
Kumi et al. Future Business Journal           (2024) 10:63  
https://doi.org/10.1186/s43093-024-00355-z

RESEARCH Open Access

© The Author(s) 2024. Open Access  This article is licensed under a Creative Commons Attribution 4.0 International License, which 
permits use, sharing, adaptation, distribution and reproduction in any medium or format, as long as you give appropriate credit to the 
original author(s) and the source, provide a link to the Creative Commons licence, and indicate if changes were made. The images or 
other third party material in this article are included in the article’s Creative Commons licence, unless indicated otherwise in a credit line 
to the material. If material is not included in the article’s Creative Commons licence and your intended use is not permitted by statutory 
regulation or exceeds the permitted use, you will need to obtain permission directly from the copyright holder. To view a copy of this 
licence, visit http://​creat​iveco​mmons.​org/​licen​ses/​by/4.​0/.

Future Business Journal

The impact of technology readiness 
and adapting behaviours in the workplace: 
a mediating effect of career adaptability
Ernest Kumi1*, Hannah Vivian Osei2, Sampson Asumah3 and Abraham Yeboah1 

Abstract 

This study aims to explore the impact of technology readiness (TR) on career adaptability (CA) and adapting behav-
iours among public sector workers in Ghana. It also examines the mediating role of CA in the relationship between TR 
and adapting behaviours. The study adopts a quantitative research design using a survey method. A sample of 484 
public sector employees from various government agencies and departments in Ghana is selected. The study 
employed a non-probability sampling procedure that combined convenience and purposeful sampling. The data are 
analysed using covariance-based structural equation modelling with AMOS v24 to test the hypotheses and the pro-
posed conceptual model. The results show that TR has a positive and significant effect on CA, boundary integration, 
and job crafting. CA also has a positive and significant effect on boundary integration and job crafting. Furthermore, 
CA mediates the relationship between TR and the two adapting behaviours. This study is one of the first to investigate 
the influence of TR on CA and adapting behaviours. It reveals how employees respond to the challenges and oppor-
tunities of technological innovation and work transformation. It also provides useful insights and recommendations 
for enhancing technology adoption and career development among public sector workers, especially in developing 
countries.
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Introduction
Ghana, a nation known for its rich cultural heritage and 
diverse landscapes, is experiencing a significant trans-
formation in the digital age. The nation’s public sector 
has entered a new era characterized by rapid techno-
logical change as technological advancements continue 
to reshape the global landscape [10]. This transforma-
tion has brought about a pressing need for public sector 

employees to adapt to evolving technologies and chang-
ing work dynamics. It is within this context that the pre-
sent study seeks to examine the intricate relationship 
between technology readiness (TR), career adaptabil-
ity (CA), and adapting behaviours among public sector 
workers in Ghana. The public sector in Ghana serves 
as a vital cornerstone for the nation’s development and 
governance. It encompasses a wide range of government 
agencies and departments responsible for delivering 
essential services to citizens, including education, health-
care, infrastructure development, and public administra-
tion [64]. In recent years, the Ghanaian government has 
undertaken significant initiatives aimed at modernising 
operations within the public sector. This moderniza-
tion drive has brought about the introduction of vari-
ous digital tools and systems such as the digitalization of 
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ports, health insurance, and financial systems, alongside 
the adoption of e-government platforms, are enhancing 
operational efficiency [3, 12]. Consequently, public sec-
tor employees in Ghana are now witnessing a surge in 
technological advancements and the integration of digital 
tools into their work environments [29]. These techno-
logical innovations aim to enhance efficiency, transpar-
ency, and service delivery, aligning with broader national 
development goals [78].

The digital sector’s robust growth, averaging 19% annu-
ally from 2014 to 2020, is a testament to this commit-
ment [10]. With a $200 million boost from the World 
Bank, Ghana is poised to expand broadband access, 
refine digital public services, and fortify its digital inno-
vation ecosystem (Sommer 2023). Inclusion efforts are 
also underway, targeting women, the disabled, and rural 
populations (Sommer 2023). Moreover, Ghana’s ascent 
in the UN’s E-Governance Survey to 101st globally and 
fifth in Africa underscores its progress (Group 2019). The 
ICT sector, currently valued at $1 billion, is projected 
to quintuple by 2030 [10]. While this transformation 
heralds increased productivity and innovation, it also 
brings challenges like skill gaps and resistance to change, 
necessitating that employees adapt and acquire new 
competencies [39, 67]. This strategic shift is crucial for 
Ghana’s sustained development and the well-being of its 
citizenry, promising significant enhancements in service 
quality and delivery. Thus, the adoption of technology in 
the Ghanaian public sector has brought both opportuni-
ties and challenges. On one hand, it has the potential to 
streamline processes, reduce bureaucracy, and improve 
service delivery. On the other hand, this digital transfor-
mation necessitates a workforce that is not only techno-
logically competent but also adaptable to the changing 
demands of their roles [10]. As public sector employees 
grapple with the integration of new technologies into 
their daily routines, the ability to adapt becomes a criti-
cal factor for organisational success. One of the central 
components of this study is the concept of technology 
readiness, which pertains to an individual’s willingness 
and ability to embrace and effectively use technology 
[15]. For public sector workers, TR can encompass their 
comfort with digital tools, their confidence in handling 
technological challenges, and their openness to learning 
and adopting new technologies.

In similar, career adaptability plays a pivotal role in an 
employee’s ability to navigate the evolving landscape of 
the public sector [54]. CA is defined as an individual’s 
capacity to manage their career development and suc-
cessfully transition through career stages in the face of 
changing circumstances [98]. It involves four key compo-
nents: concern, control, curiosity, and confidence. Public 
sector employees who exhibit high career adaptability are 

more likely to thrive in the midst of technological change 
and shifting job roles [32]. Although the significance of 
TR in the workplace has been acknowledged in exist-
ing literature, such as the examination of how automa-
tion technology affects career adaptability [118] and the 
exploration of technology readiness’s influence on adap-
tive performance [1], there exists a necessity to conduct 
a more in-depth analysis of how technology readiness 
specifically influences career adaptability within the dis-
tinct context of the Ghanaian public sector. Moreover, 
understanding how career adaptability influences adapt-
ing behaviours, such as boundary integration (BI) and job 
crafting (JC), in this setting is also an underexplored area 
[2, 21].

The public sector in Ghana stands as a pivotal entity 
in national development, yet the details of its workforce 
dynamics remain insufficiently explored. This study is 
prompted by discernible academic gaps that necessitate 
a rigorous examination of the variables and theoretical 
frameworks governing employee behaviour within this 
sector. Specifically, there is a dearth of research address-
ing the influence of career adaptability on behaviours 
such as boundary integration and job crafting, especially 
when considered in the light of technology readiness as 
an antecedent of career adaptability [19, 79]. Past stud-
ies have yielded inconsistent findings regarding the pre-
dictors of boundary integration and job crafting [50, 97], 
highlighting a fragmented theoretical understanding that 
this research aims to consolidate. The inclusion of career 
adaptability as a mediator is predicated on its potential 
to elucidate the processes through which employees navi-
gate and shape their work environments amidst techno-
logical and organisational changes [119]. This study will 
not only strive to rectify the gaps and inconsistencies 
observed in previous research but also expand the theo-
retical discourse by integrating the concept of career 
adaptability into the broader narrative of people man-
agement within the Ghanaian public sector. By investi-
gating these relationships, the research will offer novel 
insights into the adaptive strategies employed by public 
sector employees, thereby contributing to the optimiza-
tion of human resource practices in a rapidly moderniz-
ing context.

This study aims to bridge this gap by empirically exam-
ining these relationships. The findings of this research 
will provide valuable insights for policymakers, public 
sector managers, and human resource practitioners in 
Ghana. Understanding how TR and career adaptability 
influence the ability of public sector employees to inte-
grate boundaries and craft their jobs can inform strate-
gies for workforce development, training, and career 
management. Ultimately, this study seeks to contribute 
to the enhancement of public sector efficiency and the 



Page 3 of 19Kumi et al. Future Business Journal           (2024) 10:63 	

advancement of career development opportunities for 
employees in Ghana. The purpose of the research is to 
understand the dynamics of TR, career adaptability, and 
their impact on adapting behaviours such as boundary 
integration and job crafting in the context of the new 
world of work, where digitalization and automation are 
transforming the nature of jobs and careers. Addition-
ally, the study seeks to understand the potential mediat-
ing role of career adaptability in the relationship between 
technology readiness and adapting behaviours.

The Career Construction Model of Adaptation 
(CCMA) also contributes theoretically to the study by 
providing a framework to understand how individuals 
construct their careers through adaptation [95]. In the 
context of the study on technology readiness and career 
adaptability among public sector workers in Ghana, 
the CCMA offers a lens to examine how these workers 
proactively adapt to technological changes. It suggests 
that individuals with higher levels of career adaptability 
are likely to be more prepared for and responsive to the 
integration of new technologies in their work environ-
ment. By applying the CCMA, the study can explore the 
mediating effects of career adaptability on the relation-
ship between technology readiness and adapting behav-
iours, providing a deeper theoretical understanding of 
the dynamics at play in the modern workplace. Previous 
studies on the CCMA have not attended to these links 
[56, 60]. This study is pivotal for Ghana’s public sector as 
it aligns with the nation’s digital transformation goals. It 
explores how employees’ readiness for technology influ-
ences their adaptability, crucial for modernizing gov-
ernment services. The findings could guide policies on 
technology training and development, enhancing effi-
ciency and governance. Ultimately, this research supports 
Ghana’s ambition to become a regional ICT innovation 
hub, with significant implications for economic growth 
and public service delivery.

This study aims to address the following questions: 
What is the impact of technology readiness on work-
ers’ career adaptability? How does career adaptability 
affect adaptive behaviours such as boundary integration 
and job crafting? And does career adaptability serve as a 
mediating factor in the relationship between technology 
readiness and these adaptive behaviours?

Literature review and hypothesis development
The Career Construction Model of Adaptation
The Career Construction Model of Adaptation (CCMA) 
is a framework for understanding how individuals 
choose and use work in their lives. It consists of four 
dimensions: adaptive readiness, adaptability resources, 
adapting responses, and adaptation results. These dimen-
sions form a sequence of adaptation that shows how 

individuals cope with vocational development tasks, 
occupational transitions, and work traumas. The CCMA 
is based on the career construction theory (CCT), which 
emphasises the role of life themes and self-organisation 
in shaping vocational behaviour [96].  In the CCMA, 
adaptive readiness represents an individual’s enduring 
traits related to their flexibility, willingness to engage in 
career development tasks, manage professional transi-
tions, and effectively respond to challenges [95]. This trait 
is considered fundamental and essential for adaptability. 
It encompasses characteristics such as proactive person-
ality, openness to new experiences, and conscientious-
ness [107]. Grit [117], promotion and prevention focus 
[83], and career agility [21].

We use technology readiness, a trait that reflects how 
people embrace and use new technologies, as a specific 
empirical indicator of adaptive readiness in our study. 
The second dimension, adaptability resources, assesses 
an individual’s preparedness to confront professional 
challenges, transitions, and setbacks. These resources 
are tools for self-regulation that help individuals navi-
gate complex career-related issues and personal dif-
ficulties. CA plays a significant role in developing and 
utilising these resources. We use the Career Adaptability 
Scale (CAAS) as a widely accepted measure for adapt-
ability resources [90, 95]. Adapting responses, the third 
dimension, involves observable behaviours in response to 
changing career conditions. This includes activities such 
as career planning, research, exploration, decision-mak-
ing, and commitment [91]. While the CCMA primar-
ily focuses on these responses, it has not delved deeply 
into concepts like boundary integration and job crafting 
behaviours. Our study incorporates these constructs to 
define adapting responses, which are crucial in shap-
ing adaptive outcomes. The final dimension, adaptation 
results, reflects the outcomes of the career construction 
process and how they impact an individual’s career tra-
jectory. These outcomes include success, job satisfaction, 
career commitment, stability, and positive affect [91]. We 
presume positive associations between adaptivity, adapt-
ability, and adapting behaviours, resulting in favourable 
adaptation results. Previous meta-analyses have explored 
the relationships between various facets of the CCMA 
[91], reinforcing the model’s significance. In essence, we 
believe the model offers a framework for understanding 
how technology readiness, CA, and adaptive behaviours 
are interconnected in the context of career development 
and adaptability.

Technology readiness in the workplace
Technology readiness is how well individuals and organi-
sations can use and benefit from new technologies and 
digital tools in their work. TR depends on psychological, 
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behavioural, and organisational factors that affect how 
people and groups accept and adapt to technology 
changes [87]. TR is vital for modern workplaces because 
it helps them achieve various goals. First, it helps them 
to improve productivity, efficiency, and competitiveness 
by using digital tools to simplify and automate work pro-
cesses [77]. Second, it helps them foster innovation and 
adaptability by being open to new solutions and staying 
updated with technological advancements [15]. Third, 
it helps them gain a competitive edge by responding to 
market and customer needs with the latest technologies 
[75]. Fourth, it helps them increase job satisfaction and 
retention by reducing frustration and enhancing com-
fort with technology [108]. Fifth, it helps them to make 
informed decisions and strategic plans by collecting and 
analysing data effectively [25]. Previous studies have 
explored how TR affects learning and career outcomes 
in different settings. However, there is a gap in research 
on how TR influences the professional trajectories of 
personnel. The only exception is a study in Malaysia that 
linked TR to job meaningfulness and adaptive perfor-
mance [1].

Career adaptability
Career adaptability is the ability to cope with and benefit 
from career changes and opportunities [93]. It is essen-
tial for career development and well-being in today’s 
uncertain and dynamic work environment [30]. CA has 
four dimensions: concern, control, curiosity, and con-
fidence. They indicate how much people care about, 
manage, explore, and trust their career prospects [95]. 
Environmental factors, psychological capital, social sup-
port, and personality all have an impact on CA. CA leads 
to positive career outcomes, such as satisfaction, well-
being, performance, and resilience [19]. CA helps people 
deal with career transitions, reduce stress and uncer-
tainty, and learn new skills [5, 115]. CA also helps peo-
ple recover from career setbacks, enhance resilience and 
well-being, and plan their career goals and actions [52, 
113]. CA shows employers that employees are resource-
ful, resilient, and eager to learn and grow [37]. Many 
studies have examined the impact of CA on career devel-
opment and well-being, such as job satisfaction, career 
success, and employability [58, 65, 68].

Adapting behaviour in the workplace
Workplace adaptation is vital for personal and organisa-
tional success. It means employees adjust their roles to 
fit their strengths, interests, and needs, improving job 
satisfaction and engagement. It also means employees 
communicate and collaborate across departments, antici-
pate changes, and learn new skills. Workplace adaptation 
depends on organisational culture, effective leadership, 

and available resources [88]. Workplace adaptation ben-
efits employees by giving them control, satisfaction, and 
less stress. It also benefits organisations by increasing 
innovation, teamwork, and competitiveness. Adapting to 
changes boosts skills and employability, ensuring career 
success. As organisations change, adapting behaviours 
is essential for individual and collective success in the 
workplace [73].

Boundary integration behaviour
Boundary integration is how individuals balance and har-
monise their work and personal lives [17]. It is based on 
the idea of work-life balance, a dynamic balance between 
one’s professional and personal lives. It involves actions 
individuals take to manage both work and non-work 
roles effectively, such as flexible work arrangements, 
technology-mediated communication, and adaptation 
strategies [18]. BI is important for individual well-being 
and job satisfaction. It reduces stress, increases life satis-
faction, and improves mental and physical health [86]. It 
also enhances job performance and productivity, as indi-
viduals can focus on tasks without stress from unman-
aged boundaries [16]. Organisations that support BI can 
benefit from increased employee engagement, reduced 
absenteeism, and improved recruitment and retention 
[114]. These benefits lead to a healthier and more pro-
ductive workforce [61]. BI has challenges, such as con-
flicting work demands, a lack of flexibility support, and 
blurred work-personal life boundaries due to technology 
[114]. BI has facilitators, such as work-life balance poli-
cies and culture, time management skills, and personal 
boundaries. Technologies such as mobile devices and 
telecommuting tools can help individuals integrate their 
work and personal lives.

Job crafting behaviour
Job crafting is how employees proactively reshape and 
personalise their job roles, aligning tasks, social interac-
tions, and cognitive perspectives with their preferences, 
strengths, and values [35]. Based on self-determination 
theory [27], JC meets innate needs for autonomy, com-
petence, and relatedness. It shows employees fulfilling 
these needs and enhancing autonomy. Social Cognitive 
Theory also supports JC, highlighting how individuals 
learn from others’ role personalisation [11]. JC is influ-
enced by proactive personalities, an internal locus of 
control, supportive leadership, and an organisational 
culture that values flexibility, creativity, and well-being 
[85, 106]. JC is important for individuals and organiza-
tions. It increases job satisfaction, engagement, and fulfil-
ment, aligning work with personal values and strengths 
[66]. It also improves job performance and productiv-
ity as employees adapt tasks to their skills and interests. 
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Organisations benefit from increased motivation, com-
mitment, reduced turnover, and higher job satisfaction. 
JC promotes adaptability, innovation, and continuous 
improvement in teams [112]. JC is a dynamic concept 
essential for employee well-being and organisational suc-
cess. Organisations can use JC to foster engagement and 
continuous improvement. Understanding the influencing 
factors is key to supporting employees in crafting fulfill-
ing work experiences.

Technology readiness and career adaptability
Technology readiness is the skill to adopt and apply new 
technologies in work, which is vital for career readiness 
and success. It means people, such as public workers, 
use these technologies to reach their goals, which helps 
to improve work efficiency and productivity [1]. Career 
adaptability is the ability to cope with career changes and 
pursue meaningful goals. This readiness enables workers 
to acclimatise to the ever-changing demands and expec-
tations of their roles, as well as the evolving needs and 
preferences of their clientele [99]. Moreover, technology 
readiness encompasses robust digital literacy and compe-
tence, fostering self-directed learning and personal career 
development [72]. Employees who are technology-ready 
gain access to diverse information sources, feedback 
channels, and training opportunities, augmenting their 
knowledge, skills, and career prospects [22]. In addition, 
TR encompasses a keen understanding of the strengths 
and limitations of various technologies, coupled with the 
ability to judiciously select and apply the most suitable 
ones for specific situations [15]. In this context, technol-
ogy-ready workers execute their tasks with heightened 
effectiveness and efficiency while approaching problem-
solving with creativity and innovation.

Furthermore, TR underscores proficiency in infor-
mation management and analytical skills, enabling the 
adept processing and interpretation of extensive data 
from diverse sources [4]. Technology-ready employees 
make evidence-based, logical decisions and communicate 
their findings with clarity and persuasiveness. Adapt-
ability is also intrinsic to technology readiness, as it fos-
ters flexibility and resilience essential for navigating the 
uncertainty and complexity inherent in the adoption of 
new technologies [53]. Thus, workers who exhibit readi-
ness for technology are adept at overcoming challenges 
and risks associated with technological change, allow-
ing them to harness the opportunities and advantages 
technology affords. Hence, TR serves as a potent predic-
tor and facilitator of career adaptability among workers, 
equipping them to thrive in the dynamic and competi-
tive landscape of the contemporary professional world. 
The CCMA emphasises individual differences in adaptive 
readiness, adaptability resources, and coping behaviours, 

which contribute to successful integration into essen-
tial work roles. Adaptivity, a precursor to career adapt-
ability, signifies an individual’s willingness to address 
occupational uncertainties and engage in developmental 
actions during career transitions. Previous research has 
predominantly explored the relationship between career 
adaptability, the Big Five personality traits, and career 
adaptability and found positive results [41]. Apart from 
the examination of the Big Five personality traits and 
their connection to career adaptability, recent academic 
studies have been increasingly exploring how various 
individual dispositional variables and contextual factors 
influence career adaptability. These factors encompass 
career decision self-efficacy [94], developmental leader-
ship and career optimism [28], employability skills [104], 
hope, and life satisfaction [71]. Additionally, research has 
delved into aspects such as within-person variability in 
personality [101], proactive personality [110], person-
organisation fit [42], career agility [21], and emotional 
intelligence [46]. We therefore hypothesise that:
H1: Technology readiness is positively related to career 

adaptability among workers.

Career adaptability and adapting behaviours (boundary 
integration and job crafting)
Individuals are now more than ever confronted with an 
ever-changing work environment as a result of employ-
ment restructuring, technology improvements, and 
globalization. Careers have become less predictable as 
a result of these changes, and individuals must increas-
ingly take responsibility for their own career growth [31, 
110]. As a result, self-directed and personalised career 
routes have gained prominence, and personal resources 
(i.e. career adaptability) have become increasingly impor-
tant for effective professional growth [98]. CA is the skill 
to cope with job duties and changes with future con-
cern, control, curiosity, and confidence. Future concern 
helps plan for future roles, control means self-discipline 
and career responsibility; and curiosity fosters interest 
in future selves. Boundary integration is the blending 
of work and family activities when one affects the other, 
using resources and experiences from other domains 
to help the current one. Boundary integrators may feel 
more satisfied. Thus, happy employees may think better 
and be more creative in doing their job tasks [6]. This is 
a concept that is inextricably linked to career adaptability 
resources.

Job crafting refers to proactive modifications in job 
design that are not negotiated with the organisation 
[105]. It is suggested that the manager is unlikely to detect 
these modifications. Job crafting is defined as altering 
the parameters and conditions of job tasks and relation-
ships, as well as the job’s meaning [35]. Thus, employees 
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can alter how work is conceptualised and performed (i.e. 
alter task boundaries), how frequently and with whom 
they engage at work (i.e. alter relationship boundaries), 
and how they cognitively attribute meaning and value to 
their job (i.e. alter relationship boundaries) (i.e. changing 
meaning). Job-crafting can result in a variety of beneficial 
effects, including increased job engagement, job satisfac-
tion, resilience, and thriving [26]. Due to how the work 
environment is always changing, employees would have 
to modify their job design so they could obtain maximum 
satisfaction from their job and also for effective profes-
sional (career) growth. Employees should also be able to 
take charge of how to effectively combine their work life 
with family life as they take charge of their career growth. 
From the discussions above, it can be deduced that career 
adaptability can influence the job crafting and boundary 
integration behaviours of employees. Consistent with the 
career construction theory of adaptation [95], empiri-
cal investigations of the CCMA [56], longitudinal adult 
sample in Afghanistan [43], and Chinese Adolescents 
sample [105], this study proposes that career adaptability 
resources might play a key role in explaining how person-
ality can be associated with adapting behaviours.
H2a: Career adaptability is positively related to adapt-

ing behaviours, operationalized in terms of boundary 
integration behaviours.
H2b: Career adaptability is positively related to adapt-

ing behaviours, operationalized in terms of job crafting 
behaviours.

Technology readiness and adapting behaviours (boundary 
integration and job crafting behaviours)
Technology readiness measures how eager someone is 
to adopt new technologies for their purposes. It has four 
aspects: optimism, innovativeness, discomfort, and inse-
curity. Optimism means seeing technology as beneficial, 
while innovativeness means being willing to try it. Dis-
comfort means feeling overwhelmed by technology, while 
insecurity means worrying about its effects on safety and 
privacy. Boundary integration is how one balances work 
and personal life. It has two types: segmentation, which 
means keeping work and personal life apart, and setting 
clear boundaries to avoid conflict or confusion and ease 
role switching [20]. Integration is a strategy that involves 
merging work and personal life, allowing overlap. Indi-
viduals who favour integration maintain flexible bound-
aries, blending roles and contexts, and may engage in 
cross-role interruptions [26].

It is noteworthy that various factors influence bound-
ary integration, including individual preferences, person-
ality traits, career stage, family structure, organisational 
culture, and technological affordances. These factors 
collectively impact how individuals choose to manage 

the boundaries between their work and personal lives 
[86]. Additionally, one’s approach to BI carries signifi-
cant implications for aspects such as work-life balance, 
well-being, performance, and career development [116]. 
Job crafting behaviour involves individuals aligning their 
job roles with their personal preferences to achieve their 
goals. This behaviour enhances employee well-being and 
improves performance by ensuring a better fit between 
their abilities, needs, values, and job demands. It means 
changing work tasks, skills, colleagues, and perspectives 
to make work meaningful [114]. Individuals who exhibit 
higher levels of technology readiness are more likely to 
have positive attitudes and beliefs about technology 
[15]. They tend to view technology as a valuable tool for 
improving their lives and work [81].

Given their optimism and willingness to embrace new 
technologies, these individuals are likely to leverage 
technology to enhance communication and collabora-
tion with external stakeholders. By using technology, 
they can more effectively connect with customers, sup-
pliers, and other external parties, exchange information, 
and build trust. Thus, technology readiness is expected 
to positively influence boundary integration behaviour by 
facilitating these crucial interactions. Highly technology-
ready individuals tend to be innovative and curious about 
technology, seeking opportunities to enhance their work 
performance and efficiency [34]. With a positive outlook 
on technology, they are inclined to explore new ways to 
modify their tasks, skills, relationships, and cognitive 
processes at work [13]. TR is anticipated to empower 
these individuals to adapt their roles more effectively 
to fit their personal preferences and goals. For instance, 
they might use online courses to learn new skills or col-
laborate on digital platforms to modify their work rela-
tionships. Therefore, TR is expected to have a positive 
influence on job crafting. Therefore, we suggest that:
H3a: Technology readiness has a positive relationship 

with employees’ boundary integration behaviour.
H3b: Technology readiness has a positive relationship 

with employees’ job crafting behaviour.

Career adaptability as a mediator between technology 
readiness and adapting behaviours
Technology readiness is a personal trait that reflects one’s 
openness and willingness to use new technologies, inno-
vation, and change in their work [80]. A high TR means 
one is ready to adopt new technologies effectively and 
cope with changing work environments. Career adapt-
ability is a psychosocial resource that helps one navigate 
both expected and unexpected career transitions [51]. It 
enables one to prepare for and engage in job roles and 
adjust to changes in their work environments. High TR 
may lead to effective technology adoption. In today’s 
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fast-paced and technology-driven work landscape, inte-
grating work and personal life effectively is essential [69]. 
This requires boundary integration behaviours, which 
involve blending work and personal life and reducing 
conflict between them [86]. Career adaptability can act as 
a mediator between TR and boundary integration behav-
iours. High career adaptability resources provide one 
with the psychological strength to handle career transi-
tions successfully and self-regulate their work and non-
work activities [90]. Adaptable individuals with career 
adaptability resources are more likely to have the flex-
ibility and resilience to integrate work and personal life 
effectively. Previous studies support this argument. For 
example, Savickas et  al. [95] highlight the interaction 
among adaptive readiness, adaptability resources, adapt-
ing behaviours, and adaptation outcomes [57]. These 
findings are consistent with the idea that career adapt-
ability mediates the positive relationship between TR and 
boundary integration behaviours.

Career adaptability, as a key resource in the CCMA, 
enhances one’s ability to navigate career transitions, 
adapt to changes, and effectively self-regulate their 
work and non-work activities. Job crafting behaviours 
are important for responding to the dynamic nature of 
the modern workplace. Employees need the flexibility 
and autonomy to modify their job roles to maximise 
job satisfaction and professional growth [35]. Career 
adaptability can serve as a mediator between TR and 
job crafting behaviours. Individuals with high TR are 
more open to innovation and change. Career adapt-
ability resources can empower these individuals to pro-
actively engage in job crafting. Job crafting behaviours 
are a way of adapting one’s job role, and career adapt-
ability provides the necessary resources to facilitate 

this process effectively [7]. Several studies support this 
argument. For example, studies have examined how 
HR practices mediate the relationship between career 
adaptability and job crafting and have found positive 
associations between them [36]. A positive relationship 
between career adaptability and job crafting behaviours 
has also been found among employee and supervisor 
dyads in the Netherlands [111]. Additionally, a positive 
relationship between career adaptability and job craft-
ing behaviours has been found among supervisors and 
subordinates from the Netherlands [109]. In conclu-
sion, these hypotheses are based on established theo-
ries and empirical evidence. Career adaptability, as a 
mediating factor, can explain the relationships between 
TR, boundary integration, and job crafting behaviours 
[65]. As the workforce continues to evolve in response 
to technological advancements and changing work 
dynamics, understanding these relationships becomes 
increasingly important. We therefore hypothesise that:
H4: Career adaptability mediates the positive rela-

tionship between TR and boundary integration 
behaviours.
H5: Career adaptability mediates the positive relation-

ship between TR and job crafting behaviours.
The conceptual model of this study examines how TR 

influences career adaptability and two adapting behav-
iours: boundary integration and job crafting. The frame-
work proposes that TR has a positive effect on career 
adaptability, which in turn has a positive effect on both 
boundary integration and job crafting. Moreover, the 
framework suggests that career adaptability mediates the 
relationship between TR and the adapting behaviours 
(Fig. 1).

Social 

Technology

Boundary 

Integration

Career 

Adaptability

Job 

Crafting

Years of 

Experience

Technology

Readiness

Age of 

Employees

H2b

H1

H3b

H3a

H2a

H4, H5

Fig. 1  Conceptual model. Note: H4 and H5 represent the indirect paths. Age of employees, years of experience, and social technology are control 
variables
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Materials and methods
Sample and data collection
The sample for this study consisted of middle- and 
senior-level staff from different public organisations 
in Ghana. The target population was the public sector 
workers with a minimum of a tertiary education. The 
study employed a non-probability sampling procedure 
that combined convenience and purposeful sampling. 
Guided by the list of government agencies in Ghana 
[40], all public sector entities were purposefully cho-
sen, whereas the various respondents from the selected 
institutions were recruited using a convenience sam-
pling approach. The data collection was done through a 
cross-sectional survey using structured questionnaires. 
To ensure the survey exclusively captured the perspec-
tives of public sector employees, their direct supervi-
sors assisted in identifying those who were both willing 
and available to take part. Additionally, the data collec-
tion occurred in two phases, each separated by a two-
week lag, guaranteeing that only current employees of 
these institutions were included in the sample. In the 
initial phase, data related to employees’ demograph-
ics, job crafting, and career adaptability were collected. 
Two weeks later, the same group of workers underwent 
assessments based on their boundary integration and 
technology readiness levels. This approach also helped 
in the reduction of method bias [103].

The questionnaires had cover letters explaining the 
purpose and the ethical aspects of the study. We distrib-
uted self-administered questionnaires to 700 respondents 
in Ghana’s highly populated Greater Accra and Ashanti 
regions, chosen due to the significant government work-
force in these areas, which accounts for 34.8 percent 
(Ashanti) and 16.5 percent (Greater Accra) of the total 
employment of approximately 688,000 individuals [47]. 
We filled out and retrieved 550 of the distributed ques-
tionnaires during the initial phase of data gathering. Sub-
sequently, the second phase yielded 484 questionnaires 
that were suitable for analysis. Prior to analysis, each set 
of data underwent a meticulous verification process to 
ensure both its integrity and precision. The study’s con-
clusive sample encompassed 484 staff members, which 
equates to a 69% participation rate, a figure that com-
fortably meets the benchmark for statistical evaluation 
as established [63]. To maintain uniformity across the 
collected data, a coding system was implemented for 
the questionnaires to align with the responses provided 
by the employees. This process was initiated after a fort-
night’s delay in the data collection phase. The initial data 
collection wave focused on evaluating the career adapt-
ability, job crafting practices, and demographic profiles of 
the employees. The subsequent wave delved into assess-
ing their technological readiness and their boundary 

integration behaviours. The entire data acquisition 
spanned a period of roughly four months.

The study involved collecting data twice, with a two-
week interval for each set of questionnaires, in order 
to mitigate method bias [84]. After identifying specific 
public entities, human resource officers within each par-
ticipating firm acted as study coordinators, facilitating 
researchers’ access to personnel in the surveyed organi-
zations. Respondents were randomly selected, and two 
study assistants, working alongside one author, distrib-
uted questionnaires to be completed by employees during 
work hours. All questionnaires were coded to facilitate 
identification and connection of an employee’s second 
response. The demographic analysis of our survey reveals 
a diverse group of respondents, with a female majority 
at 56%. Most are aged 31–40 (46%), suggesting a mature 
perspective likely to influence survey responses. Marital 
status shows 59% married, which may affect work-life 
balance opinions. Educationally, 50% hold a first degree 
and 37% a master’s, indicating a well-educated cohort 
capable of providing valuable insights. This demographic 
foundation is essential for interpreting our study’s results. 
Table 1 presents the complete set of demographic data.

Measures
The research utilised established scales with proven 
validity to assess a range of constructs. We presented a 
series of statements to the respondents and asked them 
to rate them on a five-point Likert scale. Participants 
were given statements and tasked with rating them using 

Table 1  Descriptive statistics of respondents (N = 484)

Source: Researchers’ field data

Frequency Percent

Gender

Male 212 43.8

Female 272 56.2

Age

20–30 99 20.5

31–40 223 46.1

41–50 112 23.1

51–60 50 10.3

Marital Status

Single 191 39.5

Married 288 59.5

Divorced 5 1.0

Educational Background

PhD 15 3.1

Masters 177 36.6

First Degree 244 50.4

Higher National Diploma 48 9.9
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a five-point Likert scale, spanning from 1 (strongly dis-
agree) to 5 (strongly agree). The principal constructs 
measured within the study included technology readi-
ness, career adaptability, as well as boundary integration 
and job crafting behaviours. This method made sure that 
participants had a consistent and reliable way to say how 
much they agreed with the statements that were being 
presented. This made it easier to get strong, useful data 
that was relevant to the study’s goals.

Technology Readiness: TR was measured using a 
16-item scale [81]. The sample item is "Technology makes 
me more productive in my personal life". The Cronbach 
alpha for this study was 0.898, an indication of a high 
level of internal consistency and reliability.

Career Adaptability: Career adaptability was measured 
with a 12-item scale adapted from the career adaptabil-
ity short form [70]. A sample item is "thinking about my 
future" and "taking responsibility for my actions". The 
Cronbach alpha of CA was 0.837.

Boundary Integration: The boundary integration was 
measured using a 10-item scale [62]. A sample item is 
"While I work, I handle personal or family responsibili-
ties". The construct had a high Cronbach alpha of 0.838.

Job Crafting: Job crafting was assessed using a 12-item 
scale [100]. A sample question is: "I try to learn new 
things at work. It had a Cronbach alpha of 0.872".

Control variables
The study controlled for age, tenure, and the specific 
social technologies employed. Prior research, includ-
ing a meta-analysis [91] and various studies [82], has 
indicated that age may influence career adaptability. 
Younger employees are expected to have fewer career 
adaptability resources compared to their older counter-
parts. Tenure was included as a control variable based on 
career construction theory-based studies [91], suggesting 
a potential connection with CA. Longer work tenure is 
anticipated to boost workers’ CA. Research has also dem-
onstrated a relationship between tenure and employee 
adaptability behaviours, implying that longer-tenured 
employees possess greater career adaptability resources 
than their shorter-tenured peers. Moreover, the type of 
social technology used by respondents was controlled 
for, given its known impact on CA and job crafting [118]. 
Both the challenges and opportunities presented by tech-
nology have been observed to enhance employees’ crea-
tive capacities and behaviours.

Method bias analysis
Our study utilised Harman’s single-factor test to evaluate 
common method bias (CMB), which could compromise 
our findings’ validity. The test revealed that the principal 
factor explained only 29% of the variance, well below the 

50% threshold indicative of significant CMB. This out-
come suggests that CMB does not substantially affect our 
data, bolstering confidence in our results. The absence of 
a dominant single factor confirms that the observed vari-
able relationships are likely genuine, not artefacts of the 
measurement approach.

Analytic strategy
The analytic strategy of this paper is to use covariance-
based structural equation modelling (CB-SEM) to test 
the hypotheses and assess the model fit. CB-SEM is a sta-
tistical technique that allows researchers to examine the 
relationships among multiple observed and latent vari-
ables, as well as the effects of measurement errors and 
confounding factors. CB-SEM is suitable for this study 
because it can handle complex and multivariate data, 
test causal and mediating effects, and evaluate the valid-
ity and reliability of the constructs. The paper used IBM 
AMOS V26 as the software tool for conducting CB-SEM 
analysis. The paper followed a two-step approach [8]. 
The first step is to perform a confirmatory factor analy-
sis (CFA) to test the measurement model, which specifies 
how the observed indicators relate to the latent variables. 
The second step is to perform a path analysis to test the 
structural model, which specifies how the latent variables 
relate to each other. The paper reports and interprets 
the results of descriptive statistics, reliability and valid-
ity tests, model fit indices, and path coefficients. We also 
discuss the implications, limitations, and directions for 
future research based on the findings.

Correlation of variables
The Pearson product-moment correlation coefficient 
was used to examine the connection between the vari-
ables in the research. The correlation coefficient’s range 
of −  1 to 1 indicates strong negative or strong positive 
relationships, not its causality. At the individual level, the 
descriptive statistics are shown in Table 2 with the mean 
and standard deviation. Except for the control variables, 
all of the main constructs had substantial positive asso-
ciations at p < 0.001. With the descriptive statistics of 
the main construct, the mean ranges from 1.99 to 2.77, 
with a standard deviation of 0.84 to 1.02. For correlations 
among the variables, there was a significant positive rela-
tionship between job crafting and technology readiness 
with a correlation coefficient of 0.396 (p < 0.001). Again, 
there was a significant positive relationship between job 
crafting and career adaptability, with a correlation coef-
ficient of 0.629 (p < 0.001).
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Reliability measurement
In validating research scales, Cronbach’s alpha and com-
posite reliability are pivotal. Cronbach’s alpha gauges 
item coherence on a scale, with values above 0.70 signi-
fying reliability [74]. Yet, its accuracy may be overstated 
[24]. Composite reliability, considering item interrela-
tions, offers a fuller reliability picture, favoured in SEM 
contexts for its thoroughness. Our study utilised both, 
with Table  3 displaying that constructs surpassing the 
0.70 benchmark are reliable. This approach ensures a 
nuanced evaluation of scale reliability [45, 102].

Multicollinearity analysis
For the assessment of multicollinearity status between 
the study variables, AMOS statistical software was used. 
The data did not show signs of multicollinearity. The 
variance inflation factor (VIF) was used in the regres-
sion analysis to measure the extent to which one exog-
enous variable was linked to the other. The VIF value is 
a popular measure of multicollinearity [44]. There are 
no multicollinearity issues when a VIF value is less than 
or equal to 10, and tolerances larger than 0.1 should be 
used [9]. The levels of VIFs of the studied variables are 
between 1.09 and 1.65, confirming the non-existence of 
multicollinearity in Table  4.  AMOS software assessed 
multicollinearity among study variables. No signs of 
multicollinearity were found. The regression analysis 
used the variance inflation factor (VIF) to measure how 
one exogenous variable related to another. VIF indicates 

multicollinearity [44]. VIF values below 10 and tolerance 
above 0.1 show no multicollinearity issues [9]. The VIFs 
of main variables ranged from 1.09 to 1.65, confirming no 
multicollinearity in Table 4.

Assessment of validity
We examined convergent and discriminant validity. Con-
vergent validity evaluates how indicators measure a com-
mon component, while discriminant validity evaluates 
how scales measure different constructs in a model [48]. 
AVE, standardised factor loadings, MSV, square root of 
AVE, HTMT, and ASV were used to assess validity. Dis-
criminant validity was confirmed when the square root 
of AVE was higher than the correlations with other con-
structs [38]. Table 5 shows the results.

Table 2  Means, standard deviations and correlations of variables in the study (n = 484)

Significant at *p < 0.05; **p < 0.01; ***p < 0.001

Mean SD 1 2 3 4 5 6 7

1. Age of Employees 2.23 .892

2. Years of Experience 2.15 .885 − .029

3. Social Technology 2.32 1.019 − .028 .013

4. Technology Readiness 2.3099 .99160 .028 .029 − .018

5. Job Crafting 1.9941 .84863 .001 − .017 .001 0.396***

6. Boundary Integration 2.7736 .91961 − .066 − .046 − .009 0.284*** 0.315***

7. Career Adaptability 2.1318 .83568 .001 − .017 .054 0.470*** 0.629*** 0.330***

Table 3  Reliability estimates of the study’s scale

Variables Cronbach alpha Composite 
reliability

Technology readiness 0.898 0.904

Job crafting 0.872 0.874

Boundary integration 0.838 0.839

Career adaptability 0.837 0.842

Table 4  Variance inflation factor

JC Job Crafting, T.R. Technology Readiness, B.I. Boundary Integration, C.A. Career 
Adaptability

T.R JC BI CA

TR

JC 1.185981

BI 1.087062 1.110155

CA 1.283532 1.654646 1.122209

Table 5  Square roots of average variance extracted

MaxR(H)  Maximum reliability, MSV Maximum shared variance

Variables Average 
variance 
extracted

Square 
roots of 
AVE

MSV MaxR(H)

Technology readiness 0.547 0.739 0.221 0.923

Job crafting 0.540 0.735 0.396 0.889

Boundary integration 0.511 0.715 0.109 0.841

Career adaptability 0.521 0.722 0.396 0.866
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Heterotrait–monotrait ratio as a measure for discriminant 
validity
Some authors [48] argued that the Fornell–Larcker meas-
urement for discriminant validity was unsuitable for 
slightly different indicator loadings, and therefore a more 
rigorous method has been proposed known as the het-
erotrait–monotrait ratio (HTMT). Discriminant validity 
fails if HTMT values exceed 0.9. Table 6 shows the results 
below this threshold, confirming discriminant validity. 
Another manual approach is to assess cross-loadings of 
indicators on other constructs. Cross-loading shows how 
an indicator relates to other constructs. Table 6 displays 
cross-loadings and HTMT results.

We conducted confirmatory factor analyses to assess 
the fit of a four-factor model. We aimed to examine the 
distinctiveness of the constructs related to technology 
readiness, job crafting, boundary integration, and career 
adaptability, while also considering control variables such 
as the age of employees, years of experience, and social 
technology use. To evaluate model fit, we employed sev-
eral goodness-of-fit indices recommended for structural 
equation models (SEM) [59]. These indices included the 
Chi-square model fit statistic (χ2), the root-mean-square 
error of approximation (RMSEA), the comparative fit 
index (CFI), and the standardised root-mean-square 
residual (SRMR).

Our findings, presented in Table  7, indicate that 
the four-factor model provided a good fit to the data 
(χ2 = 744.721, df = 310, χ2/DF = 2.402, TLI = 0.916, 

CFI = 0.926, SRMR = 0.0478, RMSEA = 0.054). All of the 
model fit indices met or exceeded generally accepted 
thresholds, in line with the recommendations [49]. 
Notably, CFI and TLI exceeded the 0.9 threshold, while 
CMIN/DF remained below 3. Additionally, RMSEA 
was less than 0.07 and the standardised RMR was less 
than 0.08, both of which are considered acceptable val-
ues. In contrast, alternative models, such as a one-fac-
tor model where all indicators load onto a single factor, 
exhibited poor fit to the data (χ2 = 3156.920, df = 321, χ2/
DF = 9.835, TLI = 0.470, CFI = 0.515, SRMR = 0.1235, 
RMSEA = 0.135). Similarly, when integrating technology 
readiness and job crafting indicators into a single com-
ponent, the model also showed a poor fit (χ2 = 1872.268, 
df = 315, χ2/DF = 5.944, TLI = 0.703, CFI = 0.734, 
SRMR = 0.1084, RMSEA = 0.101). These results under-
score the uniqueness of the constructs related to TR, JC, 
BI, and CA, as well as the relevance of the control vari-
ables. As a result, we retained the four-factor model for 
further analysis, which was used to test our research 
hypotheses.

Results and discussion
This section presents and discusses the main findings 
of the study, which examined the relationships among 
technology readiness, career adaptability, and adapt-
ing behaviours (boundary integration and job crafting) 
among public sector workers in Ghana. The study also 
tested the mediating role of career adaptability in the 

Table 6  HTMT analysis

Technology readiness Job crafting Boundary integration Career 
adaptability

Technology readiness

Job crafting 0.385

Boundary integration 0.303 0.313

Career adaptability 0.468 0.653 0.366

Table 7  Goodness-of-fit indices

N = 484

TLI Tucker–Lewis index, CFI comparative fit index, SRMR standardized root mean residual, RMSEA root-mean-square error of approximation, Chi-square X2, TR technology 
readiness, JC job crafting, BI boundary integration, CA career adaptability

Models χ2 df χ2/DF TLI CFI SRMR RMSEA

4 model 1 (including control variables) 744.721 310 2.402 0.916 0.926 0.0478 0.054

3 factor model 1 (combining T.R. & J.C.) 1872.268 315 5.944 0.703 0.734 0.1084 0.101

3 factor model 1 (combining TR & BI) 1519.259 315 4.823 0.771 0.794 0.0921 0.089

3 factor model 1 (combining JC & BI) 1468.946 315 4.663 0.780 0.803 0.0843 0.087

2 factor model 1 (combining TR & CA, JC & BI) 2257.927 320 7.056 0.636 0.669 0.1201 0.112

1 factor model 1 3156.920 321 9.835 0.470 0.515 0.1235 0.135
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relationship between technology readiness and adapting 
behaviours. The study used covariance-based structural 
equation modelling (CB-SEM) to analyse the data col-
lected from 484 respondents. The results showed that the 
four-factor model of the constructs provided a good fit 
to the data, and all the hypotheses were supported. The 
results are presented in Tables 8 and 9.

Direct effects
The analysis revealed a positive and significant relation-
ship between technology readiness and career adapt-
ability (β = 0.340, p = 0.001, 95% CI [0.259, 0.424]). This 
supports Hypothesis 1, indicating that individuals in the 
public sector who demonstrate a higher propensity to 
adopt and utilise new technologies tend to exhibit greater 
career adaptability. This association underscores the 
role of technology readiness in equipping public sector 
employees with the necessary skills and mindset to navi-
gate their career paths effectively. The ability to engage 
with emerging technologies correlates with enhanced 
digital literacy, autonomous learning capabilities, and a 
flexible approach to workplace changes. These findings 
align with the literature that posits technology readi-
ness as a catalyst for career adaptability, as evidenced by 
prior studies [1, 72], which highlight the importance of 
embracing technological advancements for professional 
growth and development.

Further examination of the data yielded evidence 
that career adaptability exerts a positive and significant 

influence on both boundary integration behaviours 
(β = 0.314, p = 0.002, 95% CI [0.162, 0.478]) and job 
crafting behaviours (β = 0.551, p = 0.001, 95% CI [0.415, 
0.693]). These findings lend support to Hypotheses 2a 
and 2b. The implications of these results are profound. 
They suggest that individuals who proactively develop 
skills to navigate career transitions and challenges are 
also more adept at integrating their work and personal 
life domains and tailoring their job roles to align with 
their personal strengths and career aspirations. This res-
onates with the notion that career adaptability not only 
facilitates better work-life synergy but also empowers 
employees to reshape their work environment to bet-
ter suit their individual needs and objectives. Consistent 
with the assertions [14, 17], the study underscores career 
adaptability as a cornerstone for providing psychologi-
cal resources, namely concern, control, curiosity, and 
confidence. These resources are instrumental in enabling 
workers to effectively manage their professional and per-
sonal lives, thereby enhancing overall job satisfaction and 
well-being.

The study further proved that technology readiness 
significantly enhances both boundary integration behav-
iours (β = 0.088, p = 0.028, 95% CI [0.022, 0.171]) and job 
crafting behaviours (β = 0.139, p = 0.008, 95% CI [0.056, 
0.222]). These findings affirm hypotheses 3a and 3b, illus-
trating a clear linkage between an individual’s technologi-
cal optimism and innovative outlook and their propensity 
to engage in adaptive workplace behaviours. Specifically, 

Table 8  Direct relationships

TR technology readiness, CA Career adaptability, BI Boundary integration, JC Job crafting

Significant at p < 0.05

Β-estimate S.E C.R 95% Confidence interval 
for β

p values Supported/rejected

Lower Upper

TR → CA (H1) 0.340** 0.038 8.949 0.273 0.411 0.001 Supported

CA → BI (H2a) 0.314** 0.072 4.339 0.178 0.441 0.002 Supported

CA → JC (H2b) 0.551** 0.063 8.801 0.439 0.673 0.001 Supported

TR → JC (H3a) 0.088** 0.034 2.586 0.022 0.171 0.028 Supported

TR → BI (H3b) 0.139** 0.049 2.826 0.056 0.222 0.008 Supported

Table 9  Indirect relationships

TR Technology readiness, CA Career adaptability, JC Job crafting, BI Boundary integration

Significance level of a 2-tailed test for lower (2.5%) and upper (97.5%) bounds

Β-estimate S.E C.R 95% Confidence interval 
for β

p values Supported/rejected

Lower Upper

TR → CA → JC (H4) 0.345 0.038 9.145 0.265 0.431 .001 Supported

TR → CA → BI (H5) 0.340 0.038 8.985 0.258 0.423 .001 Supported
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the data indicate that workers with a positive orienta-
tion towards technology are more inclined to establish 
connections with external stakeholders and proactively 
modify their work tasks, skills, relationships, and per-
spectives to better suit their evolving professional land-
scape. This is consistent with the notion that TR serves 
as a channel for boundary integration and job crafting, 
equipping individuals with the technological tools and 
opportunities necessary for enhanced communication, 
collaboration, and innovation. This aligns with the earlier 
insights [15, 39], which posit that technological readiness 
is instrumental in providing the means through which 
individuals can effectively navigate and mould their work 
environment to promote both personal and organisa-
tional growth (Fig. 2).

Indirect effects
In testing for the mediation effects, an examination of the 
path directions and significance was done. The study fol-
lowed the segmentation mediation procedure [92]. The 
segmentation method requires three sets of hypotheses. 
First, an independent construct predicts the mediator. 
Then, the second hypothesis states how the mediator 
impacts the outcome construct (Y). The third and final 
hypothesis looks at how M mediates between the X and 
Y relationships. Accordingly, to test for the mediation 
effect in the study, five conditions were examined: (a) the 

influence of adaptive readiness (TR) on CA, (b) the effect 
of CA on adapting behaviours (BI and JC). The last two 
conditions, which are at the core of the mediation pro-
cess, were to establish first if: (d) CA mediated the rela-
tionship between TR and the adapting behaviours. We 
tested the indirect effect of TR on BI and JC through 
career adaptability.

The study found that career adaptability indirectly 
influences the positive impact of technology readi-
ness on job crafting (β = 0.345, p = 0.001, 95% CI [0.162, 
0.478]). In other words, career adaptability acts as a 
bridge, translating individuals’ willingness and ability to 
embrace technology into proactive coping strategies for 
career changes and challenges. Similarly, TR’s impact on 
boundary integration (β = 0.340, p = 0.001, 95% CI [0.022, 
0.171]) is also indirectly influenced by career adapt-
ability. Workers who exhibit higher TR levels are bet-
ter equipped to navigate the boundaries between work 
and personal life, thanks to their enhanced adaptability. 
Career adaptability serves as a critical bridge, connecting 
TR with adaptive behaviours. It transforms technologi-
cal readiness into practical preparedness, enabling indi-
viduals to proactively manage their careers. Furthermore, 
career adaptability amplifies TR’s positive effects on both 
boundary integration and job crafting. By fostering psy-
chological resources (such as concern, control, curiosity, 
and confidence), career adaptability empowers workers 

Fig. 2  Path model for the hypothesized direct paths
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to thrive in dynamic work environments. Our findings 
align with the Career Construction Model of Adapta-
tion [95]. This model posits that the interconnection of 
adaptive readiness, adaptability resources, and adapting 
responses leads to successful career adaptation. In sum, 
career adaptability emerges as a pivotal factor, bridging 
the gap between technological readiness and adaptive 
behaviours. Organisations and individuals alike can lev-
erage this insight to foster resilience, agility, and career 
success in an ever-evolving landscape (Figs. 3, 4).

Control variables
The study’s results, summarized in Table 10, showed that 
control variables did not significantly affect the main 
construct of the study. The impact of social technology 
(ST) on career adaptability was statistically insignifi-
cant (β = 0.045, p = 0.138). Age and years of experience 
had statistically insignificant effects on career adaptabil-
ity, job crafting, and boundary integration. For instance, 
age had a non-significant negative effect on job crafting 

(β = − 0.003, p = 0.939). ST also had no significant effect 
on job crafting and boundary integration. This study 
found no link between ST use and career adaptability, 
job crafting, and boundary integration, unlike previous 
research that showed ST can boost career development 
and work-life balance [23, 33]. This may be because the 
sample mainly included middle-level and staff employees 
who used ST less or differently for career purposes. The 
study showed no impact of age or tenure on career adapt-
ability, job crafting, and boundary integration. An indi-
cation that these career constructs may depend on other 
factors like personality, motivation, values, and support, 
not on chronological or career age. This agrees with the 
career construction theory [98], which says individuals 
shape their careers based on their self-concepts and life 
themes, not on their objective features or conditions.

Implications of research
The results of this study have several implications for the-
ory and practice.

Fig. 3  Indirect structural model pathway

Fig. 4  Indirect structural model pathway
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Theoretical implications
This study enriches the existing literature by elucidat-
ing the nuanced interplay between technology readiness, 
career adaptability, and adapting behaviours in the pub-
lic sector. It underscores the pivotal role of career adapt-
ability as a mediating factor, offering a comprehensive 
understanding of how employees in developing countries 
respond to technological advancements. The findings 
advocate for a more dynamic view of career develop-
ment, emphasising the importance of adaptability in the 
face of rapid digital transformation. This research also 
extends the CCMA, providing empirical evidence from a 
non-Western context and highlighting the model’s global 
applicability.

Practical implications
The insights from this study have significant practi-
cal implications for policymakers and organisational 
leaders in developing countries. By demonstrating the 
positive impact of technology readiness on career adapt-
ability and adapting behaviours, the findings suggest that 
investments in technology infrastructure and training 
can foster a more adaptable and proactive workforce. 
Organisations are encouraged to create environments 
that support continuous learning and skill development, 
enabling employees to navigate the challenges of digitali-
sation effectively. Additionally, the study highlights the 
need for tailored strategies that consider the unique con-
text of developing economies, ensuring that technologi-
cal advancements translate into tangible career growth 
opportunities for individuals.

Implications for workers
In the context of Ghana’s public sector, the implications 
of technology readiness on the workforce are multifac-
eted. As digital tools become increasingly integral to 

operational efficiency, it is imperative that employees 
not only accept but also actively engage with these tech-
nologies to drive productivity and foster innovation. 
Concurrently, there is a pressing need for skill develop-
ment; workers must receive regular training to remain 
abreast of rapid technological changes. This evolution 
of the workplace also means that job roles are likely to 
transform, necessitating a high degree of adaptability 
and a forward-thinking approach to career progres-
sion. To support these transitions, organisations must 
provide robust support through policies and resources 
that encourage continuous learning and adaptability 
in job functions. This holistic approach will ensure that 
the workforce remains competent and competitive in an 
ever-evolving technological landscape.

Conclusion
We sought to examine the impact of technology readi-
ness on career adaptability and adapting behaviours 
among public sector workers in Ghana. The study 
found that technology readiness had a positive effect on 
career adaptability, boundary integration, and job craft-
ing behaviours. Moreover, career adaptability indirectly 
influenced the relationship between technology readi-
ness and adapting behaviours. The study contributes to 
the literature on career development and adaptation in 
the context of technological transformation. Overall, 
our findings provided strong support for the mediation 
model we proposed, confirming the significance of per-
sonality traits in the workplace.

Limitations and future directions
This study, while comprehensive, has certain limita-
tions that open avenues for future research. The cur-
rent research was limited to public sector employees 
in Ghana, which may not fully capture the diverse 

Table 10  Effects of control variables on main variables

**The regression coefficient is significant at 0.05

Β-estimate S.E C.R P 95% Confidence 
interval for β

Lower Upper

Age employees → Career adaptability − .009 .037 − .236 .798 − .071 .051

Years of experience → Career adaptability − .025 .037 − .684 .488 − .081 .036

Social technology → Career Adaptability .045 .032 1.385 .138 − .004 .099

Age of employees → Job crafting − .003 .032 − .101 .939 − .048 .046

Age of employees → Boundary Integration − .072 .046 − 1.554 .121 − .150 .005

Years of experience → Job Crafting − .008 .032 − .264 .834 − .061 .045

Years of experience → Boundary integration − .047 .047 − 1.016 .325 − .117 .029

Social technology → Job crafting − .020 .028 − .702 .435 − .066 .023

Social technology → Boundary Integration − .019 .040 − .460 .680 − .089 .053
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experiences of workers in different sectors or cultural 
contexts. Future studies could expand the scope to 
include private sector employees and other countries 
to compare and contrast the findings. In addition, 
while this study focused on technology readiness and 
career adaptability, other potential variables could fur-
ther enrich our understanding. Future research might 
explore the role of individual differences such as per-
sonality traits, emotional intelligence, and resilience in 
shaping technology adoption and career adaptability 
[89]. The impact of organisational culture, leadership 
styles, and support systems on employees’ adapting 
behaviours in response to technological change also 
warrants investigation [76]. Moreover, longitudinal 
studies could provide insights into how these relation-
ships evolve over time, particularly as technological 
advancements continue to accelerate. Investigating the 
long-term effects of technology readiness on career 
outcomes would be particularly valuable in predict-
ing and preparing for future workforce trends. Lastly, 
the rapid pace of technological innovation suggests 
that future research should consider the implications 
of emerging technologies, such as artificial intelligence 
and automation, on career adaptability and employee 
behaviour [55]. Understanding these dynamics can help 
organisations better support their employees through 
transitions and ensure a future-ready workforce.
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