicts).
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Affective events theory (AET) investigates how specific events influence behavior
and attitudes via emotional and cognitive response processes [24]. Recently, researchers
have used affective events theory as an overarching framework to propose that goal-
related occurrences at work might elicit affective reactions [15]. Moreover, workplace
interruptions are considered workplace events that elicit positive and negative emotions.
According to AET, work characteristics form regular events in the workplace, prompting
emotional responses that influence workplace behaviors and attitudes. For example, a
stable work environment might impact emotional events, which in turn influence work
attitudes and affective states [25].

Prior research demonstrated that, while a work interruption may last a few minutes or
less, the repercussions of more frequent and extended work interruptions should not be
underestimated [26]. As a result, this interruption altered this person's attention and
behavioral focus. However, owing to continuous interruptions, it is extremely difficult for
this individual to meet the expectations of the job, which can result in slower work rates,
such as delayed reactions to crucial events [27].

Prior research on workplace interruptions is sparse [28, 29]. Aside from the scarcity
of research on workplace interruption sources, it is crucial to understand workplace
interruptions since they occur often during the workday and have an influence on
employees [28, 30]. This study will answer existing research requirements by researching
reasons for workplace interruptions, such as phone calls (as shown in Figure 1).
Nonetheless, this study examines the mediating impact of affectivity via the prism of
affective event theory [1].

(workplace interruption) (Affectivity)

Positive Affect

Receiving calls Work-life conflict

Negative Affect

Figure 1: The hypothesized model

This paper is divided into the following five main sections: Section 2 discusses
literature and theoretical background. Section 3 describes the research approach and data
collection. Section 4 discusses the analysis of the results, while Section 5 gives
theoretical and practical implications and future research. Section 6 is related to the
conclusion.

2. LITERATURE REVIEW

In this section, we discuss the theoretical background according to the affective event
theory and existing literature on workplace interruptions, such as receiving calls,
affectivity (positive and negative affect), and work-life conflicts.

2.1. Theoretical background

AET is based on appraisal theories of emotion, which suggest that emotional states
arise from evaluating the relevance of current events to one's objectives [15]. Affective
events theory [31] explains swings in employee emotion at work. AET suggests that
employees' emotional states are influenced by workplace events, particularly those with
"affective significance”. Since the initial publication of AET two decades ago,
researchers have examined many events that might influence.
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Moreover, Affective events theory (AET) [31] provides a valuable framework for
analyzing how unique workplace experiences elicit emotional reactions, which then
impact different work-related outcomes. According to AET, workplace incidents such as
workplace interruptions (receiving calls) can elicit emotional reactions (positive and
negative) [1, 15] that influence an employee's perception of work-life conflict—a
scenario in which work responsibilities interfere with personal time.

Workplace interruptions, defined as unexpected events that disrupt an employee’s
focus and workflow [2, 32], are a common source of stress. These interruptions can lead
to negative affective responses, such as frustration, irritation, and stress [15] which can
spill over into an employee's personal life, exacerbating work-life conflict. When
employees are repeatedly interrupted, the accumulation of these negative emotions can
make it challenging to maintain a healthy balance between work and personal
responsibilities [1].

In contrast, positive affect, defined as the feeling of pleasant emotions such as joy,
satisfaction, and excitement, can function as a buffer between job interruptions [1, 16]
and work-life conflicts. Positive affect can mitigate the negative effects of interruptions
by modifying emotional responses [15] and lowering the degree of work-life conflict. For
example, if an employee has a high degree of positive affect, they may find interruptions
less irritating or recover more quickly from the disturbance, reducing the potential
overflow into their personal life.

In general, AET holds that negative experiences produce negative affect. Thus, we
contend that workplace sources of interruptions such as receiving calls as an event which
slowed the rate of goal progress and were related to affectivity, resulting in work-life
conflicts.

2.2. Workplace interruptions, receiving calls, and work-life conflict

Work-related interruptions involve "an unexpected suspension of the behavioral
performance of, or attentional focus from, an ongoing work task" [32,33]. Work
interruptions have become a common concern for employees due to advancements in
mobile communication technologies and changing work styles [15]. Furthermore, cell
phones and other communication technologies increase our communication capacity, but
they can also cause unwanted interruptions in our daily working lives [6]. When an
interruption occurs, it diverts employees' attentional and behavioral focus, and they cease
working on their present responsibilities [34]. However, because the initial task must be
kept in working memory, more cognitive effort is required to restart it later [35].
Employees find it more difficult to concentrate on the new work tasks as a result of these
workplace interruptions, blurring boundaries between work and life.

Work-life conflict, a kind of inter-role conflict, occurs when job expectations clash
with personal life/family responsibilities [13, 36]. It goes beyond work-life conflict,
noting that job responsibilities may interfere with other personal interests and areas of
people's lives [9,36]. This war has a tremendous influence on the world working
population, both indirectly and directly. As work responsibilities rise and personal/family
situations get more complicated, organizations confront the issue of aiding employees in
achieving work-life balance [36, 37].

Contrary to common belief, interruptions might serve a beneficial purpose [15, 34].
For example, short breaks produced by interruptions might assist in alleviating cognitive
tiredness and avoiding burnout, potentially lowering the chance of work-related stress
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spilling over into personal life. These breaks can help employees psychologically
recharge [38, 39], allowing them to be more productive when they return to their
responsibilities. This efficiency can help employees manage their workloads more
effectively, decreasing the stress that frequently contributes to work-life conflict. An
individual who can recognize and manage workplace interruptions is crucial in deciding
whether these disruptions are seen as positive or if they blur the lines between work and
personal life.

Research on workplace interruptions, such as receiving calls, and their impact on
work-life conflicts is scarce [1, 39]. Moreover, this oversight ignores the circumstances
in which interruption might be advantageous [39], including promoting social contact,
information sharing or offering mental pauses. Understanding workplace interruptions
and their connection to work-life conflict is crucial for addressing theoretical and
contextual gaps in the literature. So that’s why recent research examines the impact of
workplace interruptions, such as receiving calls, on work-life conflict.

Thus, it is hypothesized that:

H1: Receiving calls has a positive effect on work-life conflict.
2.3. The mediating role of affectivity (positive affect and negative affect)

Affect encompasses a variety of psychological experiences that people encounter in
their daily lives [40]. Positive affect (PA) and negative affect (NA) cover a wide
spectrum of moods and feelings (Armstrong et al.,, 2020). Positive affect (PA) is
characterized by an individual's tendency to experience positive emotions and moods
across various situations and times, whereas negative affect (NA) reflects an individual's
tendency to experience negative emotions and moods in diverse circumstances
[41, 42, 43].

When an employee is interrupted by workplace interruptions. such as receiving a
phone call at work, they cease focusing on their primary responsibilities, which impacts
their mood. Although workplace sources of interruptions, such as receiving calls, have a
substantial impact on job goals, they can also trigger affective responses [18, 44].
Sources of workplace interruptions can evoke negative feelings, although past studies
have looked at whether workplace interruption events produce pleasant emotions
[44, 45]. However, both good and negative emotions influence work-life conflicts [1].
Similarly, affectivity (both positive and negative) appears to function as a mediator in the
association between workplace interruption (receiving calls) and work-life conflicts.

The impact of workplace interruptions is mediated by affectivity (positive and
negative affect). Our study takes the initiative to explore the mediating role of affectivity
(positive and negative affect). Prior research has not focused much on this subject [1].
This study examines the mediating function of affectivity (positive and negative affect) to
close this gap. It postulates that workplace interruptions, such as receiving a call may
lead to positive and negative affect, which in turn may impact workers' work-life
conflicts.

Thus, it is hypothesized that:

H2: Positive affect is a significant mediator between the association of receiving calls
and work-life conflict.

H3: Negative affect is a significant mediator between the association of receiving
calls and work-life conflict.
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3. RESEARCH METHODOLOGY

In this section, we discuss the data sample, the data collection procedure, and the
instruments.

3.1. Sample and procedure

This study collects data using the survey research approach. We created a self-
administered questionnaire that was distributed online and in hard copy. Moreover, the
convenience sampling method was used in this study to collect data. This approach is
advantageous since it facilitates the examination of concepts relating to the area of
interest and is especially employed for this purpose [46]. The survey was created in the
English language. Numerous studies conducted in Pakistan have indicated strong
reliabilities when using English as the medium of their surveys [47,48]. The entire
sample size was 300. According to Tabachnick and Fidell [49], a sufficient sample size is
suggested to be 300 respondents. After dropping incomplete responses [50] the final
sample for this study was 250 participants from Multan, Pakistan's banking industry and
83.3% of respondents completed it.

The research setting for this study is Pakistan's retail banks. Bank branches act as
organizational units [51]. Daily workplace interruptions are unavoidable, as they are in
practically all work environments [32]; however, workplace interruptions are
unavoidable in the banking industry due to the strong working connections and regular
encounters between managers, workers and customers. Moreover, workplace
interruptions in the banking industry might elicit emotional responses [16] that have a
great impact on work-life problems [1]. These interruptions frequently disturb the flow of
work [2], causing positive and negative emotions, which can spread into personal life,
making it difficult to combine professional and family commitments. The banking
industry's high-pressure atmosphere, coupled with frequent interruptions, magnifies these
negative and positive feelings, increasing the chance of work-life conflicts as workers
struggle to manage their time and energy properly.

The total number of valid replies was 250. The sample consisted of 14.8% females.
Women's contribution to Pakistan's banking industry is still much lower than that of
males [52, 53]. 85.2 percent of the participants are men. The study comprised participants
aged 20 to 30, 31 to 40, 41 to 50, and above 50 years old. 50.8% hold a master's degree.
This study's analyses were conducted using the software programs AMOS 24.0 and SPSS
25.0.

3.2. Instruments
Instrument details are given below:

Workplace interruptions (Receiving calls)

The adapted measure of receiving calls is based on a one question from Garrett and
Danziger [54] as well as two additional items from Ou and Davison, [55] that address
work interruption and concentration inhibition (to guarantee scale robustness). These
three combined items, as used in the study of Ou et al. [56]. The measure also had good
internal consistency (Cronbach's alpha =.990). Therefore, we felt justified in aggregating
the measure.
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Affectivity (PA and NA)
Positive and negative affect were evaluated using [40] PANA subscale. Participants

rated their agreement with each statement on a scale of 1 (not at all) to 5 (extremely). PA
(Cronbach's alpha =.856) NA (Cronbach's alpha =.877).

Work-life conflict
The adapted measure of work-life conflict developed by Adams et al., [57]
(Cronbach's alpha =.920).

Control variables
Gender, Age, employees’ education, and experience were used as control variables in
this study.

4. DATA ANALYSIS
4.1. Measurement model

Data analysis, including confirmatory factor analyses and structural equation
modeling, was conducted using the AMOS 24 software. A CFA evaluation of the
baseline hypothesized model yielded a goodness of fit assessment in addition to an
overall fit perspective (as shown in Figure 2) [58]. We looked at model fit indices by
considering CMIN (minimum discrepancy of confirmatory factor analysis), DF (degree
of freedom), TLI (Tucker—Lewis Index), CFI (comparative fit index), IFI (incremental fit
index) [42], and RMSEA values (root mean square of approximation) [59].

Table 1: Confirmatory factor analysis

Model CMIN DF CFI TLI IFI RMSEA
Four-factor model 259.405 129 .96 .95 .96 .064
Three-factor model 776.976 132 .82 .79 .82 .140
Two-factor model 2269.053 135 424 .34 42 253
One-factor model 2758.445 135 292 197 .29 279

All the alternative models are tested, but the four-factor model fits the data where
¥2/df = 2.011; TLI= 0.95; IFI= 0.96; CFI=0.96; RMSEA= 0.064. Table 1 and Figure 2
show that all results correspond to the specified threshold values, indicating excellent
model fit.

4.2. Composite reliability and average variance extracted

We evaluated convergent and discriminant validity using composite reliability (CR)
and average variance extracted (AVE) [60]. To demonstrate convergent validity, the CR
value should be more than .6, and the AVE should be greater than .5.

Table 2: AVE, CR, and Correlation

S.No Variables AVE CR 1 2 3 4
1 Receiving calls 971 .990 (.986)
2 Positive affect .548 .858 179%* 740
3 Negative affect .600 .880 .130F -.039 (.775)
4 Work-life conflict .697 .920 155 .200 397 (.835)

N =250; AVE, average variance extracted; CR, composite reliabilities; the square root of AVE is
represented in bold in parentheses.
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Table 2 shows composite reliabilities for four variables (receiving calls, positive
affect, negative affect, and work-life conflict) ranging from .990 to .858, although the
AVE for these constructs varied from .971 to .548, indicating good convergent validity.
For discriminant validity, the square root of AVE should be greater than the correlation
between constructs. The root of AVE for each component exceeds the correlations
between them, suggesting discriminant validity.
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4.3. Descriptive statistics

The means, standard deviations, correlations, and reliabilities of the variables are
presented in Table 3.

Table 3: Descriptive statistics, reliability, and correlation

Variables M SD 1 2 3 4 5 6 7 8
Gender 1.15 .35

Age 1.69 71" -.198**

Education 2.06 .70 -.038 271%*

Experience 1.61 .77  -139%  554%*  304%%*

Receiving calls 3.29 1.2 .092 .015 -112.009 (.99)

Positive affect  3.27 .92 .047 .073 027 .097 .170** (.85)
Negative affect 2.70 .90 .038 .096 -.048 026 .127* .005 (.87)
Work-life 3.02 1.0 046 030 059 027 .151*% 175%* 386 (.92)
conflict

N = 250; reliabilities are shown in the diagonal; *p < .05, ***p < .000.

5. HYPOTHESIS TESTING

This study's hypotheses were tested using a SEM analysis. The effect size is .19. The
results in Table 4 and Figure 3 presented that receiving calls was positively linked to
work-life conflict [} = 0.151, p = .016, which displayed a significant positive relation
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between these two variables, and hence, Hypothesis 1 was accepted (as shown in Figure
3).

Table 4: Results for the hypothesis

Structural Path B SE P LLCI ULCI

H1: Receiving calls—> Work-life conflicts 151 052  .016  .039 252

Bootstrapped Indirect effect results: Mediating role of positive and negative affect

H2: Receiving calls=> Positive affect > Work-life .024  .029** .008 .008 .058
conflicts
H3: Receiving calls—> Negative affect > Work-life .040  0.49* .043  .008 .079
conflicts

N=250, B= Beta, SE= Standard Error3, 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, T p <0.100

Furthermore, Table 4 shows the study's indirect effects, which were based on 5000
bootstrapped samples, confirming the relevance of positive affect as a mediator between
receiving calls and work-life conflict. The results show [ = 0.024, p =.008, 95% CI
(.008,058)] a significant effect leading to the acceptance of Hypothesis 2 (as shown in
Figure 3).

Figure 3: Path diagram

Therefore, the indirect effects of this study, which were based on 5000 bootstrapped
samples, verified the significance of the mediating role of negative affect between
receiving calls and work-life conflicts. Results confirming [ = 0.040, p = .043, 95% CI
(-008, .079)] a significant effect leading to the acceptance of Hypothesis 3 (as shown in
Figure 2).

6. DISCUSSION, IMPLICATIONS, AND CONCLUSION

This study used AET [31] to examine the proposed model of workplace interruptions
such as receiving calls impacts on work-life conflicts. The study results support the
postulated hypothesis. These findings provided a more nuanced view of the importance
of receiving phone calls in workers' everyday working lives. However, receiving calls led
to work-life conflict among employees. These results are consistent with AET and
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previous studies, finding that workplace interruptions (receiving calls) are linked with
work-life conflicts [61, 62, 63].

According to Jarvenpaa and Lang [64], mobile phones are a paradoxical device that
blurs work and personal boundaries. For instance, while phone calls can be considered
productive if it is related to work otherwise, friends and family calls in some situations
interrupt work flow. Moreover, workplace interruptions interrupt the individual's
attentional and behavioral focus. Being interrupted by workplace interruption while
working on a main task infers that work on this main task comes to a temporary pause.
Due to receiving calls, no work can be done on the main task and time goes by without
making any effort on the main task, which creates a burden on employees. Interruptions
extend work hours by intruding on one's personal time.

Employees are forced to prioritize work above personal life, making it challenging for
them to balance both [62]. In light of our findings and previous studies, we argue that
those individuals who get phone calls from friends and family during working hours may
experience “feelings of being overwhelmed by being accessible and working all the time”
[65]. Extended work hours using mobile devices are linked to increased work-life
conflict.

Furthermore, we found support that affectivity (positive and negative affect) mediated
the relationship between workplace interruptions (receiving calls) and work-life conflict.
The findings are consistent with AET, as the indirect effects of workplace interruptions
(receiving calls) on work-life conflict occur via affectivity (positive and negative affect).
These outcomes are consistent with [66, 67].

When employees are interrupted at work, their emotional reaction, particularly
positive affect, is critical in deciding how the interruptions affect their work-life balance.
If the interruption elicits a favorable emotional reaction, it may help alleviate the possible
tension between work and personal life. A positive affect has a favorable impact on the
workplace environment and assists employees in dealing with conflicts between work
and personal life. However, a good attitude or sense of success helps him or her deal
better, feel more confident, work harder, or reenergize for one's duty, allowing them to
cope better with work-life obligations.

On the other hand, negative mood impacted the employees ' feelings of anxiety, for
example, the struggle to control their emotions. Employees who are unable to manage
their bad emotions may be unable to control their conflicts between work and life. The
findings of hypotheses 2 and 3 are consistent with the AET [31], which holds that events,
objects, and daily experiences impact employees' actions. Emotional experiences have an
instantaneous impact on attitudes and behaviors. As a result, if employees in an
organization face workplace interruptions such as phone calls, these interruptions have an
impact on their affectivity at work, which in turn influences their work and life conflict.

5.1. Theoretical Implications

This study's theoretical contribution is embodied in the subsequent three aspects.

This study revealed the impacts of workplace interruptions on work-life conflicts.
This study examined workplace interruptions, such as receiving calls in a real
environment.

The advancement of mobile communication technology, as well as the alteration of
work techniques and modes, has increased scholarly interest in workplace interruptions
[34, 68]. However, little research on workplace interruptions has been undertaken,
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particularly sources of workplace interruptions [69]. In this context, this study integrates
existing literature with the affective event theory technique to examine receiving call
interruptions. It extracts the workplace interruption concept and its defining
characteristics.

According to the workplace interruptions such as receiving calls (specific events) —
affective responses—behavioral changes” paradigm put out in this study, when human
work interruptions happen, various affective (positive and negative affect) reactions and
behavioral changes. Affective event theory is compatible with this approach.

5.2. Practical Implications

This study emphasizes the importance of addressing workplace interruptions like
receiving calls, which have a dysfunctional impact on work-life conflicts, and offers
helpful insights for managers and policymakers [34]. For example, bank managers and
policymakers should acknowledge that the sources of these interruptions (such as
receiving calls) are frequently bigger social and organizational challenges that require
strategic solutions to mitigate their disruptive influence.

To reduce the untimely potential for workplace interruptions, managers should first
encourage staff members to integrate their subjective assessments of human work
interruptions to create successful personal solutions through technological support and
office layout changes [44]. Banks, for example, may consider altering workplace
arrangements to reduce sources of interruptions or introducing technology to improve
communication management.

Bank managers might also incorporate organizational procedures with technology
solutions. They might use technology and workplace interruption management to set up
staff schedules and create training programs. These techniques can improve constructive
communication among coworkers and teach them how to interrupt others as little as
possible in a "calm" and "smart" manner to prevent unfavorable outcomes.

Employees can designate particular hours to work without interruptions, such as not
receiving any phone calls or not checking email [34]. This approach can help banking
sector employees stay focused on key activities and reduce the chance of work-life
conflict.

In addition to defining interruption-free zones within the bank, job design should also
provide interruption-free time periods for doing these tasks. This process guarantees that
banking professionals have enough undisturbed time to focus on complicated tasks,
thereby increasing productivity and lowering the overflow of work-related stress into
their personal lives.

5.3. Limitations and Future Suggestions

There are certain restrictions on our research and potential directions for further
investigation.
The theoretical foundation of the current work is affective event theory. This does not,
however, rule out the possibility that there are other explanations for the proposed
connections. Subsequent investigations may delve into additional reputable theories,
including Action regulation theory [70], transactional stress theory [71] and boundary
theory, to bolster the proposed model or unearth supplementary insights into the results
of the present study.
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The cross-sectional data collection of the current study does not permit causal claims
concerning the variables under consideration. Future studies should use daily diary
designs or longitudinal data designs that can offer predictive validity [72].

The fact that this study only used self-reported data is another drawback.
Additionally, the fact that all of the study's measurements were derived from self-report
data raises questions about how common method bias (CMB) may affect the connections
that were found [73] and raises the possibility of social desirability in response.
Subsequent research endeavors may integrate self-reported information, workplace
observations, daily studies, and physiological assessments. This study concentrated on
the negative effects of interruptions at work. Future research ought to examine why
interruptions are seen favorably as well as how they effect the health and performance of
employees [3].

This study explored receiving calls as a workplace interruption. Future research can
explore other sources of workplace interruptions such as emotional exhaustion, email
notifications, mind wandering, etc. [1,74].

6. CONCLUSION

Workplace interruptions have been a predominant area of research in the last decades
of organizational psychology. Research has emphasized its importance for everyday
work life. This study's main objective was (1) to gain a new perspective on workplace
interruptions by focusing on receiving calls, as one of the most common interruptions at
the workplace, and (2) their link to employees” work-life conflict.

(3) The findings of this study are displayed in light of affective event theory, which
states that workplace interruptions like receiving calls are considered workplace events
and linked to (4) affectivity (positive and negative affect), which explains human
behavior. In short, receiving calls as a workplace interruption that interrupts employees,
creating emotions (positive or negative). Employees have a tough time balancing their
emotions and then completing the stopped work and beginning a new task. (5) To
conclude, the results of this study offer interesting insights into recent debates in the
business world about workplace interruption sources and their significance on employees'
work-life conflicts.

Funding: This research received no external funding.

REFERENCES

[1] H. Puranik, J. Koopman, and H. C. Vough, “Pardon the interruption: An integrative review and
future research agenda for research on work interruptions,” J. Manage., vol. 46, no. 6, pp. 806—
842, 2020. doi: 10.1177/0149206319887428

[2] Q. R. Jett and J. M. George, “Work interrupted: A closer look at the role of interruptions in
organizational life,” Academy of Management Review, vol. 28, no. 3, pp. 494-507, 2003. doi:
10.5465/AMR.2003.10196791

[3] S. A. Grandhi, R. P. Schuler, and Q. Jones, “To answer or not to answer: That is the question
for cell phone users,” in CHI "09 Extended Abstracts on Human Factors in Computing Systems,
2009. doi: 10.1145/1520340.1520710

[4] S.Y.W. Li, F. Magrabi, and E. Coiera, “A systematic review of the psychological literature on
interruption and its patient safety implications,” J. Am. Med. Inform. Assoc., vol. 19, no. 1, pp.
6-12,2012. doi: 10.1136/amiajnl-2010-000024



T. Ghani et al. / Navigating the Workplace Dynamics 101

[5] G. Mark, V. M. Gonzalez, and J. Harris, “No task left behind? Examining the nature of
fragmented work,” in Proceedings of the SIGCHI conference on Human factors in computing
systems, 2005, pp. 321-330. doi: 10.1145/1054972.1055017

[6] K. Murali-Venkatesh, “Availability and mobile phone interruptions,” 2008.

[71 K. J. Vanderzwan, S. Kilroy, A. Daniels, and J. O’Rourke, “Nurse-to-nurse handoff with
distractors and interruptions: An integrative review,” Nurse Educ. Pract., vol. 67, no. 103550,
pp. 103550, 2023. doi: 10.1016/j.nepr.2023.103550

[8] R. Myers and P. J. Parikh, “Nurses’ work with interruptions: an objective model for testing
interventions,” Health Care Manag. Sci., vol. 22, no. 1, pp. 1-15, 2019. doi: 10.1007/s10729-
017-9417-3

[9] X.Li, X. Lin, F. Zhang, and Y. Tian, “Playing roles in work and family: Effects of work/family
conflicts on job and life satisfaction among junior high school teachers,” Front Psychol, vol.
12, Dec. 2021. doi: 10.3389/FPSYG.2021.772025/FULL

[10] B. Obrenovic, D. Jianguo, A. Khudaykulov, and M. A. S. Khan, “Work-family conflict impact
on psychological safety and psychological well-Being: A job performance model,” Front
Psychol, vol. 11, Mar. 2020. doi: 10.3389/FPSYG.2020.00475

[11]S. Salju, J. Junaidi, and G. Goso, “The effect of digitalization, work-family conflict, and
organizational factors on employee performance during the COVID-19 pandemic,” 2023. doi:
10.21511/ppm.21(1).2023.10

[12]J. Bernhardt, C. Recksiedler, and A. Linberg, “Work from home and parenting: Examining the
role of work-family conflict and gender during the COVID-19 pandemic,” Journal of Social
Issues, vol. 79, no. 3, pp. 935-970, Sep. 2023. doi: 10.1111/JOSI.12509

[13]1 K. Namasivayam, & D. M.-J. of H., and undefined 2004, “The relationship of work-family
conflicts and family-work conflict to job satisfaction,” journals.sagepub.com, vol. 28, no. 2, pp.
242-250, 2004. doi: 10.1177/1096348004264084

[14]S. Tams, M. Ahuja, J. Thatcher, and V. Grover, “Worker stress in the age of mobile
technology: The combined effects of perceived interruption overload and worker control,”
Journal of Strategic Information Systems, vol. 29, mno. 1, Mar. 2020. doi:
10.1016/j.jsis.2020.101595

[15]S. Sonnentag, L. Reinecke, J. Mata, and P. Vorderer, “Feeling interrupted—Being responsive:
How online messages relate to affect at work,” J. Organ. Behav., vol. 39, no. 3, pp. 369—383,
2018. doi: 10.1002/j0b.2239

[16] M. K. Choi, P. J. Jordan, and A. C. Troth, “Workplace interruptions and emotional regulation,”
Research on Emotion in Organizations, vol. 18, pp. 121-142, Jan. 2023. doi: 10.1108/S1746-
979120220000018007

[17] H. Puranik, J. Koopman, and H. C. Vough, “Excuse me, do you have a minute? An exploration
of the dark- and bright-side effects of daily work interruptions for employee well-being,” J.
Appl. Psychol., vol. 106, no. 12, pp. 1867-1884, 2021. doi: 10.1037/apl0000875

[18] L. Toebben, A. Casper, W. Wehrt, and S. Sonnentag, “Reasons for interruptions at work:
Illuminating the perspective of the interrupter,” J. Organ. Behav., 2024. doi: 10.1002/job.2819

[19]D. Stocker et al., “Appreciation by supervisors buffers the impact of work interruptions on
well-being longitudinally,” Int. J. Stress Manag., vol. 26, no. 4, pp. 331-343, 2019. doi:
10.1037/str0000111

[20] F. J. Stangl and R. Riedl, “Interruptions in the workplace: An exploratory study among digital
business professionals,” in HCI in Business, Government and Organizations, Cham: Springer
Nature Switzerland, 2023, pp. 400-422. doi: 10.1007/978-3-031-36049-7_29

[21]1D. Pachler, A. Kuonath, J. Specht, S. Kennecke, M. Agthe, and D. Frey, “Workflow
interruptions and employee work outcomes: The moderating role of polychronicity,” J. Occup.
Health Psychol., vol. 23, no. 3, pp. 417-427, 2018. doi: 10.1037/0cp0000094

[22] A. Baethge and T. Rigotti, “Interruptions to workflow: Their relationship with irritation and
satisfaction with performance, and the mediating roles of time pressure and mental demands,”
Work Stress, vol. 27, no. 1, pp. 43—63, Jan. 2013. doi: 10.1080/02678373.2013.761783



102 T. Ghani et al. / Navigating the Workplace Dynamics

[23]1X. Pan, X. Zhao, and H. Shen, “The concept, influence, and mechanism of human work
interruptions based on the grounded theory,” Front. Psychol., vol. 14, p. 1044233, 2023. doi:
10.3389/fpsyg.2023.1044233

[24]H. Weiss, R. Cropanzano, “Affective events theory,” Research in organizational behavior
vol. 18, no. 1, pp. 1-74.

[25]W. Lam and Z. Chen, “When I put on my service mask: Determinants and outcomes of
emotional labor among hotel service providers according to affective event theory,” Int. J.
Hosp. Manag., vol. 31, no. 1, pp. 3—11, 2012. doi: 10.1016/j.ijhm.2011.04.009

[26] A. Chen and E. Karahanna, “Life interrupted: The effects of technology-mediated work
interruptions on work and nonwork outcomes,” MIS Q, vol. 42, no. 4, pp. 1023—-1042, Dec.
2018. doi: 10.25300/MISQ/2018/13631

[27] Sharples and T. Megaw, “The definition and measurement of human workload,” Evaluation of
human work, pp. 516544, 2015.

[28]J. Jin and L. A. Dabbish, “Self-interruption on the computer: A typology of discretionary task
interleaving,” Conference on Human Factors in Computing Systems - Proceedings, pp. 1799—
1808, 2009. doi: 10.1145/1518701.1518979

[29] M. Niitzi, P. Koch, H. Baur, and A. Elfering, “Work—family conflict, task interruptions, and
influence at work predict musculoskeletal pain in operating room nurses,” Saf- Health Work,
vol. 6, no. 4, pp. 329-337, 2015. doi: 10.1016/j.shaw.2015.07.011

[30] V. M. Gonzélez and G. Mark, “‘Constant, constant, multi-tasking craziness,”” pp. 113-120,
Apr. 2004. doi: 10.1145/985692.985707

[31]H. M. Weiss and D. J. Beal, “Reflections on Affective Events Theory,” in Research on
Emotion in Organizations, 2007, pp. 1-21.

[32] S. Leroy and T. M. Glomb, “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,” Organ. Sci., vol. 29, no. 3, pp. 380-397,
2018. doi: 10.1287/orsc.2017.1184

[33]J. I. Westbrook, M. Z. Raban, S. R. Walter, and H. Douglas, “Task errors by emergency
physicians are associated with interruptions, multitasking, fatigue and working memory
capacity: a prospective, direct observation study,” BMJ Qual. Saf., vol. 27, no. 8, pp. 655-663,
2018. doi: 10.1136/bmjqs-2017-007333

[34] A. C. Keller, L. L. Meier, A. Elfering, and N. K. Semmer, “Please wait until I am done!
Longitudinal effects of work interruptions on employee well-being,” Work Stress, vol. 34, no.
2, pp. 148-167, Apr. 2020. doi: 10.1080/02678373.2019.1579266

[35] A. Baethge, T. Rigotti, and R. A. Roe, “Just more of the same, or different? An integrative
theoretical framework for the study of cumulative interruptions at work,” Eur. J. Work Org.
Psychol., vol. 24, no. 2, pp. 308-323, 2015. doi: 10.1080/1359432X.2014.897943

[36] E. Demerouti, D. Derks, L. L. Ten Brummelhuis, and A. B. Bakker, “New ways of working:
Impact on working conditions, work-family balance, and well-being,” The Impact of ICT on
Quality of Working Life, pp. 123—141, Feb. 2014, doi: 10.1007/978-94-017-8854-0 8

[37] A. Felstead and G. Henseke, “Assessing the growth of remote working and its consequences
for effort, well-being and work-life balance,” 2017.

[38] S. M. Wilkes, L. K. Barber, and A. P. Rogers, “Development and validation of the Workplace
Interruptions Measure,” Stress and Health, vol. 34, no. 1, pp. 102-114, Feb. 2018. doi:
10.1002/smi.2765

[39] K. A. Fletcher, S. M. Potter, and B. N. Telford, “Stress outcomes of four types of perceived
interruptions,” Hum Factors, vol. 60, no. 2, pp. 222-235, Mar. 2018. doi:
10.1177/0018720817738845

[40]1 D. Watson, L. A. Clark, and A. Tellegen, “Development and validation of brief measures of
positive and negative affect: The PANAS scales,” J. Pers. Soc. Psychol., vol. 54, no. 6, pp.
1063-1070, 1988. doi: 10.1037//0022-3514.54.6.1063



T. Ghani et al. / Navigating the Workplace Dynamics 103

[41]N. S. Fagley, “Appreciation (including gratitude) and affective well-being: Appreciation
predicts positive and negative affect above the Big Five personality factors and
demographics,” SAGE Open, vol. 8, mno. 4, p. 215824401881862, 2018. doi:
10.1177/2158244018818621

[42] A. Karatzias, Z. Chouliara, K. Power, and V. Swanson, “Predicting general well-being from
self-esteem and affectivity: An exploratory study with Scottish adolescents,” Quality of Life
Research, vol. 15, no. 7, pp. 1143-1151, Sep. 2006. doi: 10.1007/S11136-006-0064-2.

[43]1E. A. McMahan and D. Estes, “The effect of contact with natural environments on positive and
negative affect: A meta-analysis,” J. Posit. Psychol., vol. 10, no. 6, pp. 507-519, 2015.doi:
10.1080/17439760.2014.994224

[44]T. G. Schweisfurth and A. Greul, “Unexpected interruptions, idle time, and creativity:
Evidence from a natural experiment,” Organization Science, vol. 35, no. 1, pp. 116—137, 2024.
doi: 10.1287/0rsc.2023.1660

[45] E. Feldman and D. Greenway, “It’s a Matter of Time: The role of temporal perceptions in
emotional experiences of work interruptions,” Group Organ Manag, vol. 46, no. 1, pp. 70-104,
Feb. 2021. doi: 10.1177/1059601120959288

[46] B. Blumberg, D. R. Cooper, and P. S. Schindler, “Quantitative and qualitative research,” M.
Hill, Business Research Methods, pp. 191-222,2008.

[47]1 M. Abbas, M. Malik, and N. Sarwat, “Consequences of job insecurity for hospitality workers
amid COVID-19 pandemic: does social support help?,” Journal of Hospitality Marketing and
Management, vol. 30, no. 8, pp. 957-981, 2021. doi: 10.1080/19368623.2021.1926036

[48] F. Hanif, N. Sarwat, and M. Rafique, “Past Abusive Supervision, Hindrance Appraisal And
Posttraumatic Stress: The Moderating Role Of Social Support,” Bulletin of Business and
Economics (BBE), vol. 11, no. 2, pp. 212-219, 2022.

[49] B. Tabachnick, and L. Fidell, “Using multivariate statistics,” 2018.

[50] G. Eissa and S. W. Lester, “Supervisor role overload and frustration as antecedents of abusive
supervision: The moderating role of supervisor personality,” J Organ Behav, vol. 38, no. 3, pp.
307-326, Mar. 2017. doi: 10.1002/job.2123

[51] M. Marabelli, C. Frigerio, and F. Rajola, “Ambidexterity in Service Organizations: Reference
Models from the Banking Industry,” Ind Innov, vol. 19, no. 2, pp. 109-126, Feb. 2012. doi:
10.1080/13662716.2012.650881

[52] A. M. B. Mirza, “Gender stereotypes and women in management the case of banking sector of
Pakistan,” South Asian Studies, 2020.

[53]S. Igbal, K. I.-P. J. of Gender, and undefined 2020, “The Islamic Banking Sector Of Pakistan:
The Impact Of Leadership Opportunities, Gender Differences, Working Conditions And
Employee Performance On Job,” IraqgiPakistan Journal of Gender Studies, vol. 139, no. 2, pp.
2663-8886, 2020.

[54]R. K. Garrett and J. N. Danziger, “IM = interruption management? Instant messaging and
disruption in the workplace,” J. Comput. Mediat. Commun., vol. 13, no. 1, pp. 23—42, 2007.
doi: 10.1111/j.1083-6101.2007.00384.x

[55]C. Ou and R. M. Davison, “The impact of instant messaging in the workplace Strategic
knowledge management View project Action research methodology development View
project,” 2010. [Online]. Available: http://aisel.aisnet.org/amcis2010/136

[56] C. Ou and R. M. Davison, “The impact of instant messaging in the workplace strategic
knowledge management View project Action research methodology development View
project,” 2010. doi: 10.1109/rcis.2010.5507296

[571G. A. Adams, L. A. King, D. W. King, G. A. Adams, L. A. King, and D. W. King,
“Relationships of job and family involvement, family social support, and work-family conflict
with job and life satisfaction,” Journal of applied psychology, vol. 81, no. 4, 1996. doi:
10.1037//0021-9010.81.4.411

[58]J. Hair, “Multivariate data analysis,” 2009.

[59]K. A. Bollen, Structural Equations with Latent Variables: Bollen/structural equations with
latent variables, 1st ed. Nashville, TN: John Wiley & Sons, 2014.



104 T. Ghani et al. / Navigating the Workplace Dynamics

[60] C. Fornell, D. L.-J. of marketing research, and undefined 1981, “Evaluating structural equation
models with unobservable variables and measurement error,” journals.sagepub.com, vol. 18,
no. 1, pp. 39-50, 1981. doi/abs/10.1177/002224378101800104

[61]S. Koffer, 1. Junglas, C. Chiperi, and B. Niehaves, “Dual use of mobile IT and work-to-life
conflict in the context of IT consumerization,” 2014. doi: 10.1007/s12599-015-0387-z

[62] A. Chen, Colorado State University, E. Karahanna, and University of Georgia, “Boundaryless
technology: Understanding the effects of technology-mediated interruptions across the
boundaries between work and personal life,” AIS Trans. Hum.-Comput. Interact., vol. 6, no. 2,
pp. 16-36, 2014.

[63] A. Chen, E. Karahanna, A. Chen, and E. Karahanna, “Life Interrupted,” Life Interrupted. MIS
quarterly, vol. 42, no. 4, pp. 1023-A1037, 2018.

[64]S. L. Jarvenpaa and K. R. Lang, “Managing the paradoxes of mobile technology,” Information
Systems Management, vol. 22, no. 4, pp- 7-23, 2005. doi:
10.1201/1078.10580530/45520.22.4.20050901/90026.2

[65]1K. C. Cousins and U. Varshney, “Designing ubiquitous computing environments to support
work life balance,” Commun. ACM, vol. 52, no. 5, pp. 117-123, 2009. doi:
10.1145/1506409.1506438

[66]S. Zhou, S. Da, H. Guo, and X. Zhang, “Work-family conflict and mental health among female
employees: A sequential mediation model via negative affect and perceived stress,” Front
Psychol, vol. 9, no. APR, Apr. 2018. doi: 10.3389/FPSYG.2018.00544/FULL

[67]1L. T. Eby, C. P. Maher, and M. M. Butts, “The intersection of work and family life: the role of
affect,” Annu.  Rev.  Psychol, vol. 61, mno. 1, pp. 599-622, 2010. doi:
10.1146/annurev.psych.093008.100422

[68] C. K. Foroughi, N. E. Werner, E. T. Nelson, and D. A. Bochm-Davis, “Do interruptions affect
quality of work?,” Hum Factors, vol. 56, no. 7, pp. 1262-1271, Nov. 2014. doi:
10.1177/0018720814531786

[69] E. Zahmat Doost and W. Zhang, “The impact of different interruptions on perceived stress:
Developing a multimodal measurement for early detection,” Int. J. Hum. Comput. Interact., pp.
1-21, 2024.

[70] W. Hacker, “Action Regulation Theory: A practical tool for the design of modern work
processes?,” Eur. J. Work Org. Psychol, vol. 12, no. 2, pp. 105-130, 2003.
doi.org/10.1080/13594320344000075

[71]S. Folkman, R. S. Lazarus, R. J. Gruen, and A. DeLongis, “Appraisal, Coping, Health Status,
and Psychological Symptoms,” J Pers Soc Psychol, vol. 50, no. 3, pp. 571-579, Mar. 1986.
doi: 10.1037/0022-3514.50.3.571

[72] C. M. Anderson-Cook, “Experimental and Quasi-Experimental Designs for Generalized Causal
Inference,” J Am Stat Assoc, vol. 100, no. 470, pp. 708-708, Jun. 2005. doi:
10.1198/JASA.2005.S22

[73] P. M. Podsakoff, S. B. MacKenzie, J.-Y. Lee, and N. P. Podsakoff, “Common method biases in
behavioral research: a critical review of the literature and recommended remedies,” J. Appl.
Psychol., vol. 88, no. 5, pp. 879-903, 2003. doi: 10.1037/0021-9010.88.5.879

[74]S. Addas, A. Pinsonneault, and McGill University, “E-mail interruptions and individual
performance: Is there a silver lining?,” MIS Q, vol. 42, no. 2, pp. 381-405, 2018. doi:
10.25300/misq/2018/13157



