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Abstract: in the digital age, the use of multiple technologies and the need to continuously adapt to different tools and platforms generate new pres-
sures and demands for workers. In this context, the present study examines the effect of technostress and job satisfaction influence in continuance
commitment and organizational performance in Chilean universities. To this end, a questionnaire previously adapted and validated from previous
studies was administered to civil servants and administrative staff at universities in southern Chile who use digital technologies in their work. A
total of 240 valid responses were obtained and analyzed using structural equations (PLS-SEM). The results show that technostress has a positive
and significant effect on commitment to continuity, an atypical finding that contradicts the prevailing literature, which traditionally associates
technostress with negative consequences on work attitudes. In addition, it was confirmed that job satisfaction is a determining factor in linking
commitment and organizational performance. These findings contribute to the literature on technostress in university settings by demonstrating
that, under certain institutional conditions, technostress can coexist with attitudes of adaptation and job retention. In addition, the results offer rel-
evant information for promoting digitization strategies aimed at strengthening job satisfaction and people management in digitized environments.
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Resumen: en la era digital, el uso intensivo de tecnologias y la necesidad de adaptarse de manera continua a las distintas herramientas y plata-
formas generan nuevas presiones y exigencias para los trabajadores. En este contexto, el estudio analiza el efecto del tecnoestrés y la satisfaccién
laboral en el compromiso de continuidad y el rendimiento en instituciones universitarias de Chile. Para ello, se aplic6 un cuestionario adaptado
y validado desde estudios previos, dirigido a funcionarios y administrativos de universidades del sur de Chile que utilizan tecnologias digitales
en su trabajo. Se obtuvieron 240 respuestas vélidas, analizadas mediante ecuaciones estructurales (PLS-SEM). Los resultados evidencian que el
tecnoestrés presenta un efecto positivo y significativo sobre el compromiso de continuidad, lo que constituye un hallazgo atipico y contrario a
lo reportado por la literatura predominante, que tradicionalmente asocia el tecnoestrés con consecuencias negativas en las actitudes laborales.
Ademads, se confirma que la satisfaccién laboral constituye un factor determinante en la vinculacién del compromiso y el rendimiento organizati-
vo. Estos hallazgos aportan a la literatura sobre el tecnoestrés en el &mbito universitario al demostrar que sus efectos no son homogéneos ni exclu-
sivamente negativos, sino dependientes del contexto institucional. Desde una perspectiva préctica, los resultados ofrecen informacion relevante
para el disefio de estrategias de digitalizacién orientadas a fortalecer la satisfaccién laboral y la gestién de personas en entornos digitalizados.

Kalabras clave: tecnoestrés, tecnologia, satisfaccién laboral, compromiso de continuidad, rendimiento organizativo, universidades, digitalizacién,
PLS-SEM.
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Technology in the digital age has trans-
formed personal and work environments
through the integration of resources, tools, and
processes that drive innovation and organiza-
tional efficiency (Saidy et al., 2022). Higher ed-
ucation institutions have progressively incor-
porated information systems and technologies
for both academic activities and administrative
management, particularly through the imple-
mentation of academic management platforms,
institutional information systems, digital pro-
cessing tools, and collaborative work solutions
(Suresh and Mohanty, 2023). This process has
required their employees to acquire new digital
skills and continuously adapt to the technolog-
ical changes accompanying the transformation
of higher education (Heo and Jung, 2020). The
COVID-19 pandemic has added complexity to
the international debate on the risks and ben-
efits associated with technologies, especially in
the educational and academic context (Suresh
and Mohanty, 2023).

The intensive incorporation of technologies
has also generated new stress among workers,
a phenomenon identified as technostress. This
manifests itself in the face of technological com-
plexity, insecurity regarding one’s own digital
skills, the need for constant training, the pres-
sure for constant connectivity, and continuous

technological changes—factors that can gener-
ate stress and overload in users (El Kiassi and
Jahidi, 2023). These conditions directly affect
well-being, behavior, and job satisfaction (Wang
and Rashid, 2022).

Technostress manifests in business, organiza-
tional, and technological contexts, as well as in
the field of higher education. Although the liter-
ature on technostress has grown in recent years,
empirical studies conducted in higher education
institutions, particularly in Latin America, re-
main limited (Herrera-Sanchez et al., 2023) and
focus on specific contexts where the dynamics of
digitalization, working conditions, and institu-
tional resources exhibit different characteristics
(Saidy et al., 2022). This limits regional empiri-
cal research, hindering the understanding of the
impact of technostress on the well-being and
performance of university staff, creating a sig-
nificant gap that this study aims to address. The
literature has emphasized the negative effects
of technostress on organizational commitment,
leaving potential adaptive responses by workers
to technological demands in specific institution-
al contexts largely unexplored.

In Chile, digitalization has advanced, and
more than 94% of households report having
their own internet access, with digital connec-
tivity serving as a basic service and a tool that
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enables a range of rights such as health, edu-
cation, and work (Subsecretaria de Telecomuni-
caciones, 2023). However, the adoption of tech-
nologies in education was forcibly accelerated
by the COVID-19 pandemic, driving the im-
plementation of virtual and hybrid modalities
(Comisiéon Econémica para América Latina y el
Caribe, 2021). However, faculty and adminis-
trative staff adopted these technologies without
possessing the necessary digital skills, creating a
significant barrier to digital transformation pro-
cesses in higher education. Hence, it is interest-
ing to study how technostress shows in univer-
sity institutions where digitization impacts both
the management and work life of their staff.

In this context, the present study aims to
analyze the effect of technostress and job sat-
isfaction on the commitment to continuity and
organizational performance of administrative
staff at Chilean universities, using a structural
equation model based on partial least squares
(PLS-SEM).

The main contribution of this study is to
demonstrate a positive effect of technostress on
continuance commitment, a finding that con-
trasts with the classical literature and raises the
need to revise traditional theoretical models of
technostress in light of digital transformation
processes in higher education institutions. Fur-
thermore, it offers valuable insights to design
strategies related to people management and
the use of digital technologies in the digital
transformation process.

The study is structured as follows: first, a
review of the literature on technostress, job sat-
isfaction, continuance commitment, and organi-
zational performance; followed by the study’s
hypotheses. Next, the methodology used, the
main results of the analysis, and their corre-
sponding discussion are presented. Finally, the
conclusions and limitations of the study.

Technostress

According to Salanova (2003), technostress
is the inability of individuals to cope with new
technologies and can be interpreted as a mis-
match between the user’s demands and avail-

able resources, or as affective symptoms and
anxiety related to technologies. For De Olivei-
ra et al. (2025), it constitutes mental stress cre-
ated by using technology, resulting in strong
emotional responses associated with fear and
anxiety. According to Al-Ansari and Alshare
(2019), the experience of technostress is due to
the attempt to manage digital technologies that
are constantly changing and evolving in work
environments. In this sense, technostress is di-
rectly associated with the stress experienced by
people due to the use of digital technologies,
and is considered a negative psychosocial effect
of using these tools. This phenomenon is struc-
tured into three main dimensions: (a) affective
symptoms linked to anxiety and fatigue, (b) un-
favorable attitudes toward digital technologies,
and (c) negative perceptions regarding one’s
own technological skills and competencies
(Salazar-Concha et al., 2022).

The creators of technostress state five dimen-
sions: technological overload, technological in-
trusion, technological complexity, technolog-
ical insecurity, and technological uncertainty
(Ragu-Nathan et al., 2008). These dimensions
measure the levels of technostress experienced
by employees in organizations that arise from
the use of technology in the workplace, mani-
fested through the development of physiolog-
ical and psychological reactions (Kumar, 2024).

Technological overload describes an in-
crease in the pace and volume of work, caus-
ing employees to perform their tasks at a rapid
pace and spend more time on work. Techno-
logical intrusion refers to the invasive effect
of technologies, which generates feelings of
control and excessive connection to them, with
the aim of staying in contact with supervisors
and coworkers both during and outside work
hours (Tarafdar et al., 2015). When technology
is perceived as too complex to perform a task or
integrate into work, an employee may experi-
ence technological complexity. This is associat-
ed with situations where users feel inadequate
regarding their skills and are forced to devote
time and effort to learning and understanding
aspects of the technology, causing the employee
to feel intimidated and insecure (Harunavamwe
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and Ward, 2022). Technological insecurity refers
to what workers experience when they fear los-
ing their jobs and being replaced by new infor-
mation systems or by better-trained employees
with greater technological skills (Tarafdar et al.,
2019). Technological uncertainty describes sit-
uations or feelings of bewilderment caused by
constant changes and updates in technology
(Alcas et al., 2019; Herrera-Sdnchez et al., 2024).

Job satisfaction, commitment to stay,
and organizational performance

Job satisfaction is understood as the degree
to which employees’ needs are met by the orga-
nization, reflecting their well-being within the
work environment. This construct is associated
with the favorable or unfavorable emotions and
perceptions that employees develop toward
their professional activity (Alcas et al., 2019). It
also represents an emotional state arising from
employees’ appreciation of their jobs and the or-
ganization in relation to the stimuli they receive
that allow them to meet their needs and expec-
tations in exchange for performing their duties
within the organization (Pedraza, 2020). In this
sense, it constitutes an element that directly in-
fluences occupational health, commitment, and
workers’ positive attitudes toward their perfor-
mance (Chiang-Vega et al., 2021).

Commitment to continuity reflects the ex-
tent to which employees perceive the costs asso-
ciated with leaving the organization. According
to Becker (1960), an individual incurs a choice
cost when they tie their interests to a process, or
activity from which it is difficult to disengage
in the medium term through a binding choice,
such as, in this case, the decision to leave the
organization. According to Santiago-Torner
(2023), the reasons why an employee with a
high level of continuity commitment remains in
the organization include the following: a) fear
of losing job stability, b) loss of status or pro-
fessional recognition, c) the psychological and
material costs associated with severing the em-
ployment relationship, and d) the accumulation
of personal and social investments that employ-
ees make over time. According to Morais et al.

(2024), factors such as congruent leadership and
organizational support practices intensify com-
mitment among employees with greater tenure.
Taken together, these findings demonstrate that
tenure and personal investment contribute to
maintaining the employment relationship and a
sense of belonging within the organization.

Organizational performance has been ana-
lyzed from various perspectives, considering
the influence of multiple factors and conditions
both within and outside the organization. In
this regard, over time, non-financial and/or
subjective variables have been incorporated to
capture information about the organizational
environment (Valenzuela and Martinez, 2015).
According to Gutterman (2023), the measure-
ment of organizational performance should
not be limited solely to traditional financial in-
dicators but should incorporate non-financial
factors such as internal processes, innovation,
and employee well-being. In the education sec-
tor, organizational performance improves pro-
cesses and the quality of service offered to the
academic community, which must be aligned
with human resource competencies (Igbal et al.,
2025); this is an important element for improv-
ing digitalized environments, where such per-
formance depends largely on adaptability and
technological innovation (Tarafdar et al., 2019).

Research hypothesis

The literature acknowledges the existence of
a relationship between technostress and organi-
zational factors, particularly in digitalized con-
texts (Tarafdar ef al., 2015; Zumayyabh et al., 2023;
Kumar, 2024; Magno, 2020). Employees’ percep-
tions of technologies can influence their assess-
ment of various work- and organization-related
aspects, affecting their work attitudes and be-
haviors, which are directly linked to individu-
als’ organizational commitment (Heo and Jung,
2020). From this perspective, technostress is a rel-
evant phenomenon for understanding workers’
attitudinal responses in digitized environments.

The uncertainty stemming from continu-
ous changes and updates in technologies can
generate concerns and additional pressure on
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employees, which encourages them to engage
in ongoing training (Harunavamwe and Ward,
2022). In the educational field, technostress
takes on specific characteristics associated with
institutional processes and the demands in-
herent to academic work. Empirical evidence
shows that professors experienced difficulties
adapting to online classes, reporting work over-
load associated with a lack of experience and in-
sufficient technological competence compared
to in-person teaching (Alcas et al., 2019). Au-
thors such as Herrera-Sanchez et al. (2024) note
that university faculty who combine teaching
duties with administrative responsibilities face
high work demands, which can impact their
well-being and professional performance. Tech-
nological overload and the demand for constant
connectivity negatively affect faculty members’
occupational well-being, organizational com-
mitment, and job satisfaction (Saidy et al., 2022).

Technostress tends to lead to a decrease in
organizational commitment (Tarafdar et al.,
2015). However, continuance commitment fol-
lows a different logic than affective and norma-
tive commitment, as it is primarily linked to the
perception of costs associated with leaving the
organization (Santiago-Torner, 2023). Therefore,
the relationship between technostress and con-
tinuance commitment may be moderated by the
institutional context, the type of tasks, and job
stability conditions. In highly digitized univer-
sity settings, exposure to technological demands
can coexist with perceptions of job continuity,
professional adaptation, and the need for con-
tinuous updating (Hessari et al., 2024), resulting
in differentiated effects on continuance commit-
ment. In this regard, even though technostress
can undermine work well, and emotional con-
nection to the institution (El Kiassi and Jahidi,
2023), it can also increase the perception of or-
ganizational dependence in contexts character-
ized by contractual stability, cumulative tech-
nological specialization, and limited external
job alternatives (Taneja and Singh, 2018). Under
these conditions and considering the features of
the Latin American university context, growing
technological demands may reinforce adminis-
trative staff’s decision to remain, which leads to
the following hypothesis:

H1: Technostress has a significant effect on admin-
istrative staff’'s commitment to remain with the or-
ganization.

Recent literature confirms that job satisfac-
tion is associated with higher levels of organiza-
tional commitment and a greater intention to re-
main, highlighting the role of commitment as a
mechanism that reinforces the positive effects of
job satisfaction and reduces turnover intention
(Wang and Rashid, 2022; Arce and Rojas, 2020;
Olvera et al., 2022). This link is explained by the
fact that job satisfaction reinforces perceptions
such as organizational justice, the quality of
interpersonal relationships, and identification
with institutional values (Olvera et al., 2022).
Research in higher education indicates that job
satisfaction positively influences organizational
commitment, which is associated with higher
levels of retention and performance in the uni-
versity context (Wang and Rashid, 2022). Fur-
thermore, job satisfaction among academic and
administrative staff is related to greater institu-
tional identification, lower turnover, and better
perceived performance, especially in contexts of
organizational change and digitalization (Chi-
ang-Vega et al., 2021; Olvera et al., 2022).

However, these effects do not operate in isola-
tion but are shaped through interlinked relation-
ships between work attitudes and organizational
outcomes. In this regard, Arce and Rojas (2020)
argue that satisfied and committed employees
demonstrate greater retention within the orga-
nization and, furthermore, adopt prosocial be-
haviors oriented towards achieving institutional
objectives. In this regard, Herndndez et al. (2024)
state that a high degree of job satisfaction has
beneficial effects on organizational performance,
as it can act as either a driver or a hindrance
to achieving organizational objectives. Conse-
quently, employee job satisfaction has a positive
impact on organizational performance.

Job satisfaction has been linked to improve-
ments in the quality of institutional services,
reduced turnover, and greater effectiveness in
digital processes. In the context of digital trans-
formation in Chile, satisfied employees are more
willing to use institutional information systems,
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which positively impacts overall organization-
al performance. Therefore, job satisfaction and
commitment to continuity can act as precursors
to performance by fostering alignment between
personal and institutional goals. Based on the
above, the following hypotheses are proposed:

H2: Job satisfaction among administrative staff posi-
tively affects commitment to stay.

H3: Job satisfaction among administrative staff posi-
tively affects organizational performance.

H4: The continuity commitment of administrative
staff has a positive effect on organizational perfor-
mance.

Figure 1 shows the research model.

Commitment H4
to staying with
the company

Organizational
performance

Research Model
4 N
H1
Technostress \
\ J
H2
4 N
Job satisfaction

H3 !

The study aims to validate the proposed
hypotheses through an empirical analysis con-
ducted in higher education institutions. To this
end, a questionnaire adapted to the Chilean ed-
ucational context and validated by experts in in-
formation technology and educational manage-
ment studies was applied. Data were collected
between April and July 2024 by administering
a questionnaire via the Google Forms platform.
Additionally, in-person visits were conducted
with staff members to increase the response
rate.

Participants ~ were  selected  through
non-probabilistic convenience sampling, target-
ing administrative staff at universities located
in southern Chile—specifically in the Biobio
and Nuble regions—who use digital technolo-
gies in the performance of their duties and who
had been with the organization for at least one
year. Participation was voluntary, and all partic-
ipants provided their informed consent prior to

completing the questionnaire.

The measurement instrument was devel-
oped based on a review of the specialized lit-
erature. To assess technostress, the scale pro-
posed by Tarafdar et al. (2019) was used; job
satisfaction and commitment to continuity were
measured using the scale by Ragu-Nathan et al.
(2008); while organizational performance was
evaluated following the proposal by Cardona
and Calderdn (2006). All scales used a five-point
Likert-type format, with response options rang-
ing from “strongly disagree” (1) to “strongly
agree” (5).

The sample consisted of 240 valid respons-
es, which was deemed adequate for structural
equation modeling given the number of ob-
served and latent variables in the model (A-pri-
ori Sample Size Calculator for Structural Equation
Models), ensuring stable and reliable estimates
of the model parameters.

Descriptive analysis of the data was per-
formed using SPSS software (version 29), and
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partial least squares structural equation model-
ing (PLS-SEM) was conducted using SmartPLS
software (version 4.0). The PLS-SEM technique
is widely used in the social sciences for predic-
tive and exploratory models, as it allows ana-
lyzing estimates between latent dependent and
independent variables (Hair et al., 2017).

First, the measurement model—which is
reflective and second-order—was evaluated
following a two-phase procedure. In the first
phase, the first-order dimensions of the tech-
nostress construct were evaluated by analyzing
the validity and reliability of the items compris-
ing them. Subsequently, these dimensions were
grouped to form the second-order construct,
whose validity was also evaluated. Once the
measurement model was evaluated, the struc-
tural model was analyzed, testing the proposed
hypotheses (Hair et al., 2017).

This section presents and discusses the main
results of the study. Table 1 shows the descrip-
tive analysis of the sample, revealing that 56.7%
of the participants were men and 43.3% were
women. Regarding age range, the largest pro-
portion was concentrated on those aged 30-39
(25.0%) and 4049 (23.3%), indicating a sample
largely composed of individuals in the middle
stages of their working lives. Regarding work
experience, the sample is heterogeneous, as
29.6% of participants have less than 5 years
of experience, 35.0% have between 6 and 10
years, 12.5% have between 11 and 15 years, and
22.9% have more than 20 years of work experi-
ence. Half of the participants have a universi-
ty degree, and the distribution by job category
reflects the structure of non-academic staff at
Chilean universities, where administrative and
technical positions requiring higher education
predominate. Finally, the geographic distribu-
tion is evenly balanced between the Bio-Bio
(45.8%) and Nuble (54.2%) regions.

Selection patterns and trade-offs between attributes (n=391)

Category Subcategory Number Percentage

Female 104 433
Gender

Male 136 56.7

Up to 30 years 30 afios 17 7.1
30-39 years 60 25.0
Age Range 4049 years 56 23.3
50-59 years 44 18.3
60 or older 38 15,8
1to 5 years 71 29.6
6 to 10 years 84 35.0
Years of working experience 11 to 15 years 30 12.5
16 to 20 years 12 5.0
Over 20 years 55, 22.9

Executive 5 2.1
Professional 38 15.8

Employment status

Technician 80 33.3
Administrative 117 48.8
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High school 5 2.1
Vocational training 38 15.8
Level of education College graduate 120 50.0
Master’s 31 12.9
Doctor 10 42
Public 223 929

Type of institution
Private 17 7.1
Bio-Bio 110 45.8

Region -

Nuble 130 54.2

To evaluate the first-order model, the dimen-
sions comprising the multidimensional techno-
stress variable were analyzed, considering the
associated items. Both the first-order dimen-
sions and the second-order variables were mod-
eled reflectively in accordance with the recom-
mendations of Hair et al. (2017). As part of the

Loadings, composite reliability, and first-order AVE

results shown in Table 2, it was found that the
indicator loadings meet the model’s individu-
al reliability requirements, with a value of 0.60
required because this is an exploratory study
(Hair et al., 2017). The composite reliability and
the extracted average variance meet the accept-
ed parameters (values below 0.70 and 0.50, re-
spectively), satisfying the reliability of the con-
structs and convergent validity.

Extracted
Construct/Item Loadings Composite jariance
8% Reliability =~ Mean
(AVE)
Technological Overload (SOBT) 0.833 0.868
TOL1 Technology forces me to work much faster. 0.682
SOBT2 Technology forces me to do more work than I can handle. 0.840
SOBT3 Technology forces me to work under very tight deadlines. 0.645
SOBT4 I am forced to change my work habits to adapt to new technologies. 0.772
SOBT5 I have a heavier workload due to the complexity of the technology. 0.817
Technological Invasion (INVT) 0.933 0.915
INVT1 I spend less time with my family because of technology. 0.879
INVT2 I have to stay in touch with my job even during my vacations be- 0.858
cause of technology.
INVT3 Thave to sgcrlﬁce my vacations and weekends to keep up with new 0.852
technologies.
INVT4 I feel like technology is taking over my life. 0.823
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Technological complexity (COMPT) 0.889 0.904
COMPT1  Ido not know enough about technology to do my job satisfactorily. 0.811
COMPT2 It takes me a long time to understand and use new technologies. 0.802
COMPT3  Ido not have enough time to study and update my tech skills. 0.806
I find that the new administrative staff or employees at this institu-
COMPT4 tion know more about computer technology than I do. 0-808
COMPT5 I often find it too difficult to understand and use new technologies. 0.818
Technological insecurity (INST) 0.777 0.847
INST1 I feel a constant threat to my job security due to new technologies. 0.713
INST2 I have to constantly update my skills to avoid being replaced. 0.702
INST3 I feel threatened by coworkers with new technological skills. 0.844
INST4 I do not share my knowledge with my coworkers for fear of being 0.684
replaced.
INST5 I feel‘that there is less knowledge sharing among coworkers for fear 0.672
of being replaced by technology.
Technological uncertainty (INCT) 0.976 0.892
INCT1 Thelje are a!ways new developments in the technologies we use at 0.862
our institution.
INCT2 There are constant changes to our institution’s software. 0.821
INCT3 Thgre are constant changes to the computer hardware at our insti- 0.816
tution.
INCT4 Thgre are frequent updates to the computer networks at our insti- 0.782
tution.
Job satisfaction (JS) 0.885 0.927
SL1 I enjoy doing the things I do at work. 0.913
SL2 I feel proud to do my job. 0.900
SL3 My job is enjoyable. 0.886
Commitment to continuity (CC) 0.839 0.878
ccl Mgch o.f my life would be disrupted if I decided to leave my insti- 0.842
tution right now.
cc2 At this momgnt, staying at my institution is a matter of both neces- 0.780
sity and desire.
cC3 Ibelieve I have very few options to consider leaving this institution. 0.770
CcCa It WOl'.lld be very difficult for me to leave my institution right now, 0.814
even if [ wanted to.
Organizational performance (RO) 0.957 0.949
RO1 Our institution is successful. 0.833
RO2 Institutional objectives are fully achieved. 0.823
RO3 Administrative staff and civil workers are generally satisfied with 0.663

working at the institution.
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RO4 The institution is respected by the external community. 0.717
RO5 Our institution understands the needs of its clients. 0.807
RO6 Our institution’s future performance is secure. 0.785
RO7 Our institution is capable of reinventing itself. 0.821
RO8 Our institution evolves faster than other universities. 0.723
RO9 Our institution is a model of good coordination. 0.790
RO10 Our institution reacts quickly to changes in the environment. 0.776
RO11 Our .institution responds quickly to decision-making in a proactive 0.790
and informed manner.
RO12 Our institution is a results-oriented entity. 0.705
RO13 Our institution’s resources are used efficiently. 0.734

Note. Prepared by the authors based on results obtained using Smart PLS and the cited authors.

To assess discriminant validity, the Hetero-
trait-Monotrait (HTMT) criterion was used. As
shown in Table 3, the HTMT values obtained
fall within the thresholds recommended in the

First-order discriminant validity (HTMT)

literature (Henseler et al., 2015), which supports
the discriminant validity among the constructs
analyzed.

COMP CcC INCT INST INVT RO SIL
Continuity commitment (CC) 0.226
Technological uncertainty (INCT) 0.271 0.125
Technological insecurity (INST) 0.699 0.188 0.340
Technological invasion (INVT) 0.425 0.304 0.122 0.465
Organizational performance (RO) 0.088 0.319 0.245 0.123 0.093
Job satisfaction (SL) 0.106 0.350 0.085 0.203 0.058 0.396
Technological overload 0.380 0.201 0.206 0.244 0.528 0.130 0.125

Nota. Prepared by the author based on the results of the Smart PLS software.

The results of the evaluation of the sec-
ond-order measurement model are presented in
Tables 4 and 5. Table 4 shows adequate inter-
nal consistency and convergent validity of the

constructs. However, the “Technological Uncer-
tainty” dimension was removed because it had
a factor loading lower than the values recom-
mended in the literature.
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Factors, composite reliability, and second-order AVE

Extracted Variance

Construct/Item Loadings Composite Reliability Mean (AVE)
Technostress 0.751 0.822
Technological overload 0.648
Technological invasion 0.815
Technological complexity 0.754
Technological insecurity 0.706
Job satisfaction 0.885 0.927
SL1 0.913
SL2 0.900
SL3 0.886
Commitment to continuity 0.838 0.878
CC1 0.841
CcC2 0.773
cCc3 0.774
CC4 0.819
Organizational performance 0.957 0.949
RO1 0.832
RO2 0.823
RO3 0.663
RO4 0.717
RO5 0.807
RO6 0.785
RO7 0.821
ROS8 0.723
RO9 0.790
RO10 0.776
RO11 0.790
RO12 0.705
RO13 0.734

Note. Prepared based on the results obtained in Smart PLS.
As shown in Table 5, the HTMT values ob-  discriminant validity among the constructs of

tained meet the quality criteria recommended  the second-order model.
in the literature (HTMT < 0.85), confirming the
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Second-order discriminant validity

CC RO SL
Commitment to Continuity (CC)
Organizational Performance (RO) 0.319
Job satisfaction (SL) 0.350 0.396
Technostress 0.367 0.125 0.137

Note. Prepared by the author using Smart PLS.

The evaluation of the structural model in-
cludes explained variance (R?), path coefficients
(path coefficients = 0.20), and predictive rele-
vance (Q?). Statistical significance, estimated
using the bootstrapping technique (Hair et al.,
2017), was used to validate the hypotheses.

The results are presented in Table 6, showing
that all proposed relationships are statistically
significant, which supports the formulated hy-
potheses. Regarding the model’s explanatory

power (R?), 18.4% of the variance in continuity
commitment and 19.5% of organizational per-
formance were explained by technostress and
job satisfaction. These values reflect moderate
explanatory power according to Cohen (1988),
making them suitable for exploratory research
and in complex organizational contexts such
as higher education institutions (Bueno-Brot-
erson et al., 2025). Regarding predictive power,
the values are positive (Q?predict), confirming
that the model adequately predicts out-of-
sample data.

Path coefficients, statistical significance, and predictive relevance

Statistical
g c Path Standard S -
Relationship Coefficient Deviation t-statistics significance Response
(p-values)
HI: Technostress -> Commitment 0.300 0.058 5.190 0.000 Se soporta
to continuity
H2: Job satisfaction -> 0.309 0.068 4562 0.000 Se soporta
commitment to stay
H3: Job satisfaction -> 0.338 0.061 5532 0.000 Se soporta
Organizational Performance
Ha: Commitment to continuity > 14g 0.068 2.928 0.003 Se soporta
Organizational performance
RZ
2 2 i
R adjusted Qpredict
Continuity constraint 0.184 0.177 0.155
Organizational Performance 0.195 0.188 0.148

Note. Prepared using the results of Smart PLS (p-value <0.05).
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The results of the structural model are shown

Structural model

1

™

COMP

¥ 0754
INST €—0.706 0.300
0818

INVT X =
30 Tecnoestrés

=BT 0309

sL1 -
0913

in Figure 2.
cc2 Ccc3 cc4 RO1
x A s
0841 0773 0774 gg1g RO2
RO3
0832 Pl
7os RO4
0823
/ rd
0663 ROS
0717 /'
0.807 RO6

SL2  «€—0.900

P 0.886
SL3
Satisfaccién laboral

Note. Prepared using Smart PLS SEM (version 4.0).

The results obtained provide insight into
the impact of technostress and organizational
commitment in work contexts characterized
by increasing digitalization. A relevant finding
is the positive and significant effect of techno-
stressors on continuance commitment, which
contrasts with the classical literature, which has
generally reported negative effects of technost-
ress on the various dimensions of organization-
al commitment (Molino et al., 2020; Kot, 2022;
Tarafdar et al., 2019). However, previous studies
have noted that certain technological demands
can act as challenging stressors, promoting ad-
aptation and learning processes at work (Ku-
mar, 2024; Saavedra, 2023; Cuervo-Carabel et
al., 2020). In this line, Mujtaba and Reis (2013)
argue that technostress in educational contexts
may reflect problem-solving efforts and the de-
velopment of creative solutions aimed at im-
proving professional performance. From this
perspective, the effects of technostress are not
uniform but depend on the organizational con-
text, available resources, and worker character-
istics (Califf et al., 2015). This finding suggests
that administrative staff in Chilean universities

0.790 RO8
Rendimiento organizativo 0.776\
0.790 R

develop adaptive responses to growing digital
demands, reinforcing their decision to remain at
the institution. It is important to note that this
effect should not be interpreted as a strength-
ening of affective commitment, but specifically
of continuance commitment, which is based on
the perception of costs associated with leaving
the organization (Santiago-Torner, 2023).

From this perspective, contextual and insti-
tutional factors become significant. According
to Hessari et al. (2024), under certain conditions,
employees can respond proactively to technost-
ress, transforming it into a stimulus for commit-
ment and improved performance. For Kumar
(2024), when support mechanisms and effective
organizational management are in place, tech-
nostress can promote adaptive learning pro-
cesses that strengthen the worker’s bond with
the organization. Likewise, Tarafdar et al. (2019)
argue that the use of information systems under
positive or motivating pressures can increase ef-
ficiency (for example, by working faster, reduc-
ing time, effort, and errors) and improve indi-
vidual performance by generating perceptions
of stability and continuity.
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The descriptive results of the study re-
inforce this interpretation, as respondents
positively value aspects associated with the
use of technologies, such as the exchange of
technological knowledge among coworkers,
the speed of task execution, and involvement
in technology optimization processes. These
adaptive responses can be interpreted as pre-
requisites for stability and professional devel-
opment in highly digitized university contexts,
explaning the positive effect of technostress on
commitment to continuity.

On the other hand, job satisfaction and com-
mitment to continuity show a positive and sig-
nificant relationship. This result is consistent
with previous studies, demonstrating that sat-
isfied employees develop more favorable atti-
tudes toward their organization and tend to re-
main with it, especially in the university setting
where job stability and satisfaction influence
the decision to stay (Wang and Rashid, 2022;
Pedraza et al., 2021; Garcia-Tamariz et al., 2024).
Continuance commitment showed a positive
and significant effect on organizational perfor-
mance, a finding consistent with that reported
by Arce and Rojas (2020) in educational con-
texts, where staff retention is linked to higher
levels of institutional performance. Job satisfac-
tion also showed a positive and significant ef-
fect on organizational performance, in line with
previous research, highlighting its influence
on productivity and organizational outcomes
(Magno et al., 2020; Herndndez et al., 2024; Pe-
draza, 2020; Pedraza et al., 2021). These results
reinforce the idea that job satisfaction is import-
ant for the retention of administrative staff and
the achievement of organizational objectives in
Chilean universities.

The objective of this research was to analyze
the effect of technostress and job satisfaction on
commitment to continuity and organization-
al performance among administrative staff at
Chilean universities. The results suggest that
technostress can coexist with attitudes of adap-
tation and continuity in the face of growing digi-

tal demands. This phenomenon does not always
act as a dysfunctional factor; rather, it can even
strengthen employees’ commitment to the orga-
nization under appropriate conditions of institu-
tional support, training, and participation.

From the perspective of the university con-
text, technological demands can be interpreted
as functional challenges associated with job sta-
bility and continuity, particularly in higher ed-
ucation institutions characterized by relatively
stable labor relations and progressive digitiza-
tion processes. This finding is especially relevant
for university management, as it demonstrates
that the way in which digital transformation
processes are designed and supported directly
impacts staff loyalty to the institution.

Regarding the proposed research model,
while it captures part of the dynamics of com-
mitment to continuity and organizational per-
formance, there are other contextual and indi-
vidual factors not incorporated into the model
(e.g., leadership, organizational climate, institu-
tional culture) that could increase its explana-
tory power (R2). Hence, future research could
delve deeper into the analysis of moderating
effects such as length of service, type of institu-
tion, and level of digital experience.

From a theoretical perspective, this research
reinforces the need to revise classical theoretical
models of technostress in light of current dig-
ital transformation processes, especially in ed-
ucation. The findings challenge the traditional
view of technostress as exclusively a negative
antecedent, showing that, under certain organi-
zational conditions, it can become a catalyst for
commitment to continuity and job retention.

From a practical perspective, the results offer
useful guidance for human resource manage-
ment in higher education institutions, highlight-
ing the importance of designing digitalization
strategies accompanied by organizational sup-
port, continuous training, and opportunities for
participation. Within this framework, the find-
ings suggest that technostress can be managed
institutionally in a way that it fosters adaptation
and job retention. The controlled activation of
such demands, accompanied by support policies
and training, allows for addressing the high-pres-
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sure environments inherent to digital transfor-
mation without compromising the well-being of
administrative staff. Thus, the results reinforce
the need for university management to address
technostress as an adaptive resource that contrib-
utes to strengthening commitment to continuity
and institutional performance.

Finally, among the study’s limitations are
the use of non-probability sampling, participant
selection, and the focus on universities in south-
ern Chile, which limits the generalizability of
the results. However, this geographical limita-
tion opens opportunities for future comparative
research in other regions of the country, as well
as in different institutional contexts and levels
of digital maturity, especially given the atypical
result observed in the main hypothesis.

Al-Ansari, M. A. and Alshare, K. (2019). The impact
of technostress components on the employ-
ee’s satisfaction and perceived performance:
The case of Qatar. Journal of Global Informa-
tion Management, 27(3), 65-86.
https:/ /doi.org/10.4018 /JGIM.2019070104

Alcas, N., Alarcéon, H. H., Venturo, C. O., Alarcén, M.
A., Fuentes, J. A. and Lépez, T. 1. (2019). Tec-
noestrés docente y percepcién de la calidad
de servicio en una Universidad privada de
Lima. Propdsitos y Representaciones, 231-247.
https:/ /doi.org/10.20511/ pyr2019.v7n3.388

Arce, L. and Rojas, K. (2020). Satisfaccién laboral y es-
trés en teletrabajadores y trabajadores pres-
enciales de una universidad estatal de Costa
Rica. Cuadernos de Investigacion, 12(2).
https:/ /doi.org/10.22458 / urj.v12i2.3141

Becker, H. S. (1960). Notes on the concept of commit-
ment. American Journal of Sociology, 66(1), 32-40.
https:/ /doi.org/10.1086 /222820

Bueno-Broterson, Y., Araya-Guzman, S. and Sala-
zar-Concha, C. (2025). Gestién del conocimien-
to y rendimiento organizativo: Un andlisis en
el contexto educativo chileno. Prometeica - Re-
vista de Filosofia y Ciencias, 32(19799), 1-22.
https:/ /doi.org/10.34024 / prometeica.2025.32.19799

Califf, C. B., Sarker, S. and Sarker, S. (2015). The
bright and dark sides of technostress: A
mixed-methods study involving healthcare
IT. MIS Quarterly, 39(3), 641-670.

Cardona, J. and Calderén, G. (2006). El impacto del
aprendizaje en el rendimiento de las organi-

zaciones. Cuadernos de Administracién Bogotd,
19(32), 11-43.
https:/ /bit.ly /46U4Irm

Chiang-Vega, M., Hidalgo-Ortiz, J. P. and G6-
mez-Fuentealba, N. (2021). Efecto de la
satisfaccién laboral y la confianza sobre el
clima organizacional, mediante ecuaciones
estructurales. Retos: Revista de Ciencias de la
Administracién y Economia, 11(22), 347-362.
https:/ /doi.org/10.17163 / ret.n22.2021.10

Cohen, J. (1988). Statistical power analysis for the be-
havioral sciences (2nd ed.). Lawrence Erl-
baum Associates.
https:/ /doi.org/ 10.4324 /9780203771587

Cuervo-Carabel, T., Meneghel, 1., Orviz-Martinez, N.
and Arce-Garcia, S. (2020). Nuevos retos aso-
ciados a la tecnificacién laboral: el tecnoestrés
y su gestién a través de la Psicologia Organi-
zacional Positiva. Aloma: Revista de Psicologia,
Ciencies de l'educacion i de I'Esport, 38(1), 21-30.
https:/ /bit.ly /4aAUfDt

Comisién Econémica para América Latina y el Ca-
ribe. (2021). La educacién en tiempos de la
pandemia de COVID-19. Naciones Unidas.
https:/ /bit.ly /46nHODbQ

De Oliveira, R., Malaquias, F. F. and Teles, G. (2025).
Technostress and remote work: Under-
standing underlying factors of role ambi-
guity. Journal of Technology Management &
Innovation, 20(1), 45-58.
https:/ /bitly /4cMOW71

El Kiassi, R. and Jahidi, A. (2023). Technostress: A con-
cept analysis. International Journal of Account-
ing, Finance, Auditing, Management and Eco-
nomics, 4(5), 119-131. https:/ /bit.ly /3P2SUNe

Garcfa-Tamariz, P. E.,, Mansilla-Mahmud, M. A. &
Mateo-Duenas, R. (2024). Compromiso con
la tarea y satisfaccion laboral: evidencia en
el sector comercial peruano. Retos Revista
de Ciencias de la Administracion y Economia,
14(28), 203-220.
https:/ /doi.org/10.17163/ ret.n28.2024.02

Gutterman, A. S. (2023). Organizatioal Per-
formance and Effectiveness. SSRN.
https:/ /doi.org/10.2139/ ssrn.4532570

Hair, J. E, Sarstedt, M., Ringle, C. M. and Gudergan,
S. P. (2017). Advanced issues in partial least
squares structural equation modeling. Sage
publications. https:/ /bit.ly /3N207Le

Harunavamwe M. and Ward, C. (2022). The influ-
ence of technostress, work-family conflict,
and perceived organizational support on
workplace flourishing amidst COVID-19.
Frontiers, 1-17.  https:/ /doi.org/10.3389/
fpsyg.2022.921211

Retos, 16(31), 155-171
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618

BY NC SA

QIS0



Sergio Araya-Guzmdn, Yarisel Bueno-Broterson, Marcela Guifiez-Pérez and Cristian Salazar-Concha

Henseler, J., Ringle, C. M. and Sarstedt, M. (2015). A
new criterion for assessing discriminant va-
lidity in variance-based structural equation
modeling. Journal of the Academy of Marketing
Science, 43(1), 115-135.
https:/ /doi.org/10.1007 / s11747-014-0403-8

Heo, E. J. and Jung, M.S. (2020). Effects of Nurses’
Technostress on Organizational Perfor-
mance. The Korean Journal of Health Ser-
vice Management, 14(3), 15-30.
https:/ /doi.org/10.12811 / kshsm.2020.14.3.015

Hernandez, B. G., Guerrero, P, Gémez, H., and
Ramirez, K. (2024). Satisfaccién laboral y
rendimiento laboral en el rendimiento de
colaboradores en organizaciones bancarias
de México. Revista Venezolana De Gerencia,
29(107), 1144-1158.
https:/ /doi.org/10.52080/rvgluz.29.107.10

Herrera-Sdnchez, M. J., Casanova Villalba, C. L,
Moreno-Novillo, A. C., and Mina Bone, S.
G. (2024). Tecnoestrés en docentes univer-
sitarios con funciones académicas y admin-
istrativas en Ecuador. Revista Venezolana De
Gerencia, 29(Especial 11), 606-621.
https:/ /doi.org/10.52080/rvgluz.29.e11.36

Herrera-Sdnchez, M. J., Casanova-Villalba, C. 1., Bra-
vo Bravo, I. F. and Barba Mosquera, A. E.
(2023). Estudio comparativo de las desigual-
dades en el tecnoestrés entre instituciones
de educacién superior en América Latina y
Europa. Cédigo Cientifico Revista de Investi-
gacion, 4(2), 1288-1303.
https:/ /doi.org/10.55813/ gaea/ ccri/ v4/n2 /287

Hessari, F,, Daneshmandi, F. and Nategh, T. (2024).
Examining the Impact of Technostress on
Perceived Organizational Commitment: The
Mediating Role of Individual Innovation.
International Journal of Business and Applied
Economics, 3(4), p803-824.
https:/ /doi.org/10.55927 / ijbae.v3i4.9617

Igbal, T, Ahmad, M. and Alnuaimi, M. (2025). En-
hancing higher education institutions’ per-
formance: The role of quality management
initiatives. SAGE Open.
https:/ /doi.org/10.1177 /21582440251358980

Kot, P. (2022). Role of technostress in job satisfaction
and work engagement in people working
with information and communication tech-
nologies. Pakistan Journal of Psychological Re-
search, 37(3), 331-349.
https:/ /doi.org/10.33824 / PJPR.2022.37.3.20

Kumar, P. S. (2024). Technostress: A comprehensive
literature review on dimensions, impacts,
and management strategies. Computers in
Human Behavior Reports, 16(100475).
https:/ /doi.org/10.1016/j.chbr.2024.100475

Magno, D., Siqueria, A. C., Wagner, E., Popadiuk, S.
and Gouveia, R. (2020). A relationship be-
tween technostress, satisfaction at work, or-
ganizational commitment and demography:
evidence from the Brazilian public sector.
Revista Gestdo & Tecnologia, 20(4), 176-201.
https:/ /doi.org/ 10.20397/2177-6652 / 2020.v20i4.1919

Molino, M., Ingusci, E., Signore, F., Manuti, A., Gi-
ancaspro, M. L., Russo, V., Zito, M. and
Cortese, C. G. (2020). Well-being costs of
technology use during COVID-19 remote
working: An investigation using the Ital-
ian translation of the technostress creator’s
scale. Sustainability, 12(15).
https:/ / doi.org/10.3390/su12155911

Morais, C., Santos, ]. and Costa, P. (2024). Explaining
organizational commitment and job satis-
faction: The moderating role of leadership
congruency. Humanities and Social Sciences
Communications, 11(1).
https:/ /doi.org/10.1057 / s41599-024-03855-z

Mujtaba, T. and Reiss, M. (2013). Factors that lead
to positive or negative stress in second-
ary school teachers of mathematics and
science. Oxford Review of Education, 39(5),
627-648.
https:/ /doi.org/10.1080/03054985.2013.840279

Olvera, J., Trivifio, E. and Bastidas, C. (2022). Tech-
nostress and job satisfaction in employees of
a food company during the COVID-19 pan-
demic. Revista PSIDIAL: Psicologia y Didlogo
de Saberes, 1(1), 39-59.
https:/ /doi.org/10.33936 / psidial.v1i1.4299

Pedraza Melo, N. A., and Gonzailez Cisneros, A. L.
(2021). Capital humano, aprendizaje, satis-
faccién y compromiso en el desempefio de
instituciones educativas. Revista Venezolana
de Gerencia, 26(96), 1019-1040.
https:/ /doi.org/10.52080/rvgluz.26.96.3

Pedraza, N. A. (2020). Satisfaccién laboral y compro-
miso organizacional del capital humano en
el desempefio en instituciones de educacién
superior. RIDE Revista Iberoamericana para la
Investigacién y el Desarrollo Educativo, 10(20).
https:/ /doi.org/10.23913 / ride.v10i20.595

Ragu-Nathan, T. S., Tarafdar, M., Nathan, R. and Tu,
Q. (2008). The Consequences of Technostress
for End Users in Organizations: Conceptual
Development and Empirical Validation. In-
formation Systems Research, 19(4), 417-433.
https:/ / doi.org/10.1287 /isre.1070.0165

Saavedra, C. (2023). Eustrés and Distrés: Revision
Sistematica de la Literatura. Cuadernos His-
panoamericanos de Psicologia, 22(2), 1-17.
https:/ /bitly /30yUdU5

© 2026, Universidad Politécnica Salesiana, Ecuador
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



Effects of technostress on continuance commitment and organizational performance

Saidy, C., Al-Ghaith, W. and Alshehri, A. (2022).
Technostress creators and job performance
among ICT users. Frontiers in Psychology, 13.
https:/ /doi.org/10.3389/ fpsyg.2022.827027

Salanova, M. (2003). Trabajando con tecnologias y
afrontando el tecnoestrés: el rol de las creen-
cias de eficacia. Revista de Psicologia del Tra-
bajo y de las Organizaciones, 19(3), 225-246.
https:/ /bit.ly /30CSehy

Salazar-Concha, C., Ficapal-Cusi, P, Boada-Grau. J.
and Camacho, L.J. (2022). Validation of the
Spanish version of the Technostress Creators
Scale in Chilean workers. Anales de Psicologia
| Annals of Psychology, 38(3), 518-529.
https:/ /doi.org/10.6018/ analesps.509551

Santiago-Torner, C. (2023). Liderazgo ético y compro-
miso organizacional. El rol inesperado de la
motivacién intrinseca. Revista Universidad &
Empresa, 25(45), 1-31.
https:/ /doi.org/10.12804/ revistas.urosario.edu.co/empresa/a.13169

Subsecretaria de Telecomunicaciones. (2023). E194,3 %
de los hogares en Chile declara tener acceso
propioy pagadoainternet. Gobiernode Chile.
https:/ /bit.ly /4c8u5t0

Suresh, A. and Mohanty, S. (2023). Acceptance of
e-learning in higher education: The role of
task-technology fit with the information sys-
tems success model. Heliyon, 9(3).
https:/ /doi.org/10.1016/j.heliyon.2023.e13751

Taneja, A. and Singh, E. (2018). Impact of technost-
ress on organizational commitment in infor-

mation technology sector. Anusandhan The
Research Repository of GIBS, 1(1), 75-79.
https:/ /bit.ly /4ayFtgA

Tarafdar, M., Cooper, C. L. and Stich, J. F. (2019). Tech-
no eustress, techno distress and design: Theo-
retical directions and an agenda for research.
Information Systems Journal, 29(1), 6-42.
https:/ /doi.org/10.1111/isj.12169

Tarafdar, M., Pullins, E. and Ragu-Nathan, T. (2015).
Technostress: negative effect on perfor-
mance and possible mitigations. Information
Systems Journal, 25, 103-132.
https:/ /doi.org/10.1111/isj.12042

Valenzuela, L. and Martinez, C. (2015). Orientacién al
cliente, tecnologfas de informacién y desem-
pefio organizacional: Caso empresa de con-
sumo masivo en Chile. Revista Venezolana de
Gerencia, 20(70), 334-352.
https:/ /www.redalyc.org/pdf/290/29040281009.pdf

Wang, G.-X. and Rashid, A. M. (2022). Job satisfac-
tion as the mediator between a learning or-
ganization and organizational commitment
among lecturers. European Journal of Educa-
tional Research, 11(2), 847-858. https://doi.
org/10.12973 / eu-jer.11.2.847

Zumayyah, A., Zugiyo, Y. y and Nuzulia, S. (2023).
Early childhood teacher job satisfaction in
terms of technostress and work-family con-
flict in Indonesia. Journal Pendidikan Usia
Dini, 17(1), 120-133.
https:/ /doi.org/10.21009/JPUD.171.09

Authors

Contributions

Sergio Araya-Guzman

Conceptualization, methodology, formal analysis, original draft, writing.

Yarisel Bueno-Broterson

Methodology, writing, data management, original draft. Review and editing.

Marcela Guifiez-Pérez

Writing, research. Review and editing.

Cristian Salazar Concha

Conceptualization, methodology, formal analysis. Review and editing.

The authors DECLARE that, in the preparation of the article titled: “Effects of technostress on commitment to continuity
and organizational performance in Chilean higher education institutions,” artificial intelligence (AI) was not used at any

stage of the process.

Retos, 16(31), 155-171
Print ISSN: 1390-6291; Electronic ISSN: 1390-8618



