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				The role of career development, technostress, and organisational commitment in shaping the work performance of elementary school teachers: Insights from Partial Least Squares Structural Equation Modeling (SEM-PLS) analysis

				Abstract

				This study examines the complex relationship between career development, technostress, and organisational commitment in influencing the performance of school teachers in Aria Kemuning, West Java, Indonesia. The main objective of this study is to identify how the three constructs individually and interactively contribute to teacher performance in the context of an increasingly digital and demanding educational environment. A quantitative approach was used by a survey method of 162 respondents selected through the proportionate stratified random sampling technique. Data was analysed using partial least squares structural equation modeling (PLS-SEM) to evaluate the direct effects and mediation between variables. The results of the study show that career development and organisational commitment have a significant positive effect on work performance, while technostress has a negative influence. Interestingly, organisational commitment partially mediates the relationship between career development and technostress on teacher performance. This indicates that career development initiatives can directly improve performance, but the effect will be more optimal if they are accompanied by a strong organisational commitment. In contrast, technostress can lower performance, but its negative impact can be reduced through increased organisational commitment. The authenticity of this study lies in an integrated analysis of the psychological, organisational, and technological dimensions in the teaching profession, using SEM-PLS in the context of developing countries. The study provides new insights for schools and education policymakers to simultaneously address digital pressures and career satisfaction in order to optimise teacher effectiveness. The theoretical contributions and practical strategies offered are also useful in the management of human resources in the education sector
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				Introduction

				The COVID-19 pandemic led to global changes that disrupted education and many people’s life patterns. Known as SARS-CoV-2, this pathogen is part of the coronavirus family, including Middle East respiratory and severe acute respiratory syndrome. One of the ways education systems were altered is the swing to on-line learning, also known as digital-based learning or E-learning, to accommodate distance education (Rasmitadila et al., 2020). Teachers were required to change their conventional work patterns to online-based education (Dobrovolskaia et al., 2009). During the pandemic, Indonesia’s education system created a new curriculum called the Merdeka curriculum. The goal is to promote Merdeka Belajar requires teachers to encourage educators to make learning less stressful and fun for students by supporting each one’s innate abilities. (Djafri, 2025). Although the timing was perfect, the pandemic rushed the process, making educators ill-prepared. The result is increased workload, stress levels, and technostress. These life changes have affected their work performance, career development and organisational commitment. 

				The study follows a quantitative approach to survey participants by way of a questionnaire. The researcher identified many factors that made it possible. The results of the observations ranked three main issues that affect teachers’ performance based on their answers in the interviews. Initial observations by conducting surveys and providing questionnaires have been carried out on 30 elementary school teachers in the Ariakamuning Cluster in Kuningan Regency, West Java, Indonesia, who are reported to have suboptimal work performance in the last two years or since the pandemic era.

				Several studies on work performance have linked it with organisational success. This has become evident in the 21st century, with teaching and learning becoming increasingly complex and technologically based. Educators must continuously build their knowledge and skills to uphold their performance level and continue to improve (Job et al., 2021). Teachers’ work performance is directly linked to their career development (Ratnasari & Sutjahjo, 2019) and their organisational commitment ( Nod & Costume, 2022; Andhika et al., 2020). It is, however, also influenced by high levels of technostress (Cahapay & Bangoc, 2021; Magistra et al., 2021). 

				However, the effects of these factors on work performance have been studied separately. Most of these studies conducted their research separately, and none have looked at the interactions among them in a single model. This study fills the gap by providing a broader perspective by assessing three factors: (1) individual aspects of perceived career development, (2) the psychological aspect of technostress, and (3) organisational aspects of organisational development. It also examines the mediation effect of organisational commitment with two assumptions. The first is that successful career development requires ample organisational support and commitment. Secondly, it is assumed that organisational commitment can reduce the adverse effects of technostress on teacher performance. The variables in this study, technostress, career development, and organisational commitment, were selected to establish the relationship between them and work performance as crucial for organisational success. 

				The goal was to develop an integrative model to examine teachers’ perceptions of their career development, technostress experience, and level of organisational commitment collectively affecting their work performance. The objectives were to 1) investigate the influence of three career factors (development, technostress, and organisational commitment) on the work performance of 30 elementary school teachers in the Ariakamuning Cluster 
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				in Kuningan Regency of West Java in Indonesia. The second objective was to establish whether organisational commitment has a mediating effect on career development, as well as technostress and work performance. 

				While this study highlights cases of suboptimal work performance by teachers in the last two years or since the pandemic, such explorations should also be expanded to include mentors, facilitators and support staff.

				Literature Review 

				2.1	Work performance

				Campbell defines individual work performance as behaviours or actions relevant to organisational goals (Campbell, 1990). Job performance also signifies achieving an individual‘s work after exerting the necessary effort (Pradhan & Jena, 2017)). Improving work performance is a central issue in today‘s organisations, including for teachers. Teacher performance is applied when students are present, not just limited to the classroom or school. In particular, teacher performance results from teachers‘ efforts to become professional teachers [and to do their core tasks well (Magistra et al., 2021). This includes opening learning, carrying out learning activities, delivering materials, utilising resources or media, and increasing students‘ active learning . While many factors can affect an individual‘s job performance, the literature highlights key determinants, including career development, technostress, and organisational commitment. Career development is considered an important factor in shaping employee performance. Individual career development opportunities, such as access to training, promotion, and skill development, can significantly impact their workplace performance. Career development refers to developing and advancing an individual‘s professional trajectory within an organisation or field. 

				2.2	Career development

				Career development is a personal improvement that a person makes to achieve a career plan. Braer et al. argue that Professional Human Development is a lifelong process involving the development and transformation of childhood, formal career education, acceptance in school, and the process from adult to adult leader and retirement. Employees must be directed and focused on their work to realise their future career development goals (Novitayanti, et al., 2020). As for teachers, career development must always be oriented towards solving obstacles to student success. The career development of teachers is assessed by how they carry out their primary duties and functions as professional educators in educational units.

				Career development is an important factor that can significantly affect an individual‘s work performance and their level of organisational commitment. It involves advancing an employee‘s professional trajectory within an organisation or field, including opportunities for training, skill development, and promotion. When employees have access to meaningful career development opportunities, it can enhance their abilities, knowledge, and goals, directly impacting their ability to perform their duties effectively and contribute to the organisation‘s overall goals. Career growth and advancement opportunities can also foster stronger emotional connections and a sense of investment between employees and the organisation, leading to increased organisational commitment. This more profound commitment, in turn, can further drive employee motivation and performance, creating a positive feedback loop that benefits both individuals and organisations.
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				2.3	Technostress

				Technostress is defined as a condition resulting from the inability of an individual or organisation to adapt healthily to the use of new technologies (Estrada-Muñoz et al., 2021). Technostress is also known as techno-anxiety, in which a person experiences a high level of unpleasant physiological activation and feels tension and discomfort due to the current or future use of some type of information technology (Tarafdar et al., 2007). Technological advances can affect teachers‘ ability to be productive and make them more easily worried and frustrated so that they experience technostress (Magistra et al., 2021)). Technostress is not only related to the impact of technology but also related to organisations that set standards for the use of technology and colleagues who often play a role in influencing the use of technology by individuals [33]. Technostress can manifest in many forms, including techno-overload, techno-invasion, techno-complexity, techno-insecurity, and techno-uncertainty. Techno-overload refers to the technology-related demand to work longer and faster, whereas techno invasion implies constant connectivity and the blurring of work-life boundaries. The techno invasion implies constant connectivity and the blurring of work-life boundaries, leading to concerns about work-life balance and potential burnout. The complexity of technology, on the other hand, reflects individuals‘ difficulties in understanding and adapting to new technologies, which can hinder their ability to utilise these tools effectively. 

				2.4	Organisational commitment

				Organisational commitment is the working attitude of employees to achieve organisational goals and maintain good relationships with members of the organisation. Organisational commitment reflects the employee‘s commitment to the organisation. Meyer and Allen (1997) categorised organisational commitment into three elements: affective commitment, normative commitment, and sustainability commitment . Employee commitment to the organisation can be understood through affective, normative, and continuity aspects. Affective commitment explores the psychological bond between employees and organisations, where employees embrace organisational values in exchange for psychological rewards. Normative commitment is centred on work ethic and responsibility, motivating employees to excel. On the other hand, a commitment to continuity results from continuous investment by employees, preventing voluntary separation from the organisation. Teachers‘ commitment to a school or organisation is achieved when they are psychologically connected to their work and see their performance personally as significant and aligned with the organisation‘s goals (Herrera & De Las Heras-Rosas, 2021),

				Teachers‘ organisational commitment is reflected in their psychological relationship with their work, where they embrace organisational values in exchange for psychological rewards, feel a sense of responsibility and obligation to their role, and invest in the organisation, which prevents them from leaving voluntarily. They view their performance as personally significant and aligned with organisational goals. They embrace the organisation‘s values in exchange for psychological rewards, feel a sense of responsibility and obligation towards their work, and invest in the organisation, which prevents them from leaving voluntarily. A teacher‘s commitment to a school or organisation is achieved when they are psychologically connected to their work and see their performance as personally significant and aligned with the organisation‘s goals.
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				2.5	Hypothesis development

				Many researchers have found that career development improves employee performance experience (Febrianti, et al., 2020; Lee & Lee, 2018; Taghulihi, 2015). This result was confirmed by Santoso et al., who found that career development is one factor affecting employee performance improvement (Santoso et al., 2021). The higher the position an employee can occupy in an organisation, the better the work results and performance will be. Ugoani also pointed out that training and development as a career management activity positively correlates with employee performance (Herrera & De las Heras-Rosas, 2021). The influence of career development on job performance also refers to the individual’s perception of improving job performance through career development (Lee & Lee, 2018). Good career development will influence employees to continue striving to develop themselves and meet the company’s needs (Novitayanti et al., 2020).

				In terms of physiological factors, work stress also affects employee performance and productivity (Tarafdar et al., 2007), including technological pressure (Çoklar et al., 2019; Wang & Li, 2019). Stress about technology, called technostress, negatively impacts productivity, leading to inefficiencies, decreased job satisfaction, and decreased employee performance (Ayyagari et al., 2011). Cahapay and Bangoc (2021) find a substantial inverse association between technostress and productivity. Estrada-Muñoz et al. (2020) also found that the psychosocial risks of technology-enabled stress hurt teachers’ work performance in the teaching and learning process(Estrada-Muñoz et al., 2020).

				In addition, work performance is also associated with employee commitment to the organisation (Nod & Costume, 2022; Ebuenga-amora & Ed, 2016). By having a high level of organisational commitment, employees realise that their contribution to better achievement aligns with the company’s goals they are willing to sacrifice (Herrera & De las Heras-Rosas, 2021). Affective commitment has also been identified as a dimension of organisational commitment as a positive influence on job performance (Cobbinah et al., 2020). That performance depends on interpersonal behaviour in the work environment due to high organisational commitment. Laily and Wahyuni (2017) also established a positive influence of organisational commitment on teacher performance. High organisational commitment will motivate teachers to maximise their performance because of their organisational involvement.

				Many researchers have also placed organisational commitment as a mediating variable of employee performance (Adam et al., 2020; Nurluviyana & Sudarma, 2020; Manafe & Setyorini, 2019; Patulak et al., 2013). This reflects that organisational commitment has been consistently identified as an important variable in understanding employee work behaviour(Chang et al., 2025). It is considered one of the driving factors enabling a wide range of employee values to maintain productivity and performance.

				Weng et al. stated that assisting employees in meeting career goals will help them achieve a higher level of organisational commitment because highly committed employees tend to give their best in the workplace ( Adam et al., 2020; Weng et al., 2010). Rehman (2017) found that career development positively impacts three dimensions of organisational commitment - affective, normative, and sustainable commitment. Nerowati et al. (2018) also found a positive relationship between career development and the organisational commitment of public workers in Indonesia. Furthermore, studies on the effect of career development on organisational commitment and organisational commitment on employee performance (Yunus et al., 2018).
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				Researchers have also investigated the organisational effects of technostress on work commitments (Cahapay & Bangoc, 2021; Saadeh & Suifan, 2020; Tarafdar et al., 2007). Many employees suffer from technostress due to rapid technological changes (Ahmad et al., 2009). Therefore, employee commitment is urgently needed to overcome technostress and maintain work performance. Taneja and Singh revealed that technostress is negatively related to organisational commitment. Encouraging employees to manage tech stress better will help them stay committed to the organisation, thus retaining its human resources. (Taneja & Singh, 2018). As for teachers, the complexity of technology can make them experience a loss of teaching enthusiasm, impacting teachers’ commitment and subsequently affecting their teaching performance (Hassan et al., 2019). This also aligns with the findings of teachers experiencing moderate levels of technostress when their levels of career commitment are high. 

				Based on the literature review, we propose a model with a triad of variables: career development, technostress, and organisational commitment. By contrast, organisational commitment has a role as a mediation or intervention variable. The three constructions were analysed for their influence on work performance as dependent variables. Figure 1 visualises the model; thus, the following hypothesis is worth testing.

				Figure 1:	Model development

				Hypothesis 1 (H1): Career progression affects job performance 

				Hypothesis 2 (H2): Technostress affects job performance

				Hypothesis 3 (H3): Career development affects organisational commitment 

				Hypothesis 4 (H4): Technostress affects organisational commitment 

				Hypothesis 5 (H5): Organisational commitment affects job performance

				Hypothesis 6 (H6): Organisational commitment mediates the influence of career development on job performance

				Hypothesis 7 (H7): Organisational commitment mediates the influence of technostress on job performance
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				Method

				3.1	Data and measurement

				Population in this study: All Teachers in charge of teaching in the Ariakamuning Cluster in Kuningan District, Kuningan Regency, West Java, Indonesia, totaling 162 teachers across seven elementary schools. The data collection technique was carried out through a questionnaire in the form of forced choice. The questionnaire instrument used a five-point Likert scale (1 = strongly disagree/never, 5 = strongly agree/always, unless otherwise stated). Measurement items tested for validity and reliability are adapted from previous studies where possible. The way to measure validity is by testing whether each instrument meets the criteria and measuring reality by giving the instrument at different times. Measuring job performance using the Individual Work Performance Scale adapted from Koopmans et al. (2012) has also been used by Limon & Sezgin-Nartgün (2020) in measuring teachers’ self-reported work performance (Limon & Sezgin-Nartgün, 2020; Koopmans et al., 2012). The measurement of teacher career development, in particular, uses the Teacher Professional Development Scale (Hirschi et al., 2014; Shakuna et al., 2013). The technostress measurement was adapted from Tarafdar et al. (2007), which consisted of questions about techno invasion, techno overload, techno complexity, techno-insecurity, and techno uncertainty. The measurement of organisational commitment, using a scale developed by Meyer and Allen (1997), is used to measure the three dimensions of organisational commitment: affective commitment, sustainable commitment, and normative commitment (Meyer and Allen, 1997). Furthermore, a pilot study was also conducted to ensure that the respondents understood the questions and that the order was understandable.

				3.2	Data analysis

				The data analysis technique used the structural equation method based on Partial Least Square (SEM-PLS). Hair et al. (2013) suggested that PLS was chosen because it generally produces good results when using any measurement item, including reflective measures such as those used in this study (Rambut, Ringle, & Sarstedt, 2013). PLS is also more suitable for evaluating Model Complex insert Variable Mediation or Moderation (Sarstedt et al., 2020). This study uses SmartPLS 3 software to estimate the parameters of the model. SmartPLS facilitates the prediction of relationships between constructions, validates the theoretical framework, and explains the existence of relationships between latent variables.

				Based on PLS parameters, the model in this study is assessed in two stages: measurement model evaluation and structural model evaluation. Determining the evaluation of the measurement model should consider the validity of convergence, the validity of discrimination, and the construction of reliability. Convergent validity is assessed using item loading (greater than 0.6) and extracted mean variant or AVE (greater than 0.5). The Fornell-Larcker criterion was used to assess the validity of discrimination by comparing the square root of AVE with the latent construction correlation. Although 0.60 is acceptable for exploratory research, the composite reliability score should be more than 0.70.

				Furthermore, structural model evaluation is used to confirm the accuracy of the structural model by analysing the determination coefficient (R-squared), cross-validated redundancy (Q-squared), and path coefficient. Variable endogenisation with R-squared values from 0.75, 
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				0.50, or 0.25 can be classified as moderate or weak. A Q-square Greater score than zero suggests that the Line model exists as predictive. The path coefficient is checked to determine that the size and direction of each variable association exist consistently (Hair et al., 2023).

				The hypothesis is tested by bootstrapping, which results in a statistical value of t and a value of p. Statistical significance is determined by the Table value T alpha 5% (double-sided) is 1.96, and the hypothesis is accepted if t-stats > t-table and p values 0.05 (Ghozali & Latan, 2015). The mediation effect was analysed using the results of the specific indirect effects of the PLS as suggested by the et al., 2021.

				Results and discussion

				4.1	Descriptive statistical results

				This study collected 162 elementary school teacher respondents in the Ariakamuning Cluster in Kuningan Regency, West Java, Indonesia, with demographic information illustrated in Table 1. 

				Table 1:	Respondent demographics

				
					Distribution of criteria

				

				
					Frequency

				

				
					Percentage (%)

				

				
					Age (in years)

				

				
					Under 25

				

				
					8

				

				
					4.9

				

				
					25-35

				

				
					73

				

				
					45.1

				

				
					36-50

				

				
					79

				

				
					48.8

				

				
					Above 50

				

				
					2

				

				
					1.2

				

				
					Gender

				

				
					Man

				

				
					64

				

				
					39.5

				

				
					Woman

				

				
					98

				

				
					60.5

				

				
					Marital Status

				

				
					One

				

				
					24

				

				
					14.8

				

				
					Marry

				

				
					134

				

				
					82.7

				

				
					Divorce/Widowhood

				

				
					4

				

				
					2.5

				

				
					Education Level

				

				
					Diploma or below

				

				
					18

				

				
					11.1

				

				
					Bachelor’s degree

				

				
					138

				

				
					85.2

				

				
					Master’s/Doctorate or higher

				

				
					6

				

				
					3.7

				

				
					Teaching Experience

				

				
					< 1 year

				

				
					28

				

				
					17.3

				

				
					1-3 years

				

				
					61

				

				
					37.7

				

				
					> 3 years

				

				
					73

				

				
					45.1

				

				According to Table 1, the demographics of the respondents in this study are mainly from the majority of respondents aged 36-50 (48.8%). Most are women (60.5%) and married (82.7%). Respondents were also dominated by a bachelor’s degree (85.2%) and had more than 3 years of teaching experience (45.1%). This study also conducted a simple descriptive analysis to reveal common problems such as average scores, grand mean, and standard deviations regarding the variables in this study. The summarised descriptive statistical variables are shown in Table 2.
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				Table 2:	Variable descriptive statistical results

				
					Variable

				

				
					Item

				

				
					Mean

				

				
					Large Average

				

				
					SD

				

				
					Work Performance

				

				
					WP1

				

				
					I work towards the result of my work

				

				
					3,33

				

				
					3,67

				

				
					8,09

				

				
					WP2

				

				
					I managed to plan my work to be completed on time

				

				
					3,69

				

				
					WP3

				

				
					I can separate the main problem from the side problem at work

				

				
					3,51

				

				
					WP4

				

				
					I can complete my tasks with minimal time and effort

				

				
					3,67

				

				
					WP5

				

				
					I can do my job.

				

				
					3,93

				

				
					WP6

				

				
					Collaboration with others works.

				

				
					3,41

				

				
					WP7

				

				
					At work, I come up with innovative ideas.

				

				
					3,37

				

				
					WP8

				

				
					I am open to constructive criticism of my work.

				

				
					3,81

				

				
					WP9

				

				
					When I was accessible, I took on difficult job assignments.

				

				
					3,96

				

				
					WP10

				

				
					I work to keep my job knowledge up-to-date

				

				
					3,80

				

				
					WP11

				

				
					I have shown flexibility

				

				
					3,60

				

				
					WP12

				

				
					I was able to cope with unexpected situations at work

				

				
					3,90

				

				
					WP13

				

				
					I easily adjust to changes in my job

				

				
					3,77

				

				
					Career Development

				

				
					CD1

				

				
					The training programme developed my ability to prepare a career plan

				

				
					3,90

				

				
					3,82

				

				
					7,19

				

				
					CD2

				

				
					My organisation guides me to choose appropriate educational tools and techniques to create effective learning activities

				

				
					3,83

				

				
					CD3

				

				
					My organisation helps me choose my learning and teaching activities in a way that contributes to achieving my goals.

				

				
					3,56

				

				
					CD4

				

				
					My organisation allows me to formulate a variety of class methods

				

				
					3,89

				

				
					CD5

				

				
					The training programme is beneficial to me in how to increase the motivation of students

				

				
					3,90

				

				
					CD6

				

				
					My organisation helped me develop my teaching concepts and principles

				

				
					3,30

				

				
					CD7

				

				
					My organisation allows me to acquire the skill of building a treatment plan based on the results of the evaluation

				

				
					3,83

				

				
					CD8

				

				
					I am actively working on planning my professional future

				

				
					4,00

				

				
					CD9

				

				
					I maintain contact with people who can help me professionally

				

				
					4,01

				

				
					CD10

				

				
					I volunteer to participate in further education, training, or other events to support my career

				

				
					3,97
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					Variable

				

				
					Item

				

				
					Mean

				

				
					Large Average

				

				
					SD

				

				
					Technostress

				

				
					TS1

				

				
					Technology forces me to work faster

				

				
					2,73

				

				
					2,16

				

				
					6,81

				

				
					TS2

				

				
					Technology forces me to work with a very tight time schedule

				

				
					2,41

				

				
					TS3

				

				
					Technology forced me to change my work habits to adapt to new technologies

				

				
					2,85

				

				
					TS4

				

				
					I spend less time with my family because of new technology

				

				
					2,52

				

				
					TS5

				

				
					Technology invades my personal life

				

				
					2,17

				

				
					TS6

				

				
					I do not know about technology to handle the job satisfactorily

				

				
					2,46

				

				
					TS7

				

				
					It took me a long time to understand and use the new technology

				

				
					1,41

				

				
					TS8

				

				
					My job security is threatened by new technologies.

				

				
					1,56

				

				
					TS9

				

				
					I was threatened by a colleague with newer tech skills

				

				
					1,72

				

				
					TS10

				

				
					There are always new developments in technology in my organisation

				

				
					1,78

				

				
					TS11

				

				
					There is a frequent increase in computer networks in my organisation

				

				
					2,17

				

				
					Organisational Commitment

				

				
					OC1*

				

				
					I do not feel like “part of my family” in this organisation

				

				
					3,27

				

				
					3,77

				

				
					8,35

				

				
					OC2*

				

				
					I do not feel “emotionally attached” to this organisation

				

				
					3,59

				

				
					OC3*

				

				
					I do not feel a strong sense of belonging to this organisation

				

				
					3,14

				

				
					OC4

				

				
					It is very difficult for me to leave my job in this organisation now

				

				
					3,46

				

				
					OC5

				

				
					Staying with this organisation is a matter of need as well as aspiration of the moment 

				

				
					3,81

				

				
					OC6

				

				
					I believe I have too little possibility of leaving this company 

				

				
					3,54

				

				
					OC7

				

				
					One of the few drawbacks of leaving this organisation is the scarcity of opportunities that can be accessed elsewhere

				

				
					4,43

				

				
					OC8

				

				
					One of the main reasons I stayed with this organisation was that leaving would require significant personal sacrifices.

				

				
					4,27

				

				
					OC9

				

				
					Even if it was in my favor, I did not believe it would be appropriate for me to leave.

				

				
					4,19

				

				
					OC10

				

				
					I would feel bad if I left this company now.

				

				
					4,14

				

				
					OC11

				

				
					This organisation has earned my devotion.

				

				
					3,80

				

				
					OC12

				

				
					Because of my sense of commitment to my company, I will not leave it now.

				

				
					4,08

				

				
					OC13

				

				
					I owe a lot to this group.

				

				
					3,31

				

				Note:	* Unprofitable items
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				Table 2 shows the results of descriptive statistical variables. To explain the descriptive results, items and variables are classified based on their average scores using the Bernstein approach. The reason for using this theory is to know the relationship between variables(Sadek et al., 2023). Items or variables with an average score above and A Score equal to 0.5 standard deviations above Average Be Rated “Height” (x average+0.5 SD). Variables with significant average scores Less or equal to 0.5 standard deviations from the average score are labelled as “low” (x average-0.5 SD). The variable with the average score in the middle is labelled “medium” (average-0.5 SD x average+0.5 SD). Therefore, based on this classification, it was found that the work performance of the respondents in this study was categorised as high. The respondents were also classified as having high career development. On the other hand, the technostress of the respondents was relatively low, while the organisational commitment of the respondents was relatively high.

				4.2	Results of modelling structural equations

				The first step in the PLS is to determine the validity and reliability of the measurement model tested. All items must have an outer loading value above 0.6 to meet the convergence validity criteria. Thus, five items (WP1, TS2, TS6, OC2, and OC6) with the outer loading values below have been removed. A valid measurement model is shown in Figure 2.

				Figure 2:	Valid measurement model

				AVE rating for each construction is also more than 0.50, and the reliability of Cronbach’s composite and alpha is greater than the cut-off value of 0.70, indicating that its size is reliable regarding internal consistency (Wong, 2013). A summary of the results of the validity and reliability of the measurement model is shown in Table 3.
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				Table 3:	Validity and reliability of model measurement results

				
					Variable

				

				
					Item

				

				
					Loading

				

				
					AVE

				

				
					Alpha Cronbach

				

				
					Composite Reliability

				

				
					Work Performance

				

				
					WP2

				

				
					0.670

				

				
					0.504

				

				
					0.910

				

				
					0.924

				

				
					WP3

				

				
					0.661

				

				
					WP4

				

				
					0.755

				

				
					WP5

				

				
					0.656

				

				
					WP6

				

				
					0.687

				

				
					WP7

				

				
					0.740

				

				
					WP8

				

				
					0.629

				

				
					WP9

				

				
					0.745

				

				
					WP10

				

				
					0.710

				

				
					WP11

				

				
					0.808

				

				
					WP12

				

				
					0.735

				

				
					WP13

				

				
					0.702

				

				
					Career Development

				

				
					CD1

				

				
					0.734

				

				
					0.610

				

				
					3,82

				

				
					7,19

				

				
					CD2

				

				
					0.804

				

				
					CD3

				

				
					0.720

				

				
					CD4

				

				
					0.889

				

				
					CD5

				

				
					0.886

				

				
					CD6

				

				
					0.667

				

				
					CD7

				

				
					0.709

				

				
					CD8

				

				
					0.803

				

				
					CD9

				

				
					0.824

				

				
					CD10

				

				
					0.742

				

				
					Teknostres

				

				
					TS1

				

				
					0.622

				

				
					0.522

				

				
					2,16

				

				
					6,81

				

				
					TS3

				

				
					0.661

				

				
					TS4

				

				
					0.664

				

				
					TS5

				

				
					0.720

				

				
					TS7

				

				
					0.701

				

				
					TS8

				

				
					0.743

				

				
					TS9

				

				
					0.782

				

				
					TS10

				

				
					0.819

				

				
					TS11

				

				
					0.771

				

				
					Organisational Commitment

				

				
					OC1

				

				
					0.624

				

				
					0.530

				

				
					3,77

				

				
					8,35

				

				
					OC3

				

				
					0.662

				

				
					OC4

				

				
					0.640

				

				
					OC5

				

				
					0.711

				

				
					OC7

				

				
					0.790

				

				
					OC8

				

				
					0.749

				

				
					OC9

				

				
					0.816

				

				
					OC10

				

				
					0.830

				

				
					OC11

				

				
					0.725

				

				
					OC12

				

				
					0.794

				

				
					OC13

				

				
					0.624

				

				The results of the validity of the discrimination are also supported by revealing the square root of the AVE of each construction to be more important than the association of other constructions, as presented in Table 4.
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				Table 4:	Validity of discrimination (Fornell-Larcker Criteria)

				
					Construction

				

				
					CD

				

				
					OC

				

				
					TS

				

				
					WP

				

				
					CD

				

				
					0.781

				

				
					OC

				

				
					0.801

				

				
					0.728

				

				
					TS

				

				
					-0.770

				

				
					-0.935

				

				
					0.723

				

				
					WP

				

				
					0.836

				

				
					0.871

				

				
					-0.854

				

				
					0.710

				

				Note:	Off-diagonal represents correlation, while diagonal reflects the square root of AVE.

				The second step in PLS is to evaluate the structural mode by analysing the R-squared and Q-squared values, as shown in Table 5. To find the Q-square, an eye patch procedure is performed.

				Table 4:	Validity of discrimination (Fornell-Larcker Criteria)

				
					Construction

				

				
					R square

				

				
					Q Square

				

				
					OC

				

				
					0.889

				

				
					0.458

				

				
					WP

				

				
					0.816

				

				
					0.401

				

				The R-squared values in this model (0.889 and 0.816) are classified as strong, with the recommendation that R-squared values of 0.75, 0.50, or 0.25 can be described as strong, moderate, and weak (Leguina, 2015). This finding also means that exogenous latent variables, namely career development (CD), technostress (TS), and organisational commitment (OC), can explain work performance (WP) as an endogenous variable of 81.6%. Meanwhile, the organisation’s commitment can also be explained by career development (CD) and technostress (TS) at 88.9%. The Q-squared in this model has values above zero (0.458 and 0.401), indicating the model has a predictive ability (Leguina, 2015).

				4.3:	Hypothesis test results

				To test the hypothesis, a bootstrapping process involving 1,000 sub-samples was performed. Figure 4 illustrates the results of bootstrapping the structural model.
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				Figure 3:	Structural model (bootstrapping)

				In smartpls, the PLS-SEM algorithm and bootstrap procedure results include direct, specific, indirect, and total effects. This report generates the path coefficient, t-statistically value, and p-value to be analysed. The hypothesis is accepted if the t-statistic is greater than 1.96 and the p-value is less than 0.05. Table 6 shows an overview of the results of hypothesis testing.

				Table 6:	Summary of hypothesis test results

				
					Hypothesis

				

				
					Coeff Line.

				

				
					T-stat.

				

				
					P value

				

				
					Conclusion

				

				
					Results

				

				
					H1

				

				
					CD à WP

				

				
					0.371

				

				
					6.171

				

				
					0.000

				

				
					Pending

				

				
					Accepted

				

				
					H2

				

				
					TS à WP

				

				
					-0.260

				

				
					2.549

				

				
					0.011

				

				
					Pending

				

				
					Accepted

				

				
					H3

				

				
					CD à OC

				

				
					0.199

				

				
					2.652

				

				
					0.008

				

				
					Pending

				

				
					Accepted

				

				
					H4

				

				
					TS à OC

				

				
					-0.782

				

				
					10.625

				

				
					0.000

				

				
					Pending

				

				
					Accepted

				

				
					H5

				

				
					OC à WP

				

				
					0.330

				

				
					3.348

				

				
					0.001

				

				
					Pending

				

				
					Accepted

				

				
					H6

				

				
					CD à OC à WP

				

				
					0.066

				

				
					2.049

				

				
					0.041

				

				
					Pending

				

				
					Accepted

				

				
					H7

				

				
					TS à OC à WP

				

				
					-0.258

				

				
					2.049

				

				
					0.041

				

				
					Pending

				

				
					Accepted
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				The results of hypothesis testing show significant direct and indirect influences on related variables in this study. The study’s results revealed that career development significantly positively influenced work performance (β1= 0.371, t-stat>1.96, p<0.05). Therefore, the first hypothesis (H1) is accepted. A significant influence was also found between technostress and work performance, although the relationship was negative (β2= -0.260, t-stat >1.96, p<0.05). Thus, the second hypothesis (H2) is also accepted. The third hypothesis (H3) was also accepted as a significant positive influence of career development on organisational commitment (β3= 0.199, t-stat >1.96, p<0.05) was found. Adverse effects of technostress were also found on organisational commitment (β4= -0.782, t-stat >1.96, p<0.05), so the fourth hypothesis (H4) was accepted. Organisational commitment also showed a positive effect on work performance (β5= 0.330, t-stat >1.96, p<0.05), then the fifth hypothesis (H5) was also accepted. The study also found that work performance was significantly influenced by career development and technostress mediated by organisational commitment, so the sixth (H6) and seventh (H7) hypotheses were accepted. Career development positively affects work performance when mediated by organisational commitment (β6= 0.066, t-stat >1.96, p<0.05). In contrast, technostress harms work performance when mediated by organisational commitment (β6= -0.258, t-stat >1.96, p<0.05).

				Analysis and discussion

				This study‘s results show that primary school teachers‘ performance in Indonesia has been a persistent concern, with lower performance observed in rural areas than in urban areas. (Martinez, 2022; Siburian et al., 2021; Kawuryan et al., 2021). Several studies have also shown that various factors can affect teacher performance, including organisational culture, job satisfaction, leadership style, and individual characteristics (Kanya et al., 2021; Fitriana et al., 2021). In addition, other factors, such as teachers‘ perception of their work and the match between their expertise and assigned tasks, have been identified as important determinants of teacher performance. (Wahyono & Widodo, 2022; Kanya et al., 2021)The performance of primary school teachers in Indonesia has been a constant concern, with lower performance observed in rural areas compared to urban areas. The literature shows that various factors can affect teacher performance, including organisational culture, job satisfaction, leadership style, and individual characteristics. Implications of the influence of career development on work performance. An employee‘s ability to advance in their careers and achieve professional goals can significantly improve their job performance. Similarly, teachers‘ commitment to their school or organisation can positively impact their job performance. Organisational commitment, which reflects teachers‘ psychological relationship with their work and the school, is an important factor in shaping their work performance. The findings of this study show that technostress can hamper teachers‘ work performance. Technostress manifested in various forms, such as techno-overload, techno-invasion, techno-complexity, and others, can hinder teachers‘ ability to utilise technology and manage their work-life balance, ultimately effectively.

				Future research is expected to explore the specific mechanisms by which career development, technostress, and organisational commitment affect teacher performance and the role of contextual factors, such as school culture and leadership, in shaping these relationships. In addition, longitudinal investigations can shed light on the dynamic nature of these factors and their long-term implications for teacher performance, providing a more comprehensive understanding of the complex and evolving relationships among the variables examined in this study. 
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				Further research is crucial to develop effective strategies to support and improve the performance of primary school teachers, which has significant implications for the quality of education and the development of Indonesian society as a whole. The performance of primary school teachers in Indonesia is a constant concern, with lower performance in rural areas compared to urban areas. Various factors, including organisational culture, job satisfaction, leadership style, and individual characteristics, can affect teacher performance. These findings also provide valuable insights into the complex interactions between these factors, and future research may explore the specific mechanisms and roles of contextual factors in shaping these relationships. Improving the performance of elementary school teachers is very important for the quality of education and the development of Indonesian society as a whole.

				Conclusion

				This study investigates the determinants of teachers‘ work performance in three aspects: individual, psychological and organisational. The individual aspect is represented by career development and significantly influences work performance and the organisational aspect of the organisation‘s commitment to work performance. Otherwise, technostress representing the psychological aspect negatively influences work performance. However, these three factors can significantly predict teachers‘ work performance. These findings also offer important insights into the complex interactions between the variables in the study and their collective influence on teacher job performance. Specifically, the results showed that providing primary school teachers with opportunities for career advancement and professional growth was positively related to their work performance. 

				The study also investigated the mediating effects of organisational commitment and found that the positive influence of career development and the adverse effects of technostress had consistent results on job performance even when mediated by organisational commitment. Confirm complete mediation of the organisation’s commitment to work performance.
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