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Abstract: 

This study examines the influence of self-efficacy, perceived organizational support, and need for achievement on elementary school teachers’ performance, with teacher competence serving as a mediating variable. A quantitative survey was conducted involving 300 elementary school teachers from five provinces in Indonesia. Data were collected using a validated Likert-scale questionnaire and analyzed using Structural Equation Modeling (SEM) with AMOS. The findings indicate that self-efficacy, perceived organizational support, and need for achievement have significant positive effects on teacher performance, both directly and indirectly through teacher competence. Teacher competence plays a substantial mediating role in strengthening the relationship between psychological and organizational factors and performance outcomes. These results emphasize the importance of fostering teachers’ confidence, motivational drive, and institutional support to enhance professional competence and improve the overall quality of elementary education. This study contributes to the literature by integrating individual psychological resources and organizational support within a competence-based framework to explain teacher performance in the educational context.
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1. Introduction
The quality of education is mostly determined by the teachers, especially in primary school. Beyond delivering subject matter, teachers are expected to cultivate resilience, a passion for achievement, and continuous professional growth, which transform them into both instructors and lifelong learners. This aligns with the idea that teacher performance is a decisive factor for quality of education (Crisci et al., 2019; Lie et al., 2021; Redelinghuys et al., 2019).
Psychological factors such as need for achievement (NAch), Self-efficacy and perceived organizational support (POS) are widely recognized as essential drivers of teacher performance. NAch reflects the intrinsic drive to achieve excellence (McClelland, 1961;Abiola et al., 2023; Ikhsan, 2020), POS enhances teachers’ sense of value and motivation to innovate (Eisenberger et al., 2019; Jeong & Kim, 2022; Vuong et al., 2023) , and self-efficacy contributes to resilience and effective pedagogical practice (Alibakhshi et al., 2020; Bandura, 1999; Biçer, 2023). Together, these psychological factors establish a strong foundation for teaching effectiveness.
However, enthusiasm and motivation alone cannot guarantee improved teaching quality. Teacher competence covering pedagogical, professional, social, and personal dimensions is indispensable for transforming motivation into effective classroom practice (Dignath, 2021; Hawari & Noor, 2020; Iriawan et al, 2020; Joen et al, 2022; Shahat et al., 2024). Without sufficient mastery of competencies, teachers struggle to design innovative lessons and can have a favorable effect on student results (Cevikbas et al., 2024; Rahmat et al., 2020; Talavera-Mendoza et al., 2024).
Evidence from the 2024 Education Report in Southern Sumatra highlights low instructional quality in private elementary schools, with ineffective teaching methods as the most critical issue (52%), followed by challenges in character development, literacy, numeracy, and learning climate. These findings emphasize that teacher competence is central to improving instructional quality (Layek & Koodamara, 2024; Van der Lans et al., 2018).
In this context, the present study examines how need for achievement, perceived organizational support, and self-efficacy influence elementary school teacher performance, with teacher competence as a mediating factor. Expanding on earlier studies that highlight the interconnected roles of competence, support, and motivation in teacher effectiveness (Blömeke et al., 2022; Liu et al., 2022, This study aims to provide a deeper understanding of strategies for enhancing teacher effectiveness and student learning outcomes. The goal is to improve teacher performance through competencies: need for achievement, perceived organizational support, and self-efficacy as illustrated in Figure 1.
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Figure 1. Research framework
Following the identification of certain factors that served as the study's focus, logical reasoning was used to establish correlations between the variables, leading to the following temporary statements or hypotheses:
H1: Need for Achievement has a positive and significant effect on Teacher Performance 
H2: Perceived Organizational Support has a positive and significant effect on Teacher Performance 
H3: Self-Efficacy has a positive and significant effect on Teacher Performance 
H4: Need for Achievement has a positive and significant effect on Teacher Competence 
H5: Perceived Organizational Support) has a positive and significant effect on Teacher Competence 
H6: Self-Efficacy has a positive and significant effect on Teacher Competence
H7: Teacher Competence has a positive and significant effect on Teacher Performance 
H8: The relationship between the need for achievement and teacher performance is mediated by teacher competency
H9: Teacher Competence mediates the effect of Perceived Organizational Support on Teacher Performance 
H10: Teacher Competence mediates the effect of Self-Efficacy on Teacher  
Performance
Performance is a multidimensional concept that varies depending on context. According to Okar (2016), performance can be simply defined by its core elements: effectiveness and efficiency. It represents a combination of both, shaped by the specific context in which it is applied. Individual performance directly influences organizational effectiveness, as it reflects the individual's ability to contribute meaningfully within the organization (Stephen. Robbins & Judge, 2024). Performance according to(McClelland, 1971)has several characteristics, including being responsible for solving problems, setting goals, providing feedback and being reliable.
Kirkpatrick developed a model for assessing performance based on outcomes: reactions, learning, behavior, and results. Kirkpatrick is an authority on human resource development (HRD) training program evaluation. The Kirkpatrick Four Levels Evaluation paradigm is the name of the assessment paradigm that Kirkpatrick created (Kirkpatrick, 1998). The The Kirkpatrick model offers a method to evaluate the outcomes and impact of training programs, making it applicable for assessing teacher performance. Meanwhile, the CIPP model (Context, Input, Process, Product) provides a comprehensive framework to evaluate teacher performance from planning through to final results (Aziz et al., 2018; Silviariza et al., 2023; Stufflebeam, 1983). It is determined that an individual's performance is the outcome of their labor or the degree of success they have in completing their tasks.
The term "teacher performance" describes an educator's capacity to effectively fulfill their roles, including lesson planning, instructional delivery, and student assessment. It plays a crucial role in ensuring quality education, as strong teacher performance fosters an engaging learning environment that supports student success (Fitria & Martha, 2021; Hidayati et al., 2021) For learning to be successful in schools, teacher effectiveness is crucial. More educational goals will be met when teachers perform better (Bumay et al., 2023).
Instructor competency and performance are linked, therefore an instructor needs to be competent in order to perform well. Lacking proficiency (Esterlina & Hariani, 2021). The study's conclusions show a typically positive correlation between performance, self-efficacy, and personal goals (Vancouver et al., 2001). According to goal setting theory, excellent academic achievement and goal setting are positively correlated (Sides & Cuevas, 2020).
In viewDessler, (2020)Performance appraisals must compare “what should be” with “what is.” Leaders use one or more of three foundations goals, job dimensions or attributes, and behaviors or competencies to predetermine what a person’s performance standards should be. Effective goals are “SMART” (specific, measurable, attainable, relevant, and timely). Creating Effective Goals: Four rules for creating performance goals are suggested by behavioral science research: 1) Establish clear objectives; 2) Establish quantifiable objectives; 3) Establish difficult but attainable objectives; and 4) Promote involvement.
Performance can be said to be good if it can achieve the expected goals correctly (Mahaputra et al., 2021)The role of teachers cannot be ignored, as without them, education cannot take place. Teachers are essential to improving educational standards and the learning process. The educational process will not function properly if teachers are not giving their best efforts. A key element in raising the standard of education is the caliber of teachers (Hendrawijaya et al., 2020).
	Van der Lans et al., (2018) in their study, They used the International Comparative Analysis of Learning and Teaching (ICALT) observation procedure to watch how teachers taught. Rasch analysis revealed that 31 of 32 successful teaching practices followed a cumulative pattern that was in line with the phases of teacher development. These findings suggest the instrument is a potentially valuable tool for assessing the progression of effective teaching practices. Fuller's (1969) Stages of Teacher Attention theory, one of the earliest theories of teacher development, was used in the study. Six dimensions were covered by the items: differentiation, classroom management, clear instruction, activating teaching methods, instructional methodologies, and a safe learning environment (van der Lans et al., 2018).
Performance of teachers in fulfilling their responsibilities as educators and instructors will be seen in how planned goals are achieved. Teacher performance will demonstrate how teachers carry out their duties and professional responsibilities as educators (Gewasari et al., 2017). It is concluded that teacher performance is the teacher's ability to carry out his/her duties and responsibilities effectively in the classroom, including lesson planning, teaching implementation, and assessment of student learning outcomes, as well as instilling moral, ethical, and cultural values.

1.1 Need for Acievement
Considering the study's findings, this section would cover five aspects. Need for achievement is a concept introduced by McClelland (1961) as part of his needs-based theory of motivation. Individuals with a high need for achievement tend to set challenging goals, take responsibility for outcomes, and seek feedback to improve performance. The need for achievement was originally identified by Henry A. Murray (1938) as part of a list of psychogenic needs. In the early 1960s, McClelland, inspired by Maslow's work, identified three human motivators: the need for achievement, affiliation, and power.(Alex Acquah et al., 2021)Along with the need for affiliation and power, the need for achievement is one of the three primary needs in human motivation theory. Those who possess this drive generally strive for success and overcome challenges (Robbins & Judge, 2024). The need for achievement is the desire to achieve superior results by setting high standards and putting in the effort to achieve them.(Finogenow, 2017). The concept of the need for achievement is the most important and closely related to motivation theory.(Mannell, 2014; Edgerton, 2014).This needs theory explains how these three needs influence behavior in a management context. McClelland developed his theory based on a list of motives created by Henry Murray in 1938. Individuals who have certain needs will behave differently than those who do not (Carvalho & Conde, 2024). While Maslow emphasized higher-order needs as intrinsic motivation, McClelland's theory is considered more relevant because it considers situational factors that are often ignored by other theories. Therefore, this study recommends that organizations adopt McClelland's Theory to motivate their workforce more effectively.(Osemeke & Adegboyega, 2017) McClelland (1965) stated that the need for high achievement reflects a strong drive to achieve higher standards of performance (Jha, 2010).
In psychology and educational research, David McClelland (1961) proposed the notion of Need for Achievement (NAch) in his Achievement Motivation Theory. NAch refers to an individual's drive to achieve success, set high standards, and strive to excel in specific tasks. McClelland and several other researchers developed dimensions within Need for Achievement, which are often grouped into three main dimensions: drive for achievement, task orientation, and persistence in overcoming obstacles.
McClelland distinguished six traits of individuals with a strong drive for success:
1) be highly motivated to assume personal accountability for completing the task of problem-solving; 
2) establish challenging yet reasonable goals and take measured risks; 
3) be highly motivated to receive performance feedback; 
4) be driven to succeed in order to fulfill personal ambitions; 
5) seek out demanding assignments; and 
6) not be money changers (McClelland, 1985)
The need for accomplishment is defined as a person's inherent drive to establish high goals and work toward achieving them in order to produce superior results.
In an educational context, teachers with high NAch tend to continuously improve the quality of their teaching, set clear standards of success, and demonstrate persistence in facing complex challenges in the classroom. They feel satisfied not only by external rewards but also by achieving meaningful personal goals (Abel De Andrade Baptista et al., 2021)John W. Atkinson expanded McClelland's view by developing the expectancy-value theory, which states that achievement motivation will emerge when individuals have high expectations of success and consider the results of their efforts important (Atkinson, 1964).
Furthermore, Bandura's self-efficacy theory has enriched our understanding of nAch in education. Teachers' self-assurance in their classroom management skills, address student difficulties, and implement effective learning strategies will strengthen their drive to achieve (Bandura, 1997;Doménech-Betoret et al., 2017) Research indicates that scholar success and self-efficacy are correlated.: the higher a teacher's belief in their abilities, the higher the quality of their teaching, which ultimately strengthens their self-confidence and NAch itself (Honicke et al., 2023).
Furthermore, the need for achievement also plays a significant role in teachers' ability to solve complex problems in practice. In challenging situations, such as diverse student backgrounds, curriculum changes, or limited resources, teachers who are intrinsically motivated by nAch will be more proactive in seeking solutions (Güss et al., 2017). They do not avoid difficulties, but instead see them as opportunities to prove their professional capacity. It is concluded that the need for achievement is an individual's intrinsic drive to achieve success through achieving challenging goals, personal responsibility for results, and continuous efforts to improve performance.

1.2 Perceived Organizational Support
Employees' perceptions of organizational support, according to organizational support theory, are a result of their need to ascertain if the company will acknowledge and reward their increasing efforts (Cropanzano et al., 2017). POS contributes to employees' obligation to care about the welfare of the organization and take action on its behalf, which will improve the organizational emotional quality commitment, organizational spontaneity, and performance.(Durmus & Güven, 2020; Eisenberger et al., 2001).
A social exchange process called Perceived Organizational Support (POS) makes workers feel obligated to assist the company in achieving its objectives, expecting that their efforts will be rewarded. POS also meets socio-emotional needs, leading to stronger organizational identification, increased commitment, improved mental health and a greater desire to support the organization's success (Kurtessis et al., 2017) Teacher performance is significantly impacted by perceived organizational support. Numerous studies have found that higher perceptions of social support at work are associated with better performance (Afzal et al., 2019; Astuty & Udin, 2020; Conteh & Yuan, 2022; Peña et al., 2024; Sabir et al., 2022; Sulistiyani, 2022; Utomo et al., 2023; Vuong et al., 2023; Wang, 2022). According to Rhoades & Eisenberger (2002), Job conditions, supervisor support, fairness, and organizational rewards are the metrics used to measure the level of perceived organizational support. According to the findings, teachers' evaluations of how much the organization recognizes and supports their needs and contributions are referred to as perceived organizational support, or POS.

1.3 Self-Efficacy 
Self-efficacydefined as an assessment of “how well a person can carry out the actions required to face a prospective situation”. The concept of self-efficacy involves the belief that effort will result in a certain level of performance.(Locke et al., 1984). Self-efficacy refers to an individual's ability to do so to produce significant impact.(Vancouver et al., 2001). Self-efficacy theory postulates that people acquire information to apply. When evaluating efficacy, an individual's performance provides the most accurate guide (Schunk, 1991). People with high efficacy view difficult jobs as challenges to be overcome rather than threats to be avoided. They have the capacity to set and stick to difficult goals for themselves. They continue to focus on diagnostic tasks, which directs efficient performance (Bandura, 1993). "Belief in personal convictions is a vital aspect of human agency," according to Bandura.  (Bandura & Locke, 2003; Pajares, 1996).
Additionally, Bandura gives a formal definition of self-efficacy: "Perceived self-efficacy is an individual's evaluation of his or her ability to organize and execute the steps necessary to complete a certain performance." (Stajkovic & Luthans, 1998) The most accurate way to measure self-efficacy is through individual performance. While failure might reduce efficacy, success can improve it. However, failure could not have a big effect once a strong sense of effectiveness emerges (Schunk, 1991). There are three dimensions of self-efficacy that influence individuals in facing tasks, namely magnitude, generality, and strength (Bandura, 1977). Self-efficacy is the conviction that one can perform the actions necessary to accomplish specific objectives.
1.4 Teacher Competence
Competence is a collection of connected but different behaviors arranged according to a fundamental concept known as "intention." These actions are different ways that the desire is expressed, depending on the circumstance or moment. Boyatzis, 2008, 2009; McClelland, (1973) Competence refers to the essential characteristics of an individual that are causally associated with achieving exceptional or successful performance in a career (Shet et al., 2017). One way to characterize the ideal traits of a performance-oriented person is as someone who excels in their work and actively pursues growth and improvement (Lindberg & Rantatalo, 2015).
Since instructors are essential to the educational system, their competency is crucial to students' learning and academic success (Saeed & Mahmood, 2002; Sethuramah et al., 2022).  Evans, (1985) increases the professional role of teachers and highlights the significance of competency in teacher education. A deep understanding of classroom processes, curriculum planning, assessment, and evaluation relies on reflection on practical experience and theoretical study.
Good teacher competence is also based on an understanding of various learning theories such as Piaget's, Vygotsky's, and Bruner's Constructivism Theories (Prakash Chand, 2023; Tsulaia, 2023): emphasizes that learning occurs through active interaction between students and the learning environment. Competent teachers must be able to manage learning while taking into account students' cognitive and social development. Piaget identified three basic processes that define the learning process: assimilation, accommodation, and balancing.
	Van Werven et al., (2023), in his research on teacher competency, based on the findings of Dimitrov and Haque (2016), stated that teacher competency reflects three categories, namely basic competency, facilitation competency, and curriculum design competency which are illustrated by descriptions of practitioners (van Werven et al., 2023). It has been determined that teacher competency is the capacity to perform instructional duties with the knowledge, abilities, and attitudes required.

1.5 Teacher Performance
Performance is a multidimensional concept that varies depending on context. According to Okar (2016), performance can be simply defined by its core elements: effectiveness and efficiency. It represents a combination of both, shaped by the specific context in which it is applied. Individual performance directly influences organizational effectiveness, as it reflects the individual's ability to contribute meaningfully within the organization (Stephen. Robbins & Judge, 2024). Performance according to(McClelland, 1971)has several characteristics, including being responsible for solving problems, setting goals, providing feedback and being reliable.
Kirkpatrick developed a model for assessing performance based on outcomes: reactions, learning, behavior, and results. Kirkpatrick is an authority on human resource development (HRD) training program evaluation. The Kirkpatrick Four Levels Evaluation paradigm is the name of the assessment paradigm that Kirkpatrick created (Kirkpatrick, 1998). The The Kirkpatrick model offers a method to evaluate the outcomes and impact of training programs, making it applicable for assessing teacher performance. Meanwhile, the CIPP model (Context, Input, Process, Product) provides a comprehensive framework to evaluate teacher performance from planning through to final results (Aziz et al., 2018; Silviariza et al., 2023; Stufflebeam, 1983). It is determined that an individual's performance is the outcome of their labor or the degree of success they have in completing their tasks.
The term "teacher performance" describes an educator's capacity to effectively fulfill their roles, including lesson planning, instructional delivery, and student assessment. It plays a crucial role in ensuring quality education, as strong teacher performance fosters an engaging learning environment that supports student success (Fitria & Martha, 2021; Hidayati et al., 2021) For learning to be successful in schools, teacher effectiveness is crucial. More educational goals will be met when teachers perform better (Bumay et al., 2023).
Instructor competency and performance are linked, therefore an instructor needs to be competent in order to perform well. Lacking proficiency (Esterlina & Hariani, 2021). The study's conclusions show a typically positive correlation between performance, self-efficacy, and personal goals (Vancouver et al., 2001). According to goal setting theory, excellent academic achievement and goal setting are positively correlated (Sides & Cuevas, 2020).
In viewDessler, (2020)Performance appraisals must compare “what should be” with “what is.” Leaders use one or more of three foundations goals, job dimensions or attributes, and behaviors or competencies to predetermine what a person’s performance standards should be. Effective goals are “SMART” (specific, measurable, attainable, relevant, and timely). Creating Effective Goals: Four rules for creating performance goals are suggested by behavioral science research: 1) Establish clear objectives; 2) Establish quantifiable objectives; 3) Establish difficult but attainable objectives; and 4) Promote involvement.
Performance can be said to be good if it can achieve the expected goals correctly (Mahaputra et al., 2021)The role of teachers cannot be ignored, as without them, education cannot take place. Teachers are essential to improving educational standards and the learning process. The educational process will not function properly if teachers are not giving their best efforts. A key element in raising the standard of education is the caliber of teachers (Hendrawijaya et al., 2020).
	Van der Lans et al., (2018) in their study, They used the International Comparative Analysis of Learning and Teaching (ICALT) observation procedure to watch how teachers taught. Rasch analysis revealed that 31 of 32 successful teaching practices followed a cumulative pattern that was in line with the phases of teacher development. These findings suggest the instrument is a potentially valuable tool for assessing the progression of effective teaching practices. Fuller's (1969) Stages of Teacher Attention theory, one of the earliest theories of teacher development, was used in the study. Six dimensions were covered by the items: differentiation, classroom management, clear instruction, activating teaching methods, instructional methodologies, and a safe learning environment (van der Lans et al., 2018).
Performance of teachers in fulfilling their responsibilities as educators and instructors will be seen in how planned goals are achieved. Teacher performance will demonstrate how teachers carry out their duties and professional responsibilities as educators (Gewasari et al., 2017). It is concluded that teacher performance is the teacher's ability to carry out his/her duties and responsibilities effectively in the classroom, including lesson planning, teaching implementation, and assessment of student learning outcomes, as well as instilling moral, ethical, and cultural values.
This quantitative study employed a descriptive and explanatory approach. The population consisted of private elementary school teachers in the Southern Sumatra region, covering the provinces of Jambi, South Sumatra, Lampung, Bengkulu, and the Bangka Belitung Islands. The targeted schools were A-accredited private elementary schools with at least 336 students or two parallel classes per grade level. A total of 300 teachers were selected through purposive sampling based on specific criteria aligned with the goals of the study.
A Likert scale was employed for measurement, and a closed-ended questionnaire based on indicators of each research variable was used to collect data. Teachers are essential to improving educational standards and the learning process. The data was analyzed using AMOS software and Structural Equation Modeling (SEM). The purpose of this study is to provide theoretical and empirical insights into how the performance of private elementary school teachers is impacted by perceived organizational support, competence, self-efficacy, and the demand for achievement.
The result of this investigation show that psychological variables and teacher competency are important determinants of the caliber of primary school teachers' work. A high need for achievement drives teachers not only to complete tasks but also to seek challenges and demonstrate their best performance. This aligns with McClelland's (1961) theory, This claims that people who have a strong drive for success typically enhance their work performance on their own. Research has demonstrated that teacher performance is highly influenced by perceived organizational support. When teachers believe their employer values and supports them, they are more involved in the teaching and learning process. That aligns with Eisenberger's (1986) thesis, which emphasizes how employee attitudes and behavior including in educational settings are shaped by perceived support.
Belief in one's own talents, or self-efficacy, is also crucial. Bandura's (1997) theory that self-efficacy influences behavior and task perseverance is supported by the fact that teachers who have high levels of self-efficacy are more inventive in their approach to teaching and more tenacious when confronted with obstacles. Moreover, the analysis reveals that teacher competence mediates the impact of these psychological factors on performance. Enthusiasm and internal motivation alone are insufficient without the backing of relevant professional skills. Competence acts as a bridge, enabling teachers to transform motivation, support, and self-confidence into effective teaching practices.
Therefore, improving the quality of basic education requires a holistic approach one that enhances not only technical training but also a supportive work environment, sustained achievement motivation, and teacher self-efficacy. This research contributes innovation in two key areas:
1. Integrative Model: This study proposes a conceptual model that integrates need for achievement, perceived organizational support, and self-efficacy as psychological determinants of teacher performance, using the mediating variable of teacher competency. Unlike previous studies that often examine psychological and professional factors in isolation, this model offers a more holistic understanding of how these variables interact to influence teacher performance.
2. Specific and Relevant Context: The research focuses on teachers in private elementary schools in the Southern Sumatra region a setting that has rarely been the primary focus of national educational research, despite facing significant challenges in basic education quality. This makes the study highly relevant and timely for informing targeted policy and development strategies.


2. Relationships Between Variables

The relationships among need for achievement, perceived organizational support, self-efficacy, teacher competence, and teacher performance are grounded in several theoretical perspectives, including McClelland’s Theory of Needs, Organizational Support Theory, and Bandura’s Social Cognitive Theory. Together, these frameworks explain how internal motivation, perceived external support, and self-belief interact to enhance teachers’ competence and, ultimately, their performance.

Need for Achievement and Teacher Competence
McClelland’s (1961) Theory of Needs proposes that individuals with a high need for achievement (nAch) are driven to master skills, set challenging goals, and seek feedback to attain excellence. In the educational context, such motivation encourages teachers to continuously develop pedagogical, social, and professional competencies (Finogenow, 2017; Abel De Andrade Baptista et al., 2021). Teachers with strong achievement motives are more proactive in improving instructional strategies, pursuing professional learning, and reflecting on their teaching practices (Atkinson, 1964; Ikhsan, 2020). Empirical studies (Layek & Koodamara, 2024; Dignath, 2021) also highlight that achievement-oriented teachers tend to exhibit stronger competencies because they perceive teaching as an opportunity for self-improvement and professional mastery.

Perceived Organizational Support and Teacher Competence
According to Organizational Support Theory (Eisenberger et al., 1986; Kurtessis et al., 2017), employees’ perceptions that their organization values their contributions and cares for their well-being foster a sense of obligation and belonging. In educational settings, when schools provide fair treatment, recognition, and supportive leadership, teachers are more motivated to enhance their competence (Astuty & Udin, 2020; Jeong & Kim, 2022). POS fulfills teachers’ socio-emotional needs, strengthens their professional identity, and encourages them to participate in training, collaboration, and innovative practices (Vuong et al., 2023; Peña et al., 2024). Consequently, perceived organizational support plays an essential role in creating an environment that nurtures teachers’ professional growth and competence development.

Self-Efficacy and Teacher Competence
Bandura’s (1997) Social Cognitive Theory identifies self-efficacy as the belief in one’s ability to organize and execute actions necessary to achieve desired outcomes. Teachers with high self-efficacy are confident in managing classrooms, designing lessons, and addressing diverse student needs (Schunk, 1991; Pajares, 1996). This confidence promotes reflective practice and a commitment to continual improvement, leading to higher professional competence (Alibakhshi et al., 2020; Honicke et al., 2023). Research has shown that self-efficacious teachers engage more deeply in professional learning activities and apply effective pedagogical techniques (Biçer, 2023; Doménech-Betoret et al., 2017). Thus, self-efficacy not only predicts teaching success but also strengthens teachers’ core competencies.

Need for Achievement and Teacher Performance
The need for achievement also has a direct link to teacher performance. Teachers with high nAch are intrinsically motivated to achieve excellence in instructional delivery, student engagement, and goal attainment (McClelland, 1985; Finogenow, 2017). They tend to set high standards for teaching outcomes and exhibit persistence when facing challenges, resulting in more effective teaching and higher performance (Abiola et al., 2023; Layek & Koodamara, 2024).

Perceived Organizational Support and Teacher Performance
Perceived organizational support contributes to teacher performance by enhancing affective commitment and job satisfaction (Eisenberger et al., 2001; Astuty & Udin, 2020). When teachers feel appreciated and supported, they are more likely to go beyond formal responsibilities, display creativity, and maintain consistent instructional quality (Sabir et al., 2022; Vuong et al., 2023). Supportive environments also reduce emotional exhaustion and encourage professional collaboration, both of which are critical for sustained performance improvement.

Self-Efficacy and Teacher Performance
High self-efficacy leads to better performance outcomes because confident teachers persist in overcoming obstacles, employ innovative teaching strategies, and maintain resilience under pressure (Bandura, 1993; Stajkovic & Luthans, 1998). Empirical studies (Alibakhshi et al., 2020; Honicke et al., 2023) have consistently demonstrated that self-efficacy predicts teachers’ instructional quality, classroom management, and student achievement. Teachers who believe in their ability to influence learning outcomes tend to exert more effort and achieve higher levels of performance.

The Mediating Role of Teacher Competence
Teacher competence functions as a mediating variable that translates psychological attributes into observable performance behaviors. Competence embodies the integration of knowledge, skills, and attitudes necessary for effective teaching (Boyatzis, 2008; Blömeke et al., 2022). Motivation, organizational support, and self-efficacy can stimulate teachers’ willingness to improve, but only through competence do these internal and external factors manifest in enhanced performance. This perspective aligns with previous findings emphasizing that competence acts as the behavioral expression of inner motivation and belief (Shet et al., 2017; Sulaiman & Ismail, 2020).
In summary, theoretical and empirical evidence suggests that need for achievement, perceived organizational support, and self-efficacy collectively shape teacher performance both directly and indirectly through teacher competence. Motivation drives teachers’ aspiration for excellence, organizational support provides reinforcement and resources, and self-efficacy ensures confidence and persistence—all of which culminate in competent and high-performing educators.

3. Result
This research model shows good feasibility based on several goodness-of-fit indicators as follows:
1. RMSEA = (0.096)
2. P-Value = (0.000)
3. TLI = (0.903),
4. IFI = (0.913),
5. CFI = (0.913),
6. NFI = (0.885)
7. RMR = (0.092),
8. RFI = (0.872).
Based on the model fit test, 7 out of 8 fit indices P-Value, RMSEA, TLI, IFI, CFI, NFI, RMR, and RFI indicated a good model fit. In other words, the majority of indicators confirmed that the model fits the data well. Therefore, the results suggest that the overall SEM model has a strong ability to represent the sample data (good fit)a. Direct Influence between Variables:
1. With a CR value of 4.479 > 1.96 and a likelihood of p = *** or p < 0.001, Need for Achievement significantly influences Teacher Competence (Hypothesis Accepted).
2. Teacher Competence is significantly impacted by perceived organizational support, as evidenced by a CR value of 4.454 > 1.96 and a probability of p = *** or p < 0.001, meaning that the hypothesis is accepted.
3. 3. With a CR value of 8.599 > 1.96 and a likelihood of p = *** or p < 0.001, which indicates < 0.05 (accepted hypothesis), self-efficacy significantly influences teacher competence.
4. 4. The Need for Successhas a CR value of 2.724 > 1.96 and a probability of p = 0.006 < 0.05, indicating a significant impact on teacher performance (accepted hypothesis).
5. 5. Teacher performance is significantly impacted by perceived organizational support, as evidenced by a CR value of 3.967 > 1.96 and a probability of p = *** or p < 0.001, meaning that the hypothesis is accepted.
6. 6. With a CR value of 3.337 > 1.96 and a likelihood of p = *** or p < 0.001, which indicates < 0.05 (accepted hypothesis), self-efficacy significantly affects teacher performance.
7. 7. With a CR value of 3.530 > 1.96 and a likelihood of p = *** or p < 0.001, meaning < 0.05, Teacher Competence significantly affects Teacher Performance (Hypothesis Accepted).


Table 1. R-Squared
	
	
	
	Estimate

	Teacher Competence
	
	
	0,658

	Teacher Performance
	
	
	0,566


Table 1 presents the R-Squared (R²) values for teacher competence and teacher performance. The R² value for teacher competence is 0.658, indicating that approximately 65.8% of the variance in teacher competence can be explained by the factors included in the research model. Meanwhile, the R² value for teacher performance is 0.566, meaning that 56.6% of the variance in teacher performance can also be explained by the model. These results suggest that the model has a reasonably good explanatory power for both variables..
The relationship between perceived organizational support, the need for achievement, and self-efficacy on teacher performance will next be examined using a mediation test to see if teacher competency significantly mediators this relationship. The Sobel test will be used to test for mediation.
Table 2. Mediation Test
	Path
	Direct Effect
	Indirect Effect
	Z Sobel

	Need for Achievement -> Teacher Competence
	0.234
	
	

	Perceived Organizational Support -> Teacher Competence
	0.182
	
	

	Self-Efficacy -> Teacher Competence
	0.465
	
	

	Teacher Competence -> Teacher Performance
	0.202
	
	

	Need for Achievement -> Teacher Competence -> Teacher Performance
	
	0.047
	2.772

	Perceived Organizational Support -> Teacher Competence -> Teacher Performance
	
	0.037
	2.766

	Self-Efficacy -> Teacher Competence -> Teacher Performance
	
	0.094
	3.265



b. Indirect Influence (Mediation)
According to Table 2's mediation test results:
1. The need for achievement has an indirect effect on teacher performance of 0.234 x 0.202 = 0.047268 through teacher competence. The connection between the need for achievement and and Teacher Performance is considerably mediated by Teacher Competence, as indicated by the Sobel Z value of 2.7724 > 1.96 (Mediation Hypothesis Accepted).
2. Through teacher competency, perceived organizational support indirectly affects teacher performance by 0.182 x 0.202 = 0.036764. The Sobel Z value of 2.76649 > 1.96 indicates that teacher competency has no discernible impact on the association between perceived organizational support and teacher performance. (Mediation Hypothesis Accepted).
	Through teacher competence, self-efficacy indirectly affects the performance of teachers in 0.465 x 0.202 = 0.09393. With a Sobel Z value of 3.26555108 > 1.96, teacher competence does not significantly influence the link between self-efficacy and teacher performance. (Mediation Hypothesis Accepted).
	The current study offers empirical proof that organizational and psychological elements more especially, self-efficacy, perceived organizational support, and the need for achievement have a significant impact on teacher performance and competency. The findings show that these elements affect teacher performance both directly and indirectly through competence, indicating that an integrated system of institutional background, motivation, and belief underlies teacher effectiveness.
	McClelland's (1961) Theory of Needs, which holds that people with a strong drive for achievement are more likely to set challenging goals, take personal responsibility for their outcomes, and seek continuous improvement, is supported by the finding that teacher performance is significantly impacted by need for achievement. Teachers with high success motivation in primary school exhibit tenacity and creativity in their teaching, which eventually results in better learning outcomes. This is consistent with earlier research by Baptista et al. (2021) and Finogenow (2017), who highlighted that people's urge for achievement motivates them to achieve better outcomes by converting their inner motivation into observable performance behaviors.
	The idea that a supportive institutional climate is a critical predictor of employee effectiveness is further supported by the strong correlation found between perceived organizational support and teacher competence and performance. Teachers are more likely to exhibit affective commitment, emotional engagement, and a readiness to go above and beyond the call of duty when they feel appreciated and acknowledged by their schools. This result supports the tenets of corporate Support Theory (Eisenberger et al., 2001; Kurtessis et al., 2017), which holds that reciprocal behaviors, such as enhanced performance and corporate citizenship, are fostered by perceived support. In the educational setting, instructors are encouraged to innovate, collaborate, and improve the quality of their instruction via regular support from school administrators and equitable working circumstances.
	Additionally, it was found that among the three psychological variables, self-efficacy was the best predictor, affecting teacher performance and competence. This finding supports Bandura's (1997) Social Cognitive Theory, which posits that people's motivation, emotional control, and perseverance are influenced by their self-perception. When it comes to handling instructional obstacles, managing diverse classes, and implementing adaptive teaching practices, teachers who possess high levels of self-efficacy are more assured. According to earlier research (Alibakhshi et al., 2020; Honicke et al., 2023), self-efficacy is a key element of effective teaching behavior because it improves perseverance, inventiveness, and performance quality.
	The significance of professional mastery as a link between psychological preparedness and performance outcomes is shown by the mediation role of teacher competence. High performance may not always be ensured by motivation and confidence alone unless they are combined with sufficient professional, social, and pedagogical skills. Boyatzis (2008, 2009) and Blömeke et al. (2022) contend that competence is the behavioral expression of innate talents that permit persistent performance, and this conclusion is consistent with their views. The model's excellent explanatory power (R2 = 0.566 for performance and R2 = 0.658 for competence) suggests that improving teacher competency increases the impact of organizational and psychological factors on performance outcomes.
	Practically speaking, these findings highlight the necessity of a comprehensive strategy for teacher development. Policymakers and educational institutions should create integrated capacity-building initiatives that promote self-efficacy, organizational support, and intrinsic motivation. Mentoring, professional learning communities, and achievement-based recognition programs can improve teachers' instructional competency and psychological fortitude.
	To sum up, this study adds to the body of knowledge by offering an integrated model that links competence-based performance to motivation, support, and self-belief. The results confirm that teacher performance is the result of an interrelated system of environmental, psychological, and personal elements rather than just technical proficiency. Therefore, encouraging these components together is crucial to raising the standard of education, especially in private elementary schools where budget constraints frequently provide extra difficulties.

4. Discussion and conclusion

	This study confirms that psychological and organizational factors—namely self-efficacy, perceived organizational support, and need for achievement—play pivotal roles in shaping teacher performance, both directly and indirectly through teacher competence. These findings reinforce the integration of motivational and competence-based perspectives within teacher performance models.
First, the positive and significant impact of need for achievement supports McClelland’s Theory of Needs, suggesting that teachers with strong intrinsic motivation are more proactive, persistent, and reflective in improving instructional quality. Such motivation drives teachers to set higher performance goals, engage in professional learning, and continuously refine their pedagogical practices.
	Second, the influence of perceived organizational support (POS) validates the assumptions of Organizational Support Theory. When teachers feel recognized and valued by their institutions, they exhibit greater affective commitment and professional engagement. The results indicate that supportive leadership, fair evaluation systems, and recognition programs can enhance both competence and performance.
	Third, self-efficacy emerged as the strongest predictor among the three psychological factors. Consistent with Bandura’s Social Cognitive Theory, teachers with higher self-efficacy display greater confidence, creativity, and resilience in managing classroom challenges. High efficacy enables teachers to transform obstacles into learning opportunities, ultimately boosting competence and performance outcomes.
Furthermore, the mediating effect of teacher competence underscores its strategic role as the behavioral manifestation of psychological readiness. Motivation and self-belief translate into observable teaching performance only when supported by robust pedagogical, professional, social, and personal competencies. This finding affirms the notion that competence bridges the gap between psychological traits and effective teaching behavior.
	Collectively, these insights reveal that improving teacher performance requires an integrative approach encompassing both psychological and institutional dimensions. Enhancing teachers’ belief systems, organizational trust, and achievement orientation must go hand in hand with developing professional competencies through targeted training and mentoring programs.
	This study demonstrates that teacher competence effectively mediates the relationship between psychological factors (self-efficacy, perceived organizational support, and need for achievement) and teacher performance. The findings emphasize that motivation, confidence, and institutional support—when translated into competence—significantly enhance teachers’ ability to fulfill their professional roles.
Theoretical implications: The study contributes to the literature by integrating McClelland’s, Eisenberger’s, and Bandura’s theoretical frameworks into a single model explaining how psychological and organizational factors interact to determine teacher effectiveness. This integrative perspective advances understanding of teacher performance as a multidimensional construct shaped by both internal and external drivers.
Practical implications: Policymakers and school leaders should adopt holistic capacity-building strategies that simultaneously strengthen teachers’ competence, self-efficacy, and organizational support. Creating supportive environments, implementing achievement-based recognition, and promoting professional learning communities are key actions to foster sustained teacher excellence.
Limitations and future research: The cross-sectional design limits causal inference. Future studies are encouraged to employ longitudinal methods or cross-cultural comparisons to explore dynamic interactions between motivation, competence, and performance across different educational settings.
In conclusion, enhancing teacher performance requires more than technical training; it calls for fostering a professional ecosystem where achievement motivation, organizational care, and self-belief converge to build competent, confident, and high-performing educators.




5. References

Abel De Andrade Baptista, J., Formigoni, A., Almeida Da Silva, S., Stettiner, C. F., & Aparecida Bueno De Novais, R. (2021). Analysis of the Theory of Acquired Needs from McClelland as a Means of Work Satisfaction. In Journal of Business and Management (Vol. 3). https://tljbm.org/jurnal/index.php/tljbm
Abiola, O.-D. B., David, O. M., Okutu, N., Hammed, A. B., & Ozioma, A. V. (2023). McClelland Acquired Need and Skinner’s Reinforcement Management Theories: Their Relevance in Today’s Organization. South Asian Research Journal of Business and Management, 5(1), 35–45. https://doi.org/10.36346/sarjbm.2023.v05i01.005
Afzal, S., Arshad, M., Saleem, S., & Farooq, O. (2019). The impact of perceived supervisor support on employees’ turnover intention and task performance: Mediation of self-efficacy. Journal of Management Development, 38(5), 369–382. https://doi.org/10.1108/JMD-03-2019-0076
Alex Acquah, Takyi Kwabena Nsiah, Elizabeth Naa Akushia Antie, & Benjamin Otoo. (2021). LITERATURE REVIEW ON THEORIES MOTIVATION. EPRA International Journal of Economic and Business Review, 25–29. https://doi.org/10.36713/epra6848
Alibakhshi, G., Nikdel, F., & Labbafi, A. (2020). Exploring the consequences of teachers’ self-efficacy: a case of teachers of English as a foreign language. Asian-Pacific Journal of Second and Foreign Language Education, 5(1). https://doi.org/10.1186/s40862-020-00102-1
Astuty, I., & Udin, U. (2020). The Effect of Perceived Organizational Support and Transformational Leadership on Affective Commitment and Employee Performance. Journal of Asian Finance, Economics and Business, 7(10), 401–411. https://doi.org/10.13106/jafeb.2020.vol7.no10.401
Atkinson. (1964). An-Introduction-_Atkinson_64. https://sprcelibrary.ac.in/wp-content/uploads/2023/05/An-Introduction-to-Motivation-Part-1.pdf
Aziz, S., Mahmood, M., & Rehman, Z. (2018). Article Journal of Education and Educational Developement Implementation of CIPP Model for Quality Evaluation at School Level: A Case Study CIPP Model for Quality Evaluation (Vol. 5, Issue 1).
Bandura, A. (1977). Self-efficacy: Toward a Unifying Theory of Behavioral Change. In Psychological Review (Vol. 84, Issue 2).
Bandura, A. (1999). Social cognitive theory: An agentic perspective 1. In Asian Journal of Social Psychology (Vol. 2).
Bandura, A., & Locke, E. A. (2003). Negative self-efficacy and goal effects revisited. Journal of Applied Psychology, 88(1), 87–99. https://doi.org/10.1037/0021-9010.88.1.87
Biçer, N. (2023). Evaluation of Self-Efficacy and Job Satisfaction of Teachers Teaching Turkish as a Foreign Language. SAGE Open, 13(3). https://doi.org/10.1177/21582440231196993
Blömeke, S., Jentsch, A., Ross, N., Kaiser, G., & König, J. (2022). Opening up the black box: Teacher competence, instructional quality, and students’ learning progress. Learning and Instruction, 79. https://doi.org/10.1016/j.learninstruc.2022.101600
Boyatzis, R. E. (1982). The Competent Manager: A Model for  Effective Performance. Https://Babel.Hathitrust.Org/Cgi/Pt?Id=uc1.B4906221&seq=1.
Boyatzis, R. E. (2008). Competencies in the 21st century. In Journal of Management Development (Vol. 27, Issue 1, pp. 5–12). https://doi.org/10.1108/02621710810840730
Boyatzis, R. E. (2009). Competencies as a behavioral approach to emotional intelligence. Journal of Management Development, 28(9), 749–770. https://doi.org/10.1108/02621710910987647
Bumay, A. F., Hariri, H., & Rini, R. (2023). Teacher Performance: Factors InfluencingTeacher Performance. International Journal of Educational Management and Innovation, 4(3), 181–193. https://doi.org/10.12928/ijemi.v4i3.8213
Carvalho, J. M. S., & Conde, A. (2024). Individual power in human motivation – Review and theoretical perspective. In Acta Psychologica (Vol. 249). Elsevier B.V. https://doi.org/10.1016/j.actpsy.2024.104452
Cevikbas, M., König, J., & Rothland, M. (2024). Empirical research on teacher competence in mathematics lesson planning: recent developments. ZDM - Mathematics Education, 56(1), 101–113. https://doi.org/10.1007/s11858-023-01487-2
Conteh, S. B., & Yuan, Y. (2022). The impact of high performance work system on employee service performance: the role of organizational support and organizational identification. International Journal of Productivity and Performance Management, 71(7), 2841–2864. https://doi.org/10.1108/IJPPM-08-2020-0439
Crisci, A., Sepe, E., & Malafronte, P. (2019). What influences teachers’ job satisfaction and how to improve, develop and reorganize the school activities associated with them. Quality and Quantity, 53(5), 2403–2419. https://doi.org/10.1007/s11135-018-0749-y
Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: A critical review with theoretical remedies. In Academy of Management Annals (Vol. 11, Issue 1, pp. 479–516). Routledge. https://doi.org/10.5465/annals.2015.0099
Dessler, G. (2020). Gary Dessler - Human resource management-Pearson (2020).
Dignath, C. (2021). For unto every one that hath shall be given: teachers’ competence profiles regarding the promotion of self-regulated learning moderate the effectiveness of short-term teacher training. Metacognition and Learning, 16(3), 555–594. https://doi.org/10.1007/s11409-021-09271-x
Doménech-Betoret, F., Abellán-Roselló, L., & Gómez-Artiga, A. (2017). Self-efficacy, satisfaction, and academic achievement: The mediator role of students’ expectancy-value beliefs. Frontiers in Psychology, 8(JUL). https://doi.org/10.3389/fpsyg.2017.01193
Durmus, A., & Güven, M. (2020). The Relationship Between Teaching Styles of English Instructors and Learning Styles of English Prep Class Students at a Turkish State University. Asian Journal of University Education, 16(3), 15–26. https://doi.org/10.24191/ajue.v16i3.8603
Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of perceived organizational support. Journal of Applied Psychology, 86(1), 42–51. https://doi.org/10.1037/0021-9010.86.1.42
Eisenberger, R., Shanock, L. R., & Wen, X. (2019). Annual Review of Organizational Psychology and Organizational Behavior Perceived Organizational Support: Why Caring About Employees Counts. Annu. Rev. Organ. Psychol. Organ. Behav. 2020, 7, 22. https://doi.org/10.1146/annurev-orgpsych-012119
Esterlina, & Hariani, L. (2021). Teacher Performance. https://doi.org/10.2991/ASSEHR.K.210413.076
Evans, G. (1985). Some Guideline Proposals for Teacher Education. Singapore Journal of Education, 7(2), 15–24. https://doi.org/10.1080/02188798508547602
Finogenow, M. (2017). Need for Achievement. In Encyclopedia of Personality and Individual Differences (pp. 1–4). Springer International Publishing. https://doi.org/10.1007/978-3-319-28099-8_537-1
Fitria, H., & Martha, A. (2021). The Leadership Role of the Principal in Improving the Performance of Elementary School Teachers. https://ejournal.karinosseff.org/index.php/jitim/arti
Gewasari, Dra. M., Manullang, Prof. DR. B., & M.Pd, Prof. Dr. A. M. S. (2017). The Determinant Factors That Effect Teacher Performance of Public Senior High School in Deli Serdang District. IOSR Journal of Research & Method in Education (IOSRJRME), 07(01), 12–21. https://doi.org/10.9790/7388-0701041221
Güss, C. D., Burger, M. L., & Dörner, D. (2017). The role of motivation in complex problem solving. In Frontiers in Psychology (Vol. 8, Issue MAY). Frontiers Research Foundation. https://doi.org/10.3389/fpsyg.2017.00851
Hawari, A. D. M., & Noor, A. I. M. (2020). Project Based Learning Pedagogical Design in STEAM Art Education. Asian Journal of University Education, 16(3), 102–111. https://doi.org/10.24191/ajue.v16i3.11072
Hendrawijaya, A. T., Hilmi, M. I., Hasan, F., Imsiyah, N., & Indrianti, D. T. (2020). Determinants of teacher performance with job satisfactions mediation. International Journal of Instruction, 13(3), 845–860. https://doi.org/10.29333/iji.2020.13356a
Hidayati, R. F., Arafat, Y., & Putra, A. Y. (2021). The influence of the leadership of the principal and school committee on teacher performance. JPGI (Jurnal Penelitian Guru Indonesia), 6(2), 465. https://doi.org/10.29210/021072jpgi0005
Honicke, T., Broadbent, J., & Fuller-Tyszkiewicz, M. (2023). The self-efficacy and academic performance reciprocal relationship: the influence of task difficulty and baseline achievement on learner trajectory. Higher Education Research and Development, 42(8), 1936–1953. https://doi.org/10.1080/07294360.2023.2197194
Ikhsan, B. S. M. S. (2020). The Effect of School Principal Supervision, Principal Leadership, and Teacher Achievement Motivation on the Performance of Public High School Teachers in Barito Kuala Regency. Journal of K6 Education and Management, 3(2), 158–167. https://doi.org/10.11594/jk6em.03.02.07
Iriawan et al. (2020). Profil Guru Sekolah Dasar. Kemendikbud.
Jeong, Y., & Kim, M. (2022). Effects of perceived organizational support and perceived organizational politics on organizational performance: Mediating role of differential treatment. Asia Pacific Management Review, 27(3), 190–199. https://doi.org/10.1016/j.apmrv.2021.08.002
Jha, S. (2010). Need for growth, achievement, power and affiliation: Determinants of psychological empowerment. Global Business Review, 11(3), 379–393. https://doi.org/10.1177/097215091001100305
Joen et al. (2022). Kinerja Guru. Magama.
Kin, T. M., & Kareem, O. A. (2021). An Analysis on the Implementation of Professional Learning Communities in Malaysian Secondary Schools. Asian Journal of University Education, 17(1), 192–206. https://doi.org/10.24191/ajue.v17i1.12693
Kirkpatrick, D. (1998). Evaluating Corporate Training: Models and Issues. In Evaluating Corporate Training: Models and Issues. Springer Netherlands. https://doi.org/10.1007/978-94-011-4850-4
Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. (2017). Perceived Organizational Support: A Meta-Analytic Evaluation of Organizational Support Theory. Journal of Management, 43(6), 1854–1884. https://doi.org/10.1177/0149206315575554
Layek, D., & Koodamara, N. K. (2024). Motivation, work experience, and teacher performance: A comparative study. Acta Psychologica, 245. https://doi.org/10.1016/j.actpsy.2024.104217
Lie, D., Dharma, E., & Sudirman, A. (2021). Measurement of Teacher Performance in Pematangsiantar City Middle School Through Teacher Certification, Motivation, and Job Satisfaction.
Lindberg, O., & Rantatalo, O. (2015). Competence in professional practice: A practice theory analysis of police and doctors. Human Relations, 68(4), 561–582. https://doi.org/10.1177/0018726714532666
Liu, Y., Zhao, L., & Su, Y. S. (2022). The Impact of Teacher Competence in Online Teaching on Perceived Online Learning Outcomes during the COVID-19 Outbreak: A Moderated-Mediation Model of Teacher Resilience and Age. International Journal of Environmental Research and Public Health, 19(10). https://doi.org/10.3390/ijerph19106282
Locke, E. A., Frederick, E., Lee, C., & Bobko, P. (1984). Effect of Self-Efficacy, Goals, and Task Strategies on Task Performance. In Journal of Applied Psychology (Vol. 69, Issue 2).
Mahaputra, M. R., Saputra, F., & Rizky Mahaputra, M. (2021). Literature Review the Effect of Headmaster Leadership on Teacher Performance, Loyalty and Motivation. 2(2). https://doi.org/10.38035/jafm.v2i2
Mahmood, R., Zahari, A. S. M., Ibrahim, N., Jaafar, N. F. H. N., & Yaacob, N. M. (2020). The Impact of Entrepreneur Education on Business Performance. Asian Journal of University Education, 16(4), 171–180. https://doi.org/10.24191/ajue.v16i4.11947
McClelland. (1971). •^’^^mEmuTT^.
Mcclelland, D. C. (1973). Testing for Competence Rather Than for “Intelligence.”
McClelland, D. C. (1985). How Motives, Skills, and Values Determine What People Do. American Psychologist, 40(7), 812–825. https://doi.org/10.1037/0003-066X.40.7.812
Osemeke, M., & Adegboyega, S. (2017). FUNAI JOURNAL OF ACCOUNTING, Critical Review and Comparism between Maslow, Herzberg and McClelland’s Theory of Needs (Vol. 1).
Pajares, F. (1996). Self-efficacy beliefs in academic settings. Review of Educational Research, 66(4), 543–578. https://doi.org/10.3102/00346543066004543
Peña, I., Andrade, S. M., María Muñoz, R., & Barba-Sánchez, V. (2024). Wellness Programs, Perceived Organizational Support, and Their Influence on Organizational Performance: An Analysis Within the Framework of Sustainable Human Resource Management. SAGE Open, 14(1). https://doi.org/10.1177/21582440241229358
Prakash Chand, S. (2023). Constructivism in Education: Exploring the Contributions of Piaget, Vygotsky, and Bruner. International Journal of Science and Research (IJSR), 12(7), 274–278. https://doi.org/10.21275/sr23630021800
Rahmat, H., Leng, C. O., & Mashudi, R. (2020). Innovative Educational Practice for Impactful Teaching Strategies through Scaffolding Method. Asian Journal of University Education, 16(4), 53–60. https://doi.org/10.24191/ajue.v16i4.1195
Redelinghuys, K., Rothmann, S., & Botha, E. (2019). Flourishing-at-Work: The Role of Positive Organizational Practices. Psychological Reports, 122(2), 609–631. https://doi.org/10.1177/0033294118757935
Robbins, Stephen., & Judge, Timothy. (2024). Organizational behavior [global edition]. Pearson Education Limited.
Roger Mannell. (2014). Encyclopedia of Quality of Life and Well-Being Research. In Encyclopedia of Quality of Life and Well-Being Research. Springer Netherlands. https://doi.org/10.1007/978-94-007-0753-5
Sabir, I., Ali, I., Majid, M. B., Sabir, N., Mehmood, H., Rehman, A. U., & Nawaz, F. (2022). Impact of perceived organizational support on employee performance in IT firms – a comparison among Pakistan and Saudi Arabia. International Journal of Organizational Analysis, 30(3), 795–815. https://doi.org/10.1108/IJOA-10-2019-1914
Saeed, M., & Mahmood, K. (2002). Assessing competency of Pakistani primary school teachers in mathematics, science and pedagogy. International Journal of Educational Management, 16(4), 190–195. https://doi.org/10.1108/09513540210432173
Schunk, D. H. (1991). Self-Efficacy and Academic Motivation. Educational Psychologist, 26(3–4), 207–231. https://doi.org/10.1080/00461520.1991.9653133
Sethuramah, T., Mohd Matore, M. E. E., & Iksan, Z. (2022). Importance of Assessing Chemistry Teacher Competency in Stem Integrated Education in Malaysia. International Journal of Academic Research in Progressive Education and Development, 11(3). https://doi.org/10.6007/ijarped/v11-i3/14450
Shahat, M. A., Al-Balushi, S. M., & Al-Amri, M. (2024). Measuring preservice science teachers’ performance on engineering design process tasks: implications for fostering STEM education. Arab Gulf Journal of Scientific Research, 42(2), 259–279. https://doi.org/10.1108/AGJSR-12-2022-0277
Shet, S. V., Patil, S. V., & Chandawarkar, M. R. (2017). Framework for methodical review of literature on leadership competencies. Cogent Business and Management, 4(1). https://doi.org/10.1080/23311975.2017.1309123
Sides, J. D., & Cuevas, J. A. (2020). Effect of goal setting for motivation, self-efficacy, and performance in elementary mathematics. International Journal of Instruction, 13(4), 1–16. https://doi.org/10.29333/iji.2020.1341a
Silviariza, W. Y., Sumarmi, Utaya, S., Bachri, S., & Handoyo, B. (2023). Development of Evaluation Instruments to Measure the Quality of Spatial Problem Based Learning (SPBL): CIPP Framework. In International Journal of Instruction (Vol. 16, Issue 2, pp. 413–436). Gate Association for Teaching and Education. https://doi.org/10.29333/iji.2023.16223a
Stajkovic, A. D., & Luthans, F. (1998). Self-Efficacy and Work-Related Performance: A Meta-Analysis. In Psychological Bulletin (Vol. 124, Issue 2).
Stufflebeam, D. L. (1983). 7 THE CIPP MODEL FOR PROGRAM EVALUATION.
Sulaiman, J., & Ismail, S. N. (2020). Teacher competence and 21st century skills in transformation schools 2025 (TS25). Universal Journal of Educational Research, 8(8), 3536–3544. https://doi.org/10.13189/ujer.2020.080829
Sulistiyani, E. (2022). Perceived Organizational Support and Performance: The Mediating Effect of Affective Values. Jurnal Manajemen Bisnis, 13(1), 61–75. https://doi.org/10.18196/mb.v13i1.13555
Talavera-Mendoza, F., Cayani Caceres, K. S., Urdanivia Alarcon, D. A., Gutiérrez Miranda, S. A., & Rucano Paucar, F. H. (2024). Teacher Performance Level to Guide Students in Inquiry-Based Scientific Learning. Education Sciences, 14(8), 805. https://doi.org/10.3390/educsci14080805
Tsulaia, N. (2023). Constructivism as a theory of learning (foundations and significance). https://www.researchgate.net/publication/372244917
Utomo, H. J. N., Irwantoro, I., Wasesa, S., Purwati, T., Sembiring, R., & Purwanto, A. (2023). INVESTIGATING THE ROLE OF INNOVATIVE WORK BEHAVIOR, ORGANIZATIONAL TRUST, PERCEIVED ORGANIZATIONAL SUPPORT: AN EMPIRICAL STUDY ON SMES PERFORMANCE Investigating The Role of Innovative Work Behavior, Organizational Trust, Perceived Organizational Support: An Empirical Study on SMEs Performance INVESTIGANDO O PAPEL DO COMPORTAMENTO INOVADOR NO TRABALHO, DA CONFIANÇA ORGANIZACIONAL E DO APOIO ORGANIZACIONAL PERCEBIDO: UM ESTUDO EMPÍRICO SOBRE O DESEMPENHO DAS PME RESUMO. https://doi.org/10.37497/sdgs.v11i2.417
van der Lans, R. M., van de Grift, W. J. C. M., & van Veen, K. (2018). Developing an Instrument for Teacher Feedback: Using the Rasch Model to Explore Teachers’ Development of Effective Teaching Strategies and Behaviors. Journal of Experimental Education, 86(2), 247–264. https://doi.org/10.1080/00220973.2016.1268086
van Werven, I. M., Coelen, R. J., Jansen, E. P. W. A., & Hofman, W. H. A. (2023). Global teaching competencies in primary education. Compare, 53(1), 37–54. https://doi.org/10.1080/03057925.2020.1869520
Vancouver, J. B., Thompson, C. M., & Williams, A. A. (2001). The changing signs in the relationships among self-efficacy, personal goals, and performance. Journal of Applied Psychology, 86(4), 605–620. https://doi.org/10.1037/0021-9010.86.4.605
Vuong, B. N., Tushar, H., & Hossain, S. F. A. (2023). The effect of social support on job performance through organizational commitment and innovative work behavior: does innovative climate matter? Asia-Pacific Journal of Business Administration, 15(5), 832–854. https://doi.org/10.1108/APJBA-06-2021-0256
Wang, C. J. (2022). Exploring the Mechanisms Linking Transformational Leadership, Perceived Organizational Support, Creativity, and Performance in Hospitality: The Mediating Role of Affective Organizational Commitment. Behavioral Sciences, 12(10). https://doi.org/10.3390/bs12100406
 

20

image1.png
Need for
achievement
X1

Perceived c Teacher Teacher
Organizational omfze;ency Performance

Support (X2) Y





