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Abstract: Teacher performance is fundamental to school quality, yet the relative 
influence of job demands versus organizational resources remains underexplored in 
Indonesian secondary education. This study examines the effects of workload and 
work environment on teacher performance at SMA Negeri 1 Sungai Lilin, Indonesia. 
Using a descriptive quantitative survey design, data were collected from 50 teachers 
via a five-point Likert-scale questionnaire and analyzed through multiple linear 
regression using SPSS 25. Simple regression analyses revealed that workload 
negatively affects performance (B = -0.236, p = 0.016, R² = 0.116), while work 
environment positively affects performance (B = 0.616, p < 0.001, R² = 0.451). However, 
in the multiple regression model, workload became non-significant (B = -0.099, p = 
0.207), whereas work environment remained a strong predictor (B = 0.575, p < 0.001). 
The simultaneous model explains 46.9% of performance variance (F = 20.795, p < 
0.001). These findings demonstrate that the work environment is the dominant 
organizational factor explaining teacher performance when tested alongside 
workload. The study contributes to educational management literature by clarifying 
the relative roles of job demands and organizational resources, suggesting that school 
improvement efforts should prioritize strengthening physical and psychosocial work 
conditions alongside workload management. 
 
Keywords: Educational Leadership, School Management, Teacher Performance, 

Work Environment and Workload 
 
A. Introduction 
 
Teacher performance is a central indicator of school quality because teachers translate 
curriculum goals into learning activities, classroom interactions, assessment practices, 
and follow-up support for students. In educational management, improving teacher 
performance requires attention not only to individual competence but also to the 
conditions under which teachers perform their work (Usman & Morris, 2025). 
Therefore, teacher performance should be examined as the result of both professional 
capacity and organizational support (Su, 2024). 
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Two organizational factors are particularly relevant in this discussion: workload and 
work environment. Workload represents the amount, complexity, and urgency of 
tasks that teachers must complete, including teaching hours, lesson preparation, 
assessment, administrative reporting, extracurricular duties, and other school 
assignments. When workload exceeds available time and psychological capacity, it 
may reduce instructional focus, increase fatigue, and weaken performance 
consistency. The Job Demands-Resources perspective explains this mechanism by 
arguing that job demands may deplete energy when they are not balanced by 
sufficient resources (Hlado & Harvankova, 2024).  
 
The work environment, by contrast, represents a set of organizational resources that 
can support teacher performance. In schools, the work environment includes physical 
aspects such as classrooms, facilities, lighting, air circulation, and cleanliness, as well 
as non-physical aspects such as collegial relations, principal support, communication, 
psychological safety, and teamwork. International evidence has shown that 
supportive teacher working conditions are closely related to teacher well-being, job 
satisfaction, professional success, and retention (Toropova et al., 2021). The context of 
SMA Negeri 1 Sungai Lilin is relevant because teachers carry out instructional duties 
while also dealing with additional tasks and administrative responsibilities. In such a 
context, teacher performance cannot be understood only from the perspective of 
individual discipline or motivation. It must also be linked to how school management 
distributes tasks and creates a supportive work environment. This issue is 
increasingly important in Indonesian secondary education, where schools are 
expected to improve quality while teachers continue to face administrative, 
instructional, and organizational demands (Amin et al., 2024). 
 
Previous studies have generally examined workload and work environment as 
separate predictors of teacher performance. However, the present study adds a more 
specific contribution by comparing their independent effects and their adjusted effects 
within a single regression model. This approach is important because a variable that 
appears significant when tested alone may lose its explanatory power when a stronger 
organizational predictor is included. Therefore, this study does not merely ask 
whether workload and work environment affect teacher performance, but also 
identifies which factor remains dominant when both are tested together (Estrada-
araoz, 2023; Yongtao, 2025). The research questions are: (1) Does workload affect 
teacher performance? (2) Does work environment affect teacher performance? and (3) 
Do workload and work environment simultaneously affect teacher performance? The 
article is expected to contribute to educational management literature by clarifying the 
relative roles of job demands and organizational resources in explaining teacher 
performance in a public senior high school context. This study addresses three 
research questions: Does workload significantly affect teacher performance? Does 
work environment significantly affect teacher performance? Do workload and work 
environment simultaneously affect teacher performance, and if so, which factor 
demonstrates stronger predictive power? 
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Literature Review and Hypothesis Development 
 
Workload as a Job Demand 
 
Workload refers to the number and intensity of tasks that must be completed within 
a specific period. In the teaching profession, workload is multidimensional because 
teachers are responsible not only for classroom instruction but also for lesson 
planning, evaluation, reporting, student guidance, committee work, and other 
institutional assignments. Workload may become problematic when the quantity or 
complexity of tasks is not balanced with time, resources, and support (Morris et al., 
2026; Xing, 2023). From the Job Demands-Resources perspective, workload is 
categorized as a job demand. Job demands are not always negative, but they can 
become harmful when they require sustained physical, cognitive, or emotional effort 
without adequate resources (S. Claes et al., 2023; Kristiana et al., 2025). In schools, 
excessive workload can limit teachers' opportunity to prepare innovative learning 
materials, reflect on teaching practices, collaborate with peers, and provide 
meaningful feedback to students. Therefore, workload is expected to have a negative 
association with teacher performance when perceived as excessive (Yongtao, 2025). 
 
H1: Workload has a negative and significant effect on teacher performance. 
 
Work Environment as an Organizational Resource 
 
The work environment consists of physical and psychosocial conditions surrounding 
employees during the performance of their duties. In a school setting, physical work 
environment includes classrooms, teacher rooms, teaching equipment, learning 
media, lighting, air circulation, cleanliness, and safety. The psychosocial work 
environment includes communication, teamwork, leadership support, role clarity, 
professional trust, and collegial relationships (Larsson et al., 2024). A conducive work 
environment functions as an organizational resource. It enables teachers to perform 
professional tasks with fewer distractions and greater psychological comfort. 
Supportive work conditions can also reduce the negative impact of job demands 
because they provide emotional, material, and managerial support. Studies on teacher 
working conditions have consistently emphasized that school-level resources are 
important for teacher satisfaction, retention, and perceived success (Admiraal & 
Røberg, 2023). 
 
H2: Work environment has a positive and significant effect on teacher performance. 
 
Integrated Relationship between Workload, Work Environment, and Teacher Performance 
 
Teacher performance reflects teachers' ability to plan instruction, implement learning, 
evaluate learning outcomes, show responsibility, demonstrate professionalism, and 
maintain constructive communication. Workload and work environment may 
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influence these dimensions through different pathways. Workload may reduce 
performance when teachers are overloaded, while work environment may strengthen 
performance by providing facilities, support, and a collaborative climate (Hulme et 
al., 2025; Yongtao, 2025). When workload and work environment are examined 
together, the relative strength of each predictor becomes clearer. If the work 
environment remains significant after workload is controlled, it indicates that teacher 
performance is more strongly explained by organizational conditions than by task 
quantity alone. This pattern has important managerial implications because work 
environment is relatively actionable through school leadership, facility management, 
communication improvement, and teamwork development (Saleem et al., 2026). 
 
H3: Workload and work environment simultaneously have a significant effect on 
teacher performance. 

 
Figure 1. Conceptual Model of Workload, Work Environment, and Teacher 

Performance 
 
B. Methods 
 
Research Design, Site, and Participants 
 
This study employed a descriptive quantitative design using a survey method. The 
research was conducted at SMA Negeri 1 Sungai Lilin, a public senior high school in 
Musi Banyuasin Regency, South Sumatra, Indonesia. The population consisted of 
teachers at the school, and the final sample included 50 respondents. The survey 
design was selected because the study aimed to measure perceived workload, 
perceived work environment, and teacher performance quantitatively and to examine 
the statistical relationships among these variables (Masoom, 2021). The use of a single-
school case provides contextual depth, but it also requires careful interpretation. The 
findings are not intended to represent all senior high schools in Indonesia. Instead, 
they provide empirical evidence from a specific school context that can inform school-
level human resource management and generate hypotheses for wider comparative 
studies (Evangelia & Barbara, 2023). 
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Variables and Instrument 
 
Data were collected through a structured questionnaire using a five-point Likert scale. 
The independent variables were workload (X1) and work environment (X2), while the 
dependent variable was teacher performance (Y). Each variable was measured 
through 30 items. Workload covered teaching duties, additional assignments, learning 
administration, time suitability, work pressure, and mental-physical demands. Work 
environment covered physical environment, cleanliness, facilities, working 
relationships, leadership support, and communication climate (Don et al., 2025). 
Teacher performance covered lesson planning, learning implementation, assessment, 
discipline, professionalism, and collaboration. 
 

Table 1. Operationalization of Research Variables 
Variable Role Key indicators Number of Items 

Workload (X1) Independent 

Teaching load; additional duties; 
learning administration; time 
suitability; work pressure; mental and 
physical demands 

30 

Work environment 
(X2) 

Independent 

Physical environment; cleanliness; 
facilities; working relationships; 
leadership support; organizational 
climate and communication 

30 

Teacher performance 
(Y) 

Dependent 

Lesson planning; learning 
implementation; learning evaluation; 
discipline and responsibility; 
professionalism; cooperation and 
communication 

30 

 
Data Analysis 
 
The data were analyzed using SPSS 25. Prior to hypothesis testing, the instrument was 
examined through validity and reliability tests. All questionnaire items were declared 
valid. Reliability testing showed very high internal consistency: workload (Cronbach's 
alpha = 0.992), work environment (Cronbach's alpha = 0.992), and teacher 
performance (Cronbach's alpha = 0.994). Regression assumptions were tested through 
the Kolmogorov-Smirnov normality test, tolerance and variance inflation factor (VIF) 
for multicollinearity, and the Glejser test for heteroscedasticity. Hypotheses were 
tested using simple linear regression and multiple linear regression. The significance 
level was set at 0.05. 
 
C. Results and Discussion 
 
Results 
 
Regression Assumption Tests 
 
The prerequisite tests indicate that the regression model fulfilled the major 
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assumptions. The residuals were normally distributed, the two independent variables 
did not show multicollinearity, and the Glejser test indicated no heteroscedasticity. 
These results support the use of linear regression for hypothesis testing. 
 

Table 2. Summary of Regression Assumption Tests 
Assumption Test/statistic Result Decision 

Normality 
Kolmogorov-
Smirnov 

Statistic = 0.086; p = 0.200 
 

Normal residual 
distribution 

Multicollinearity 
Tolerance and 
VIF 

Tolerance = 0.901; VIF = 
1.109 for both predictors 
 

No multicollinearity 

Heteroscedasticity Glejser test 
Workload p = 0.615; work 
environment p = 0.996 

No heteroscedasticity 

 
The normality test produced a p-value of 0.200, which is greater than 0.05. This 
indicates that the residuals are normally distributed. The multicollinearity test 
produced tolerance values of 0.901 and VIF values of 1.109, meaning that workload 
and work environment are not excessively correlated. The heteroscedasticity test also 
produced p-values greater than 0.05, confirming that the variance of residuals is stable 
across observations. 
 
Simple Regression Results 
 
The simple regression analyses were conducted to examine the separate effect of each 
independent variable on teacher performance (Kanya et al., 2021). The results show 
that workload and work environment both have statistically significant effects when 
tested separately, but their directions and effect sizes differ substantially. 
 

Table 3. Simple Regression Results 
Predictor B SE Beta T p R2 

Workload (X1) -0.236 0.094 -0.340 -2.505 0.016 0.116 
Work environment (X2) 0.616 0.098 0.672 6.279 <0.001 0.451 

 
The workload regression equation was Y = 117.202 - 0.236X1. The negative coefficient 
indicates that higher workload is associated with lower teacher performance. The t-
value of -2.505 and p-value of 0.016 show that the effect is statistically significant. 
However, the coefficient of determination indicates that workload alone explains 
11.6% of the variance in teacher performance. This suggests that workload is relevant 
but not sufficient as a single predictor. 
 
The work environment regression equation was Y = 39.462 + 0.616X2. The positive 
coefficient indicates that a better work environment is associated with higher teacher 
performance. The t-value of 6.279 and p-value below 0.001 indicate a strong and 
statistically significant effect. The R2 value of 0.451 shows that work environment 
alone explains 45.1% of the variance in teacher performance, substantially higher than 
the explanatory power of workload alone. 
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Multiple Regression and Model Fit 
 
Multiple regression was used to examine the simultaneous effect of workload and 
work environment on teacher performance. This analysis is important because it 
identifies whether each variable remains significant after the other variable is 
controlled (Wysocki et al., 2022). 
 

Table 4. Multiple Regression Coefficients 
Predictor B SE Beta t p 

Constant 49.591 12.884 - 3.849 <0.001 

Workload (X1) -0.099 0.078 -0.143 -1.280 0.207 

Work environment (X2) 0.575 0.103 0.627 5.599 <0.001 

 
The multiple regression equation was Y = 49.591 - 0.099X1 + 0.575X2. In this model, 
workload retained a negative coefficient but became statistically non-significant (p = 
0.207). This means that, after the work environment is included, workload no longer 
provides a unique statistically significant explanation of teacher performance. In 
contrast, work environment remained positive and significant (p < 0.001), indicating 
that it is the dominant predictor in the adjusted model. 
 

Table 5. ANOVA and Coefficient of Determination 
Model Statistic Value df p Interpretation 

F-test 20.795 2, 47 <0.001 The simultaneous model is significant 

R 0.685 - - Moderate-to-strong model correlation 

R2 0.469 - - The model explains 46.9% of performance variance 

 
The ANOVA result confirms that workload and work environment simultaneously 
affect teacher performance, F(2, 47) = 20.795, p < 0.001. The combined model explains 
46.9% of the variance in teacher performance, while 53.1% is explained by other factors 
outside the model. These other factors may include motivation, leadership style, 
professional development, teacher competence, compensation, organizational culture, 
and student-related conditions (Effiyanti et al., 2023). 

 

Figure 2. Comparison of Simple and Adjusted Regression Coefficients 
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Figure 3. Proportion of Explained and Unexplained Variance  
in Teacher Performance 

 
Table 6. Hypothesis Testing Summary 

Hypothesis Statistical evidence Decision Substantive interpretation 

H1: Workload -> 
teacher performance 

B = -0.236; t = -2.505; p = 
0.016 in simple 
regression 

Supported in 
simple model 

Workload is negatively 
associated with teacher 
performance when tested 
separately. 

H2: Work 
environment -> 
teacher performance 

B = 0.616; t = 6.279; p < 
0.001 in simple 
regression; B = 0.575; p 
< 0.001 in multiple 
regression 

Supported 
Work environment is the 
strongest and most stable 
predictor. 

H3: Workload and 
work environment -> 
teacher performance 

F = 20.795; p < 0.001; R2 
= 0.469 

Supported 

The two predictors jointly 
explain nearly half of 
teacher performance 
variance. 

Discussion 
 
Workload and Teacher Performance 
 
The finding that workload has a negative and significant effect in the simple 
regression model is consistent with the argument that excessive task demands can 
reduce performance. Teachers who face a high volume of teaching, administrative, 
and additional duties may have less time to design meaningful learning activities, 
provide feedback, reflect on classroom practice, and participate in professional 
collaboration (Yu et al., 2025). In this sense, workload can reduce performance not 
only by increasing fatigue, but also by limiting the quality of professional preparation 
(Julio et al., 2024). However, the size of the workload contribution is relatively modest, 
as indicated by an R2 value of 0.116. This means that workload explains only a small 
portion of teacher performance variance when analyzed alone (Jiang et al., 2025). 
Therefore, workload should not be interpreted as the sole cause of performance 
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differences. A school may reduce excessive workload, but performance improvement 
will remain limited if other organizational conditions are ignored (Mohammad & 
Borkoski, 2024; Thi & Pham, 2025). 
 
The more important pattern appears in the multiple regression model. Workload 
remains negative but becomes statistically non-significant after work environment is 
included. This does not mean that workload is unimportant. Rather, it suggests that 
workload may influence teacher performance through or alongside broader 
organizational conditions (Mohammad & Borkoski, 2024). If teachers experience a 
supportive environment, adequate facilities, clear communication, and leadership 
support, the negative effect of workload may become less visible (Masoom, 2021). This 
interpretation aligns with the Job Demands-Resources perspective: job demands are 
less damaging when balanced by sufficient job resources (Hoare & Vandenberghe, 
2024; Huo, 2025). 
 
Work Environment as the Dominant Predictor 
 
The work environment shows the strongest and most stable relationship with teacher 
performance. It is significant in both simple and multiple regression models. The 
simple model shows that work environment explains 45.1% of the variance in teacher 
performance, and the adjusted model shows that the effect remains significant even 
after workload is controlled. This pattern indicates that the work environment is not 
merely a background condition; it is a core managerial variable in teacher performance 
improvement (Darif, 2025). A supportive work environment may improve teacher 
performance through several mechanisms (Alzouebi et al., 2025; Gashe, 2026). First, 
adequate physical facilities reduce technical obstacles in teaching (Alzouebi et al., 
2025; Issah & Afari, 2026; Jentsch et al., 2023). Teachers who have access to suitable 
classrooms, learning media, and comfortable workspaces can focus more on 
instructional quality. Second, a positive psychosocial climate strengthens motivation 
and professional confidence. When teachers feel respected, supported, and able to 
communicate openly with colleagues and school leaders, they are more likely to 
maintain professional responsibility and performance consistency (Johnson & 
Johnson, 2025; Keravnos & Symeou, 2024; Xu et al., 2025). 
 
Third, work environment may operate as a buffer against job demands (Gynning et 
al., 2025; Kutscher, 2025; Mussagulova, 2025). Teachers may still face many duties, but 
the availability of leadership support, collegial assistance, and clear coordination can 
reduce the psychological burden of those duties. Therefore, improving the work 
environment is a strategic intervention because it does not only raise performance 
directly; it may also reduce the negative consequences of workload. 
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Simultaneous Effect and Model Interpretation 
 
The simultaneous model is statistically significant and explains 46.9% of teacher 
performance variance. This result indicates that workload and work environment are 
meaningful predictors when viewed together. The explained variance is substantial 
for a school-based survey with behavioral variables, suggesting that the model has 
practical relevance for educational management. At the same time, 53.1% of teacher 
performance variance remains unexplained. This finding is theoretically important 
because teacher performance is multidimensional. Future studies should include 
additional variables such as transformational leadership, work motivation, 
organizational commitment, teacher competence, professional development 
participation, digital administrative support, compensation, school culture, and 
student characteristics. Including these variables may produce a more comprehensive 
model of teacher performance (Capa-luque & Baz, 2026). 
 
The most important contribution of this study lies in the adjusted-effect interpretation. 
A conventional reading might state that workload and work environment both affect 
teacher performance. A stronger journal-level interpretation is that work environment 
is the more robust predictor because it remains significant in the joint model, while 
workload loses unique statistical significance. This distinction provides clearer 
evidence for managerial prioritization (Li et al., 2024). 
 
Practical Implications for School Management 
 
For school leaders, the findings suggest that performance improvement should begin 
with work environment strengthening. This includes maintaining clean and 
functional facilities, improving teacher rooms and classrooms, ensuring access to 
learning media, and creating a psychologically safe organizational climate. These 
actions are likely to produce a stronger performance effect than focusing only on 
workload reduction (Nazirul et al., 2025). 
 
Workload management remains necessary, but it should be integrated with 
environmental improvement. Schools should review the distribution of teaching 
hours, extracurricular responsibilities, committee assignments, and administrative 
duties. Task distribution should be transparent and proportional. Digital 
administration systems may also help reduce repetitive paperwork and allow teachers 
to focus more on instructional tasks (Li et al., 2024). The findings also imply that school 
leaders should cultivate collegial collaboration. Teacher performance is not only a 
personal output; it is also shaped by whether teachers can exchange teaching 
materials, discuss student problems, share assessment strategies, and receive support 
from peers. A collaborative environment can transform workload from an individual 
burden into a shared professional responsibility (Loberg et al., 2021). 
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Figure 4. Practical Roadmap for Improving Teacher Performance  
Based on The Findings 

 
Limitations and Future Research 
 
This study has several limitations. First, it used a single-school sample of 50 teachers, 
so the findings should be generalized with caution. Second, the data were collected 
through self-report questionnaires, which may be affected by respondent perception 
and common method bias. Third, the cross-sectional design does not allow causal 
conclusions. The regression results show statistical association, not definitive 
causality. Future research should expand the sample across several schools or 
districts, use mixed methods to capture teacher experiences more deeply, and include 
mediating or moderating variables such as job satisfaction, motivation, burnout, 
leadership support, and organizational commitment. Future studies can also compare 
public and private schools to examine whether the same pattern appears in different 
institutional contexts (E. Claes & Moulin, 2026). 
 
D. Conclusions 
 
This study examined the effects of workload and work environment on teacher 
performance in an Indonesian public senior high school context. The findings 
demonstrate that while workload has a negative relationship with teacher 
performance when examined in isolation (B = -0.236, p = 0.016), its explanatory power 
diminishes substantially (B = -0.099, p = 0.207) when work environment is controlled 
in a multiple regression model. In contrast, work environment consistently predicts 
teacher performance across both simple (B = 0.616, p < 0.001) and multiple (B = 0.575, 
p < 0.001) models, explaining 45.1% and 46.9% of performance variance respectively. 
These results make three significant contributions to educational management 
literature. First, they clarify the relative influence of job demands versus 
organizational resources, showing that work environment is the dominant predictor 
when both factors are simultaneously considered. This finding challenges the 
assumption that workload reduction alone is the primary pathway to improving 
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teacher performance. Second, the study extends the Job Demands-Resources (JD-R) 
framework by suggesting an asymmetrical relationship in educational contexts, 
wherein resources may exert stronger influence than demands—a pattern that 
warrants further theoretical development. Third, the study provides empirical 
evidence from an understudied context (Indonesian public senior high school), 
enhancing the generalizability of findings beyond Western educational settings. 
Practically, the results suggest that school leaders seeking to improve teacher 
performance should prioritize strengthening physical and psychosocial work 
environments. Key actions include upgrading classroom facilities and teacher 
workspaces, ensuring access to adequate teaching resources, fostering collegial 
collaboration through professional learning communities, establishing clear 
communication channels, and providing consistent leadership support. Workload 
management remains necessary but should be integrated with environmental 
improvements rather than pursued in isolation. However, several limitations must be 
acknowledged. The single-school, cross-sectional design limits generalizability and 
causal inference. Self-report measures may be subject to social desirability and 
common method bias. Future research should employ multi-school samples, objective 
performance measures, and longitudinal designs to confirm and extend these 
findings. Additionally, investigating moderating variables such as teacher self-
efficacy, organizational commitment, and principal leadership style could illuminate 
the mechanisms through which work environment influences performance. 
Comparative studies across different school types (public vs. private, urban vs. rural) 
and educational levels (primary vs. secondary) would further enhance understanding 
of contextual variations. In conclusion, this study demonstrates that work 
environment is the dominant organizational factor explaining teacher performance 
when workload is statistically controlled. For Indonesian schools and their leaders, 
this means investing in supportive working conditions—not merely reducing tasks—
represents the most strategic pathway to sustainable teacher performance 
improvement. 
 
E. Acknowledgement 
 
We would like to express their sincere gratitude to the principal, teachers, staff, and 
all members of SMA Negeri 1 Sungai Lilin, Indonesia, for their support, cooperation, 
and participation throughout the research process. Their openness and valuable 
contributions greatly assisted the completion of this study, which examines the effects 
of workload and work environment on teacher performance. We also extend their 
deepest appreciation to Universitas PGRI Palembang, Indonesia, for its academic 
support, guidance, and encouragement during the preparation and completion of this 
research article. The scholarly insights and professional assistance received have 
significantly contributed to the development of this study. Finally, we would like to 
thank all parties who directly and indirectly contributed to the successful completion 
of this research. 
 



Journal of Social Work and Science Education 
Volume 7 (3) 2026, 2379-2394 
E-ISSN 2723-6919, P-ISSN 2746-0827 
 
 

2391 

References 
 
Admiraal, W., & Røberg, K. K. (2023). Teachers ’ job demands , resources and their job 

satisfaction : Satisfaction with school , career choice and teaching profession of 
teachers in different career stages. Teaching and Teacher Education, 125, 104063. 
https://doi.org/10.1016/j.tate.2023.104063 

Alzouebi, K., Abu, O., Alarabi, K., & Al, M. (2025). Acta Psychologica School 
leadership and teacher stress : Unpacking the mediating role of job satisfaction 
and the employment status as a moderator. Acta Psychologica, 260(October), 
105770. https://doi.org/10.1016/j.actpsy.2025.105770 

Amin, A., Mareta, M., & Yusuf, M. (2024). Challenges to professional teacher development 
through workplace culture management. 13(2), 714–722. 
https://doi.org/10.11591/ijere.v13i2.25666 

Capa-luque, W., & Baz, A. (2026). Criteria of teacher and students ’ s didactic performances 
in psychology : the Peruvian university students ’ perceptions. February, 1–12. 
https://doi.org/10.3389/fpsyg.2026.1751054 

Claes, E., & Moulin, L. (2026). Private vs . Public Schooling : The role of school 
composition. International Journal of Educational Research, 135(July 2025), 102863. 
https://doi.org/10.1016/j.ijer.2025.102863 

Claes, S., Vandepitte, S., Clays, E., & Annemans, L. (2023). How job demands and job 
resources contribute to our overall subjective well-being. July, 1–11. 
https://doi.org/10.3389/fpsyg.2023.1220263 

Darif, M. (2025). The Influence of Innovative Leadership Ability , Managerial Ability , Work 
Behavior , and Work Commitment on Work Productivity at Elementary Schools in Lebak 
Regency La influencia de la capacidad de liderazgo innovador , la capacidad de gestión , 
el comportamiento laboral y el compromiso laboral en la productividad laboral en las 
escuelas primarias de Lebak Regency. https://doi.org/10.56294/saludcyt20251153 

Don, Y., Faiz, M., Yaakob, M., Wanhanafi, W. R., & Yusof, M. R. (2025). Challenges for 
using organizational climate tools for measuring teacher job satisfaction. 10(2), 465–475. 
https://doi.org/10.11591/ijere.v10i2.20703 

Effiyanti, T., Sukirno, S., Widihastuti, W., & Retnawati, H. (2023). Confirming the Effect 
of Motivation on Teacher Performance in Elementary School : a Meta-Analysis. 12(1), 
519–528. https://doi.org/10.18421/TEM121 

Estrada-araoz, E. G. (2023). Relationship between workload and psychological capital in a 
sample of Peruvian basic education teachers Relación entre la carga laboral y el capital 
psicológico en una muestra de docentes peruanos de educación básica. 
https://doi.org/10.56294/saludcyt2023864 

Evangelia, P., & Barbara, M. (2023). assumptions and HRM practices-a multivariate 
model in a cross-national setting assumptions and HRM practices-a multivariate 
model in a cross-national setting. Cogent Business & Management, 10(1). 
https://doi.org/10.1080/23311975.2023.2197157 

Gashe, A. A. (2026). Examining Transformational Leadership and Teachers ’ Job 
Commitment in Banja Woreda Secondary Schools , Ethiopia. March, 1–12. 
https://doi.org/10.1177/21582440261426175 



Journal of Social Work and Science Education 
Volume 7 (3) 2026, 2379-2394 
E-ISSN 2723-6919, P-ISSN 2746-0827 
 
 

2392 

Gynning, B. E., Karlsson, E., Teoh, K., Gustavsson, P., Christiansen, F., & Brulin, E. 
(2025). International Journal of Nursing Studies Advances Do job resources buffer 
the harmful effects of job demands on burnout complaints ? A 1-year cohort study 
of Swedish healthcare professionals. International Journal of Nursing Studies 
Advances, 9(March), 100397. https://doi.org/10.1016/j.ijnsa.2025.100397 

Hlado, P., & Harvankova, K. (2024). exploration using the Job Demands- Resources model. 
1–10. https://doi.org/10.1057/s41599-024-02811-1 

Hoare, C., & Vandenberghe, C. (2024). Are They Created Equal ? A Relative Weights 
Analysis of the Contributions of Job Demands and Resources to Well-Being and Turnover 
Intention. 127(1), 392–418. https://doi.org/10.1177/00332941221103536 

Hulme, M., Beauchamp, G., Wood, J., Bignell, C., Hulme, M., Beauchamp, G., Wood, 
J., Jan, C. B., Hulme, M., Beauchamp, G., & Wood, J. (2025). Workload 
intensification and wellbeing among primary school teachers in Scotland teachers 
in Scotland. Education 3-13, 4279, 1–14. 
https://doi.org/10.1080/03004279.2024.2448509 

Huo, M. (2025). Untangling teacher burnout : a network analysis of demands , resources , 
and out-of-field teaching challenges in rural China. August, 1–13. 
https://doi.org/10.3389/fpubh.2025.1633952 

Issah, M., & Afari, E. (2026). The Mediating Role of School Climate in the Relationship 
Between Teacher Autonomy and Job Satisfaction Among Teachers in the UAE : Evidence 
from TALIS 2018. 14(1), 294–307. https://doi.org/10.11114/jets.v14i1.8323 

Jentsch, A., König, J., Hoferichter, F., & Kaiser, G. (2023). Investigating teachers ’ job 
satisfaction , stress and working environment : The roles of self ‐ efficacy and school 
leadership. March 2022, 679–690. https://doi.org/10.1002/pits.22788 

Jiang, Y., Yusof, M. R., & Kasa, M. D. (2025). Factors influencing teacher performance in 
Shanghai high schools in COVID-19 pandemic. 14(2), 898–909. 
https://doi.org/10.11591/ijere.v14i2.31992 

Johnson, C., & Johnson, C. (2025). The impact of 16 – 18 performance measures in a 
Sixth-form college : a teacher ’ s perspective on interpersonal relationships and 
teacher professional identity relationships and teacher professional identity. 
Research in Post-Compulsory Education, 30(3), 496–516. 
https://doi.org/10.1080/13596748.2025.2522548 

Julio, C., Barqueira, A., Magalhães, L. B., & Santos, L. F. F. M. (2024). Human fatigue 
in the aircraft maintenance environment. Safety Science, 180(July), 106634. 
https://doi.org/10.1016/j.ssci.2024.106634 

Kanya, N., Fathoni, A. B., & Ramdani, Z. (2021). Factors affecting teacher performance. 
10(4), 1462–1468. https://doi.org/10.11591/ijere.v10i4.21693 

Keravnos, N., & Symeou, L. (2024). Practices , behaviours and actions of highly trusted 
primary school principals in Cyprus : An in-depth examination. 54(April 2026), 464–
495. https://doi.org/10.1177/17411432241262388 

Kristiana, Y., Sijabat, R., Sudibjo, N., & Bernarto, I. (2025). Service-oriented job crafting 
for employee well- being in hotel industry : a job demands-resources perspective. 
Cogent Business & Management, 12(1). 
https://doi.org/10.1080/23311975.2025.2463816 



Journal of Social Work and Science Education 
Volume 7 (3) 2026, 2379-2394 
E-ISSN 2723-6919, P-ISSN 2746-0827 
 
 

2393 

Kutscher, M. (2025). ScienceDirect Development of an HTO-based framework for 
occupational health management in high-risk environments. Transportation 
Research Procedia, 88, 331–340. https://doi.org/10.1016/j.trpro.2025.05.040 

Larsson, R., Erlingsdóttir, G., Persson, J., & Rydenfält, C. (2024). Home Care Nurses at 
the Heart of the Communication Web : Communication Synchronicity and Effects on the 
Psychosocial Work Environment. https://doi.org/10.1177/23333936241273145 

Li, Q., Liu, K., Chen, X., Li, Q., Liu, K., & Chen, X. (2024). ScienceDirect ScienceDirect 
ScienceDirect Construction of an Intelligent Teaching Information Construction 
of an Intelligent Teaching Information Management Cloud Platform Based on 
Mobile Information Management Cloud Platform Based on Mobile Information 
Technology Technology. Procedia Computer Science, 247, 1161–1169. 
https://doi.org/10.1016/j.procs.2024.10.140 

Loberg, L., Nüesch, S., & Nils, J. (2021). Journal of Economic Behavior and 
Organization Forced distribution rating systems and team collaboration. Journal 
of Economic Behavior and Organization, 188, 18–35. 
https://doi.org/10.1016/j.jebo.2021.04.035 

Masoom, M. R. (2021). Teachers ’ Perception of Their Work Environment : Evidence from 
the Primary and Secondary Schools of Bangladesh. 2021. 
https://doi.org/10.1155/2021/4787558 

Mohammad, A., & Borkoski, C. (2024). Social Sciences & Humanities Open 
Organizational conditions and teacher turnover in private schools of United Arab 
Emirates. Social Sciences & Humanities Open, 9(January), 100801. 
https://doi.org/10.1016/j.ssaho.2023.100801 

Morris, C., Agbo, B., Osman, M., & Basketts, J. (2026). The components and 
implications of teacher workload : a review ABSTRACT. Educational Research, 
68(2), 173–194. https://doi.org/10.1080/00131881.2026.2629284 

Mussagulova, A. (2025). Burnout in the Australian public service during COVID-19 : 
A job demands and resources theory perspective. Asia Pacific Journal of Public 
Administration, 47(4), 395–414. https://doi.org/10.1080/23276665.2025.2455958 

Nazirul, M., Ismail, I., Izzah, N., & Rahman, A. (2025). The role of cognitive ergonomics 
in enhancing work ef fi ciency and reducing workload among older employees : An EEG 
and HRV analysis. 82(2), 397–412. https://doi.org/10.1177/10519815251339437 

Saleem, M., Mahmood, F., Muhammad, A., Ariza-montes, A., & Han, J. (2026). Acta 
Psychologica Civilizing the workplace : Does ethical leadership foster desirable 
workplace behaviors ? Acta Psychologica, 263(May 2025), 106267. 
https://doi.org/10.1016/j.actpsy.2026.106267 

Su, Q. (2024). Beyond the walls of the classroom : the psychodynamics of professional 
commitment and job involvement among female primary school teachers. October. 
https://doi.org/10.3389/fpsyg.2024.1465880 

Thi, L., & Pham, T. (2025). Lecturers ’ Job Satisfaction as a Driver for Sustaining English 
Medium Instruction Programs in Vietnamese Higher Education. 27(1), 57–76. 
https://doi.org/10.2478/jtes-2025-0004 

Toropova, A., Myrberg, E., Johansson, S., & Myrberg, E. (2021). Teacher job 
satisfaction : the importance of school working conditions and teacher 



Journal of Social Work and Science Education 
Volume 7 (3) 2026, 2379-2394 
E-ISSN 2723-6919, P-ISSN 2746-0827 
 
 

2394 

characteristics conditions and teacher characteristics. Educational Review, 73(1), 
71–97. https://doi.org/10.1080/00131911.2019.1705247 

Usman, M. Bin, & Morris, G. (2025). Fostering a productive educational environment : the 
roles of leadership , management practices , and teacher motivation. February. 
https://doi.org/10.3389/feduc.2025.1499064 

Wysocki, A. C., Lawson, K. M., & Rhemtulla, M. (2022). Statistical Control Requires 
Causal Justification. 5(2). https://doi.org/10.1177/25152459221095823 

Xing, J. (2023). How do EFL learners process oral tasks with different complexity : an 
exploratory study. November, 1–8. https://doi.org/10.3389/fpsyg.2023.1241964 

Xu, X., Abdullah, B., & Samsudin, S. (2025). Pathway to learning engagement : 
exploring teacher support , basic needs satisfaction , and academic self-efficacy in 
physical education among Chinese PE students. Cogent Education, 12(1). 
https://doi.org/10.1080/2331186X.2025.2557604 

Yongtao, G. (2025). Impact of Workload on the Performance of Junior High School Teachers 
Under China ’ s ‘“ Double Reduction ”’ Policy. September, 1–16. 
https://doi.org/10.1177/21582440251345577 

Yu, H., Chen, Y., & Mahazir, I. (2025). Acta Psychologica From scaffolding to success : 
How instructor pedagogical support and collaborative classroom interaction 
drive scholastic motivation in programming education. Acta Psychologica, 
259(July), 105289. https://doi.org/10.1016/j.actpsy.2025.105289 

 


