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 The availability of the internet and its usage has become accessible to all and it has contributed to 
the ease of employees avoiding work pressure and leading it for non-work-related matters, which 
is cyberloafing. It has caused many problems in organizations and the most affected are organiza-
tion commitment. The purpose of this study is to examine the impact of workload dimensions (psy-
chological workload and physical workload) on organizational commitment. It also seeks to deter-
mine whether cyberloafing mediates the link between workload and organizational commitment. A 
survey was conducted on 304 employees of a mining company in Jordan. Descriptive statistics, 
correlation, multiple regression, and hierarchical regression analyses were performed to analyse the 
data using SPSS v23. The results showed that the workload significantly influenced the organiza-
tional commitment among the employees. Cyberloafing was found to partially mediate the link 
between both workload variables and organization commitment. The study was conducted in the 
mining industry in Jordan. Thus, future study is suggested to examine the model in other industries 
and countries. 
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1. Introduction 
 
Organizations seek to create a healthy work environment and connect employees physically and psychologically, ensuring 
that the organization's values are accepted and believed in it. The commitment of employees reflects on the quality of their 
performance and contribution to achieve the goals of the organization efficiently and effectively, so the most pressing moti-
vational issues in any organization are an organizational commitment. Organizational commitment happens not only by re-
ducing absenteeism and delays but also by renewing individual and corporate performance at the same time; therefore, atten-
tion to the physical and mental health of the organization's staff is essential and affects the work environment to a large extent. 
At the forefront of these factors is the stress associated with the functional and organizational context, where the workload is 
one of the most critical elements of functional stress (Alipour & Monfared, 2014). There is an increased interest by researchers 
to focus on studying the workload, as studies have shown that workload affects organizational commitment and leads to 
employees evading their work and duties (Andersen et al., 2016; Svedberg, 2018). Previous studies showed that other factors 
also contribute to the evasion of workers' duties, namely cyberloafing, by using the ease of access to various IT devices such 
as computers, tablets, smartphones as well as widespread internet services. Cyberloafing is the act of employees who use the 
internet access during working hours for personal use while pretending to do their legitimate work (Kim & Byrne, 2011; Lim 
& Chen, 2012; Sawitri, 2012). Thus, the purpose of this study is to examine the effect of cyberloafing as a mediator on the 
relationship between workload variables (psychological workload and physical workload) and organizational commitment 
among employees of mining company in Jordan.   
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2. Literature review  
 
2.1 Organizational Commitment 
 

Organizational commitment is one of the topics that has received clear management attention in recent decades, as it relates 
to organizational effectiveness and degree of completion. Organizational commitment reflects an individual's attitude towards 
the organization and includes a strong desire to stay in the organization, whereas individuals committed to their organizations 
are a source of strength to help sustain and compete with other organizations (Jain et al., 2013). The concepts of organizational 
commitment have varied due to the differing visions of researchers around it, but the clarification of the idea has been complicated by 
the focus on commitment to the working environment. It includes several areas such as commitment to work, commitment to duties, 
internal tasks for work, and commitment to the working group, which expressed fundamental variables in organizational commitment. 
Organizational commitment is a psychological and social condition that indicates the objectives of the employees are consistent with 
the goals of the organization,  have a strong sense of belonging,  defending, and the desire to continue with the organization (Al-ha-
wajreh, 2012). In this study, three dimensions of organizational commitment were explored, which is an organizational emotional com-
mitment, normative organizational commitment, and organizational continuance commitment. 
 

2.1.1 Organizational emotional commitment (OEC) 
 

Organizational emotional commitment (EOC) is built when the employee feels a secure emotional attachment to the organi-
zation, the task that they do, and want to be there. OEC is influenced by the degree of an individual’s perception of the 
characteristics that characterize his/her work. This aspect of commitment is also affected by the degree to which an individual 
feels the organizational environment in which he operates, allowing him to work according to self-evaluation of the require-
ments imposed by the different working conditions. The emotional commitment is due to a person's sense of belonging and 
psychological attachment to the organization. Besides, employees who enjoy their work will be expected to feel happy, and 
be satisfied with their job and organization. Thus, it will increase job satisfaction as well as job commitment (Niaei et al., 
2014). 
 

2.1.2 Organizational normative commitment (ONC) 
 

Organizational normative commitment (ONC) is a mindset that one should pursue a course of action related to a specific goal, 
and the individual's sense that he/she should remain in the organization and support for change (Herscovitch &Meyer, 2002). 
ONC happens when the employees feel the organization's excellent support for its employees, which allows them to participate 
and interact positively, not only in work implementation procedures but also by contributing to the development of the goals, 
planning and policy-making of the organization. The standard obligation generally increases for employees who work by the 
requirements of conscience and public interest especially when they are loyal to the employer or feel responsible for the work 
or compensation for the benefits and benefits received from the organization. The commitment component is based on an 
individual's awareness of their responsibility to the organization. Also, the individuals' commitment to their current organiza-
tions tends to increase, since the skills and education not easily be transferred to another organization (Jain et al., 2013; Niaei 
et al., 2014). 
 

2.1.3 Organizational continuance commitment (OCC) 
 

Organizational continuance commitment (OCC) is the extent to which a person needs to stay in the organization, because of 
the costs and benefits associated with an individual’s investments in the organization (Allen & Meyer, 2000). OCC shows the 
commitment level of employee to the organization, in terms of how the employee perceived the investment value he/she can 
achieve if he/she continues to work with the organization, in return for what he/she will lose if he/she decides to join other 
organization. It is an interesting link, and it depends on the benefit it gets from the organization, as long as the organization 
offers more advantages than other organizations, the employee will remain. However, for the employee with high ambitions, 
she/he will not hesitate to move to a new organization if it provides better returns and benefits compare to the current organ-
ization (Hashemi et al., 2015).  
 

2.2 Workload  
 

There is no doubt that the intensification of work has an impact on employees by increasing the demand for their cognitive, 
psychological, and physical skills, and it has been observed that some health and safety issues related to work have occurred 
in various sectors of the work due to workload (Baernholdt et al., 2010). Overall, the common denominator in the psycholog-
ical and physical outcomes observed in the workers is undoubtedly the workload. The increased workload harms their health 
and safety at work, such as muscle disorders, psychological distress and fatigue. In light of the continuous and rapid changes 
occurring within the organizations, the workload issue has become a focus of attention for researchers and concern for organ-
izations (Macphee et al., 2017). The concept of workload is not new, but in the current context of internet-savvy users, it has 
become a topic of interest to researchers and organizations, and more specifically organizations are looking for effective ways 
to assess the workload, while many tools measure critical aspects of the workload (Myny et al., 2012). The workload can be 
defined as the effort, and the interaction exerted physically and mentally related to the performance of a task or group of 
functions to meet the requirements of their work (Martins et al., 2013; Svedberg, 2018). Therefore, the workload must be 
dealt with comprehensively, by analysing the overall activity that is seen as a result of a set of factors that interfere in the 
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workplace and that lead to the physical and mental costs of the worker. Changes in the workload mean changes in the condi-
tions of work. Thus, it is not only taking into account the work activity, but also the regulatory environment in which the 
individual operates daily (Adeoti et al., 2017). The workload in this study is dealt with from two angles, where it can be 
classified into the psychological workload and the physical workload. In addition to these classifications; responsibility, work 
interruption, doubt, and time pressure are some of the factors that affect and increase the workload of mental and physical 
work (Hansson et al., 2009). 
 

2.2.1 Psychological workload 
 

The phenomenon of stress and the burden of psychological work is one of the relatively recent topics, it is not limited to one 
of the fields but instead extended to every area in which a person engages in a particular activity (Kalyuga, 2011). The psy-
chological workload is a state of extreme tension due to external factors that put pressure on the individual and generate a 
state of imbalance and behaviour disorder. Therefore, ignoring psychological influences in the workplace affects self-efficacy 
and thus leads to wasting the overall human and material resources (Freitas et al., 2014). Among the most important effects 
of the psychological pressure include feeling anxiety and tension, sadness and depression, boredom and a feeling of low self-
esteem, low individual morality, mental stress, anger and frustration, insomnia and rapid arousal, and loss of interest. As a 
result of the individual's feeling of increasing pressure on him/her at work, this leads to a distraction in thinking, excitement, 
and lack of focus (Yeh et al., 2019). 

 
2.2.2 Physical workload 
 

For workers to become associated with the institution, appropriate conditions must be met, including taking into account the 
pressures caused by the work, which are often absent in their attention and its results and effects. The pressures are often 
present in the work environment, which paves the individual, threatens him and affects his association with the organization. 
One of these pressures is the physical workload that results from the nature of the work (Hansson et al., 2009). The physical 
workload is defined as the work that requires muscular energy, and it is a measurable part when performing a specific task 
affected by a group of factors. These factors include the nature of work, training, motivation and environmental factors. 
Therefore the physical workload can be measured through changes in the function of the body's organs through oxygen con-
sumption rate, rate of heart, air circulation to the lungs, and body temperature (Baljoon et al., 2018). As a result of increased 
pressure on the worker, some negative adverse effects on the worker and his physical integrity occur. The most important 
physical diseases that a worker can suffer from work stress include stomach ulcers, heart diseases, diabetes, headache, in-
creased heart rate, and blood pressure (Andersen et al., 2016). 
 

2.3 Cyberloafing 
 

Various IT devices like computers, tablets, smartphones, and the internet have become a portion of personal and business life, 
and have brought great benefits to the world. However, workers in organizations use these facilities for particular purposes 
during working hours, and one of the most common cases is employees cyberloafing in organizations (Ozler & Polat, 2012). 
Due to the expansion in local networks and the global internet, the computer cannot be terminated from working life, so 
cyberloafing is a common fact in institutions today, as companies have high-speed access channels to the internet and it is 
necessary for research, implementation and communication (Kim & Byrne, 2011; Niaei et al., 2014). Cyberloafing refers to 
employees using the internet through their organizations for personal purposes during working hours, including browsing 
non-job websites (such as social networks, sports, news), checking and sending personal emails (Rajah & Lim, 2011). Some 
researchers assume that cyberloafing is a lost activity and results in empty employment. In contrast, others believe that it is 
necessary during working hours, and there are positive and negative effects of cyberloafing (Henle & Blanchard, 2008). From 
the positive side, engaging in cyberloafing for a short time in non-work tasks has some benefits, including reducing stress and 
weariness and leading to renewal, which leads to more satisfying and increased creativity for employees. The recreational use 
of the internet for fun, play, and online shopping gives a boost to creativity, reduces anxiety, encourages experimentation, and 
increases individual well-being (Jamaluddina et al., 2015). From the negative side, cyberloafing can lead to a significant 
decrease in productivity in organizations and companies and other adverse effects if the employee performs any illegal activity 
on the internet that threatens company information, such as spyware and harmful viruses as it is responsible for intellectual 
property losses, security threats, and to avoid performing its duties which leads to reduced productivity and lost time ( Chun 
& Bock 2006; Khansa et al., 2017). Thus, the purpose of this study is to examine the effect of cyberloafing as a mediator on 
the relationship between workload (physical workload and psychological workload) and organizational commitment among 
employees of a mining company in Jordan. 

 

2.4. Hypotheses Development 
 
2.4.1 Workload and organization commitment 
 

The workload has been a matter of much scientific research in literature over the past decades. A high level of occupational 
stress caused by heavy workload is a major threat to the physical and mental health of individuals (Verhaeghe et al., 2008). 
These have affected the workers’ cognitive processes that comprise of memory, recall of knowledge, and interest. This has 
led to the risk of occupational diseases, increases stress, absenteeism, and most importantly, reduces job performance (Ki-
vimäki & Kawachi, 2015). These problems must be brought under control to improve living and working conditions. Without 
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sufficient resources to meet workload requirements, dissatisfaction will grow, and workers might leave the job (Hayes et al., 
2012). There is numerous evidence that workload and occupational stress have an impact on the mental and physical health 
of workers (Sonnentag & Frese, 2012). Also, high levels of occupational stress are associated with psychological and physical 
integrity, job dissatisfaction, absenteeism, stress-related injuries, turnover, and intention to quit the organization  (Siu, 2002; 
Winefield et al.,2003). Most previous studies indicated that stress has effects on employees and organizational out-
comes (Hashemi et al., 2015). Leiter and Maslach (2009) found that burnout and emotional exhaustion were the signed of 
nurses’ workloads that leads to an increase in turnover rates among nurses. Also, previous researchers found that the low 
organisational commitment and illness among employees was due to stress (Viljoen & Rothmann, 2009) and work pressures 
in terms of work-life balance, overload, control, aspects of work, and pay (Kowalski et al., 2010). The study conducted by  
Al-hawajreh (2012) and Syailendra and Soetjipto (2017) also establishes that the relationship between emotional exhaustion 
with work overload and lack of autonomy leads to decreased in organizational commitment. Green and Savin (2013) study 
the effect of workload in the healthcare industry and shows that workload is related to absenteeism among nurses, and find 
that absenteeism is exacerbated on the days when the workload is expected to be higher due to insufficient staffing level. 
Moreover, a study by Alipour and Monfared (2014) showed that job stress also affects organizational commitment (affective, 
normative and continuance commitment). Thus, this study hypothesized the following:  
 

H1: There is a significant relationship between physical workload and the organizational commitment among employees.  
H2: There is a significant relationship between psychological workload and organizational commitment among employees.  
 

2.4.2 Workload and cyberloafing 
 

Cyberloafing is regarded as one of the methods for coping with stress at work (Eastin et al., 2007; Henle & Blanchard, 2008; 
Liberman et al., 2011; Lim & Chen, 2012; Andreassen et al., 2016; Askew et al., 2014). Job stress occurs when the task 
designated to an employee outweighs the capabilities to perform the job, which leads to work overload, both psychological 
and physical workload. If the stress level of an employee is high, he/she will procrastinate at work by indulging in cyberloaf-
ing, and cyberloafing correlates with reduced workplace involvement (Liberman et al., 2011). It is also proved that cyberloaf-
ing behaviour is a strong effect of job burnout (Aghaz & Sheikh, 2016).  Some researchers (Anandarajan et al., 2011; Coker, 
2013; Henle & Blanchard, 2008) reported that cyberloafing is a strategy that workers use to deal with stress in the workplace. 
The non-work-related web surfing by the employees was interpreted as a way to avoid stressful situations and get away from 
difficult tasks (Kim & Byrne, 2011). Browsing the web at work is a relaxing break for workers and effective in increasing 
individual performances (Coker, 2013). Also, personal web usage is viewed as a good way for managers to relax and get away 
from overstressing (Ugrin et al., 2008). Another study suggested that cyberloafing provides an effective barrier against work 
stress, and has shown that taking periodic breaks from work is vital because these breaks allow employees to recharge their 
energy level and are necessary to improve work performance (Henle & Blanchard, 2008; Anandarajan et al., 2011). Wan et 
al. (2014) found that one of the factors driving employees in committing cyberloafing was related to  work pressure and the 
perception of how superiors gave appreciation and fair treatment in the workplace. When employees feel that they are not 
being treated well, they tend to engage in cyberloafing behaviours. Previous studies also mention that Internet expertise sig-
nificantly moderate the effect of overuse on cyberloafing, and employees who experience job stress will tend to use cyber-
loafing (RuningSawitri, 2012; Tseng, 2011). Another study also found that the employees may likely to perform loafing 
behaviour as a result of work stress (Şen et al., 2016). Thus, work stress due to workload has a positive effect on employees 
at a certain level, but it may lead to negative results when it goes beyond the acceptable level. Therefore, this study hypothe-
sized the following:  
 

H3: There is a significant relationship between physical workload and the cyberloafing among employees.  
H4: There is a significant relationship between psychological workload and the cyberloafing among employees.  
 

2.4.3 Cyberloafing and organization commitment 
 

There are limited studies examined the relationship between cyberloafing behaviour and organizational commitment among 
employees (Lee et al., 2000; Zhang & Zheng, 2009; Piotrowski, 2012). Generally, employees who perceive their organization 
as not fair is more likely to perform cyberloafing, possibly as a way to retaliate against the injustice. It is suggested that 
employees who are effectively or normatively committed are more likely to perceive their organization as fair, and therefore 
less likely to cyberloafing (Lim & Chen, 2012). On the other hand, employees who may be more susceptible to work stress 
will try to reduce stress through cyberloafing, and this may affect their organizational commitment (Henle & Blanchard, 
2008). Understanding the relationship between cyberloafing and organizational commitment could provide an insight as to 
what variables affect work commitment, and that can be used as a predictor for employees exhibiting cyberloafing behaviours. 
 

Individuals who are more committed to their work should be less likely to engage in personal Internet activities on the job 
(Garrett & Danziger, 2008). The results show that by allowing employees to take a break from work by cyberloafing is likely 
to have a positive impact on work performance, and employees feel that surfing the net while working in general, is an 
enjoyable activity that makes the work more attractive (Lim & Chen, 2012). Niaei et al. (2014), indicated that the act of 
cyberloafing among employees are negatively related to each of the dimensions of organizational commitment in their study. 
Another study found that affective commitment and normative commitment have negative correlation toward cyberloafing, 
whereas, continuance commitment has a positive correlation toward cyberloafing (Usman et al., 2019; Sage, 2015). Besides, 
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a study by Panaccio and Vandenberghe (2012) reported that employees with high emotional commitment are less likely to do 
cyberloafing. Thus, this study hypothesized the following: 
 
 

H5: There is a significant relationship between cyberloafing and organization commitment among employees. 
 
2.4.4 Cyberloafing mediate the relation between workload and organization commitment 
 

Employers tend to consider cyberloafing as a waste of time, but in real life, people do not spend 100% of their time on work. 
It is suggested that cyberloafing can help workers cope with work stress, because when there is the pressure at work, employ-
ees surfed the Internet for non-business purposes, and this reduces the intensity and pressure of work (Henle & Blanchard, 
2008). Sawitri (2012) mentioned that cyberloafing is one of many ways for the employees to avoid work stress, thus, employ-
ees who undergo work stress will tend to engage in cyberloafing.  Cahyadin (2012) shows that no matter how strong the 
employees’ commitment to their supervisor, it will not reduce cyberloafing behaviour of the employees. They added that the 
higher the employee have excess to it, the higher the employees’ cyberloafing will be if they have good internet expertise (p. 
275-280). Commitment is not only related to most of the employee's psychological and physical consequences, but also with 
stress, so stress depends on a person's role in assessing the level of commitment. Therefore, an employee who is experiencing 
stress will engage in cyberloafing behaviour, depending upon how strong is their commitment towards the organization (Henle 
& Blancard, 2008). That is why employees who undergo stress due to workload will be engaged in cyberloafing depending 
upon how much they committed to their direct supervisor and the organization. Therefore, this study hypothesized the fol-
lowing: 
 

H6: There is a significant effect of cyberloafing as a mediator between physical workload and organizational commitment 
among employees.   
H7: There is a significant effect of cyberloafing as a mediator between the psychological workload and organizational com-
mitment among employees.  

 

2.5 Theoretical Framework 
 

The following model was developed to express the relationship between variables of the study in light of a review of previous 
studies and references. Psychological workload and physical workload are the independent variables, cyberloafing as a medi-
ator variable, and organizational commitment as a dependent variable. The framework of the study is shown in Fig. 1.  
 
 

 

 

 

 

 

 
Fig. 1. Research Framework 

 
 

3. Research methodology  
 

3.1 Sample and Data Collection 
 

The study adopted the descriptive-analytical research approach, as it is appropriate to the nature and objectives of this study. 
The study population represents the employees of the mining company in Jordan, with a total of 3293 based on the 2018 
company’s annual report. According to Sekaran (2003), the sample size needed was 351 respondents based on the target 
population. The study used a convenience sampling method, which the self-administered questionnaire was distributed to 360 
employees from the administration department. These employees were selected as a sample because the employees in the 
administration department are dealing with administrative and paperwork that using the computer and internet. Therefore, 
when exposed to work stress and tension, their tendency to use cyberloafing is higher than the other department whose work 
depends on using heavy machine and works that require physical effort, so they have no time to use the internet. A total of 
304 questionnaires were usable for analysis, which represented a valid response rate of 84.4%, which is a “very good response 
rate” based on Babbie (1992, p. 267).  Data entry and statistical analysis of reliability and validity of the instruments, descrip-
tive analysis of the demographic profile of the respondents, regression, and testing the mediator effect were conducted using 
the Statistical Package for Social Science version 23 (SPSS. v23). Data were first checked for missing values and outliers 
before they were subject to further tests. Factor analysis was run on the main constructs: psychological workload, physical 
load, cyberloafing, organizational commitment. After factor analysis was performed, reliability, correlation, and multiple re-
gression analyses were tested. 
 

Cyberloafing 

Psychological 
workload 

Physical 
workload 

Organizational 
commitment 
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3.2 Measurement  
 

A questionnaire was used to collect data for this study. This questionnaire was developed based on the relevant literature 
shown in Table 1. The questionnaire was distributed individually to the respondents. The questionnaire included all the con-
structs’ measurement items by using the five-point Likert scale, which expresses the extent of the respondent’s agreement 
with the questionnaire ranging from 1 “strongly disagree” to 5 “strongly agree”. In this study, the instruments involving 50 
items related to the physical workload, psychological workload, cyberloafing and organization commitment variables of this 
study. Based on the context of this study, the items were divided into; 4 items for physical workload, 12 items for psycholog-
ical workload, 11 items for cyberloafing, and 23 items for organization commitment. The measurement items and sources 
were tabled as in Table 1.  
 

Table 1 
Measurement Items and Sources 

Variable Items Sources 

Physical 
Workload 

1. My work requires kinetic activities related to pushing things continuously. 
2. My work requires kinetic activities related to pulling things constantly. 
3. My work requires movement and control activities for long periods. 
4. My work requires motor activities relating to sitting or standing all the time. 

Hart (2006) 

Psychological 
Workload 

1. My work requires a lot of thinking. 
2. My work requires a lot of giving decisions. 
3. My work requires a lot of calculations. 
4. My work requires a lot of remembrances. 
5. My work requires a lot of research. 
6. My work takes a lot of time to finish the tasks. 
7. My work requires a lot of hard work to finish the tasks. 
8. Satisfied with my performance level at work. 
9. I feel my work is safe. 
10. I feel my work is encouraging. 
11. I feel my work is comfortable. 
12. I feel my job is right. 

Nygren 
(1991) 

Cyberloafing 1. I surf work offline websites during working hours. 
2. I browse public e-news websites during working hours. 
3. I carry information from websites not connected to work during working hours. 
4. I interact with my friends on social networking sites "Facebook, Twitter, Snapchat, and others". There are 

no off-line purposes during working hours. 
5. I browse entertainment websites during working hours. 
6. I browse investment-related websites that have nothing to do with my business during working hours. 
7. I browse sports websites not connected to work during working hours. 
8. I shop online for personal items during working hours. 
9. I receive a non-business email, during business hours. 
10. I check personal emails during working hours. 
11. I send personal emails during working hours. 

Lim (2002) 

Organization 
Commitment 

Emotional Commitment 
1. I would be very happy to spend the rest of my career with this company. 
2. I enjoy discussing my company with people outside of it. 
3. I feel as if this company's problems were my problems. 
4. I think I am associated with another organization just as I am affiliated with this company easily. 
5. I feel "part of the family" in my company. 
6. I feel emotionally attached to this company. 
7. This company has a great deal of personal meaning to me. 
8. I feel a sense of belonging to my company. 

Continuance Commitment 
1. I am afraid of what might happen if I quit my job without getting another job. 
2. It will be very difficult for me to leave the company at the moment. 
3. Much of my life will be disrupted if I decide to leave the company now. 
4. It would be too expensive for me to leave the company now. 
5. For the time being, staying with the company is a necessary matter. 
6. I feel I have very few options to consider leaving this company. 
7. One of the dire consequences of leaving this company is the lack of available alternatives. 
8. One of the main reasons for continuing to work in this company is that departure requires a great deal of 

personal sacrifice. 
Normative Commitment  

1. I think people nowadays often move from one organization to another. 
2. I think a person should always be loyal to his organization. 
3. Moving from one organization to another seems completely unethical. 
4. One of the main reasons I keep working with this doubts is my belief that loyalty matters. 
5. If I get another offer for a better job elsewhere, I will accept that offer. 
6. I think loyalty remains to one organization. 
7. Things are better on the days when people stay in one organization for most of their careers. 

Allen and 
Meyer 
(1990) 

 
4. Results  
 

For reliability testing, the Cronbach alpha coefficient was used to assess the internal consistency of the developed tool to 
ensure that the research instrument is comprehendible by the respondents. It is noted from Table 2, that the values of internal 
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consistency ranged between 0.703 and 0.789. All of which are acceptable according to (Connelly, 2011; Taber, 2018). Table 
3 shows the correlations coefficients of the main variables. As indicated, the instruments that measured the main variables 
were deemed to be reliable. The correlations between psychological workload, physical load, and organizational commitment 
showed positive and significant, but the relationship between cyberloafing and organizational commitment was significant 
and negative. 
 
Table 2  
Reliability Analysis 

Variable  Cronbach's Alpha No. of Items 
Physical workload 0.726 4 
Psychological workload 0.720 12 
Cyberloafing 0.789 11 
Organization Commitment 0.703 23 

 
Table 3  
Correlations Coefficients of Main Variables 

 PSW PHW  CY OC   
PSW 1    
PHW .139 * 1   
CY -.244* -.011*   1  
OC   .548* .229* -.089* 1 

Note: ** Correlation is significant at the .05 level (2-tailed).  
PSW = Psychological workload; PHW = Physical workload; CY = Cyberloafing; OC = organizational commitment  
 

To test the first and second hypotheses, the multiple regression analysis was performed. Before the analysis, the test assump-
tions were validated. No significant violation of normality, linearity, homoscedasticity, multicollinearity, and independence 
of errors was found. Based on the multiple regression analysis, Table 4 shows that the relationship between workload (with 
its dimensions of physical workload and psychological workload) and organizational commitment was significant (R² = .247, 
F = 49.447, p < .05). However, the model showed a low relationship with workload dimensions explained only 24.7% of the 
variation in organizational commitment. Therefore, hypotheses H1 and H2 were supported.   

Table 4  
Results of Multiple Regression Analysis between Workload and Organization Commitment 

Independent Variables B T   α 
Physical workload .146 5.789  0.026 

Psychological workload .271 7.902  0.015 
    R²= .247; F= 49.447 
 

To test the third and the fourth hypotheses, the multiple regression analysis was performed. Table 5 displays the results of 
multiple regression analysis to determine the effect of the workload with its dimensions of physical workload and psycholog-
ical workload on cyberloafing. The results show that these factors combined have explained only 6.6% of the variance in 
cyberloafing (R² = .066, F = 9.598, p < .05), which demonstrated a very low variance on organizational commitment. Meaning 
that another 93.4% of the variance in organizational commitment can be explained by other factors. The results indicated that 
psychological workload was positively affect cyberloafing behaviour. Whereas, the physical workload has no significant ef-
fect on cyberloafing behaviour among employees. Therefore, hypotheses H3 was not supported while hypotheses H4 was 
supported.  

Table 5 
Results of Multiple Regression Analysis between Workload and Cyberloafing 

Independent Variables B T   α 
physical workload .026 .417  .645 

psychological workload -.385 -4.377  .000 
   R²= .066; F= 9.598 

To test hypotheses five, simple linear regression analysis was utilized to determine the effect of cyberloafing on organizational 
commitment. The result in Table 6 shows that cyberloafing significantly influence organizational commitment and has ex-
plained 2.6% of the variance in organization commitment (R² = .026, F = 8.173, p < .05). Thus, hypothesis H5 was supported. 

Table 6  
The Effect of Cyberloafing on Organizational Commitment 

Mediate Variables  B T   α 
Cyberloafing -.132 -2.859 .005 

  R²= .026; F= 8.173 

Table 7 displays the results of hierarchical regression analysis to determine the effect of cyberloafing as a mediator between 
the dimensions of workload (psychological workload and physical workload) and organizational commitment. The results 
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show that the strength of the relationship between the dimensions of workload (psychological workload and physical work-
load) and organizational commitment decreased after the inclusion of cyberloafing, but the relationship remained significant. 
This indicates that cyberloafing partially mediated the link between physical workload and organizational commitment, as 
well as psychological workload and organizational commitment. Therefore, hypothesis 6 and 7 were supported. 

 
Table 7  
The Mediating Effect of Cyberloafing between Workload Dimensions and organizational commitment 

Without Mediator With Mediator 
Independent variables  Std. beta  Independent variables Std. beta  
Physical workload .156 Physical workload .155 
Psychological workload .526 Psychological workload .512 
  Cyberloafing .044 
R² 
Adj. R² 
F 
Sig. 

.324 

.319 
72.103 
.001 

R² 
Adj. R² 
F 
Sig. 

.326 

.319 
48.309 
.001 

 
5. Discussion  
 
This study set out to examine the mediating role of cyberloafing on the relationship between workload and organization 
commitment among employees of a mining company in Jordan. The result indicated that cyberloafing partially mediated the 
relationship between workload and organization commitment in a positive direction, and the explanations for these results is 
that when the employees suffer from an enormous workload and excessive work pressure over a long period, they will use 
methods to alleviate this workload, including cyberloafing, and this affects their work commitment towards the organization. 
Similar findings were mentioned that cyberloafing is one of many ways for the employees to avoid such strain (Sawitri, 2012). 
Employees who undergo workload will engage in cyberloafing more often, specifically employees who constantly work under 
pressure. Similarly, Cahyadin (2012) reported that no matter how strong the employees’ commitment to their organization, it 
will not reduce the cyberloafing behaviour of the employees. Thus, the higher the workload perceived by the employee, the 
higher the cyberloafing behaviour will show by the employees.  
 
In line with the findings related to workload and organization commitment, the results showed that there is a positive signifi-
cant relationship between the workload and organizational commitment, which supported by Viljoen and Rothmann (2009) 
and Alipour and Monfared (2014), who reported that work pressure and job stress contributed significantly to illnesses and 
low organisational commitment.  Also,  it was found that emotional exhaustion with work overload will reduce organizational 
commitment (Syailendra & Soetjipto, 2017; Green & Savin, 2013 ). When the relation between workload and cyberloafing 
was investigated in the present study, it was found that there is a statistical significance for the psychological workload, but 
not for the physical workload. This finding is in agreement with Liberman et al., (2011) who suggests that if the stress level 
of employees is high, he/she will delay the work by indulging in cyberloafing, which leads to reducing in work involvement 
and commitment. Şen et al. (2016) and Wan et al. (2014) also confirmed that the employees tend to engage in cyberloafing 
behaviour as a result of psychological workload. It is also proved that cyberloafing behaviour is a more reliable predictor of 
job burnout than cyberloafing activities (Aghaz & Sheikh, 2016). Also confirmed that the employees might tend towards 
cyberloafing behaviour as a result of workload. (Şen et al., 2016; Wan et al., 2014). As for the relation between cyberloafing 
and organizational commitment, the result of the study demonstrated that there is a relation between cyberloafing and organ-
ization commitment. In line with this, Garrett dna   Danziger (2008) suggested that by allowing employees to take a break from 
work and perform the cyberloafing behaviour will have a positive impact on work performance. Also, employees feel that 
surfing the internet while at work is generally a pleasurable activity that makes work more attractive (Lim & Chen, 2012). It 
is also supported by Niaei et al. (2014)   in his study which indicated that the cyberloafing behaviour of the employees and 
each of the dimensions of organizational commitment is related.  
 
6. Conclusion  
 
The present study has found that cyberloafing mediated the relationship between workload and organization commitment of 
workers in JPMC. The result has shown that there was a positive relationship between the workload, and organizational 
commitment, also between workload and cyberloafing and between cyberloafing and organization commitment. Since the 
study showed that there was a positive relationship between the workload and cyberloafing, appropriate strategies must be 
developed by the organization to reduce the workload and control employee orientation towards the use of cyberloafing, and 
focus on employing people who constitute low levels of occupational stress and high level of organizational commitment. 
The study found that the work environment and personal characteristics contributed to occupational stress and organizational 
commitment, thus, employees should be able to assess these factors efficiently and give each other support to improve per-
formance. The organization also need to improve the workplace towards the stress-free environment, such as by providing 
good communication, recognition for excellent work and place to rest and socialize, which may reduce the psychological 
workload, and increase organizational commitment among their employees. The factors that contribute to the sources of the 
workload in the organization must be identified and organization must employ appropriate adaptation strategies to increase 
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employee’s commitment and performance such as provide clear and specific job descriptions, flexible work schedules, fair 
treatment, and a regular meeting between supervisors and their employees to discuss and solve their problems. 
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