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Abstract

This study aims at developing a conceptual model depicting the interrelationship of employee
performance monitoring, stress, knowledge management, and knowledge worker
productivity. In this study, past research related to employee performance monitoring and
knowledge worker productivity is used as base research to identify the study's constructs and
develop the conceptual model. The final emerges model, which may be tested quantitatively,
has four constructs. These are employee performance monitoring, stress, knowledge
management, and knowledge worker productivity. In the finally evolved model, employee
performance monitoring acts as the exogenous variable, knowledge worker productivity as
the endogenous variable, and stress and knowledge management as mediators.

Keywords: Employee Performance Monitoring, Knowledge Management, Performance
Management, Knowledge Worker Productivity.

Introduction

Both stress and the management of one's knowledge are essential intervening
variables that must be understood in order to comprehend employee performance
monitoring and knowledge worker productivity. The monitoring of employee performance
and its impact on stress, the management of knowledge, and the productivity of knowledge
workers are three of the primary focus areas of this research. The purpose of this study is to
conduct a literature review on the previously published work in these fields. Discussion on
this topic will clearly explain the relationships among the key variables demonstrated in this
study. This study elaborates on relevant concepts and definitions and discusses knowledge
worker productivity and sub-dimensions. Next, the discussion moves into employee
performance monitoring, its sub-dimensions, and its role in knowledge management. Finally,
the study entails the mediating and serial mediating roles of stress and knowledge
management in employee performance monitoring and knowledge worker productivity.
There are three significant contributions attributable to this study. To begin, stress is
introduced as a mediating factor. The introduction of knowledge management as a mediator
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is the second contribution. stress management and knowledge management have a serial
mediation role on productivity among knowledge workers.

Knowledge management is characterized as a knowledge worker's ability to add to
their established knowledge and enhance academic outcomes by applying it precisely
(Drucker, 1999). As a consequence of this, the term knowledge worker refers to the cognitive,
conceptual, and rational obligations of learning and applying knowledge to projects and
improvisations wherever they are required (Kianto et al., 2019). An employee who conducts
knowledge-based tasks and generates knowledge-based intellectual output is referred to as
a knowledge worker (Thomas et al., 1997). Managers, analysts, and model designers are
included in this definition of knowledge workers (Curado & Bontis, 2006). According to some
research, an employee who can learn more about their job than anyone else in the company
is considered a "knowledge worker," according to some research. Gathering, synthesizing,
and applying data are the skills of this employee type (Turriago-Hoyos et al., 2016). According
to Bosch-Sijtsema (2009), the information worker is a non-routine, complex, and situation-
specific employee.

Problem Statement

Palvalin et al (2017) state that the productivity of knowledge workers is the most
pressing issue for management scholars and strategists in the 21st century. In the twenty-first
century, knowledge workers, who are characterized by their primarily intellectual and
unstructured responsibilities, are becoming an increasingly important segment of the labor
force (lazzolino et al., 2017). According to Palvalin (2017), the primary responsibility of a
knowledge worker is to generate new knowledge and apply it in order to acquire new product
and service knowledge as an output. In addition, some studies have found a weak connection
between knowledge worker productivity and performance monitoring. (Yusoff et al., 2014;
Adriaenssen et al., 2016). Empirical studies lack knowledge of workers' productivity and its
direct relationship with overall performance (Kianto et al., 2018). Though occupational stress
has been studied concerning knowledge worker productivity, it does not play any role as a
mediator in the extant literature. Stress as a mediator will yield results that would change the
working dynamics of the workplace. Past Studies (e.g., Ramirez & Nembhard, 2004) have
shown a direct relationship between employee performance monitoring and knowledge
worker productivity, but mediators are not common. The lack of studies about the mediating
role of knowledge management on the relationship between performance monitoring and
knowledge worker productivity justifies using it as a mediator. To the researcher's best
knowledge, no literature is found to be studying the effect of serial mediation between
performance monitoring and knowledge worker productivity. Therefore, this research uses
serial mediation between the independent and dependent variables to better understand the
corporate world's practical problems. The two mediators, stress and knowledge
management, are used in this research to determine their impact on the relationship between
performance monitoring and knowledge worker productivity. Studies on knowledge
management have not used serial mediation, such as in (Sabri and Aw, 2020). Adverse project
outcomes, such as low productivity, higher costs, delays in completion, and defects in the
construction process, plague the UAE's construction industry (Albattah et al., 2022). Because
of this, we must look into the factors that affect productivity in general and knowledge worker
productivity in particular.
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Research Objectives
The objectives of this study are:

i) To establish the relationships among the constructs of employee performance
monitoring, stress, knowledge management, and knowledge worker productivity with
the help of extant literature

ii) To develop the conceptual model illustrating the structural relationship among the
constructs of employee performance monitoring, stress, knowledge management, and
knowledge worker productivity.

iii) To emphasize the role of knowledge worker in the knowledge economy, in the context
of construction industry of UAE.

Methodology

This study provides an explanation of how to construct a conceptual framework for expected
cause-and-effect relationships. It does so by incorporating relevant variables that have the
potential to influence the productivity of knowledge workers. According to Tappenden
(2012), the abstraction and representation of complex phenomena in some readily
expressible form. This is done so that stakeholders' understanding of the parts of the system
and mathematical expressions can be tested, and eventually all stakeholders can come to an
agreement on what the mathematical expression should be. Problem-oriented conceptual
models examine the interrelationship between processes and structures to ensure that the
most critical areas are approached logically and efficiently. It should also help focus questions
and reviews on critical areas and provide a valuable tool for assessing how the various discrete
guestions are interconnected and how much of the service will be covered by the questions
and reviews.

Review of Literature

Knowledge Worker

Knowledge workers make up the portion of the labor force that is expanding at the quickest
rate (Davenport, 2008). As businesses moved away from more traditional forms of
manufacturing and into more information-driven markets, the proportion of workers with
knowledge-based skills increased (Ramirez & Nembhard, 2004). The shift from a traditional
to a newly industrializing environment, one in which expertise rather than, for instance,
physical muscle is seen as the primary advantage for employees, and one in which quality
education is seen as necessary, has contributed to the rise of information employees. This
shift has been visible due to a broader transition from a conventional to a newly industrializing
environment (Fitzsimmons & Fitzsimmons, 2008). For this reason, information employees
now act as the primary resources for organizational success in the modern era (Davenport,
2010). Therefore, we have focused more on increasing professional workers' efficiency and
competitiveness.

The construction industry has now reached a knowledge-based economy, which acts
as one of the knowledge-intensive quality generating business industries. The construction
industry is engaged with a broad spectrum of practitioners, collaborating as an integrative
company to implement the building goods. The reinvention of workers' value of skills has
correlated with the 'information worker' concept's growing popularity. Also, construction
companies hire many workers from a broad spectrum of workplace ethnicities and countries,
even individuals with no credentials, hands-on, administrative, and technical roles, difficulty
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employing information employees successfully, and achieving the organization's goals. Much
of that personal expertise is unidentified and unpaved and undiscovered to everyone else.

An abundance of experience-based information distinguishes the construction
industry. Still, workers quit or exit the company, taking away virtually implicit knowledge and
a possible means of strategic advantages. Prior studies claim that experience practice and the
service industry are the leading market fields that drive industrial development. Although the
awareness, there is no agreement about what forms expertise (Kelloway & Barling, 2000).
Therefore, the idea of knowledge work needs a much more comprehensive description in the
context of this study's key aims.

Characteristics of Knowledge Worker

In terms of job arrangement, knowledge job is much less ordered than manufacturing
work, and knowledge workers' methods are incredibly complicated and challenging to
describe. Partially because of their jobs' unpredictability, it is difficult to tell technical
employees what to perform (Davenport, 2008). They also involve the individual's choice
regarding how a job is carried out (Ramirez & Steudel, 2008). Therefore, knowledge
employees require a significantly higher degree of control than production line employees.
Autonomy includes effort, and Davenport's dedication (2008) states that commitment to
information work is particularly essential.

Tangibility applies to the accessibility of a job (Ramirez & Steudel, 2008, p. 565). It is less
measurable than the controller (Ray & Sahu, 1989). It is also challenging to determine
whether or not information employees work. The observable outcomes after a mission offer
a way to assess the progress. It may not be effortless, as the information training results and
contributions are often not noticeable (Laihonen et al., 2012). It is also somewhat tricky.
Tangibility is often related to information level because knowledge is the most significant
intrinsic factor of information work. The main comparative benefit of knowledge workers in
the industries is claimed by the creative essence of information work (Davenport, 2008). Due
to this reason, talent and creativity play a larger role than hard labor in information work.
Knowledge workers' roles vary, which implies that a few of their responsibilities can be tricky,
while some may be simple and tedious and require normal, structured activities (Bosch-
Sijtsema et al., 2009).

Productivity can be defined as the development of knowledge work that can be used to
perform a task in a creative and timely manner. If a worker is a knowledge worker, then his
productivity is defined as the development of knowledge work. Because of this, even more
astonishingly innovative results are produced (Shujahat et al., 2019; Wright et al., 2017). As a
consequence of this, knowledge workers make up a sizeable portion of the workforce in the
modern era, particularly in the increasingly important service sector of knowledge economies,
which necessitates ongoing innovation. The twenty-first century presents management
professionals and academics with a one-of-a-kind challenge in the form of increased
productivity in their organizations (Turriago-Hoyos et al., 2016).
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Dimensions of Knowledge Worker Productivity

Unlike manual workers' productivity, there are no universally accepted tools,
dimensions, or variables for calculating information workers' productivity, making selecting
metrics or criteria for calculation much more difficult (Ramirez & Nembhard, 2004). It's a
similar story to Ramirez and Nembhard (2004), who studied the taxonomy of commonly
known categories or dimensions for information workers' efficiency over 60 years of
literature. According to their research, the most important aspects of knowledge worker
productivity are quantity, cost, and profitability. These are followed by autonomy, reliability,
consistency, effectiveness, creativity/innovative behavior, customer loyalty, project
performance, and the knowledge worker's perception of responsibility (Ramirez &
Nembhard, 2004). Timeliness, also known as the ability to meet time demands, efficiency, and
job autonomy are the three dimensions that are categorized.

Timeliness

Timeliness of meeting deadline standards, quality of work or work (information), and
job independence describe how well the worker meets his deadlines and understands the
importance of overtime. Timeliness refers to how soon an employee achieves deadlines and
earns bonuses and other schedule-related concerns (Jacobs, 2017).

Knowledge Efficiency

Knowledge-based tasks must be completed on time and on budget, according to Tangen
(2005) definition of information efficiency. The job performance measures quantity while
meeting output quality requirements. Comparably, productivity steps (expertise) are
essential so that the activities depend on awareness and time and meet the quality measures
(Ramirez & Nembhard, 2004). Job performance and promptness assess the production
volume (version), whereas maintaining the production value requirements (efficiency)
(Tangen, 2005).

Job Autonomy

How many tasks an employee can handle at once is called job autonomy (Morgeson &
Humphrey, 2006). Suppose you're in a job that relies on information or knowledge. In that
case, you can substitute measures of autonomy for measures like creativity or customer
satisfaction when evaluating performance (effectiveness) (Ramirez and Nembhard, 2004).
Work independence was a competitiveness factor for literary intelligence employees (Butt et
al., 2018). In the previous research, Fernandez (2013) took dimensions of worker productivity,
such as time, quality, and innovation in the IT industry. These measures are quite similar to
this study; however, there is an inclusion of one different dimension, i.e., autonomy. The
United Arab Emirates construction industry is also examined in this study.

There has been research done that identifies both individual and organizational factors
as determinants of information worker productivity (Maciariello, 2009). The operation of an
organization, along with its strategy and structure, as well as the quality of its human
resources, are all factors that contribute to the successful production of innovative methods,
procedures, and products. By centering one's attention on these three organizational factors,
one can facilitate the production of new knowledge as well as its growth through the
utilization of three essential practices: ongoing development, ongoing knowledge
exploitation, and genuine innovation (Bosch-Sijtsema et al., 2009). Many different aspects of
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an individual's life can have an effect on how productive they are as a knowledge worker. The
ability to motivate employees from within, a belief in the organization's mission, a
commitment to knowledge management and job monitoring by employees, a focus on work-
based learning, theoretical and analytical knowledge, formal education, topic experience,
organizational skills, and the promotion of peace and stability are just a few examples of the
many factors that contribute to successful organizations. It is recommended that the impact
of knowledge management be tested on individual soft aspects as the organizational level
challenging aspects such as innovation have already been tested to a significant extent. When
it comes to figuring out how to boost the productivity of knowledge workers, strategists and
management scholars face a particularly difficult challenge. Because knowledge management
can have an effect on the productivity of individual workers, investigating the effect that
knowledge management has on the productivity of knowledge workers could be an
innovative contribution (Moussa et al., 2017; Palvalin et al., 2017).

Productivity has always been a point of concern since the commencement of industrial
development. In particular, efficiency concepts seek to clarify what the image implies,
whereas numerical meanings act as the foundation for assessment; in the former situation,
the fundamental goal is not to describe but boost efficiency (Tangen, 2005). Although high
efficiency can become an influential factor of economic benefit for firms (Grossman, 1993), it
often leads to a society's overall well-being. Productivity acts as a means of superiority in
rivalry. Growing efficiency would improve production or production performance, and if
competitiveness is higher, gains are obtainable to the value-added through the goods (Jergeas
& McTague, 2002).

A knowledge worker is an individual who identifies modifications centred on the
knowledge (creation of information and use of expertise as insight). It leads to intelligent
results based on expertise (Thomas and Baron, 1994). For instance, a description defines
supervisors, developers, and design engineers as information workers (Curado and Bontis,
2006). Likewise, specific research describes information workers as capable of knowing work
well than others in the company. Such employees can compile, analyze, and use information
(Turriago-Hoyos et al., 2016).

Employee Performance Monitoring

Performance monitoring is the process of obtaining information about work-related
behaviors. This information may be simply observed behaviors but can also take
measurements or ratings on job-relevant criteria. Monitoring is performed primarily by
supervisors but may also be performed by team members or other individuals in an
organization. One may monitor the performance of workgroups, departments, or entire
organizations, but the present research focuses on supervisory monitoring of individual
workers (Stanton, 1997).

Performance monitoring has seen a recent uptick in popularity thanks to technological
advancements. For evaluation and appraisal purposes, new performance monitoring forms
are possible thanks to inexpensive electronic devices. For example, a phone operator's
average call turnaround time can be tracked using an automated tracking system, as well as
video and audio observation of employees at work. Electronic monitoring has been shown in
studies to cause stress, anxiety, exhaustion, and other chronic health problems (e.g., Smith et
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al. 1992). While some researchers have focused on the effects of EPM on employees, others
have continued to develop our understanding of more traditional forms of supervisory
monitoring. Monitoring has been examined from an operant conditioning point of view
(Komaki et al., 1986) and a social information processing point of view (Larson & Callahan,
1990). This research suggests that performance monitoring has been a topic of interest both
before and after the advent of EPM.

Dimensions of Performance Monitoring

Allocating organizational rewards is closely linked to the social processes of
supervision and performance monitoring in particular (Larson & Callahan, 1992; Komaki,
1986). Even electronic performance monitoring, which some view as an impersonal process,
typically involves a human recipient of performance information (the manager or supervisor
who reviews electronically collected information) and social interaction during supervisory
performance feedback (Attewell, 1987). Focusing on fairness as an essential individual and
organizational outcome variable, organizational justice theories provide a suitable framework
for predicting the outcomes of various methods, approaches, performance monitoring and
supervision styles.

Organizational Justice

The above review of organizational justice identified a complete set of interrelated
justice components that apply to performance monitoring: justification, consistency, process
control, absence of bias, ethicality, accuracy, and correctability. The present study amassed
two types of evidence concerning these justice components. The laboratory's controlled
environment gathered evidence for causal links between monitoring characteristics and
fairness outcomes. More generalizable data from a cross-sectional field study were also
collected to examine correlational links between monitoring and supervision practices and
fairness outcomes. Each of the identified justice components is discussed below regarding
specific predictions and the nature of the data collected.

Justification

Fairness perceptions were predicted to improve if the justifications for the monitoring
techniques of organizational agents were adequate and appropriate—respondents in the
field study reported on their supervisors' specific and general justifications. In the laboratory
study, the justification was manipulated by the presence or absence of a detailed explanation
of the experimental supervisor's monitoring.

Consistency

As mentioned above, consistency can refer both to consistency across time and people.
Mapped onto performance monitoring, consistency manifests in a supervisor's consistent
monitoring of all relevant employees. Consistency over time would manifest in a stable
pattern of supervisory performance monitoring behavior. It was predicted that greater
consistency of both types would lead to higher perceptions of fairness. Consistency across
people was explicitly queried in the field study, while the field study's cross-sectional nature
facilitated only implicit consideration of consistency across time. Likewise, the transient
nature of the controlled experiment undertaken here allowed manipulation of consistency
across people, but not across time.
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Process Control

As previously stated, both the value expressive and logical process control functions
may be relevant to performance monitoring. Prior empirical work on control and engagement
has looked into the topic of meaning speech (e.g., Westin, 1992). In this analysis, the logical
role of process control was investigated. The ability to regulate the time and location at which
one's supervisor monitors one was expected to improve fairness regarding monitoring. In the
field study, process control was assessed by asking respondents about their ability to control
the monitoring time and setting. Because prior laboratory work on control has demonstrated
causal links between monitoring and worker reactions (e.g., Aiello & Kolb, 1995; Stanton &
Barnes-Farrell, 1996), this factor was not included in the laboratory study.

Supervisor Characteristics (Trust, Supervisor Expertise, Job Performance Knowledge).
In keeping with the cross-sectional, self-report nature of the field study, supervisory
knowledge of job performance and supervisory expertise as a monitoring agent was assessed
via respondents' perceptions. The field study assessed the extent to which workers believed
that their supervisors had collected sufficient and accurate information about their job
performance. The field study also gathered workers' perceptions of supervisory expertise as
a monitoring agent. As above, with trust, these perceptions were viewed as the result of a
continuing interaction process with supervisors and, therefore, difficult to manipulate in a
laboratory setting.

We hypothesize as follows
Proposition 1: Performance monitoring positively affects the knowledge worker
productivity.

Stress

In working life nowadays, workers are constantly forced to work vigorously for a
considerable duration as their roles begin to grow. Stress is a condition of psychological and
mental pressure that emerges from circumstances of tremendous pressure. An entity that
induces emotional anxiety is assumed to encounter tension by influencing people's
physiological and cognitive states (Bowin & Harvey, 2001). Stress disturbs the human ability
to retain vital factors, including physical, emotional, moral, or behavioral (Blumenthal, 2003),
thereby impacting a worker's regular activity. The stressing times, incidents, and behaviors
will still rely on the psycho-social nature of a person, bearing into account factors such as
history, morality, ideals, convictions, or individual's understanding (Ekundayo, 2014), which
are the factors that influence human's success and regular activity.

Some employee performance monitoring literature indicates that control can cause
anxiety symptoms. Nevertheless, investigators were having trouble verifying these findings
utilizing physiological anxiety factors (Silverman & Smith, 1995). In comparison, the work
environment regulation has a detrimental effect on workers, for instance, in a study by Botan
(1996) on controlling the working place and its impact on workers. These workers perceive
they are monitored more than their peers have been at risk of job tension and the rise of
occupational confusion and reduced contact. Alder and Tompkins (1997) found that the
office's tracking behaviors culminated in less confidentiality and a detrimental moral effect
on security breaches. It also shows that work causes anxiety for workers and usually affects
them.
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Moorman and Wells (2003) proclaimed that the increased reliance on the effects of
ongoing tracking and supervising removes the charge of staff and transfers it to the
management. Against this context, workers believe that this behavior, undertaken
intentionally or intentionally being advised or told, is the product of the loss of trust in the
administration itself. Thus adverse effects inevitably exacerbate worker pressure and anxiety.
Few researchers discovered a good solid correlation between tension and the intelligence
staff's stress (Scott et al., 2003). There is a theoretical gap as we have to know what makes
knowledge workers stressed out during performance monitoring and how effective
knowledge management is in overcoming the anxiety. Previous studies (e.g., Gahrib, 2016)
discussed performance monitoring and stress in detail. However, these researches examined
variables mentioned above in the educational or telecommunication industry.

Employee Performance Monitoring and stress

Wong and Cheuk (2005) described stress as a general term for people's pressures in
their daily lives. Olson et al (1989) described stress as a state of pressure resulting from an
apparent demand for a change in adaptive behavior. Dunham described stress as a series of
behavioral, emotional, and physical responses caused by recurrent stresses that outstrip the
ability to adapt systems to cope. At the same time, Dankade et al (2016) saw stress as a
positive or negative arousal response to a work-related or personal stimulus. It is a good thing
if stress motivates a person to behave in a given situation. Simultaneously, it is negative if it
becomes repetitive and causes a person's output to be diminished or non-existent.

Work output can be divided into two categories, according to (Borman and
Motowidlo, 1993). Task performance refers to activities related to the implementation and
maintenance of core technical processes in a specific organization, whereas contextual
performance refers to activities that influence the organizational, social, and psychological
environment in which the technical core functions are performed (Berdicchia and Masino,
2019; Espedido and Searle, 2018). In Borman and Motowidlo (1993), they divided task
performance into two categories: (a) activities that convert materials into goods and services,
and (b) activities that support and maintain the technical core by replenishing its supply of
raw materials, distributing its finished products; or providing essential planning and
coordination; or staff roles that support it to effectively and efficiently perform its tasks.
However, (Sonnentag et al., 2008) defined five types: a) events outside of an individual's
structured job requirements; b) tenacity of eagerness when required to complete critical task
requirements; c) assistance with other people; d) obedience to directives and prescribed
procedures even when it is inconvenient, and e) openly defending the goals of an
organization. According to the information presented above, it is possible that:
Proposition#2: Employee performance monitoring increases the level of stress among
knowledge workers

Stress and Knowledge Worker productivity

Researchers have looked into the link between stress and knowledge workers (Robert et al.,
2005). However, the findings' significance, magnitude, and in some cases, direction are all
over the place. The relationship between stress and knowledge workers' distress was found
in some studies to be significant, while there was no correlation in others. Other studies have
shown a negative correlation between the two variables (Taylor et al., 1998). Apart from the
millennium challenge of knowledge workers' productivity, Najafi (2011) found that
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knowledge workers experience higher stress levels due to the nature of knowledge work,
which is based on complexity and increased focus. As a result, it is speculated:
Proposition#3: Stress positively affects knowledge worker productivity

Knowledge Management

There are two forms of knowledge: (1) tacit knowledge, which is unique, valuable,
underutilized, unarticulated, and resides in employees' heads; and (2) explicit knowledge,
which is transferable, simple to manage, documentable, and storable (Jimes & Lucardie, 2003;
Jimes & Lucardie, 2003). When these forms of information are translated into a practical,
unique, and non-transferable form, the result is organizational knowledge. Many
organizations must develop strategies to manage information because of its importance in
achieving organizational goals effectively. According to Maier (2005), knowledge
management is the management function responsible for the regular selection,
implementation, and evaluation of knowledge strategies that aim to create an environment
that supports work with internal and external knowledge to improve organizational
performance. The interaction between the KM mechanism and the KM infrastructure, which
makes up KM architecture, helps organizations build organizational awareness and enhance
organizational creativity, thus achieving overall success. Scholars often differentiate between
two types of KM processes (Filius et al., 2000): (1) tactical KM process, in which employees
collect information to solve problems, extract value from the information, learn from the
value, and update existing expertise in the system; and (2) strategic KM process, in which
organizations devise KM strategy to evaluate, develop, and maintain intangible assets.
According to Filius et al (2000), the tactical KM method involves information acquisition,
documentation, transition, development, and implementation. Information acquisition is a
form of practice that seeks out lost implicit and explicit knowledge in the outside world.
Through knowledge transfer, employees may share their implicit and explicit information with
other employees within and outside their organizations.

Stress and Knowledge Management

One of the primary reasons for the rise in research on workplace stress is the negative impact
it has on employees' health and well-being (Paschoal and Tamayo, 2004) and, as a result, the
efficiency and effectiveness of the company. Many factors contribute to occupational stress,
including job responsibilities beyond a person's capacity to handle organizational stressors
(Nelson and Simmons, 2011). A closer look at employee stress and disconnection from
information sharing and their relationship to the maturity level of knowledge management in
an organization is essential. Organizational performance and efficiency are directly impacted
by information management and workplace stress, making it critical to address these issues.
O'driscoll et al (2009) cited many factors as stressors at work, including interpersonal
interactions at work, work itself (intrinsic work characteristics), excessive workload (high work
bulk and time pressure), a lack of control over workflow and deadlines, additional working
hours, new technologies, necessary skills, flexibility at the workplace, and a work-life balance
that includes both work and personal obligations.

The general public, managers, and coworkers can put public servants in an uncomfortable
position (Tummers et al.,, 2016). Ford et al (2015) stated in their study that when an
individual's well-being is compromised, employees prioritize what is most important to them
and what is appropriate to deal with, requiring time and effort because illnesses cause
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physical disabilities and high attention costs. Many people see knowledge sharing as a form
of organizational citizenship and an act of personal assistance (Kelloway & Barling, 2000). As
aresult, information-sharing disengagement is one of the adverse stress effects. The following
is a statement of intent:

Proposition#4: Stress negatively affects knowledge management

Knowledge Management and Knowledge Worker Productivity

As stated by Drucker (1999), six factors influence the efficiency of information
workers. As a first step, it is necessary to identify the information worker's actual job or role.
Unstructured knowledge is where a knowledge worker can and should contribute. Knowledge
workers must recognize, manage, and carry out unstructured and intellectual work,
necessitating self-management abilities. Second, the ability to work independently is a
requirement for an information worker. An information worker must also keep up with the
times. A worker's job description should include a requirement for constant innovation.
Lastly, there must be continuous education and learning.

Fifth, the quality and quantity of work performed by information workers determine
productivity as opposed to that of manual workers. Sixth, rather than being viewed as a cost,
the information worker should be viewed as a resource instead. Drucker's (1999) theory
focuses on knowledge-based work and self-management; continuous innovation drive;
worker care; emphasis on quality; continuous learning; teaching and autonomy; and
knowledge worker productivity. According to a literature review, information management is
linked to Drucker's theory. Results show that knowledge management significantly and
positively impacts task performance. According to Constantinescu (2009), information
management implementation and activities positively impact labour productivity.

As a final point, evidence from the academic literature suggests that knowledge
management can improve the productivity of knowledge workers. Information management
ensures that the appropriate amount of information is disseminated to the right individuals
at the proper time and location (Shujahat et al., 2017). Knowledge work and efficient decision-
making and processes are made easier with optimal knowledge provision because three
productivity barriers are avoided: information overload (when a worker has too much
information and cannot make a decision), no information (when a worker does not have any
information and cannot make a decision), and information scarcity (Bhatija et al., 2017). The
following are some possible responses:

Proposition#5: Knowledge management Positively affects knowledge worker productivity
Proposition#6: Stress and knowledge management sequentially mediate the relationship
between Performance monitoring and knowledge worker productivity.

Theoretical Framework

Expectancy Theory

Victor Vroom proposed the expectancy principle in 1964. This hypothesis is based on the
premise that people change their workplace actions based on the probability of achieving
their desired outcomes. Individuals adjust their behaviour to achieve their goals. The theory
of performance management is based on this hypothesis because future events are assumed
to impact performance (Salman et al., 2005).
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Job-Demand-Control Theory

Stress at work, according to the Job Demand-Control (JDC) theory, comes from the
interaction of many factors related to workloads, such as cognitive and emotional burdens,
interpersonal conflict, job control over decision-making authority (the ability to make work-
related decisions), and skill discretion (the breadth of the skills used) (Karasek, 1979).
According to the JDC model, employees who work in environments with high demands and
limited flexibility are more likely to experience work-related psychological stress and pressure
(Beehr et al., 2001).

Research Contribution

Advancement of Knowledge Worker Productivity Behavior Studies

As long as the researcher can demonstrate that there is still room for improvement,
theoretical contributions can be made (Corley & Gioia, 2011). This research adds to the
existing knowledge about knowledge worker productivity studies by incorporating unique
stress and knowledge management constructs into Drucker's knowledge worker
productivity theory. As previously stated, the contribution is exceptional and distinguishes
itself from previous research. Whetten (1989) also claims that the process of theory
creation necessitates critical thinking to challenge old theories and expand current
expertise to move to less explored areas. For this analysis, the relationship between
employee performance tracking, stress, knowledge management, and knowledge worker
productivity was explored in every possible sense. As a result, by adding new exogenous
factors and eliminating previous stress gaps, this study expands the avenue of experience
worker productivity. The impact of stress and information management is more precisely
widened as a result of the pragmatic legitimacy of this research.

Advancement of Knowledge Management Studies

The findings of this study indicate the significance of stress and knowledge management.
This thesis presents a detailed explanation of the logical relationship between stress,
knowledge management, and knowledge worker productivity. Stress and knowledge
management were neglected in previous studies in the UAE's backdrop. As a result, this
study is regarded as a one-of-a-kind contribution to knowledge management research, as
proposed by Conlon (2002), who stated that "the aim of a one-of-a-kind research study
should be to advance our understanding of management and organizations, whether by
presenting a critical re-direction of current views or by presenting an entirely new point of
view for a given topic." (p. 489). Conlon's distinction between extending current
knowledge and providing a completely different viewpoint is similar to Huff's (1999)
distinction between contributing to the current academic debate and initiating a new one.
Consequently, this study meets Huff's (1999) and Conlon's (2002) requirements for
theoretical advancement by incorporating and empirically testing the role of stress and
information management.

Conclusion

This study examined the significance of the thesis's primary constructs (employee
performance control, stress, and information management). The focus of this discussion
was on the importance of the proposed conceptual model as a whole and the latest
research related to it. According to the study's findings, all constructs are essential for
ultimately illustrating the principle of information worker productivity. Previous research
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on knowledge worker efficiency lacked two of these constructs (stress and knowledge
management as mediators), leaving a void in the literature. Furthermore, for most of the
relationships explored in this thesis' theoretical model, employee performance
management is a potent mediator. The research problem's loopholes were successfully
discussed in this thesis.

Furthermore, empirical testing of the proposed conceptual model has shown that it is
suitable for addressing the research issue's correct aspect. The analytical results of this
study also address research questions posed during the discussion of the problem
statement. Besides, the results taken from this study show its accomplishments. Based on
these results, the researcher concludes that all of the study's goals have been met. To
achieve all of the research objectives, the researcher relied on the proposed model of
information worker efficiency as a guide and working compass. An adequate research
strategy, methods, and statistical instruments are used to reach these conclusions.

Despite some limitations, explaining the significance of stress and knowledge
management for predicting the productivity of knowledge workers has extended the
expectation theory and Drucker's productivity theory of knowledge workers in the
construction industry. It is regarded as a significant accomplishment for this research.
Understanding these factors (such as stress and knowledge management), particularly
regarding knowledge worker efficiency, offers helpful insight and opens up new research
avenues. This research methodology has contributed to the comprehensive literature on
employee performance management, which extends to several disciplines and
information areas since studying these variables requires multi-disciplinary studies.

According to this discussion, employee performance control, stress, and knowledge
management contribute to knowledge worker efficiency. This research has effectively
brought together the mysterious and diverse strands of different disciplines to fill a void
in the literature while also adding significantly to the overall body of knowledge.
Furthermore, this is the first and most comprehensive research into the effects of
employee performance control, stress, and information management on knowledge
worker productivity.
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Figure 1
Conceptual Model with Sub-Dimensions
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Figure 2
Integrated Flow of the conceptual model
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