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Abstract

Workplace telepressure represents the state of mind that encourages constant connection
to work that can be translated as the combination of a strong desire to respond to work-
related messages with a concern for quick responses. The objective of the study was
to gather evidence of the validity of the Workplace Telepressure Scale, in the Brazilian
framework. The sample consisted of 567 workers of both genders, aged between 18
and 71 years, who were called to respond to a questionnaire of the Brazilian version of
the Workplace Telepressure scale. The Confirmatory Factor Analysis showed that the
six items model and one factor instrument was the instrument that presented the best
fit indices. The results also showed a positive correlation with technological demands,
workaholism and self-consciousness and a negative correlation with work engagement.
It was concluded that the instrument presented psychometric properties that recommend its
use in future investigations on workplace telepressure.

Keywords: Psychological assessment; Psychometrics; Teleworking.

Resumo

A telepressdo no trabalho representa o estado mental que incentiva a constante conexdo com o
trabalho, traduzida pela combinacdo de um forte desejo de responder mensagens relacionadas
ao trabalho com uma preocupacdo de obter respostas rdpidas. O objetivo do estudo foi reunir
evidéncias de validade da Escala de Telepressdo no Trabalho, no contexto brasileiro. A amostra
constituiu-se por 567 trabalhadores brasileiros, de ambos os sexos, com idades variando entre
18 e 71 anos, que responderam a vers@o brasileira da escala. A Andlise Fatorial Confirmatdria
apontou que o modelo de seis itens e um fator foi o que apresentou os melhores indices de ajuste.
Os resultados demonstraram, ainda, correlacdo positiva da telepresséo no trabalho com demandas
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tecnoldgicas, adicdo ao trabalho e autoconsciéncia publica e negativa com o engajamento no trabalho. Concluiu-
se que o instrumento apresentou propriedades psicométricas que recomendam seu uso em futuras investiga¢Ges
sobre a telepressdo no trabalho.

Palavras-chave: Avaliacéo psicoldgica; Psicometria; Teletrabalho.

Technological advancements have changed the way individuals transfer information
and maintain relationships in their work environment. Technology-mediated interactions have
brought significant productivity benefits, including increased control over work timing and location.
Consequently, new forms of work and organizational structures have emerged around the new
information and communication technologies, the most well-known being telework, virtual teams,
and e-commerce (Filgueiras, 2022).

The integration of communication and information tools (such as email, voicemail,
WhatsApp, etc.) has demonstrated that working from anywhere at any time is feasible. Furthermore,
the need for social isolation as a protective measure against the - Coronavirus Disease 2019
(COVID-19) pandemic accelerated the adoption of remote work in Brazilian households; those
communication and information tools facilitated work activities by enabling people to work whenever
and wherever they chose. Consequently, workplace interaction has become largely virtual relying
on remote communication via email, telephone, or videoconferencing, with a growing number
of teams composed of individuals who communicate almost exclusively through electronic tools
(Filgueiras, 2022; Oliveira, 2022).

Although this flexible approach to work can boost productivity, the use of technological
tools can blur the boundaries between work and personal time. In fact, even outside working hours,
individuals may feel a sense of anxiety and urgency to respond to messages via digital channels
such as email, WhatsApp, or voice messages in order to attend supervisors, colleagues, and clients.

Recognizing this phenomenon, Barber and Santuzzi in their studies coined the term
“workplace telepressure” in 2015; it can be defined as the combination of a preoccupation with
monitoring work-related messages and a strong sense of urgency to respond to them, even
outside working hours. Telepressure, therefore, represents the psychological state that encourages
continuous connection to work activities.

Thus, telepressure undermines the primary benefit of using asynchronous communication
tools: having flexibility and control over response times. Individuals experiencing telepressure
tend to view Information and Communication Technologies (ICTs) in the same light as the users
of synchronous communication methods, which typically demand an immediate response. For
instance, while an employee called to discuss a project in a face-to-face meeting is expected to
respond right away, reception of an email or a WhatsApp message would normally allow him/her
to consider the matter more carefully before replying. However, workers experiencing high levels
of telepressure feel compelled to respond immediately to asynchronous communications, giving
priority to the electronic messages. This dynamics can hinder the recovery period between tasks,
thereby draining the individual’s work energy (Hu et al., 2019).

Thus, the use of technological communication tools transforms the potential workplace
flexibility into a situation where work becomes inescapable and demands immediate responses - a
phenomenon known as “paradoxical autonomy” (Wang et al., 2023). This paradox arises when the
use of information and communication technologies fosters a sense of empowerment by offering
flexibility regarding when and where to work, while simultaneously generating anxiety due to the
need to keep up with messages and the pressure to remain constantly connected (ten Brummelhuis
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et al., 2021). Consequently, attending to messages outside the working hours can encourage
employees to maintain an “always-on” mindset, preventing them from properly disconnecting from
work. When workers fail to sufficiently stay away from work during off-hours, they may experience
conflict between work and family/home domains and, in turn, become emotionally exhausted
(Tedone, 2022).

Barber and Santuzzi (2015) aiming to explore potential indicators of workplace telepressure,
developed the Workplace Telepressure Measure scale. The instrument helps assessing the
telepressure levels among workers. According to the Barber and Santuzzi (2015), the pressure to
respond to work messages instantly, even outside of working hours can resultin reduced productivity
and negative impacts on physical and mental health. This kind of constant connectivity prevents
individuals from having sufficient time to recover from work from day to day and also hinders
the establishment of boundaries between work and family life. In this regard, such workplace
connectivity would be positively associated with work addiction, work engagement, a lack of home-
work boundaries, extraversion, self-awareness, self-monitoring, stress, recovery time, and factors
related to work involvement (Barber & Santuzzi, 2015).

In the research to develop the aforementioned instrument, Barber and Santuzzi (2015)
conducted two separate studies. In the first, eight items were initially drafted to assess the construct
based on the concept of telepressure: a concern to provide rapid response for work-related messages
combined with a sense of urgency to reply to them. The instrument was administered to a sample
of 354 U.S. workers across various industries. Confirmatory factor analyses performed using the
AMOS software (version 20) revealed that a correlated two-dimensional model yielded the best
fit indices (x%(8) = 16.90; »?/df = 2.11; CFl = 0.99; TLI = 0.98; SRMR = 0.24; RMSEA = 0.06) when
compared to two alternative models: a single-factor model ( (9) = 67.60; x?/df = 7.53; CFl = 0.94;
TLI=0.90; RMSEA = 0.14) and an uncorrelated two-dimensional model ( (9) = 225.15; %?/df=25.02;
CFI = 0.77; TLI = 0.64; RMSEA = 0.261). However, in the correlated two-factor model, the factors
labeled “preoccupation” and “urgency” showed a strong correlation with each other (r=0.81; p < 0.001),
preventing them from being considered meaningfully distinct. Thus, the instrument’s authors
concluded that using the two sub-dimensions was not feasible due to collinearity. They therefore
opted to exclude two highly similar items and treated workplace telepressure as a single factor.

In the first study, the authors tested the relationship between telepressure and external
variables. The results indicated a significant correlation between telepressure and work addiction,
specifically work excess (r = 0.22; p < 0.01); and compulsive work (r= 0.23; p < 0.01); work engagement
(r=0.11; p<0.05); home-work boundary creation regarding ICT use (r = -0.18; p < 0.01); home-work
boundary crossing regarding ICT use (r = 0.20; p < 0.01); home-work boundary crossing regarding
email use (r = 0.25; p < 0.01); conscientiousness (r = 0.11; p < 0.05); public self-consciousness
(r=0.9; p < 0.01); technostress/technological overload (r = 0.31; p < 0.001); descriptive norms
(r=10.15; p < 0.05); and prescriptive norms (r = 0.34; p < 0.001). The internal consistency index,
calculated using the Cronbach’s alpha coefficient, was 0.86 for the unidimensional version of the
Workplace Telepressure Scale.

The second study, conducted one year later with 303 workers, aimed to confirm the factor
structure of the workplace telepressure scale and obtain additional evidence of its validity.
Confirmatory factor analysis results indicated that the single-factor structure showed
acceptablefitindices: x2(9) =57.14; y?/df=6.35; TLI = 0.93; CFI = 0.96; SRMR = 0.04; RMSEA = 0.13
(50,,C1=10.10 - 0.17]). Regarding nconvergent validity evidence, the results showed that telepressure
was positively associated with work engagement (r = 0.22; p < 0.001), affective commitment (r= 0.13;
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p < 0.001), public self-consciousness (r = 0.22; p < 0.001), and technological demands - specifically
the factors of response expectation (r = 0.36; p < 0.001) and availability (r = 0.28; p < 0.001). In
our study, the internal consistency index (Cronbach’s alpha) for the Workplace Telepressure Scale
was 0.91.

Preliminary database searches (SciELO, Psycinfo, Web of Science, Google Scholar,
PubMed/Medline) revealed a scarcity of studies regarding validity evidence for the Workplace
Telepressure Scale in Brazil. However, research on workplace telepressure is important because the
use of smartphones, tablets, and laptops for work purposes can create a new form of enslavement
to work, causing physical and mental harm to employees and their families as well as impair job
performance and, consequently, result in losses for the organizations (Barber & Santuzzi, 2015).

In this connection human resource management should guide all employees to mindfully
use the communication tools. Research on this topic has become increasingly relevant. Compliance
with work time, free time, and the work-family boundary must be embedded in the organizational
culture since thereis no productivity assurance when these conditions merge, as non-compliance in
this field interferes with the time for recovery from work as well as the work-related outcomes (Barber
& Santuzzi, 2015). Thus, the need for a scale with sound psychometric properties to investigate the
construct of workplace telepressure becomes evident.

Based on these considerations, the general objective of this study is to adapt the Workplace
Telepressure Scale (Barber & Santuzzi, 2015) and seek evidence of its validity in Brazilian samples.
More specifically, the aim is to obtain validity evidence based on internal structure, internal
consistency, items parameter invariance (across groups divided by gender and work modality), and
the relationship between workplace telepressure and external variables: namely, technological work
demands, public self-consciousness, work addiction, and work engagement.

Technological demands refer to aspects associated with the use of information and
communication technologies that require sustained effort and entail physiological and psychological
expenditure (Day et al., 2012). The Information and Communication Technology Demands-Resources
model proposed by Day et al. (2012) highlights eight demand dimensions: response expectations
(expectation that the worker will respond immediately to requests), availability (expectation that the
employee be available to work outside standard working hours), poor communication (difficulties
in the proper transmission and reception of information or messages between workers), loss of
control (the degree of control over tasks for which the worker is responsible), hassles (difficulties
encountered in the task execution due to equipment or ICT malfunctions), employee monitoring
(the use of ICT to monitor employee performance, pace, and communication with clients), learning
expectations (continuous need to learn and master new ICT knowledge and skills) and workload
(increased work volume resulting from ICT use). To simplify data collection and analysis, this study
focused on only two dimensions of technological demands: expectations and availability.

Given that individuals subject to telepressure are concerned about and feel the urgency
to respond to work-related messages via technological communication channels (e.g., email,
WhatsApp, voice messages), making themselves immediately available for work even after official
working hours, a number of studies have demonstrated a positive relationship between workplace
telepressure and technological demands (Kao et al., 2020; Sun & Xu, 2023; Wilder et al., 2023).
Thus, the following hypothesis was formulated:

Hypothesis 1. Workplace telepressure is positively related to technological demands,
specifically regarding the dimensions of response expectations and availability.
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Personality traits can determine an individual’s susceptibility to the effects of
telepressure. Public self-awareness reflects the extent to which people are conscious of how
they appear to others, leading individuals to adhere to social norms and behave in a socially
acceptable and desirable manner (Scheier & Carver, 1985). More conscientious workers tend
to be more responsible, reliable, and task-oriented; such individuals are likely to respond to
a colleague’s message to demonstrate responsibility and diligence in meeting goals, thereby
avoiding negative impressions.

Thus, considering that such traits can lead to a propensity to respond to messages
immediately, even outside the work setting, in order to avoid making a poor impression on others,
there is empirical evidence that workplace telepressure is positively associated with public self-
consciousness (Barber & Santuzzi, 2015; Barber et al., 2024). In light of the foregoing, the following
hypothesis was developed:

Hypothesis 2: Telepressure at work is positively associated with public self-awareness.

Onthe other hand, work addiction has a motivational component, the compulsion to
think about and perform work tasks, and a behavioral component, which is to work excessively
(Pinheiro & Carlotto, 2018). Considering that the motivational component of addiction may involve
aconcern and desire to remain connected to work, it would be expected that employees more work
addicted have higher levels of telepressure. For this reason, there is different evidence of the positive
relationship between telepressure at work and work addiction (Barber & Santuzzi, 2015; Barber
et al., 2024; Wilder et al., 2023). In this connection, it was hypothesized that:

Hypothesis 3: Telepressure at work is positively related to work addiction.

Finally, work engagement is defined as a positive mental state rooted in beliefs regarding
the intensity with which an individual feels vigorous and absorbed while performing professional
activities (Siqueira, 2014). Engaged workers experience high levels of mental energy and a high
degree of concentration, perceiving virtually no distinction between themselves and the tasks they
perform (Schaufeli, 2021). However, work engagement is associated more with the actual work tasks
interactions and thus, enjoying more the work than the socially mediated interactions facilitated by
technology in the workplace. Thus, workers suffering from telepressure due to the use of information
and communication technologies may, if they yield to their impulses, appear engaged despite not
necessarily completing their actual work tasks; in other words, they merely seem occupied with
work-related tasks (Barber & Santuzzi, 2015).

Furthermore, such workers may present more characteristics related to dedication and
absorption in relation to work (staying connected and involved), rather than vigor (enthusiasm for
work), given that the latter brings intrinsic pleasure as a fair response to work demands. Even though
the study by Barber and Santuzzi (2015) found a positive association between the constructs, there
is other evidence that indicates that telepressure at work has a negative relationship with work
engagement (Pfaffingeretal., 2022; Seeman et al., 2023; Wang et al., 2023). The findings from such
studies suggest that telepressure at work can jeopardize employees’ engagement by prolonging
work-related psychophysiological effort and interfering with the necessary recovery. By keeping
employees continuously connected, it increases stress and feelings of exhaustion, hampering their
well-being and health; this reduces their ability to engage effectively in work activities. In this
connection, the following hypothesis was formulated:

Hypothesis 4: Workplace telepressure is negatively related to work engagement.
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Method
Participants

The study used a convenience sample composed of 567 Brazilian workers of both genders
(59.4% female) with different professional education hailing from 21states (plus the Federal District);
most of them came from the states of Rio de Janeiro (62.3%) and S&o Paulo (13.8%). Most participants
worked in the private sector (69.3%) and did not hold a managerial position (67.0%). Regarding the
industry sector, the most frequently reported category was services (39.5%). With regard to the work
arrangements at the time of the survey, 47.8% of all respondents were teleworking. Participant ages
ranged from 18 to 71years (M = 32.1; SD = 9.9). The inclusion criteria required participants to be at
least 18 years old, to have completed high school, and to be currently employed.

Instruments

The workplace telepressure construct was measured using the Workplace Telepressure
Scale developed by Barber and Santuzzi (2015); this is a unidimensional scale comprising six items
rated on a five-point Likert-type scale, ranging from 1 (strongly disagree) to 5 (strongly agree). An
example is: “l can concentrate better on other tasks after responding to my pending messages.” A
translation and back-translation procedure was employed to translate the scale (Gregoire, 2018).
This procedure involved a professor fluent in English who translated each item into Portuguese;
an English language professor translated that version back into English and seven investigators in
the field of psychometrics conducted a technical review and compared the two versions to verify
semantic equivalence.

Public self-consciousness was measured using the public self-consciousness dimension
of the Revised Self-Consciousness Scale, validated in Brazil by Teixeira and Gomes (1996). This
dimension focuses on the interest in and concern regarding oneself as a social object or stimulus - a
trait more prevalent in individuals who act under the influence of others’ opinions - and consists of
seven items rated on a five-point Likert-type scale ranging from 1(strongly disagree) to 5 (strongly
agree). An example is: “l am concerned about the way | present myself.” The internal consistency
index, calculated using Cronbach’s alpha, was 0.70 in the Teixeira and Gomes study (1996).

Work addiction was measured using the short version of the Dutch Work Addiction Scale,
adapted to the Brazilian context by Carlotto and Miralles (2010). The instrument consists of ten
items distributed equally across two factors: excessive work and compulsive work. Responses were
provided on a Likert-type scale ranging from 1 (strongly disagree) to 5 (strongly agree). An example
of an item from the excessive work factor is: “It feels like | am racing against the clock.” An example
of an item from the compulsive work factor is: “| feel there is something inside me that drives me
to work hard.” Internal consistency indices (Cronbach’s alpha) in the Carlotto and Miralles study
(2010) were 0.70 for excessive work and 0.74 for compulsive work.

Work engagement was measured using the short version of the Utrecht Work Engagement
Scale, adapted for the Brazilian context by Ferreira et al. (2016). It consists of nine items rated on
a seven-point Likert-type scales, ranging from 0 (never) to 6 (daily). An example is: “At my work,
| feel bursting with energy.” The scale’s internal consistency assessed using the Cronbach’s alpha,
was 0.91in the study by Ferreira et al. (2016).

Technological demands were measured using the “response expectation” (two items) and
“availability” (four items) factors from the ICT Demands Scale developed by Day et al. (2012); the
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items were translated and implemented in this study. Response options followed a Likert-type scale
ranging from O (never) to 4 (almost always). Examples of items include: “I am expected to respond
to emails immediately” (response expectation) and “I must be accessible for contact at any time”
(availability). Internal consistency indices (Cronbach’s alpha) were 0.86 for response expectation
and 0.83 for availability in the study by Day et al. (2012). It should be noted that, as the scale had not
yet been adapted and validated for the Brazilian context, the same translation and back-translation
procedure used for the Workplace Telepressure Scale was employed.

A sociodemographic questionnaire was also adopted. This questionnaire included questions
regarding gender, age, children, education, profession, the Brazilian state where employed, the
organization’s sector (public or private), work arrangement (remote, hybrid, or in-person), and
tenure in the current job.

Data Collection Procedures

Initially, the investigation project was submitted to the Research Ethics Committee of
the authors’ institution. After approval, data collection was performed online. As a condition for
participation, individuals provided their consent by signing the Informed Consent Form. Data
collection took place over a six-month period using the Typeform platform. Participants were called
to take part in the survey via messages posted on social media — specifically Facebook, LinkedIn,
Instagram, and WhatsApp — which included a link to access the survey.

Data Analysis Procedures

The data collected were tabulated using the BM®SPSS® (version 21), followed by analysis via
the Lavaan package in the RStudio software. To test the scale’s internal structure, confirmatory
factor analyses were conducted using Structural Equation Modeling with the WLSMV
(Weighted Least Squares Mean and Variance-adjusted) parameter estimation method. The
model fit was assessed using the following indicators: chi-square (x?), Root-Mean-Square
Error of Approximation (RMSEA), Comparative Fit Index (CFl), and Tucker-Lewis Index (TLI);
(Byrne, 2012). Values below 0.06 for RMSEA and above 0.95 for CFl and TLI were adopted as
indicators of good fit (Gana & Broc, 2019). Reliability indices for each scale were calculated using
Cronbach’s alpha and McDonald’s omega coefficients. Item invariance was examined through
multigroup confirmatory analysis to determine whether groups defined by gender (female
and male) and work modality (remote, hybrid, or in-person) were equivalent. Relationships
between the Workplace Telepressure Scale (Barber & Santuzzi, 2015) and related constructs
were investigated by calculating factor correlations.

Ethical Procedures

The research project was initially submitted to the institution’s Research Ethics Committee
and was approved and the Certificado de Apresentacdo para Apreciacéo Etica (CAAE, Certificate
of Presentation for Ethical Appreciation) No. 47664721.7.0000.5289 was issued. Participants who
voluntarily agreed to participate in the study were informed about the anonymity and confidentiality
of their responses upon completing the Informed Consent Form and were subsequently asked to
answer the questionnaires.
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Results

Initially, based on previous studies using the instrument in question (Barber & Santuzzi,
2015), one-factor and two-factor models were tested via Confirmatory Factor Analysis, mirroring
the approach used by Barber and Santuzzi (2015). Although the two-factor model showed somehow
reasonable fitindices (x*(df) = 67.02 (8); CFI = 0.98; TLI = 0.97; RMSEA = 0.114 (0.090-0.140)),
the factors exhibited a high correlation with each other (0.79), just as observed in the scale
development study. Conversely, the one-factor model yielded superior fit indices (x*(df) = 24.17
(8); CFI=0.99;TLI=0.99; RMSEA = 0.060 (0.033-0.088)) and was, therefore, selected to represent
the instrument’s internal structure.

Subsequently, the internal consistency of the instrument’s factors was calculated using the
Cronbach’s alpha and McDonald’s omega coefficients. The results showed that the Telepressure
at Work Scale factor exhibited adequate internal consistency indices: 0.83 for both Cronbach’s
alpha and McDonald’s omega. The results thus demonstrated that the Brazilian version of the
Telepressure at Work Scale retained the six items from the original version that were distributed
across a single dimension. Table 1 presents the description of the items along with their relevant
standardized factor loadings.

Items and standardized factor loadings

Items Factor loadings
1- | have trouble concentrating on other things when | receive a message from someone [Tenho dificuldade em me concentrar 0.46
em outras coisas quando recebo uma mensagem de alguém].
2- | can focus better on other tasks after answering my messages [Posso me concentrar melhor em outras tarefas depois de 0.46
responder as minhas mensagens].
3- I can’t stop thinking about a message until | reply to it [Ndo consigo parar de pensar em uma mensagem até respondé-la]. 0.73
4- | feel a strong need to respond immediately to others [Sinto uma forte necessidade de responder aos outros imediatamente]. 0.85
5- | feel pressured to respond the moment | receive a request from someone [Sinto-me pressionado a responder no exato momento 0.82
em que recebo uma solicitagdo de alguémy.
6- It's hard for me to resist the urge to reply to a message immediately [E dificil para mim resistir ao impulso de responder uma 0.87

mensagem de imediato].

Based on the single-factor structural model, the items parameter invariance was assessed
using the Multi-Group Confirmatory Factor Analysis (MGCFA) across groups defined by gender
(male and female) and work modality (in-person, hybrid, and online). The data analysis revealed that
imposing constraints caused small and practically negligible differences in the indicators reviewed;
specifically, differences in CFl and RMSEA were less than 0.01(Table 2). These results indicate that,
for the single-factor model, factor loadings, thresholds, and scalar parameters were actually invariant
across the groups analyzed (Cheung & Rensvold, 2002).

Correlations between variables were calculated using a measurement model in which all
five study variables were included as latent variables. The results showed that all correlations
were significant, thereby confirming the study hypotheses (Table 3). Furthermore, the five-factor,
38-item model demonstrated good fit indices - x*(df) = 3069.89 (645); CFI = 0.97; TLI = 0.97;
RMSEA =0.083(0.080-0.086) — indicating that the items were explained by their respective latent
variables.
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Instrument Invariance Analysis

Models (Gender) o7 Ay? CFl ACFI RMSEA ARMSEA
Configural 2773 - 0.998 - 0.051 -
Metric 36.91 9.18 0.998 0.000 0.052 0.001
Scalar 54.67 17.8 0.997 0.001 0.052 0.000
Models (Modality) 12 Ay? CFI ACFI RMSEA ARMSEA
Configural 36.27 - 0.998 - 0.052 -
Metric 39.98 37 0.999 0.001 0.050 0.002
Scalar 7110 3112 1.000 0.001 0.048 0.002

Notes: % Chi-square; Ay Chi-square difference; CFl: Comparative Fix Index; ACFI: Difference in CFl; RMSEA: Root Mean Square Error of Approximation; ARMSEA:
Difference in RMSEA; Configural: Factorial structure fixed across groups; Metric: Factorial structure and factor loadings fixed across groups; Scalar: Factorial structure,
factor loadings, thresholds, and intercepts fixed across groups. N men: 230; N women: 337; N in-person modality: 206; N hybrid modality: 90; N online modality: 271.

Table 3
Correlation between the variables
Variables 1 2 3 4
1- Workplace telepressure - - - -
2- Technological demands at work 0.20™ - - -
3- Public self-awareness 0.26™ 019" - -
4- Addition of work 033" 0.56™ 0.26" -
5- Work engagement -012" -017" 013" -0.01

Note: "p < 0.01; ™ p < 0.001.

Discussion

This study aimed to adapt the Workplace Telepressure Scale and gather initial validity
evidence for it using a sample of Brazilian workers. The results indicated that the instrument
demonstrated adequate psychometric properties regarding internal structure, internal consistency,
items parameter invariance, and the relationship between workplace telepressure and external
variables. Thus, this study reveals various theoretical and practical implications.

The confirmatory factor analysis revealed that the single-factor model yielded better fit
indices; hence, it was selected to represent the instrument’s internal structure. These results are
consistent with the study on the development and validation of the original instrument (Barber &
Santuzzi, 2015). Thus, the final Brazilian version of the Workplace Telepressure Scale consists of six
items and a single factor. Consequently, our survey adds cross-cultural evidence supporting the
conclusion that the single-factor model holds true, regardless of the differing cultural patterns
found in North American and Brazilian societies.

Regarding internal consistency, the results demonstrated that the workplace telepressure
factor exhibited adequate internal consistency indices. These findings indicate that scores for
the general factor can be estimated with great accuracy, even with a limited number of items
across samples composed of different nationalities’ participants. Thus, it was determined that the
instrument’s scores possess a satisfactory level of precision, meaning there is minimal measurement
error attributable to a lack of internal consistency (Souza et al., 2017).

Regarding the relationship with external variables, the results demonstrated a positive
correlation with technological demands, thereby confirming the study’s Hypothesis 1. Given that
individuals experiencing telepressure feel a sense of concern and urgency to respond to work-related
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messages via information and communication technologies (email, WhatsApp, voice messages)
making themselves immediately available for work even after official work hours, these findings are
justified by the fact that such demands are inherent to the use of these technologies; they require
sustained effort and entail long-term physiological and psychological expenditure. The findings
corroborate previous research indicating that these technologies create a sense of urgency that
keeps employees connected to work beyond business hours, thereby hampering their recovery and
psychophysiological well-being (Kao et al., 2020; Sun & Xu, 2023; Wilder et al., 2023).

A positive relationship was also observed between workplace telepressure and public
self-consciousness, confirming Hypothesis 2. A plausible explanation for this result is that
highly conscientious workers tend to be more responsible and diligent in performing their tasks;
consequently, they may feel more inclined to respond to messages immediately, even outside the
workplace, in order to create a favorable impression on others. This behavior is aligned with the
findings of Barber and Santuzzi (2015) and Barber et al. (2024), which suggest that public self-
consciousness can drive the behavior of remaining constantly available for work due to a desire for
social approval, even at the expense of one’s own work-life balance.

The study’s findings indicated a positive relationship between workplace telepressure
and work addiction, providing empirical support for Hypothesis 3. These results are aligned with
the studies by Barber and Santuzzi (2015), Barber et al. (2024), and Wilder et al. (2023), which also
found a positive correlation between telepressure and work addiction. One possible explanation
for this relationship is that the motivational component of addiction involves a desire to remain
engaged with work; thus, one might expect employees with higher levels of work addiction to
experience higher levels of telepressure. However, while the motivational component of addiction
may involve a concern with staying connected to work, telepressure focuses on maintaining social
relationships through technology-mediated communication, that is, the concern lies in responding
to work-related messages rather than actually performing work tasks. This distinction is crucial for
understanding how telepressure positively relates to work addiction: it is more about the need to
be “always available” than about actual productivity (Barber & Santuzzi, 2015).

Finally, the Workplace Telepressure Scale also showed a negative correlation with
engagement, providing empirical support for Hypothesis 4. The findings reported here indicate that
workplace telepressure is associated with interactions mediated by information and communication
technologies; however, the employee experiencing telepressure lacks the vigor, dedication, and
absorption which are typical characteristics of engaged employees when performing their work
tasks. Thus, individuals experiencing telepressure may appear engaged in their work, but they lack
enthusiasm in carrying out their work activities (Barber & Santuzzi, 2015).

These results contradict the findings of Barber and Santuzzi (2015), who identified a positive
relationship between workplace telepressure and work engagement. However, they confirm the
studies by Pfaffinger et al. (2022), Seeman et al. (2023), and Wang et al. (2023). As these studies
show, the continuous pressure to be available impairs workers’ psychophysiological and emotional
recovery, thereby reducing their capacity to engage actively in their work. Telepressure may create
an appearance of engagement, but affected individuals lack the enthusiasm or vigor required to
fully dedicate themselves to their roles. A lack of recovery after work hours leads to a decline in
enthusiasm, resulting in reduced absorption in work activities. This condition reflects how the
continuous pressure and prolonged effort lead to a drop in genuine engagement, even if there is a
superficial appearance of dedication.

The correlation results obtained between workplace telepressure and external variables
provide evidence of the scale’s convergent validity. Together with the findings regarding the validity
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of its internal structure, these results reaffirm the instrument’s utility for assessing workplace
telepressure.

This study also offers practical contributions. Based on the empirical evidence presented,
organizations can use the Workplace Telepressure Scale to monitor workers’ telepressure levels,
aiming to ensure a balance between rest and work hours. Consequently, the human resources
professionals can identify effective ways to mitigate employees’ high level of psychological
connection to work. Such an assessment can shed light on necessary interventions such as planning
and implementing strategies to monitor and limit the time employees spend using information and
communication technologies outside the workplace thereby enhancing employee’s well-being and
quality of life.

Regarding the limitations of this study, it is worth noting that our investigation was cross-
sectional, with data analysis conducted at a specific point in time. Consequently, the findings do not
allow for causal inferences regarding the observed relationships. Another limitation concerns the
sample; although large, it was a convenience sample, which prevents the claim that it represents
the entire Brazilian population particularly keeping in mind that the population from the South,
North, Northeast, and Center-West regions had a quite limited participation in the study. This factor
may hinder the generalizability of the results. Furthermore, the present study did not delve into the
specific differences observed between workplace telepressure and work addiction, work engagement,
and public self-consciousness. However, all these constructs are characterized as positive individual
outcomes resulting from workplace exposure, which may offer a likely explanation for the correlations
found. In any case, future research distinguishing between these constructs is necessary to gain a
deeper understanding of the actual differences among these distinct workplace phenomena.

Furthermore, regarding a future research agenda, the current study included diverse
occupational categories; thus, it would be valuable for future research to gather evidence on scale
invariance by comparing the internal structures of specific occupational classes. It is also suggested
that research be conducted to further explore the nomological network of workplace telepressure,
particularly concerning its impact on variables characterizing the workplace well-being. Such
research should preferably have a longitudinal design, allowing for a deeper understanding of
these relationships through the consistency of data observed over time. Finally, it would enrich the
literature if the workplace telepressure was the subject of future research concerning people from
other countries besides the US and, now, also Brazil.

This extension would enhance the concept of telepressure by assessing the construct’s
predictive validity in other languages.

In any case, the results of the present study indicate that the Workplace Telepressure Scale
demonstrated initial evidence of internal structure validity and relationships with external variables in
a Brazilian sample. Therefore, it can be considered an appropriate measure for assessing individuals
experiencing workplace telepressure, supporting its future use in research and in organizational
diagnostics.

References

Barber, L. K., Leslie, S., & Samaniego, A. (2024). Workplace telepressure and work rumination: evidence of
incremental validity beyond workaholism. Occupational Health Science, 8(3), 661-677. https://doi.
0org/10.1007/s41542-024-00187-x

Barber, L. K., & Santuzzi, A. M. (2015). Please respond ASAP: workplace telepressure and employee recovery.
Journal of Occupational Health Psychology, 20(2), 172-189. https://doi.org/10.1037/a0038278

Estud. Psicol. | Campinas | 2026 | 43 | e220074


https://doi.org/10.1007/s41542-024-00187-x
https://doi.org/10.1007/s41542-024-00187-x
https://doi.org/10.1037/a0038278 

12

L. P. Alves et al. | Workplace Telepressure Scale

Carlotto, M. S., & Miralles, M. D. (2010). Translation, adaptation and exploration of psychometric properties
of “Dutch Work Addiction Scale” (DUWAS). Contextos Clinicos, 3(2), 141-150. http://pepsic.bvsalud.
org/scielo.php?script=sci_arttext&pid=51983-34822010000200008

Day, A., Paquet, S., Scott, N., & Hambley, L. (2012). Perceived information and communication technology (ICT)
demands on employee outcomes: The moderating effect of organizational ICT support. Journal of
Occupational Health Psychology, 17(4), 473-491. https://doi.org/10.1037/a0029837

Ferreira, M., Damasio, B., Mourdo, L., Porto, J., Chinelato, R., Novaes, V., & Pereira, M. (2016). Additional validity
evidences of UWES-9 in Brazilian samples. Estudos de Psicologia (Natal), 21(&), 435-445. http://www.
redalyc.org/articulo.0a?id=26150936008

Filgueiras, V. A. (2022). Labor, information and communication technology, and living conditions: who/what is
technology for? “New” enterprises and the “old” labor exploitation. Revista Katdlysis, 25,1-5. https://
doi.org/10.1590/1982-0259.2022.84365

Gana, K., & Broc, G. (2019). Structural equation modeling with lavaan. John Wiley & Sons

Gregoire, |. (2018). ITC guidelines for translating and adapting tests. International Journal of Testing, 18(2),
101-134. https://doi.org/10.1080/15305058.2017.1398166

Hu, X., Santuzzi, A. M., & Barber, L. K. (2019). Disconnecting to detach: the role of impaired recovery in negative
consequences of workplace telepressure. Revista de Psicologia Del Trabajo y de Las Organizaciones,
35(1), 9-15. https://doi.org/10.5093/jwop2019a2

Kao,K.Y., Chi,N.W., Thomas, C. L., Lee,H. T., & Wang, Y. F. (2020). Linking ICT availability demands to burnout
and work-family conflict: the roles of workplace telepressure and dispositional self-regulation. The
Journal of Psychology, 154(5), 325-345. https://doi.org/10.1080/00223980.2020.1745137

Oliveira, G. F. (2022). Comunicagdo organizacional e trabalho remoto em contexto de pandemia: Construcdo
de sentidos e percepcbes de empregados Universidade Estadual Paulista. http://hdl.handle.
net/11449/217480

Pfaffinger, K. F., Reif, ). A. M., & Spieb, E. (2022). When and why telepressure and technostress creators impair
employee well-being. International Journal of Occupational Safety and Ergonomics, 28(2), 958-973.
https://doi.org/10.1080/10803548.2020.1846376

Pinheiro, L. R.S., & Carlotto, M. S. (2018). Prevalence and predictors of workaholism among managers. Revista
de Psicologia (Santiago), 27(1), 77-87. https:/ /dx.doi.org/10.5354/0719-0581.2018.50742

Schaufeli W. (2021). Engaging leadership: how to promote work engagement? Frontiers in Psychology, 12, 754556.
https://doi.org/10.3389/fpsyg.2021.754556

Scheier, M. F., & Carver, C. S. (1985). The Self-Consciousness Scale: a revised version for use with general
populations. Journal of Applied Social Psychology, 15(8), 687-699. https://doi.org/10.1111/}.1559-1816.1985.
th02268.x

Semaan, R., Nater, U. M., Heinzer, R., Haba-Rubio, |., Vlerick, P., Cambier, R., & Gomez, P. (2023). Does workplace
telepressure get under the skin? Protocol for an ambulatory assessment study on wellbeing and
health-related physiological, experiential, and behavioral concomitants of workplace telepressure.
BMC Psychology, 11(1), 145. https://doi.org/10.1186/s40359-023-01123-4

Siqueira, M. M. M. (2014). Novas medidas do comportamento organizacional: ferramentas de diagndstico e de
gestdo. Artmed.

Souza, A. C. D., Alexandre, N. M. C., & Guirardello, E. D. B. (2017). Psychometric properties in instruments
evaluation of reliability and validity. Epidemiologia e Servicos de Saude, 26, 649-659. https://doi.
0rg/10.5123/S1679-49742017000300022

Sun, H., & Xu, . (2023). Prompt reply: Workplace telepressure in the information and communications technology
(ICT) era. Advances in Psychological Science, 31, 467. https://doi.org/10.3724/SP.|.1042.2023.00467

Tedone A. M. (2022). Keeping up with work email after hours and employee wellbeing: Examining relationships
during and prior to the covid-19 pandemic. Occupational Health Science, 6(1), 51-72. https://doi.
org/10.1007/s41542-021-00107-3

Estud. Psicol. | Campinas | 2026 | 43 | e220074


http://pepsic.bvsalud.org/scielo.php?script=sci_arttext&pid=S1983-34822010000200008 
http://pepsic.bvsalud.org/scielo.php?script=sci_arttext&pid=S1983-34822010000200008 
https://doi.org/10.1037/a0029837
http://www.redalyc.org/articulo.oa?id=26150936008
http://www.redalyc.org/articulo.oa?id=26150936008
https://doi.org/10.1590/1982-0259.2022.e84365
https://doi.org/10.1590/1982-0259.2022.e84365
https://doi.org/10.1080/15305058.2017.1398166
https://doi.org/10.5093/jwop2019a2
https://doi.org/10.1080/00223980.2020.1745137
http://hdl.handle.net/11449/217480
http://hdl.handle.net/11449/217480
https://doi.org/10.1080/10803548.2020.1846376
https://dx.doi.org/10.5354/0719-0581.2018.50742
https://doi.org/10.3389/fpsyg.2021.754556
https://doi.org/10.1111/j.1559-1816.1985.tb02268.x 
https://doi.org/10.1111/j.1559-1816.1985.tb02268.x 
https://doi.org/10.1186/s40359-023-01123-4
https://doi.org/10.5123/S1679-49742017000300022
https://doi.org/10.5123/S1679-49742017000300022
https://doi.org/10.3724/SP.J.1042.2023.00467
https://doi.org/10.1007/s41542-021-00107-3 
https://doi.org/10.1007/s41542-021-00107-3 

13

L. P. Alves et al. | Workplace Telepressure Scale

Teixeira, M., & Gomes, W. B. (1996). Revised Self-Consciousness Scale (SCS-R): psychometric characteristics in
asample of Brazilian adolescentes. Arquivos Brasileiros de Psicologia, 48(2), 78-92. http://www.ufrgs.
br/museupsi/lafec/al996aa.htm

ten Brummelhuis, L. L., ter Hoeven, C. L., & Toniolo-Barrios, M. (2021). Staying in the loop: is constant
connectivity to work good or bad for work performance? Journal of Vocational Behavior, 128(2), 103589.
https://doi.org/10.1016/j.jvb.2021.103589

Wang, H., Xiao, Y., Wang, H., Zhang, H., & Chen, X. (2023). “Who knows me understands my needs": the effect
of home-based telework on work engagement. Psychology Research and Behavior Management, 16,
619-635. https://doi.org/10.2147/PRBM.S402159

Wilder, E., Aziz, S., & Wuensch, K. (2023). Working 9 to always: relationships among workplace telepressure,
ICT boundary creation, and workaholism. Health Psychology Report, 12(3), 227-237. https://doi.
org/10.5114/hpr/165873

Contributors

Conceptualization and Design of the study: L. P. ALVES, L. M. D. GABARDO-MARTINS, and L.
F. MARTINS. Data curation: L. M. D. GABARDO-MARTINS and L. F. MARTINS. Formal analysis and
Writing - original draft: L. P. ALVES. Supervision: L. M. D. GABARDO-MARTINS. Writing - review & editing:
L. P. ALVES, L. M. D. GABARDO-MARTINS, and L. F. MARTINS.

Estud. Psicol. | Campinas | 2026 | 43 | e220074


http://www.ufrgs.br/museupsi/lafec/a1996aa.htm
http://www.ufrgs.br/museupsi/lafec/a1996aa.htm
https://doi.org/10.1016/j.jvb.2021.103589
https://doi.org/10.2147/PRBM.S402159
https://doi.org/10.5114/hpr/165873
https://doi.org/10.5114/hpr/165873

