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ABSTRACT 

Teacher work performance is a critical determinant of educational quality, yet the social 
dimensions of the workplace, specifically peer relationships, are often overlooked in 
performance models within the education sector. Grounded in Social Exchange Theory 
and the Job Demands-Resources (JD-R) Model, this study examines the association 
between co-worker support and teacher work performance in private and non-
governmental organization (NGO) schools. Using a quantitative cross-sectional research 
design, data were collected from a sample of 300 teachers in Phnom Penh, Cambodia, 
through a multistage sampling procedure involving purposive selection of schools and 
simple random sampling of teachers within schools. Data analysis involved exploratory 
factor analysis (EFA) and confirmatory factor analysis (CFA) to assess the construct 
validity of the adapted scales, with internal consistency reliability assessed separately 
using Cronbach's alpha and McDonald's omega; descriptive statistics to summarize the 
distribution of perceived work performance and co-worker support; bivariate correlation 
to examine the association between the two variables; and hierarchical multiple 
regression to examine the incremental predictive contribution of co-worker support 
beyond demographic and institutional covariates. Descriptive statistics showed high 
levels of both perceived co-worker support and teacher work performance; bivariate 
analysis revealed a significant, moderate-to-strong positive correlation between the two 
variables; and the final regression model explained 31% of the total variance in teacher 
performance. These findings support the proposition that collegial support functions as 
both a socio-emotional exchange resource and a buffer against job demands, sustaining 
teacher performance. School administrators should prioritize peer support networks and 
relational quality as strategic tools for professional development, while also considering 
how demographic factors such as age and school context relate to work outcomes. 
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INTRODUCTION 
In the rapidly evolving landscape of 21st-century education, teacher work performance has emerged as the 
cornerstone of institutional success and student achievement. High-performing teachers do not merely deliver 
curriculum; they demonstrate a complex blend of in-role task performance, quality orientation, and 
professional responsibility (Alfandi, 2016; Azer, 2005; Wartenberg et al., 2023), which means these tasks 
require individuals who are competent in pedagogical knowledge and have years of experience (Hollenstein & 
Brühwiler, 2024; Sariakin et al., 2025; Veliz et al., 2025). However, as teaching is a profound social endeavor, 
the environment in which a teacher operates, specifically the quality of their interpersonal relationships, can 
significantly catalyze or constrain their professional output (OECD, 2025b; Szostek, 2019). Building co-worker 
support may involve mutual respect, support, and collaboration among colleagues (Paredes-Saavedra et al., 
2024; Smerek & Peterson, 2007).   

In the context of private schools and non-governmental organizations (NGOs), where resources may be 
variable and professional demands high, the emotional and functional support provided by peers becomes a 
critical buffer, as when teachers experience a sense of belonging and care within their workplace, they are more 
likely to exhibit the diligence and persistence necessary for effective instruction (Allen et al., 2025; Melzak et 
al., 2025; Wator et al., 2025). According to Allen et al. (2025), interpersonal relationships (peer relationships, 
student and parent relationships) are one of six factors that influence teachers' sense of belonging. The other 
factors, for example, support and collaboration (providing and receiving support; team dynamics and 
collaborative efforts); professional and personal growth (influence and contribution to society, professional 
learning opportunities, individual professional identity and characteristics); institutional factors (leadership 
support, positive school environment, employment stability), motivators (teaching passion, acknowledgment 
and appreciation); and external networks (engagement in professional networks) also play a significant role in 
influencing teachers' sense of belonging. 

Despite the intuitive importance of workplace harmony, empirical research specifically linking co-worker 
support to measured work performance remains fragmented, particularly within the private and NGO 
educational sectors in Cambodia. Previous research has extensively covered pedagogical strategies in early 
childhood and higher education; however, research has under-explored the socio-emotional work 
environment of primary and lower secondary teachers, who manage the critical transition from childhood to 
adolescence. In this unique context (the private and NGO sectors), where administrative support may vary, the 
reliance on peer-to-peer relational capital becomes a primary determinant of whether a teacher maintains 
high-quality instructional standards or succumbs to professional stagnation. Many studies have examined "job 
satisfaction" or "organizational commitment" as outcomes of workplace relationships (Adeniji et al., 2019; Cho 
& Park, 2011), but fewer have directly quantified how these relationships predict the actual behavioral 
performance of teachers (Kaiyom et al., 2021; Uslukaya & Demirtas, 2024; Van Den Ouweland et al., 2019). 
Furthermore, as educational institutions face increasing pressure to maintain high standards with limited 
budgets, understanding the "low-cost, high-impact" potential of fostering a collaborative culture is of 
paramount importance to school administrators. 

Therefore, this study seeks to fill this gap by examining the association between co-worker support and teacher 
work performance among 300 teachers from private schools and NGOs. By employing a rigorous quantitative 
approach, including factor analysis and hierarchical regression, the research aims to determine the extent to 
which relational quality predicts performance. This study was guided by two research questions: 

• RQ1: What is the relationship between perceived co-worker support and perceived teacher work 
performance among primary and lower secondary teachers? 

• RQ2: To what extent do co-worker relationships significantly predict teacher work performance? 



 
Pum  Educational Point, 2026, 3(2), e171 

 3 / 17 

While RQ1 addresses the bivariate association between the two variables, RQ2 extends this by examining the 
extent to which co-worker support incrementally predicts teacher work performance after accounting for 
relevant demographic and institutional covariates, which serves a distinct analytic purpose from RQ1. 

LITERATURE REVIEW  
Teacher work performance (TWP) is a multidimensional construct. It encompasses instructional quality, 
professional responsibilities, and contributions to student outcomes. Martin (2018) defined teacher 
performance as the set of behaviors and attitudes of teachers in helping their students to succeed in their 
learning. Within this view, student academic achievement can be regarded as one observable manifestation of 
teacher effectiveness rather than as the defining or sole measure of teacher performance. This suggests that 
teacher performance is not an isolated set of skills, but also considers the complex set of affective factors, 
which play a significant role in supporting students' learning. In this sense, the quality of an education system 
cannot exceed the quality of its teachers, positioning them as the most decisive factor in student learning and 
achievement (Engida et al., 2024; OECD, 2019). Core dimensions of effective TWP include active teaching, 
high-quality classroom management, instructional clarity, and creating high success rates for learners—one 
of several key parameter indicators used to gauge teacher effectiveness (OECD, 2025b; Papaioannou et al., 
2026; Witter & Hattie, 2024). Li et al. (2025) conceptualized TWP as shaped by individual, motivational, and 
work-related conditions, where teachers’ role perceptions and organizational environment influence 
performance outcomes. On the other hand, the success of education stems not from isolated individual effort 
but from collective action and collaboration; in schools, good co-worker relationships feature collaboration, 
mutual trust, social support, and open communication, shaping teachers’ daily professional environment—a 
foundational dimension of professional life beyond task coordination (Meneses-La-Riva et al., 2025; OECD, 
2025a; Rechsteiner et al., 2026). A collaborative school culture involves shared responsibility, mutual support, 
and reliance among teachers who actively participate in decisions (Arar et al., 2026; Corcelles-Seuba et al., 
2024). Trust is central, with a meaningful link between teachers’ embeddedness in collaboration networks and 
stronger trust relationships, as teachers work in teams and co-construct practices (Kolleck et al., 2021; 
Rechsteiner et al., 2026). Open communication enables idea exchange, reduces conflict, and supports 
feedback for shared goals.    

From a theoretical perspective, the current study is grounded in two theories/models, specifically Social 
Exchange Theory (SET) and the Job Demands-Resources (JD-R) Model, to understand the relationship between 
good co-worker relationships and teacher work performance. First, the Social Exchange Theory (SET), rooted 
in the foundational work of Homans (1958) and elaborated by Blau (1964), holds that relationships are 
governed by reciprocity. The theory suggests that people exchange material and non-material resources, 
creating moral obligations to give back. In organizations, these resources include salary and respect, trust, and 
fairness (Rajâa & Mekkaoui, 2025; Wanga & Ngugi, 2026). Positive exchanges, such as organizational justice 
fostering performance, and negative actions, such as incivility, rupture them (Ahmad et al., 2023; Pan et al., 
2018); trust in management remains vital for collaboration and loyalty within the organization (Rajâa & 
Mekkaoui, 2025). In addition, the Job Demands-Resources (JD-R) Model (Demerouti et al., 2001; Bakker & 
Demerouti, 2017) complements SET by classifying coworker support as a key job resource that buffers burnout 
and sustains engagement (Chen, 2024; Kim & Wang, 2018). Studies of healthcare workers confirm that 
collegial support and team climate drive engagement while reducing burnout, ultimately improving service 
quality (Kaiser et al., 2020). 

Empirically, a growing body of research establishes that co-worker relationship quality significantly shapes 
individual work performance across educational and organizational settings. In education, TALIS 2024 data 
show that teachers with good school community relationships report higher job satisfaction, while those 
engaging in monthly collaboration report greater fulfilment of lesson aims (OECD, 2025a). A quantitative study 
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of 198 academic staff in Mogadishu further confirmed that positive employer-employee relationships 
significantly enhance job satisfaction and performance, though sometimes producing complex and 
contradictory dynamics (Mohamed et al., 2024). These findings suggest that relational dynamics are a 
significant factor in the workplace environment's contribution to the performance of the employee/teachers. 
Beyond education, meta-analytic evidence across industries links coworker support to role clarity and 
individual effectiveness. In hospitality, coworker incivility reduced both work engagement and job performance 
more strongly than customer incivility, while engagement positively predicted performance (Wang & Chen, 
2020). Similarly, a second-order meta-analysis found that positive teacher-school community relationships 
yield very large correlations with student academic achievement (Göktaş & Kaya, 2023). These findings 
indicate that, whether in a school or an industrial environment, building good relationships among 
employees/teachers improves staff performance. 

Three key mechanisms explain how co-worker relationships enhance teacher work performance. First, 
emotional support buffers stress and burnout. Grounded in the JD-R model, supervisor and coworker support 
reduce emotional exhaustion and depersonalization, mitigating job demands while sustaining instructional 
capacity (Hlado et al., 2025). Teacher narratives confirm that peer reassurance alleviates burnout and 
translates into higher-quality instruction (Padilla, 2024). Second, collegial relationships facilitate professional 
knowledge exchange. A systematic review of 66 studies identifies a spectrum from informal conversations 
fostering trust to formalized mentoring and resource-sharing (Wijarwadi et al., 2025). High-quality teacher 
collaboration improves mathematics achievement through enhanced instructional quality (Wullschleger et al., 
2025). Third, positive relational environments strengthen motivation and commitment. Fostering 
collaboration, social skills, and positive personality traits promotes psychological conditions necessary for 
high performance (Li et al., 2025). A study confirms that perceived organizational support positively influences 
satisfaction and commitment, with SET explaining that employees reciprocate support with increased 
engagement (Wang, 2024). Despite growing evidence, significant gaps remain. Most studies use cross-
sectional designs that cannot establish causality or capture the dynamic impact of relational resources on 
teacher performance (Uslukaya & Zincirli, 2025). Co-worker relationships are rarely isolated as a distinct 
construct, often embedded within broader organizational climate scales, and JD-R model pathways are 
seldom comprehensively tested in education-specific contexts (Cao et al., 2020). Literature remains 
dominated by Western and East Asian settings, with limited evidence from Southeast Asia and the Global 
South, restricting generalizability (Nilsen & Gustafsson, 2016). 

CONCEPTUAL FRAMEWORK 
The conceptual framework positions co-worker relationship quality as the independent variable directly 
influencing teacher work performance (TWP) as the dependent variable. Grounded in Social Exchange Theory 
(SET) and the Job Demands-Resources (JD-R) Model, the framework argues that high-quality collegial 
relationships constitute reciprocal socio-emotional exchanges, trust, support, and respect, motivating greater 
professional commitment (SET), while simultaneously buffering teaching demands and sustaining work 
engagement (JD-R). The two frameworks are therefore complementary rather than competing: SET explains 
why teachers reciprocate relational resources with greater effort and commitment, whereas the JD-R Model 
explains how such resources offset the demands inherent in teaching work; together, they provide a fuller 
account of the pathway linking co-worker relationships to performance. Three empirically supported 
mechanisms operationalize this relationship: emotional support reducing burnout, knowledge sharing 
improving instructional quality, and a positive social environment enhancing motivation and satisfaction—all 
are essential preconditions for sustained TWP. These three mechanisms are presented as theoretically derived 
explanatory pathways drawn from prior empirical work rather than as mediating variables that are formally 
tested within the present study's correlational and regression-based design; testing them as statistical 
mediators is proposed as a direction for future research. 
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Figure 1. Conceptual framework (Source: The author) 

METHODOLOGY  

Research Design 
This study employed a quantitative cross-sectional research design to examine the association between co-
worker support and teacher work performance. The cross-sectional research design assesses data from a 
population at a single time point (Creswell & Creswell, 2018), making it relatively inexpensive and easy to 
conduct (Wang & Cheng, 2020). This study is used to examine the association between variables but does not 
make causal inferences except in special circumstances (Kesmodel, 2018).  

Sample and Sampling Technique 
This study collected data from a sample of 300 teachers from private schools and NGOs. For factor analyses, 
the optimum item-to-response ratio is between 1:3 and 1:20, and the suggested sample size ranges from 50 to 
over 1000. Additionally, the predicted parameter-to-sample ratio ranges from 1:5 to 1:20 (Gunawan et al., 
2021). Because the sample size varies based on the research design, the current study follows Kline's (2016) 
recommendations (1:5 to 1:20 parameter-to-sample ratio). Schools were selected using a purposive sampling 
technique based on three criteria: (a) the school was a private or non-governmental organization (NGO) school 
located in Phnom Penh, the capital city of Cambodia; (b) the school operated at the primary or lower secondary 
level; and (c) the school's management formally agreed to participate in the research and its publication, 
following a request letter sent by the research team and a signed letter of approval returned by the school. Five 
private schools and two NGO schools met these criteria and agreed to participate. Within each participating 
school, teachers were then selected using a simple random sampling technique to provide an equitable 
opportunity for all eligible teachers to be included (Noor et al., 2022). This multistage approach (purposive 
selection of schools followed by random selection of teachers within schools) was adopted because a fully 
randomized sample of teachers across all private and NGO schools in Phnom Penh was not logistically feasible 
without prior institutional approval. This study included 300 participants. Among them, 65.3% were female, 
with ages ranging from under 25 to over 45, and more than half (56.3%) were married. Most teachers (69.3%) 
hold a bachelor’s degree, while  40.3% have 1−5 years or more; 51.0% taught at primary schools, 38.0% at 
lower secondary schools (grades 7−9). While 22.3% worked in NGO schools, the majority of participants 
(77.7%) were employed in private schools. 

Co-worker support 

Collaboration, trust, support, 

communication 

Teacher work performance 

Instructional quality, 

professional responsibility 

Knowledge sharing 

Association between co-worker relationships and teacher work performance 

Social Exchange Theory (Blau, 1964) 

Reciprocal resource exchange → performance 

JD-R Model (Demerouti et al., 2001) 

Social support as resources → motivation + performance 
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Research Instruments 
The research instruments were adapted from previously validated scales to ensure the reliability and validity 
of the measurements. Specifically, the teacher work performance scale, consisting of fourteen items, was 
adapted from Alfandi (2016). The scale was used to assess teachers' in-role task performance, effort, quality 
orientation, and professional responsibility. The scale assesses whether teachers exhibit diligence, 
persistence, continual progress, compliance with standards, and dedication to high-quality teaching 
approaches (“e.g., I am working on improving my instruction continuously”). The co-worker support scale was 
adapted from Smerek and Peterson (2007). This scale consists of five items used to measure teachers’ 
perceptions of respect, support, and collaboration among colleagues within the school workplace (“e.g., 
People care about each other in my school”). Hair et al. (2019) stated that construct validity is evaluated by 
assessing convergent and discriminant validity. The AVE should be 0.50 or higher, factor loadings should be 
0.50 or higher, and construct reliability should be 0.70 or higher to suggest adequate convergent validity (Hair 
et al., 2019). In this study, the AVEs for the teacher work performance scale were 0.50, and the relationship 
with the coworkers’ scale was 0.49; standardized factor loadings ranged between 0.51 and 0.92; and the 
construct reliabilities of the subconstructs ranged between 0.83 and 0.91. Moreover, for desired internal 
consistency, five items with factor loadings less than 0.50 were removed (Hair et al., 2019). When the inter-
construct correlations are less than the appropriate square root values of AVE (Fornell & Larcker, 1981) or when 
the HTMT value is less than 0.85 (Henseler et al., 2015), discriminant validity is guaranteed. A 5-point Likert-
type scale, with 1 representing "strongly disagree" and 5 representing "strongly agree," was used to record 
responses. In addition to these construct-validity indices, the internal consistency reliability of each scale for 
the current sample was assessed separately using Cronbach's alpha and McDonald's omega, with values 
above .70 considered acceptable (Hair et al., 2019); these coefficients are reported in the Results section. 

Data Analysis 
In this study, we used multi-stage data analysis. Starting from cleaning and checking the normal distribution of 
the data, assessing measurement validity and reliability, and examining the relationship among the study 
variables. The normal distribution of the data was measured by skewness and kurtosis using SPSS version 27. 
Data are normal if skewness is between -2 and +2 and kurtosis is between -7 and +7, according to Hair et al. 
(2010) and Byrne (2010). Construct validity of the measurement model was assessed in two stages using 
exploratory factor analysis (EFA) followed by confirmatory factor analysis (CFA); reliability was assessed 
separately (described above) and is not part of what EFA/CFA evaluate. EFA was used first to identify the 
underlying latent structure of the adapted items, using principal component extraction with varimax rotation 
(Kaiser normalization); sampling adequacy was evaluated using the Kaiser-Meyer-Olkin (KMO) measure and 
Bartlett's Test of Sphericity, and factors were retained based on an eigenvalue cutoff of 1.0 together with a 
minimum primary factor loading of 0.50. CFA was then used to test whether the two-factor structure identified 
in the EFA provided an adequate fit to the data, with each item constrained to load only on its designated factor. 
Because the EFA and CFA were conducted on the same full sample rather than on independent or split 
subsamples, the CFA findings are interpreted as evidence that the two-factor model fits adequately within the 
current sample, rather than as fully independent confirmation of the EFA-derived structure; this is discussed 
further as a limitation. The analysis was conducted using JASP version 0.19.3. The model fit is measured via 
several fit indices, such as: Comparative Fit Index (CFI ≥ 0.90), Tucker-Lewis Index (TLI ≥ 0.90) (Jöreskog et al., 
2000), Root Mean Square Error of Approximation (RMSEA range of 0.05 to 0.10 considered an indication of fair 
fit) (MacCallum et al., 1996), and Standardized Root Mean Square Residual (SRMR ≤ 0.08) (Brown, 2006). 
Furthermore, Pearson product-moment correlation was used to examine the bivariate association between co-
worker support and teachers' work performance, and a three-stage hierarchical multiple regression was used 
to examine the extent to which co-worker support predicted teacher work performance beyond the 
demographic and institutional covariates of school type and age. Co-worker support was entered first as the 
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study's focal theoretical predictor; school type and age were then entered in Steps 2 and 3 in an exploratory 
manner, rather than according to a strong a priori theoretical rationale, to examine whether the co-worker 
support-performance relationship held after accounting for these covariates. Prior to interpreting the 
regression results, the assumptions of linearity, homoscedasticity, normality of residuals, and multicollinearity 
(assessed via Tolerance and VIF values) were examined and met. The null hypothesis (H₀) is that “No significant 
relationship exists between a positive relationship with co-workers and teacher work performance”.  

Ethical Consideration 
The study strictly followed ethical standards of data collection, including the voluntary nature of participation, 
confidentiality, and anonymity. All participants were informed about the purpose of the study and the use of 
the data for research and publication. The participants were also informed that they had the right to withdraw 
from the study whenever they wished, without any consequences, to ensure the voluntariness of participation. 
No identifiable data were collected from the participants to ensure anonymity, and the data were stored in 
password-protected files; only the researcher had access to the data to ensure the confidentiality of the 
participants.   

RESULTS  

Exploratory Factor Analysis 
Prior to conducting the exploratory factor analysis (EFA), the suitability of the data for factor detection was 
assessed. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was 0.90, which is well above the 
recommended limit of .60. Additionally, Bartlett’s Test of Sphericity reached statistical significance, χ2 (117) = 
2751.403, p < .001, indicating that the correlations between items were sufficiently large for EFA (see Table 1). 
An EFA was performed using principal component analysis with varimax rotation and Kaiser normalization to 
examine the underlying structure of the 19 items. The number of factors to retain was determined by using an 
eigenvalue cutoff of 1.0, suggesting a two-factor solution, which accounted for 44.20% of the total variance. 
The factor loadings are presented in the pattern matrix (see Table 2). Items were retained if they had a primary 
factor loading of 0.50. Factor 1 was labeled "Teachers' work performance" and consisted of 9 items relating to 
teacher in-role task performance, effort, quality orientation, and professional responsibility. Factor 2 was 
labeled "Co-worker support" and consisted of 5 items measuring teachers’ perceptions of respect, support, 
and collaboration among colleagues in the school workplace. Internal consistency for each of the subscales 
was examined using Cronbach’s alpha. The reliability coefficients were α = 0.91 for teachers' work performance 
and α = 0.82 for co-worker support, indicating excellent internal consistency (see Table 4). 

Confirmatory Factor Analysis (CFA)  
A confirmatory factor analysis (CFA) was conducted to test the measurement model identified in the previous 
EFA. The model specified two latent factors: Teachers' work performance and co-worker support. Each item 
was constrained to load only on its designated factor, and the variances of the latent variables were fixed to 1.0 
to identify the model. 

Table 1. KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.90 
Bartlett's Test of Sphericity Approx. Chi-Square 2751.403 

df 117 
Sig. 0.000 

Note: df = degree of freedom, Sig = level of significance 
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Table 2. Factor loadings, uniqueness, variance explained, and reliability for the two-factor model 
Items Factor 1 Factor 2 Uniqueness 
TWP1 0.922  0.301 
TWP2 0.858  0.374 
TWP3 0.810  0.474 
TWP4 0.778  0.388 
TWP5 0.771  0.467 
TWP6 0.753  0.414 
TWP7 0.719  0.483 
TWP8 0.553  0.506 
TWP9 0.513  0.558 
CWS1  0.908 0.339 
CWS2  0.719 0.487 
CWS3  0.695 0.543 
CWS4  0.688 0.494 
CWS5  0.553 0.653 
Variance explained 36.90 7.30  
Reliability 0.91 0.82  

Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization  

The initial model fit was evaluated using several goodness-of-fit indices. The model demonstrated an overall 
acceptable, though imperfect, fit to the data: χ² (76) = 269.43, p < .001; CFI = 0.91; TLI = 0.89; RMSEA = 0.09 
(90% CI [0.08, 0.10]); SRMR = 0.05 (see Table 3). The TLI value was marginally below the conventional 0.90 
threshold, and the RMSEA value fell at the upper, weaker end of the range typically considered acceptable. All 
standardized factor loadings were statistically significant (p < .001) and ranged from 0.59 to 0.81, exceeding 
the recommended threshold of .50, indicating that the indicators significantly contribute to their respective 
latent constructs. To further validate the model, Average Variance Extracted (AVE) and Composite Reliability 
(CR) were calculated. AVE of teachers' work performance was 0.55 and CR = 0.91; for co-worker support, the 
value of AVE was 0.49 and CR = 0.83 (see Table 4).  

The AVE for co-worker support fell slightly below the conventional 0.50 threshold, suggesting that some items 
in this adapted scale share somewhat less variance with their underlying construct than desired; this, together 
with the borderline TLI and RMSEA values, may partly reflect that both scales were adapted from instruments 
originally developed and validated outside Cambodia, and applying them within a different linguistic, cultural, 
and educational context can introduce a degree of misfit even when factor loadings remain individually 
acceptable. Because the CFA was estimated on the same sample used for the preceding EFA (see Data 
analysis), these fit statistics are best interpreted as evidence that the two-factor model performs adequately 
within the current sample, rather than as fully independent confirmation of the EFA-derived structure. The 
square root of the AVE for each construct was greater than its correlation with any other construct, satisfying 
the Fornell-Larcker criterion, and the HTMT value was below 0.85, indicating sufficient discriminant validity.  

 

Table 3. Model fit indices for the confirmatory factor analysis 
Model χ² (df) p CFI TLI RMSEA [90% CI] SRMR 
Factor model 269.43(76) < .001 0.91 0.89 0.092 [.08, .104] 0.050 

Note. χ² = chi-square test of model fit. CFI = Comparative Fit Index. TLI = Tucker–Lewis Index. RMSEA = Root Mean Square 
Error of Approximation. SRMR = Standardized Root Mean Square Residual. RMSEA 90% confidence interval is reported in 
brackets. Estimation method: ML. The standard error method is used. 
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Table 4. Factor loadings, validity, and reliability of constructs 
Construct Factor Loadings AVE / √AVE ω / α CR HTMT 

TWP 0.61–0.81 0.55 / 0.74 0.92 / 0.91 0.91 
0.61 

CWS 0.59–0.78 0.49 / 0.70 0.83 / 0.82 0.83 

Note. Factor loadings are standardized; range indicates minimum to maximum loading per factor. AVE = Average Variance 
Extracted; √AVE = square root of AVE; ω = McDonald’s omega; α = Cronbach’s alpha; values > 0.70 indicate acceptable 
reliability; CR = Composite reliability; HTMT = Heterotrait-Monotrait ratio of correlations; values below 0.85 indicate 
adequate discriminant validity. 

Table 5. Descriptive statistics and bivariate correlations among study variables 
Variable TP CWS 
1. TWP — 

 

2. CWS 0.527*** — 
Mean 4.19 4.09 
Std. Deviation 0.33 0.34 
Skewness 1.30 0.86 
SE of skewness 0.14 0.14 
Kurtosis 0.55 2.29 
SE of kurtosis 0.28 0.28 

Note. p < .05. **p < .01. ***p < .001. TWP = teacher work performance; CWS = Co-worker support 

Descriptive Statistic and Bivariate Analysis 
Table 5 presents the results of descriptive statistics and bivariate analysis. Mean scores summarized in Table 
5 show that teacher work performance (TWP) was 4.19 (SD = 0.33), and Co-worker support (CWS) was 4.09 (SD 
= 0.34), indicating that teachers’ perceptions of their own performance and of workplace relational quality were 
both high. The skewness and kurtosis values were within the acceptable range of ±2.0 and ±7.0, respectively 
(Byrne, 2010; Hair et al., 2010), supporting the use of parametric analyses. Bivariate analysis showed a 
moderate-to-strong relationship between teacher work performance and co-worker support (r = .53, p < .001), 
indicating that teachers who perceived higher-quality relationships with their co-workers also tended to report 
higher work performance.  

Multiple Regression Analysis 
A three-stage hierarchical multiple regression was conducted to predict teacher work performance (TWP). 
Multicollinearity was not a concern, as all Tolerance values were above 0.10 and VIF values were well below 
the threshold of 10 (Kim, 2019) (see Table 6). Co-worker support (CWS) was entered first as the study's focal 
theoretical predictor; school type and age were entered in Steps 2 and 3 in an exploratory manner to examine 
whether the CWS-TWP relationship held after accounting for these covariates. Firstly, co-worker support (CWS) 
was entered; the model was statistically significant, F(1, 298) = 115.52, p < .001, and explained 27% of the 
variance in TWP. CWS was a significant positive predictor (β = 0.52, p < .001). In the second step, school type 
was added to the model. This model was also significant, F(2, 297) = 52.60, p < .001, and explained a total of 
30% of the variance. The addition of school type contributed an additional 3% of explained variance. Both CWS 
(β = 0.50, p < .001) and school type (β = 0.16, p < .01) were significant predictors. In the final step, age was 
added. The total variance explained by the final model was 31%, F(3, 296) = 43.59, p < .001. In this model, all 
three predictors were statistically significant: CWS remained the strongest predictor (β = 0.49, p < .001); school 
type was a significant positive predictor (β = 0.14, p < .01); age was a significant negative predictor (β = -0.10, p 
< .05). 
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Table 6. Hierarchical multiple regression predicting teacher work performance 

Model 
Predictors B SE β t R2 F df P 

(Model) 
Tolerance VIF 

1 
(Constant) 2.12 0.20 

 
10.77 0.27 115.52 1, 298 < .001 

  

CWS 0.51 0.05 0.52*** 10.56     1.00 1.00 

2 

(Constant) 2.07 0.19 
 

10.63 0.30 52.60 2, 297 < .001 
  

CWS 0.48 0.05 0.50*** 10.07     0.97 1.03 
School 
types 

0.12 0.04 0.16** 3.20     0.97 1.03 

3 

(Constant) 2.17 0.20 
 

10.86 0.31 43.59 3, 296 < .001 
  

CWS 0.48 0.05 0.49*** 10.05     0.97 1.03 
School 
types 

0.11 0.04 0.14** 2.87     0.95 1.05 

Age -0.03 0.01 -0.10* -2.05     0.97 1.03 
Note. TWP = Teacher work performance; CWS = Co-worker support; B = unstandardized regression 
coefficient; SE = standard error; β = standardized regression coefficient; t = t-statistic; p = significance 
level; R2 = proportion of variance explained; F = F-statistic for model fit; df = degrees of freedom. 

DISCUSSION  
The study aims to examine the association between co-worker support (CWS) and teacher work performance 
(TWP). Results revealed a positive correlation between these variables (r = .53, p < .001). Co-worker support 
(CWS) appears as the most potent predictor of performance in the final regression model (β = 0.49). This finding 
suggests that the school environment functions as a social ecosystem where interpersonal support may 
encourage pedagogical effort and quality orientation, which is the alignment between social cohesion and 
professional output. When teachers maintain high-quality relationships with their peers, they gain access to 
emotional support and professional scaffolding, which further reduces burnout, enhances instructional 
efficacy, and fosters a sense of psychological safety. 

The study revealed that co-worker support strongly predicts teacher work performance. This finding reinforces 
the principles of Social Exchange Theory. This suggests that when teachers experience trust, respect, and 
reciprocal support from colleagues, they are motivated to reciprocate through greater professional 
commitment and effort. Resources rooted within social networks (e.g., trust and reciprocity) enhance both 
individual and team cooperation, collective action, and the achievement of shared goals or collective 
productivity (Lemańczyk et al., 2026; Xie et al., 2021). A supportive environment may reinforce a teacher's 
belief in their own capability and drive higher performance standards across the school. This finding is also 
consistent with the work of Demir (2021), who indicated that social capital among teachers is a primary driver 
of professional learning and effectiveness, while also enhancing their creative behavior (Shi et al., 2023). 
Teaching is rarely an entirely isolated activity, and teachers may collaborate with, support, and help one 
another around shared lesson plans, classroom management strategies, and collective problem-solving. This 
collaboration should not automatically be assumed to be effective, however: several scholars have shown that 
teacher collaboration can be superficial or administratively imposed rather than genuinely collegial, a pattern 
that Hargreaves (1994) termed “contrived collegiality” and that later work continues to document (Datnow, 
2011). Because the present study relies on teachers’ self-reported perceptions rather than observed 
collaborative behavior, the high mean levels of co-worker support found here should be read as evidence that 
teachers perceive their colleagues as supportive, not as direct evidence that their collaboration is uniformly 
effective. The findings are equally consistent with the JD-R Model, which frames co-worker support as a job 
resource that buffers the psychological strain associated with teaching demands. This suggests that trust, 
support, and the feeling of connection among teacher co-workers may significantly foster teachers' sense of 
belonging, which can further enhance their performance. Furthermore, the high mean scores for CWS (M = 
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4.09) and TWP (M = 4.19) in this sample mirror the "collegiality" trends noted in the OECD (2025a) TALIS report, 
which found that teachers who engage in frequent professional collaboration report significantly higher self-
efficacy and fulfillment of lesson aims. The mechanism through which these relationships influence 
performance likely involves the reduction of psychological strain. As noted by Hostinar and Gunnar (2015) and 
Saud and Rice (2024), positive interactions with peers can buffer against work-related stress and burnout. 
Therefore, when teachers perceive their workplace as a supportive community, they are more likely to adopt 
"in-role" behaviors, such as diligence and professional responsibility, which were central components of the 
TWP scale used in this study.  

Interestingly, school type emerged as a significant predictor (β = 0.14), with higher performance levels 
associated with private school settings compared to NGOs. These findings suggest that different organizational 
structures may also play a crucial role in shaping teacher performance in this context. Private educational 
institutions often implement more structured feedback and team-building programs, according to Mohamed 
et al. (2024), which means private institutions may be better at strengthening employer-employee and peer-to-
peer dynamics. Considering the unique and specific context of Cambodia, further study may be able to answer 
this question by comparing the performance of teachers from the private and NGO sectors; however, current 
findings provide significant information to understand this relationship. 

In addition, a notable and somewhat unexpected finding was the negative association between age and 
performance (β = -0.10, p < .05). While experience is often equated with expertise, this result suggests that in 
the specific context of private and NGO schools, older teachers may face unique challenges that hinder 
performance ratings. This aligns with research by Pascoe et al. (2020), who observed that cumulative workload 
stress and the rapid evolution of digital pedagogical tools can lead to decreased instructional enthusiasm and 
lower results-based performance among more senior staff. Alternatively, it may reflect a "survivor bias" or a 
shift in focus toward administrative rather than purely task-oriented classroom performance as teachers age. 
This study confirms that "people care about each other" is not just a sentiment but a measurable metric of 
school success. In a school environment, when all teachers care about each other, they tend to engage in 
innovative teaching practices and take the pedagogical risks necessary for professional growth. The strong 
predictive power of co-worker support over individual demographic factors emphasizes that administrators 
should prioritize the "relational climate" as a formal pillar of school improvement strategies. 

LIMITATIONS AND FUTURE RESEARCH  
Despite providing useful insight into work performance in the field of education, the study has several 
limitations to acknowledge. First, this study employed a quantitative cross-sectional design. This design 
collects data at a single point in time. While it provides an understanding of the relationships among the study 
variables, it does not allow for causal inference. Future studies should employ a longitudinal design or 
experimental design in a specific group of teachers or a school; this helps establish the direction of causality. 
Relatedly, because the exploratory and confirmatory factor analyses were both conducted on the same full 
sample, the CFA results should be interpreted as evidence of adequate model fit within this sample rather than 
as fully independent validation of the factor structure; future studies should consider validating the adapted 
scales using an independent or split sample. In addition, the order in which the covariates (school type and 
age) were entered in the hierarchical regression was exploratory rather than based on a strong a priori 
theoretical rationale; future research should specify and justify the entry order in advance, or consider 
alternative analytic strategies such as simultaneous entry. Second, the current study used a self-reported 
questionnaire; teacher participants rated themselves on their performance and their perceptions of their 
relationship with their colleagues. As they rated themselves, this use of a self-reported questionnaire may 
introduce common method bias or social desirability bias. A formal statistical test for common method bias, 
such as Harman's single-factor test, was not conducted in the present study; future research is encouraged to 
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apply such diagnostic procedures, alongside procedural remedies such as multi-source or multi-wave data 
collection, to more directly evaluate the extent to which shared method variance may have influenced the 
observed associations. Future research should apply a “360-degree” evaluation approach by incorporating 
supervisor ratings or peer-review assessments of work performance and supplementing self-reported data 
with qualitative methods such as semi-structured interviews or focus groups. Doing so could help mitigate this 
self-report bias and provide a deeper understanding of how specific relational behaviors (e.g., emotional 
support vs. technical collaboration) translate into higher teaching quality. Furthermore, because data were 
collected from teachers working at private schools and NGOs, the findings may not be generalizable to public 
school settings. Future comparative studies are recommended to examine whether the impact of co-worker 
relationships varies across public and private educational sectors and across different institutional cultures 
and management frameworks. In addition, to better map the psychological pathway between social support 
and professional output, future models should also explore potential mediators, such as job satisfaction or 
organizational commitment. While leadership styles, teacher self-efficacy, salary satisfaction, or student 
behavior were not included in this study, future studies should further expand by including these factors, as 
they may play an essential role in determining teacher work performance. 

CONCLUSION AND PRACTICAL IMPLICATIONS 
This study aims to examine the association between co-worker support (CWS) and teacher work performance 
(TWP) within the context of private and NGO schools. The findings provide empirical evidence that workplace 
relational quality is a powerful determinant of teacher effectiveness. We found high levels of both relationships 
with co-workers and work performance among the sampled teachers; co-worker support (CWS) was also 
found to have a positive relationship with teacher work performance (TWP). Based on the hierarchical 
regression analysis, CWS was found to be the strongest positive predictor of performance,  explaining a 
substantial portion of the variance (31%) even when accounting for demographic and institutional factors. The 
study also found that school type played a significant role, suggesting that institutional structures in private 
schools may influence performance differently from NGOs; while the negative association found with age 
suggests that experience alone does not guarantee higher performance in these settings. The study 
underscores that a collaborative, respectful, and supportive social environment is not merely a "workplace 
perk" but a functional necessity for maintaining high standards of teaching.  

The results of this study offer several actionable insights for school administrators, NGO project managers, 
and educational policymakers. Since co-worker relationships are the strongest predictor of performance (β = 
0.49), school leaders should move beyond purely task-oriented management. Given that the final regression 
model explained 31% of the variance in TWP, and that the sample's mean CWS score (M = 4.09, SD = 0.34) 
provides a normative benchmark for this context, school administrators could use brief, validated co-worker 
support surveys, such as the adapted CWS scale used in this study, periodically to identify teams or 
departments scoring notably below this benchmark and to target relational-climate interventions accordingly. 
Leaders of the organizations should encourage open communication and mutual respect by implementing 
"Relational Leadership" models that can directly translate into better classroom outcomes. Schools should 
move from "accidental" to "intentional" collaboration. This could include structured peer-mentoring programs, 
collaborative lesson planning, and regular "community of practice" meetings where teachers can share 
challenges without fear of judgment. The finding that age was a negative predictor (β = -0.10) suggests that 
veteran teachers may face unique challenges, perhaps related to burnout or technological shifts; therefore, 
professional development should be tailored to re-engage experienced staff while leveraging their expertise to 
support younger colleagues. For new hires, especially in private and NGO sectors where turnover can be high, 
the first 90 days should focus heavily on social integration. If a teacher feels cared for by their peers (as 
measured by the CWS scale), they are statistically more likely to exert higher effort and demonstrate better 
quality orientation. This research contributes to the literature by validating the importance of the Social Capital 



 
Pum  Educational Point, 2026, 3(2), e171 

 13 / 17 

Theory within educational settings, confirming that the internal social capital of a school-the ties between 
colleagues- acts as a catalyst for human capital (the skills and performance of individual teachers). It also 
suggests that future models of teacher performance must look beyond individual pedagogical skills to include 
the relational climate of the school as a primary variable.  

 

Funding: The author received no financial support for the research, authorship, and/or publication of this 
article. 

Declaration of interest: The author declares that there are no competing interests. 

Ethical statement: The study strictly followed ethical standards of data collection, including the voluntary 
nature of participation, confidentiality, and anonymity. All participants were informed about the purpose of the 
study and the use of the data for research and publication. Prior to data collection, the participants were 
informed that they had the right to withdraw from the study whenever they wished, without any consequences, 
to ensure the voluntariness of participation. No identifiable data were collected from the participants to ensure 
anonymity, and the data were stored in password-protected files; only the researcher has access to the data to 
ensure the confidentiality of the participants. Informed consent was obtained from all individual participants 
included in the study. Participants were informed about the purpose of the study, the procedures involved, 
potential risks and benefits, and their right to withdraw at any time without any consequences. They were 
informed that by submitting their response, they give us consent to use their data for research and publication 
purposes. 

AI statement: The author used Grammarly to assist with language editing, including improving grammatical 
accuracy, linguistic clarity, and overall fluency of the manuscript. All revisions were carefully reviewed and 
verified by the author, who takes full responsibility for the accuracy, integrity, and final content of the published 
work. 

Data sharing statement: Data from this study are available from the corresponding author upon reasonable 
request. 

REFERENCES 
Adeniji, A. A., Osibanjo, A. O., Iruonagbe, T. C., Olawande, T., Ibidunni, A. S., & Olokundun, M. A. (2019). From job 

satisfaction to organizational commitment: The mediating influence of perceived treatment of diversity among Nigeria’s 
public healthcare employees. Open Access Macedonian Journal of Medical Sciences, 7(12), 2031–2035. 
https://pubmed.ncbi.nlm.nih.gov/31406550/ 

Ahmad, R., Nawaz, M. R., Ishaq, M. I., Khan, M. M., & Ashraf, H. A. (2023). Social exchange theory: Systematic review and 
future directions. Frontiers in Psychology, 13, Article 1015921. https://doi.org/10.3389/fpsyg.2022.1015921 

Alfandi, A. M. (2016). Training impact on the performance of employees: “A case of Jordanian travel and tourism 
institutions”. International Business Management, 10(4), 377- 384. https://doi.org/10.3923/ibm.2016.377.384  

Allen, K. A., Longmuir, F., Thorn, M. G., Melzak, E., Berger, E., Gallo Cordoba, B., Phillips, M., & Reupert, A. (2025). What 
facilitates a sense of belonging amongst Australian teachers? Australian Journal of Psychology, 77(1), Article 2459190. 
https://doi.org/10.1080/00049530.2025.2459190 

Arar, K., Turan, S., Atmaca, T., & Kesim, E. (2026). From hierarchies to communities: the power of a unique school culture in 
defining teacher collaboration in a private school. Journal of Educational Change, 27, 59-82. 
https://doi.org/10.1007/s10833-026-09542-x  

Azer S. A. (2005). The qualities of a good teacher: How can they be acquired and sustained? Journal of the Royal Society of 
Medicine, 98(2), 67–69. https://doi.org/10.1177/014107680509800211 

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and looking forward. Journal of 
Occupational Health Psychology, 22(3), 273–285. https://doi.org/10.1037/ocp0000056  

https://pubmed.ncbi.nlm.nih.gov/31406550/
https://doi.org/10.3389/fpsyg.2022.1015921
https://doi.org/10.3923/ibm.2016.377.384
https://doi.org/10.1080/00049530.2025.2459190
https://doi.org/10.1007/s10833-026-09542-x
https://doi.org/10.1177/014107680509800211
https://doi.org/10.1037/ocp0000056


 
Pum  Educational Point, 2026, 3(2), e171 

 14 / 17 

Blau, P. M. (1964). Justice in social exchange. Sociological Inquiry, 34(2), 193-206. https://doi.org/10.1111/j.1475-
682X.1964.tb00583.x  

Brown, T. A. (2006). Confirmatory factor analysis for applied research. The Guilford Press. 
https://psycnet.apa.org/record/2006-07729-000 

Byrne, B. M. (2010). Structural equation modeling with AMOS: Basic concepts, applications, and programming (2nd ed.). 
Routledge. https://doi.org/10.4324/9781315757421 

Cao, C., Shang, L., & Meng, Q. (2020). Applying the job demands-resources model to exploring predictors of innovative 
teaching among university teachers. Teaching and Teacher Education, 89, Article 103009 
https://doi.org/10.1016/j.tate.2019.103009  

Chen, I. S. (2024). Extending the job demands–resources model to understand the effect of the interactions between home 
and work domains on work engagement. Stress and Health, 40(4), Article e3362. https://doi.org/10.1002/smi.3362  

Cho, Y. J., & Park, H. (2011). Exploring the relationships among trust, employee satisfaction, and organizational 
commitment. Public Management Review, 13(4), 551–573. https://doi.org/10.1080/14719037.2010.525033  

Corcelles‐Seuba, M., Sala‐Bars, I., Soler, M., & Duran, D. (2024). Impact of reciprocal peer observation on teacher 
collaboration perceptions. British Educational Research Journal, 50(3), 981-1001. https://doi.org/10.1002/berj.3958  

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and mixed methods approaches (5th 
ed.). SAGE Publications. https://edge.sagepub.com/creswellrd5e 

Datnow, A. (2011). Collaboration and contrived collegiality: Revisiting Hargreaves in the age of accountability. Journal of 
Educational Change, 12(2), 147–158. https://doi.org/10.1007/s10833-011-9154-1  

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources model of burnout.  
Journal of Applied Psychology, 86(3), 499–512. https://pubmed.ncbi.nlm.nih.gov/11419809/  

Demir, E. K. (2021). The role of social capital for teacher professional learning and student achievement: A systematic 
literature review. Educational Research Review, 33, Article 100391. https://doi.org/10.1016/j.edurev.2021.100391 

Engida, M. A., Iyasu, A. S., & Fentie, Y. M. (2024). Impact of teaching quality on student achievement: Student evidence. 
Frontiers in Education, 9, Article 1367317. https://doi.org/10.3389/feduc.2024.1367317   

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and measurement error: Algebra 
and statistics. Journal of Marketing Research, 18(3), 382-388. https://doi.org/10.1177/002224378101800313 

Göktaş, E., & Kaya, M. (2023). The effects of teacher relationships on student academic achievement: A second order meta-
analysis. Participatory Educational Research, 10(1), 275-289. http://dx.doi.org/10.17275/per.23.15.10.1  

Gunawan, J., Marzilli, C., & Aungsuroch, Y. (2021). Establishing appropriate sample size for developing and validating a 
questionnaire in nursing research. Belitung Nursing Journal, 7(5), 356–360. https://doi.org/10.33546/bnj.1927  

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis (7th ed.).  Pearson Prentice Hall. 
https://www.drnishikantjha.com/papersCollection/Multivariate%20Data%20Analysis.pdf  

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019). Multivariate data analysis (8th ed.). Cengage Learning. 
https://eli.johogo.com/Class/CCU/SEM/_Multivariate%20Data%20Analysis_Hair.pdf  

Hargreaves, A. (1994). Changing teachers, changing times: Teachers’ work and culture in the postmodern age. Cassell. 
https://api.pageplace.de/preview/DT0400.9781441146281_A23999118/preview-9781441146281_A23999118.pdf 

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

Hlado, P., Juhaňák, L., & Harvankova, K. (2025). Antecedents of perceived teacher work ability: a comprehensive model 
across work and non-work domains. Frontiers in Psychology, 16, Article 1557456. 
https://doi.org/10.3389/fpsyg.2025.1557456  

Hollenstein, L., & Brühwiler, C. (2024). The importance of teachers’ pedagogical-psychological teaching knowledge for 
successful teaching and learning. Journal of Curriculum Studies, 56(4), 480–495. 
https://doi.org/10.1080/00220272.2024.2328042  

Homans, G. C. (1958). Social behavior as exchange. American Journal of Sociology, 63(6), 597-606. 
https://doi.org/10.1086/222355  

Hostinar, C. E., & Gunnar, M. R. (2015). Social support can buffer against stress and shape brain activity. AJOB 
Neuroscience, 6(3), 34–42. https://doi.org/10.1080/21507740.2015.1047054  

https://doi.org/10.1111/j.1475-682X.1964.tb00583.x
https://psycnet.apa.org/record/2006-07729-000
https://doi.org/10.4324/9781315757421
https://doi.org/10.1016/j.tate.2019.103009
https://doi.org/10.1002/smi.3362
https://doi.org/10.1080/14719037.2010.525033
https://doi.org/10.1002/berj.3958
https://edge.sagepub.com/creswellrd5e
https://doi.org/10.1007/s10833-011-9154-1
https://pubmed.ncbi.nlm.nih.gov/11419809/
https://doi.org/10.1016/j.edurev.2021.100391
https://doi.org/10.3389/feduc.2024.1367317
https://doi.org/10.1177/002224378101800313
http://dx.doi.org/10.17275/per.23.15.10.1
https://doi.org/10.33546/bnj.1927
https://www.drnishikantjha.com/papersCollection/Multivariate%20Data%20Analysis.pdf
https://eli.johogo.com/Class/CCU/SEM/_Multivariate%20Data%20Analysis_Hair.pdf
https://api.pageplace.de/preview/DT0400.9781441146281_A23999118/preview-9781441146281_A23999118.pdf
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.3389/fpsyg.2025.1557456
https://doi.org/10.1080/00220272.2024.2328042
https://doi.org/10.1086/222355
https://doi.org/10.1080/21507740.2015.1047054


 
Pum  Educational Point, 2026, 3(2), e171 

 15 / 17 

Jöreskog, K.G., Sörbom, D. & DuToit, S.H.C. (2000). LISREL 8: New statistical features. Scientific Software International, 
Lincolnwood. https://www.semanticscholar.org/paper/Lisrel-8%3A-Structural-Equation-Modeling-With-the-
J%C3%B6reskog-S%C3%B6rbom/da8f366d4ca843ecf7f254bc18a169cc7ccc44ba 

Kaiser, S., Patras, J., Adolfsen, F., Richardsen, A. M., & Martinussen, M. (2020). Using the job demands–resources model to 
evaluate work-related outcomes among Norwegian health care workers. Sage Open, 10(3). 
https://doi.org/10.1177/2158244020947436 

Kaiyom, S. A., Rahman, R. A., & Mustaffa, W. S. W. (2021). The effect of workload, supervisor support and co-workers 
support on work engagement among teachers. International Journal of Academic Research in Business and Social 
Sciences, 11(8), 1633–1647. http://dx.doi.org/10.6007/IJARBSS/v11-i8/10878  

Kesmodel, U. S. (2018). Cross‐sectional studies–what are they good for? Acta Obstetricia et Gynecologica 
Scandinavica, 97(4), 388-393. https://doi.org/10.1111/aogs.13331  

Kim J. H. (2019). Multicollinearity and misleading statistical results. Korean Journal of Anesthesiology, 72(6), 558–569. 
https://doi.org/10.4097/kja.19087  

Kim, S., & Wang, J. (2018). The role of job demands-resources (JDR) between service workers' emotional labor and burnout: 
New directions for labor policy at local government. International Journal of Environmental Research and Public 
Health, 15(12), Article 2894. https://doi.org/10.3390/ijerph15122894  

Kline, R. B. (2016). Principles and practice of structural equation modeling (4th ed.). The Guilford Press. 
https://psycnet.apa.org/record/2015-56948-000 

Kolleck, N., Schuster, J., Hartmann, U., & Gräsel, C. (2021). Teachers’ professional collaboration and trust relationships: An 
inferential social network analysis of teacher teams. Research in Education, 111(1), 89-107. 
https://doi.org/10.1177/00345237211031585 

Lemańczyk, J., Garczarek-Bąk, U., & Szymkowiak, A. (2026). Realizing the social capital theory through the creation of 
shared value. Decision, 53, 3-27. https://doi.org/10.1007/s40622-025-00453-z  

Li, L., Kanchanapoom, K., Deeprasert, J., Duan, N., & Qi, Z. (2025). Unveiling the factors shaping teacher job performance: 
exploring the interplay of personality traits, perceived organizational support, self-efficacy, and job satisfaction. BMC 
Psychology, 13(1), Article 14. https://doi.org/10.1186/s40359-024-02324-1  

MacCallum, R. C., Browne, M. W., & Sugawara, H. M. (1996). Power analysis and determination of sample size for 
covariance structure modeling. Psychological Methods, 1(2), 130–149. https://doi.org/10.1037/1082-989X.1.2.130 

Martin, J. (2018). Putting the spotlight on teacher performance. The UNICEF Education Think Piece Series, 35. 
https://www.unicef.org/esa/media/641/file/EducationThinkPieces_4_TeacherPerformance.pdf  

Melzak, E., Allen, K. A., Jain, R., & Pruyn, M. (2025). A scoping review of the factors contributing to a sense of belonging in 
early career teachers. Educational Research Review, 48, Article 100700. https://doi.org/10.1016/j.edurev.2025.100700  

Meneses-La-Riva, M. E., Fernández-Bedoya, V. H., Suyo-Vega, J. A., Ocupa-Cabrera, H. G., Grijalva-Salazar, R. V., & Ocupa-
Meneses, G. D. D. (2025). Enhancing healthcare efficiency: The relationship between effective communication and 
teamwork among nurses in Peru. Nursing Reports, 15(2), Article 59. https://doi.org/10.3390/nursrep15020059  

Mohamed, M. A., Mohamud, F. A. S., Mohamud, I. H., & Farah, M. A. (2024). The influence of workplace relationships and 
job satisfaction of private universities in Mogadishu: Employee performance as a mediator variable. Frontiers in 
Education, 9, Article 1485356. https://doi.org/10.3389/feduc.2024.1485356  

Nilsen, T., & Gustafsson, J. E. (2016). Teacher quality, instructional quality and student outcomes: Relationships across 
countries, cohorts and time. Springer Nature. https://doi.org/10.1007/978-3-319-41252-8  

Noor, S., Tajik, O., & Golzar, J. (2022). Simple random sampling. International Journal of Education & Language Studies, 1(2), 
78-82. https://doi.org/10.22034/ijels.2022.162982 

OECD. (2025a). Results from TALIS 2024: The state of teaching, TALIS. OECD Publishing, 
Paris. https://doi.org/10.1787/90df6235-en 

OECD. (2025b). Unlocking high-quality teaching. OECD Publishing, Paris. https://doi.org/10.1787/f5b82176-en  

Padilla, I. (2024). Effects of teacher burnout on elementary school students’ learning. California State University, Monter, 
Monterey Bay.  Capstone Projects and Master's Theses https://digitalcommons.csumb.edu/caps_thes_all/1859  

Pan, X., Chen, M., Hao, Z., & Bi, W. (2018). The effects of organizational justice on positive organizational behavior: Evidence 
from a large-sample survey and a situational experiment. Frontiers in Psychology, 8, Article 02315. 
https://doi.org/10.3389/fpsyg.2017.02315  

Papaioannou, M., Brinia, V., Papachristou, A., Kasiola, I., & Marinopoulou, S. (2026). The characteristics of the effective 
teacher in the perceptions of secondary school students at public schools. Educational Studies, 1–37. 
https://doi.org/10.1080/03055698.2026.2648653 

https://www.semanticscholar.org/paper/Lisrel-8%3A-Structural-Equation-Modeling-With-the-J%C3%B6reskog-S%C3%B6rbom/da8f366d4ca843ecf7f254bc18a169cc7ccc44ba
https://doi.org/10.1177/2158244020947436
http://dx.doi.org/10.6007/IJARBSS/v11-i8/10878
https://doi.org/10.1111/aogs.13331
https://doi.org/10.4097/kja.19087
https://doi.org/10.3390/ijerph15122894
https://psycnet.apa.org/record/2015-56948-000
https://doi.org/10.1177/00345237211031585
https://doi.org/10.1007/s40622-025-00453-z
https://doi.org/10.1186/s40359-024-02324-1
https://psycnet.apa.org/doi/10.1037/1082-989X.1.2.130
https://www.unicef.org/esa/media/641/file/EducationThinkPieces_4_TeacherPerformance.pdf
https://doi.org/10.1016/j.edurev.2025.100700
https://doi.org/10.3390/nursrep15020059
https://doi.org/10.3389/feduc.2024.1485356
https://doi.org/10.1007/978-3-319-41252-8
https://doi.org/10.22034/ijels.2022.162982
https://doi.org/10.1787/90df6235-en
https://doi.org/10.1787/f5b82176-en
https://digitalcommons.csumb.edu/caps_thes_all/1859
https://doi.org/10.3389/fpsyg.2017.02315
https://doi.org/10.1080/03055698.2026.2648653


 
Pum  Educational Point, 2026, 3(2), e171 

 16 / 17 

Paredes-Saavedra, M., Vallejos, M., Huancahuire-Vega, S., Morales-García, W. C., & Geraldo-Campos, L. A. (2024). Work 
team effectiveness: Importance of organizational culture, work climate, leadership, creative synergy, and emotional 
intelligence in university employees. Administrative Sciences, 14(11), Article 280. 
https://doi.org/10.3390/admsci14110280 

Pascoe, M. C., Hetrick, S. E., & Parker, A. G. (2020). The impact of stress on students in secondary school and higher 
education. International Journal of Adolescence and Youth, 25(1), 104-112. 
https://doi.org/10.1080/02673843.2019.1596823  

Rajâa, O., & Mekkaoui, A. (2025). Revealing the impact of social exchange theory on financial performance: a systematic 
review of the mediating role of human resource performance. Cogent Business & Management, 12(1), Article 2475983. 
https://doi.org/10.1080/23311975.2025.2475983  

Rechsteiner, B., Compagnoni, M., Wullschleger, A., Grob, U., Gotsch, F., & Maag Merki, K. (2026). Teachers as team players? 
Exploring the relationship between collaborative practice, professional development, and work-related stress using 
diary data. Journal of Professional Capital and Community, 11(2), 171-187. https://doi.org/10.1108/JPCC-05-2024-
0062  

Sariakin, S., Yeni, M., Usman, M. B., Mare, A. S., Munzir, M., & Saleh, M. (2025). Fostering a productive educational 
environment: The roles of leadership, management practices, and teacher motivation. Frontiers in Education, 10, 
Article 1499064. https://doi.org/10.3389/feduc.2025.1499064  

Saud, J., & Rice, J. (2024). Stress, teamwork, and wellbeing policies: A synergistic approach to reducing burnout in public 
sector organizations. Administrative Sciences, 14(12), Article 319. https://doi.org/10.3390/admsci14120319  

Shi, L., Chen, S., & Zhou, Y. (2023). The influence of social capital on primary school teachers' creative teaching behavior: 
Mediating effects of knowledge sharing and creative teaching self-efficacy. Thinking Skills and Creativity, 47, Article 
101226. https://doi.org/10.1016/j.tsc.2022.101226  

Smerek, R. E., & Peterson, M. (2007). Examining Herzberg’s theory: Improving job satisfaction among non-academic 
employees at a university. Research in Higher Education, 48(2), 229-250. https://doi.org/10.1007/s11162-006-9042-3  

Szostek, D. (2019). The impact of the quality of interpersonal relationships between employees on counterproductive work 
behavior: A study of employees in Poland. Sustainability, 11(21), Article 5916. https://doi.org/10.3390/su11215916  

Uslukaya, A., & Demirtas, Z. (2024). The relationships between supervisor and colleague support interaction with teacher 
presenteeism and work engagement: A multilevel moderated mediated analysis. Current Psychology, 43, 20948-
20963. https://doi.org/10.1007/s12144-024-05918-5  

Uslukaya, A., & Zincirli, M. (2025). Reciprocal relationships between job resources and work engagement in teachers: a 
longitudinal examination of cross-lagged and simultaneous effects. Social Psychology of Education, 28, Article 127. 
https://doi.org/10.1007/s11218-025-10085-x  

Van Den Ouweland, L., Vanhoof, J., & Van den Bossche, P. (2019). Underperforming teachers: the impact on co-workers and 
their responses. Educational Assessment, Evaluation and Accountability, 31, 5-32. https://doi.org/10.1007/s11092-
019-09293-9  

Veliz, L., Zhang, Z., & Akhlagh, S. B. (2025). Early childhood educators’ pedagogical knowledge for effective practice in 
culturally and linguistically diverse contexts. Early Childhood Education Journal, 53(8), 2909-2919. 
https://doi.org/10.1007/s10643-025-01912-z  

Wang, C. H., & Chen, H. T. (2020). Relationships among workplace incivility, work engagement and job performance. Journal 
of Hospitality and Tourism Insights, 3(4), 415-429. https://doi.org/10.1108/JHTI-09-2019-0105  

Wang, X., & Cheng, Z. (2020). Cross-sectional studies: Strengths, weaknesses, and recommendations. Chest, 158(1), S65-
S71. https://doi.org/10.1016/j.chest.2020.03.012  

Wang, Y. (2024). Exploring the impact of workload, organizational support, and work engagement on teachers' 
psychological wellbeing: A structural equation modeling approach. Frontiers in Psychology, 14, Article 1345740. 
https://doi.org/10.3389/fpsyg.2023.1345740 

Wartenberg, G., Aldrup, K., Grund, S., & Klusmann, U. (2023). Satisfied and high performing? A meta-analysis and 
systematic review of the correlates of teachers’ job satisfaction. Educational Psychology Review, 35(4), Article 114. 
https://doi.org/10.1007/s10648-023-09831-4  

Wator, J., Patrick, P., & Yip, S. Y. (2025). Teachers’ sense of belonging in school: a scoping review. The Australian Educational 
Researcher, 52(6), 4269-4297. https://doi.org/10.1007/s13384-025-00897-3   

Wijarwadi, W., Nguyen, H. T., & Alonzo, D. (2025). Teacher collaboration: Conceptualisation and practice. Professional 
Development in Education, 51(6), 1184-1202. https://doi.org/10.1080/19415257.2025.2504693  

https://doi.org/10.3390/admsci14110280
https://doi.org/10.1080/02673843.2019.1596823
https://doi.org/10.1080/23311975.2025.2475983
https://doi.org/10.1108/JPCC-05-2024-0062
https://doi.org/10.3389/feduc.2025.1499064
https://doi.org/10.3390/admsci14120319
https://doi.org/10.1016/j.tsc.2022.101226
https://doi.org/10.1007/s11162-006-9042-3
https://doi.org/10.3390/su11215916
https://doi.org/10.1007/s12144-024-05918-5
https://doi.org/10.1007/s11218-025-10085-x
https://doi.org/10.1007/s11092-019-09293-9
https://doi.org/10.1007/s10643-025-01912-z
https://doi.org/10.1108/JHTI-09-2019-0105
https://doi.org/10.1016/j.chest.2020.03.012
https://doi.org/10.3389/fpsyg.2023.1345740
https://doi.org/10.1007/s10648-023-09831-4
https://doi.org/10.1007/s13384-025-00897-3
https://doi.org/10.1080/19415257.2025.2504693


 
Pum  Educational Point, 2026, 3(2), e171 

 17 / 17 

Witter, M., & Hattie, J. (2024). Can teacher quality be profiled? A cluster analysis of teachers' beliefs, practices and students' 
perceptions of effectiveness. British Educational Research Journal, 50(2), 653-675. https://doi.org/10.1002/berj.3938  

Wullschleger, A., Merki, K. M., Grob, U., Rechsteiner, B., Compagnoni, M., & Vörös, A. (2025). Teacher collaboration to 
elevate student achievement? Learning and Instruction, 97, Article 102104. 
https://doi.org/10.1016/j.learninstruc.2025.102104  

Xie, G. H., Wang, L. P., & Lee, B. F. (2021). Understanding the impact of social capital on entrepreneurship performance: the 
moderation effects of opportunity recognition and operational competency. Frontiers in Psychology, 12, Article 687205. 
https://doi.org/10.3389/fpsyg.2021.687205  

 

 

 

 

 

https://doi.org/10.1002/berj.3938
https://doi.org/10.1016/j.learninstruc.2025.102104
https://doi.org/10.3389/fpsyg.2021.687205

	LITERATURE REVIEW
	CONCEPTUAL FRAMEWORK
	METHODOLOGY
	Research Design
	Sample and Sampling Technique
	Research Instruments
	Data Analysis
	Ethical Consideration

	RESULTS
	Exploratory Factor Analysis
	Confirmatory Factor Analysis (CFA)
	Descriptive Statistic and Bivariate Analysis
	Multiple Regression Analysis

	DISCUSSION
	LIMITATIONS AND FUTURE RESEARCH
	CONCLUSION AND PRACTICAL IMPLICATIONS
	REFERENCES

