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Abstract 
Based on the job demand-resource model and resource conservation theory, the 
influence of extra-role tasks on employees' time Occupy behavior and its mediating 
mechanism and boundary conditions were examined. Hierarchical regression analysis 
was conducted on 202 questionnaires, and the results showed that: extra-role tasks 
positively influenced time Occupy behavior through employees' emotional exhaustion; 
time pressure positively moderated the relationship between extra-role tasks and 
emotional exhaustion and time Occupy behavior. This study extends the research 
related to extra-role tasks and time Occupy behavior, and provides a reference for 
managers to allocate tasks appropriately. 
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1. Introduction 

Time plays a crucial role in the life of an organization. In the actual corporate environment, time 
wasting by employees is a common phenomenon that brings a certain cost of time consumption 
and greatly reduces the efficiency of employees' work time utilization. Ketchen et al. (2008) 
pointed out that time Occupy refers to employees engaging in unapproved nonwork related 
activities during working hours. If managers lack awareness and control of time Occupy, and 
employees lack awareness of the adverse effects of this behavior, the organization's resources 
are damaged and thus detrimental to the long-term development of the organization. 
Illegitimate tasks, as a new type of occupational stressor, contain tasks that are beyond the 
reasonable scope of an individual's work and do not need to be performed at all. The tasks 
assigned do not meet the role expectations of the employee, undermine the individual's self-
identity, and ultimately lead to emotional exhaustion. Combined with resource conservation 
theory, employees may cope with such stressors by retaining or regaining resources through 
time-encroaching behaviors. Based on this, this paper applies resource conservation theory to 
explore the relationship between noncompliance tasks and time appropriation behaviors, and 
also examines the mediating role of emotional exhaustion between noncompliance tasks and 
time appropriation, as well as the moderating role of time pressure. 

2. Theory and Hypotheses 

2.1. Illegitimate Tasks and Time Occupy 
Illegitimate tasks, a new concept of job stressors, was first proposed by Semmer et al. (2007) 
based on role theory, identity theory, and equity theory, and refers to an implicit social message 
of disrespect. Semmer et al. (2010) classified them into unreasonable tasks and unnecessary 
tasks. Because they threaten the legitimate professional identity of the employee, they can 
cause tension and stress, constituting what Thoits (1991) called an identity-threatening 
stressor. Studies have shown that Illegitimate tasks can produce negative emotions such as 
anxiety (Fila, et al., 2018), depression, anger (Zhou, et al., 2018), and emotional exhaustion, 
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affect sleep quality, and impair employees' physical and mental health (Ahmed, et al., 2018). 
Illegitimate tasks lower employees' self-esteem (Schulte-Braucks, et al., 2019), make them feel 
unappreciated by their leaders, which in turn creates job dissatisfaction (Kottwitz, et al., 2019; 
Muntz, et al., 2019), decreases work engagement (Muntz, et al., 2020; Kiia Kilponen 1, et al., 
2021),decreases performance (Ma, et al., 2019), increases employees' propensity to leave 
(Apostel, et al., 2018; Zeng, et al., 2021), and induces negative behaviors (Zhou, et al., 2020; 
Zhao, et al., 2021).  
Combined with the resource conservation theory, this theory suggests that individuals always 
try to protect and maintain existing resources from loss and at the same time try to acquire new 
resources (Hobfoll, 1989). When employees are faced with resource depletion, individuals tend 
to reinvest in new resources in order to prevent further loss of resources so that they can 
recover. As an easily neglected counterproductive behavior, although employee time Occupy is 
detrimental to the long-term development of the organization, it is considered an effective way 
for employees to replenish resources because they engage in non-work related events such as 
browsing the web and taking extended breaks during working hours to obtain resources, which 
can effectively relieve employees' negative emotions and relieve work stress and fatigue 
(Martin, 2010). Based on the above analysis, illegitimate tasks undermine employees' role 
expectations and make them lose work resources, and in order to reduce the loss of resources 
and regain resources employees will resort to appropriating organizational time resources to 
relieve stress. 
H1: Illegitimate tasks are positively associated with employee time Occupy behavior. 

2.2. The Mediating Role of Employee Emotional Exhaustion 
Illegitimate tasks as occupational stressors can cause employees to develop stress overload and 
negative emotions due to depletion of resources when such stressors occur frequently in 
employees. Fila et al. (2018) through the demand-control-support framework find that 
illegitimate tasks as stressors can deplete resources and increase colleges' unpleasant emotions 
(i.e., anxiety). Resource conservation theory suggests that employees with negative emotions 
deplete their personal resources and in this case are most likely to trigger emotional exhaustion. 
According to the stressor-detachment model, employees who experience workplace stressors 
develop stress responses, including timely physiological responses (e.g., elevated adrenaline or 
cortisol levels, increased heart rate and blood pressure), psychological responses (e.g., 
increased negative emotions and fatigue), and behaviors (e.g., arguments with coworkers) 
(Sonnentag, et al., 2015). Excessive work stress can cause excessive loss of employee resources, 
which can trigger emotional exhaustion when not replenished. Employee emotional exhaustion 
refers to the exhaustion that occurs when employees overuse resources such as emotions after 
experiencing workplace stress (Maslach, et al., 2001). Many scholars have found that emotional 
exhaustion not only leads to loss of self-confidence and negative emotions of frustration, 
tension and irritability, but also leads to a decrease in job performance (Yang, et al., 2019), 
inhibits employees' constructive behavior (Sessions, 2019) and an increase in the tendency to 
leave (Shin, et al., 2020).  
In practice, employees may be assigned tasks outside of their job duties that convey 
disrespectful and offensive messages to employees undermining their role expectations, 
threatening individual professional identity, depleting individual resources, triggering 
emotional exhaustion, and carrying out generating negative behaviors. In order to avoid 
excessive loss of resources, individuals usually take some actions to conserve individual 
resources, and time Occupy behavior is considered a good way to do so. Studies have shown 
that when employees experience some unfriendly behaviors, they may develop behaviors that 
are detrimental to the interests of the organization, so time-wasting behaviors such as 
exceeding the required break length to extend their break time become a logical way for 
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employees to cope with the stress from the organization and can help them temporarily escape 
the effects of negative emotions (Henle, 2010; Martin, 2010). 
H2: Emotional exhaustion mediates the relationship between illegitimate tasks and employees' 
time Occupy behaviors. 

2.3. The Moderating Role of Employee Time Occupy 
Time pressure is the subjective judgment that employees do not have enough time to complete 
their tasks themselves, and time pressure is characterized by a perceived lack of available time 
relative to the workload (Bakker, et al., 2014). In studies of challenging-hindering stressors, 
time pressure is seen as challenging and potentially motivating, causing a depletion of 
resources detrimental to physical and mental health on the one hand; on the other hand, it 
stimulates employees' intrinsic motivation to enhance individual performance (Urbach, et al., 
2019). Combined with the job requirement-resource model, time pressure as a job requirement 
and employees' prolonged overload commitment will make employees' cognitive and 
emotional resources continuously depleted and cannot be replenished, which accelerates the 
rate of resource loss and thus increases employees' emotional exhaustion. Therefore, when 
employees face illegitimate tasks that initially damage their work resources, it leads to negative 
emotions, and when employees face work deadlines, it increases the degree of resource 
depletion and raises the level of emotional exhaustion. When individual resources are faced 
with decreasing situations, it will accelerate employees' resource loss and lead to negative 
emotions. Driven by self-protection mechanisms, employees will adopt time Occupy behaviors 
to alleviate the stress and resource depletion they face. 
H3: Time stress positively moderates the relationship between illegitimate tasks and emotional 
exhaustion and time Occupy behaviors, i.e., high levels of time stress enhance the positive 
relationship between illegitimate tasks and emotional exhaustion and time Occupy behaviors. 
 

 
Figure 1. Theoretical model 

3. Materials and Methods 

3.1. Sample and Procedure 
In this study, the employees of the enterprises were selected as the respondents, and the 
research was conducted by distributing questionnaires online. We sent out 250 questionnaires, 
recovery of valid questionnaires 202, recovery 80.8%. In the survey sample, respondents under 
25 years of age accounted for 18.3%, respondents aged 25–20 accounted for 39.6%, 
respondents aged 31–40 accounted for 36.1%, respondents aged 41–50 accounted for 5.0%, 
respondents aged 50 or above accounted for 1.0%. The age of respondents 36.6% were women. 
Education level in high school and below the respondents accounted for 2.5%, college 
accounted for 18.3%, undergraduate accounted for 69.3%, Master’s degree and above 
accounted for 9.9%. Respondents with<1 year working years accounted for 11.4%, with 1<3 



Volume 3 Issue 4, 2022 

DOI: 10.6981/FEM.202204_3(4).0049 

369 

Frontiers in Economics and Management 

ISSN: 2692-7608 

years accounted with 17.3%, with 3-5 years accounted for 31.3%, with 5-10 years accounted 
for 30.2%, and over 10 years accounted for 9.9%. Most of respondents were general employees 
and junior managers. 

3.2. Measurement 
Illegitimate tasks we measured illegitimate tasks using the scale developed by Semmer et al. 
(2010) Bern Illegitimate tasks scale. There were eight measurement items, including 
unreasonable tasks and unnecessary tasks 10measurement items, which were rated on a 5-
point scale ranging from 1 (strongly disagree) to 5 (strongly agree) such as “Do you have work 
tasks to take care of, which keep you wondering if . . .” In this study, the Cronbach’s alpha was 
set at 0.891. 
Employee Emotional Exhaustion We measured emotional exhaustion using the scale developed 
by Maslach & Jackson  (1981). There were four measurement items, which were rated on a 5-
point scale ranging from 1 (strongly disagree) to 5 (strongly agree) such as “I feel exhausted 
when I’m off duty.” In this study, the Cronbach’s alpha was set at 0.877. 
Employee Time Occupy We measured time Occupy using the scale developed by Bennett (2000). 
There were three measurement items, which were rated on a 5-point scale ranging from 1 
(never) to 5 (very often) such as “Dealing with personal things at work rather than working for 
the boss.” In this study, the Cronbach’s alpha was set at 0.728. 
Employee Time Pressure We measured time Occupy using the scale developed by Durham 
(2000). There were four measurement items, which were rated on a 5-point scale ranging from 
1 (strongly disagree) to 5 (strongly agree) such as “We felt that we were working under 
excessive time pressure.” In this study, the Cronbach’s alpha was set at 0.768. 
Control Variables. 
Some scholars have confirmed that the gender (1 = female, 2 = male), age (in years), education 
level, tenure (in years) and position levels have an influence on the unethical behavior of 
employees (Ding, et al., 2018). Therefore, these variables were used as controlling variables. 

4. Data Analysis and Results 

To verify the validity of the hypothesis made in this study, we used SPSS 26 and AMOS 25.0 to 
analyze the data. 

4.1. Confirmatory Factor Analysis 
This study used Amos 25.0 to carry out confirmatory factor analysis to validate each variable. 
We selected four indices: χ2 /df, root mean square error of approximation (RMSEA), 
comparative fit index (CFI) and so on. The table 1 shows that the five-factor model yielded the 
best fit (χ2 /df = 1.71, RMSEA = 0.059, CFI = 0.949, NFI = 0.888, IFI=0.95). Alternatives four-, 
three-, two-, and one-factor of the nested model were significantly worse than the five-factor 
nested model. Comprehensive Table 1 shows that the five variables have good discriminant 
validity, and therefore the analyses of the relationship between them can be further expanded. 
 

Table 1. Confirmatory factor analyses. 
Models χ2 df χ2/df GFI CFI NFI IFI RMSEA 

Five-factor Model (IT, TT, EE, TP) 246.191 144 1.71 0.888 0.949 0.888 0.95 0.059 
Four-factor Model (IT, TT, EE, TP) 319.525 164 1.948 0.861 0.922 0.854 0.923 0.069 

Three-factor Model (IT+TT, EE, TP) 612.682 167 3.699 0.75 0.777 0.72 0.78 0.115 
Two-factor Model (IT+TT+EE, TP) 1182.109 169 6.995 0.519 0.493 0.46 0.499 0.173 
One-factor Model (IT+TT+EE+TP) 1233.186 170 7.254 0.497 0.468 0.473 0.474 0.176 

IT, Illegitimate Tasks; EE, Em0tional Exhaustion; TT, Time Occupy; TP, Time Pressure. 
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4.2. Correlation Analysis of Variables 
The means, standard deviations, and correlations coefficients of the study variables are shown 
in Table 2. The table shows that, illegitimate tasks has significantly correlated with both 
emotional exhaustion (r = 0.211, p < 0.01) and time Occupy (r = 0.174, p < 0.05). Furthermore, 
emotional exhaustion is significantly and positively related to employee time Occupy (r = 0.313, 
p < 0.01) and time pressure was significantly positively correlated with emotional exhaustion 
(r=0.608, p<0.01). Those results are consistent with the expectations of the above research 
hypotheses and also provide the necessary preconditions for analyzing the mediating role of 
emotional exhaustion and the moderating utility of time pressure. 
 

Table 2. Means, standard deviations, and intercorrelations of variables. 
 Mean SD 1 2 3 4 5 6 7 8 9 

1.Gender 0.366 0.483 1         

2.Age 2.307 0.861 .183** 1        

3.Education 2.866 0.604 0.049 -0.036 1       

4.Working Years 3.099 1.15 .230** .723** 0.026 1      

5.Position Levels 2.104 0.788 0.135 .275** .270** .345** 1     

6.IllegitimateTasks 3.366 0.762 -0.04 .211** 0.086 .200** 0.075 1    

7.Emotional 
Exhaustion 

3.482 0.895 -0.033 -0.061 -0.066 -0.034 -0.094 .211** 1   

8.Time Pressure 3.47 0.788 -0.004 0.037 -0.068 0.09 -0.005 .219** .608** 1  

9.Time Occupy 2.734 1.138 0.063 0.116 0.018 .167* 0.136 .174* .313** .451** 1 
*p<0.05, **p<0.01 

4.3. Results from Hypothesis Tests 
Based on the methods recommended by Baron and Kenny (1986), we examined whether 
emotional exhaustion mediates the relationship between illegitimate tasks and employee time 
Occupy. The results are presented in Table 3. Note that the results for Model 1 show that 
illegitimate tasks have significantly positive influence on employee time Occupy, thus 
Hypotheses 1 was supported. Likewise, the results for Model 2 show that illegitimate tasks have 
a significantly positive influence on employee emotional exhaustion. Finally, as for Model 3, we 
added both illegitimate tasks and employee emotional exhaustion into the regression equation. 
The regression results showed that compared with Model 1, and the direct predictive effect of 
illegitimate tasks on employees' time-encroaching behavior was not significant. In addition, the 
upper and lower bounds of the bootstrap 95% confidence interval for the direct effect of 
noncompliance tasks on employee time-encroaching behavior contained 0, indicating that 
emotional exhaustion played a fully mediating role between illegitimate tasks and employee 
time Occupy. This supports hypothesis 2. 
 

Table 3. Results of regression analysis 

Variable 
Time Occupy Emotional Exhaustion Time Occupy 

Model 1 Model 2 Model 3 
Gender 0.509 0.065 0.513 

Age -0.408 -1.141 -0.056 
Education -0.377 -1.006 -0.068 

Working Years 1.206 0.252 1.184 
Position Levels 1.232 -0.915 1.587 

Illegitimate Tasks 2.139* 3.389*** 1.109 
Emotional Exhaustion   4.546*** 

R^2 0.058 0.069 0.148 
F 1.9915* 2.3988** 4.8313*** 

*p<0.05, **p<0.01, ***P<0.001 
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Regarding the test for moderating effects, this study used hierarchical regression analysis to 
test for mediating effects with moderation. The results are shown in Table 4. After putting time 
pressure into the model, the interaction term between illegitimate tasks and time pressure was 
positively related to emotional exhaustion (β = 0.1548, t = 1.7579, p<0.01); it also had a 
significant positive effect on employees' time Occupy behavior (β = 0.4397, t = 3. 5519, p < 0. 
01), indicating that time pressure not only moderates the relationship between illegitimate 
tasks and emotional exhaustion, but also can play a moderating role in the prediction of 
illegitimate tasks and time Occupy behaviors. To further examine the moderating effect of time 
pressure and to show it more visually, this study plotted the moderating effect in question (see 
Figures 1 and 2) and performed a simple slope test by grouping high and low by one standard 
deviation above and below the mean value of time pressure (mean plus one standard deviation 
for high time pressure and mean minus one standard deviation for low time pressure). As can 
be seen from Figure 1, illegitimate tasks had a significant positive effect on emotional 
exhaustion for employees with high time pressure (t=2.569, p<0.05), while the effect of 
illegitimate tasks on emotional exhaustion was not significant for employees with low time 
pressure (t=-0.331, p>0.1). As shown in Figure 2, illegitimate tasks had a significant positive 
effect on employees' time Occupy behavior for employees with higher time pressure (t=2.9447, 
p<0.05), while the effect of illegitimate tasks on employees' time Occupy behavior was 
significant for employees with lower time pressure (t=-2.1089, p<0.05). 
 

Table 4. Results of regression analysis 

Variable 
Emotional Exhaustion Time Occupy 

Model 1 Model 2 
Gender -0.0081 0.4089 

Age -0.5463 0.3608 
Education -0.324 0.2159 

Working Years -0.727 0.4422 
Position Levels -0.9108 1.7357 

Illegitimate Tasks 1.7052* 0.4565 
Time pressure 10.3641*** 5.6444*** 

Emotional Exhaustion  0.6348 
Illegitimate Tasks*Time Pressure 1.7579* 3.5519*** 

R^2 0.402 0.285 
F 16.238*** 8.512*** 

 

 
Figure 2. Moderating effect of time pressure on relationship between illegitimate tasks and 

employee emotional exhaustion. 
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Figure 3. Moderating effect of time pressure on relationship between illegitimate tasks and 

employee time Occupy. 

5. Discussion 

This paper explores the impact of non-compliance tasks on employees' time appropriation 
behavior, as well as the mediating mechanisms and boundary conditions, by combining 
resource conservation theory and the work requirement-resource model. The findings show 
that: noncompliance tasks have a significant positive effect on employees' time-encroaching 
behaviors, and when employees are faced with noncompliance tasks, their own resources are 
depleted and they will resort to deserting during work hours to regain and compensate for 
resources; emotional depletion plays a fully mediating role between noncompliance tasks and 
time-encroaching behaviors, and employees will have negative emotional reactions when faced 
with disrupting role expectations and offending individual self-esteem, which results in 
negative behaviors; time pressure positively regulates the relationship between 
noncompliance tasks and time encroaching behaviors. Time pressure positively moderates the 
relationship between noncompliance tasks and emotional exhaustion and time encroachment 
behaviors, and the higher the level of time pressure, the more individual resources are 
continuously depleted in order to replenish and regain resources, and the easier it is to produce 
emotional exhaustion and time encroachment behaviors. 

5.1. Theoretical Implications 
In this paper, we combine the resource conservation theory with the job requirement-resource 
model to reveal how noncompliance tasks generate time-encroaching behaviors through 
employee emotional exhaustion and the boundary mechanisms of time pressure. Previous 
research has pointed out that noncompliance tasks as stressors can cause negative emotions 
and negative behaviors in employees. This paper confirms the view that when employees are 
faced with noncompliance tasks, it causes depletion of resources and emotional exhaustion. 
When employees face negative emotions, they lose some or part of their personal resources and 
then choose time-appropriating behaviors to protect their resources. 
For managers, non-compliance tasks are inevitable in the workplace, and non-compliance tasks 
not only negatively impact employees in the workplace, but also trigger negative impacts in 
non-work areas. Therefore, managers should reasonably assign tasks within the employee's 
role, reasonably define the boundaries between work and non-work, and reduce the 
employee's resource depletion, thereby motivating the employee's intrinsic motivation and 
reducing negative behaviors. 
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5.2. Limitations and Future Research 
In addition to employee self-assessment, which is prone to common method bias, this study 
also has the following shortcomings and limitations: first, all variables in this study were 
measured at the same point in time, but in fact there is a time lag between non-compliance tasks 
and employees' time encroachment behaviors, and future studies can be conducted using 
longitudinal tracking or multiple points in time; second, the respondents of this study are not 
restricted by industry, however, there are differences between different industries and 
employees' time encroachment behaviors. Secondly, the respondents of this study are not 
restricted by industry, however, the impact of time encroachment on employees' time 
encroachment may vary across industries and employees' responses to non-compliance tasks, 
so future research may focus on a specific industry. 
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