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The proper functioning of schools depends on teacher motivation and 

teacher performance. The organizational factors influencing teachers' job 

performance and motivation are primarily school climate and 

organizational trust. The purpose of this paper is to examine the 

relationships among job motivation, job performance, school climate, 

and organizational trust, while accounting for teacher perceptions. 

Accordingly, the research was designed as a cross-sectional quantitative 

correlational survey. A total of 345 teachers working at state schools in 

Konya during the 2024-2025 academic year voluntarily participated in 

the study. In addition to the demographic information form, the 

researchers collected data utilizing job motivation, employee 

performance, school climate, and organizational trust scales. Besides 

testing the reliability and validity of the measures, using SPSS and 

SmartPLS 3, analyses such as arithmetic mean, standard deviation, 

Pearson correlation coefficient, and structural equation modelling (SEM) 

were performed. The findings yield some noteworthy results, revealing 

statistically significant correlations between the variables that affect each 

other in different directions and to varying degrees. Most importantly, 

school climate and organizational trust mediate the relationship 

between teachers' job motivation and job performance. Taking the 

research findings into account, the researchers have also made 

recommendations. 
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Introduction 

Schools, ensuring the education of children, are among the leading organizations in 

social progress and, schools need to use the available resources, the most important of which is 

human resources, particularly teachers, effectively. (Uygur, 2023). The education system’s 

ability to achieve its goals depends on teachers feeling happy and content in their schools. This, 

in turn, can enhance teachers’ performance and motivation. Given this, various organizational 

factors influence teachers’ performance and motivation at work. These factors include school 

principals’ leadership behaviors, school climate, school culture, and organizational trust (Altaş 

& Kuzu, 2013; Arısoy & Cömert, 2021; Avcı, 2022; Deniz & Demirdağ, 2020; Dilbaz Sayın, 
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2017; Fırat, 2025; Hetharion, Akollo, Pattiruhu & Toisuta, 2026; Imran, Ghani & Kazimi, 2025; 

Manla, 2021; Uçar & İpek, 2019; Usikalu, Ogunleye & Effiong, 2015).  

One of the key factors influencing teachers’ performance and motivation is the school climate. 

Every school has its own culture and climate. Culture consists of shared values and beliefs (Hoy 

& Miskel, 2015). School culture, similarly, is the sum of shared values, norms, and beliefs 

shaped by staff contributions (Geylani, 2013). Culture has a vital function in shaping human 

behavior and determining organizational performance. It acts as a guide, improving 

interpersonal bonds, enhancing shared values, and connecting employees to the organization 

and the organization to society. It affects how employees carry out their duties, how they tackle 

problems, what they consider when making decisions, and their relationships with colleagues 

through norms, values, and beliefs (Çelikten, 2008). Organizational climate has emerged as a 

subject of research for researchers, organizational theorists, and practitioners since the 1960s 

(Ertekin, 1978).  

Numerous definitions of organizational climate have been proposed. Subsequently, the 

concepts of organizational climate and organizational culture began to be used interchangeably. 

However, climate is narrower in scope than that of culture; it refers to a situation arising entirely 

from psychological perception. People may perceive their environments as positive, negative, 

boring, enjoyable, friendly, etc. and this perception influences human behavior. In particular, 

school climate affects individuals’ relationships with the school, their commitment to the 

organization, staff motivation, efforts to achieve organizational goals, and job satisfaction 

(Topcu, 2019). Given their organizational characteristics, a favorable school climate makes a 

great contribution to ensuring staff motivation (Bilgin, 2020). The organizational climate 

affects staff performance, job satisfaction, and motivation in either a positive or negative 

manner (Gök, 2009). In line with the above explanations and research, there exists a relationship 

between school climate and teachers’ performance and motivation.  

Conversely, organizational trust is another key factor influencing teachers’ performance and 

motivation. Trust can be defined as positive expectations regarding the actions and intentions 

of others (Möllering, 2001). A climate of trust enhances employees’ motivation and, 

consequently, their performance (Afşar, 2013). In organizations where a sense of organizational 

trust prevails, high levels of individual performance and low levels of conflict are expected. 

Consequently, a more productive working environment can be established. It is expected that 

organizational trust will facilitate the fulfilment of employees’ needs and expectations, as well 

as organizational objectives. Therefore, organizational trust has a crucial role by helping to 

align organizational objectives with the fulfilment of employees’ individual expectations and 

needs (Demirtaş & Bal, 2023).  

Trust is regarded as the key to individuals forming healthier relationships with one another. In 

schools with organizational trust, teachers are better able to focus on their goals. They are better 

motivated and can work more efficiently (Topcu, 2019). That’s why, it is significant to 

comprehend the factors that affect teachers’ performance and motivation, since they are key 

actors in the education system. Accordingly, this research aims to examine the relationships 

among job motivation, job performance, school climate, and organizational trust, based on 

teachers' perceptions.  
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Theoretical Background 

Performance 

Performance assesses the outcomes of a deliberate, planned activity and can be 

evaluated in absolute or relative terms (State Planning Organization, 2000). It evaluates an 

individual's success in achieving organizational goals by comparing it with organizational 

expectations (Su, 2019). An organization’s ability to achieve its objectives and succeed depends 

on its members' performance. Employee performance could be examined in two dimensions. 

The first is task performance. This dimension encompasses behaviors directly involved in the 

production of goods and services, as well as activities that indirectly aid the organization’s 

technical operations. The contextual performance dimension includes behaviors supporting the 

psychological and social context of task activities (Van Scotter, Motowidlo & Cross, 2000).  

Teacher performance is the productivity, effort, diligence, and labour that teachers put forth to 

achieve the goals of education. A significant factor in implementing any education policy is 

teacher performance. Since all practices in the educational process ought to be carried out 

through teachers' teaching and learning, research evaluating teachers' performance holds an 

important place in the literature (Yıldırım, 2023). 

As with all employees, various individual and organizational factors affect teacher 

performance, which, in turn, affects students' performance. Stated differently, the teacher's 

performance determines the students' success (Hatipoğlu & Kavas, 2016). In sum, competence, 

motivation, and the work environment are among the variables determining teacher 

performance (Akcekoce & Bilgin, 2016).  

Motivation 

Motivation encompasses a variety of internal and external factors that affect people's 

behaviour, determine the intensity and level of these behaviours, give them a specific direction, 

and ensure their continuation (Akbaba, 2006). They are mental or psychological processes that 

lead people to engage in specific actions, guide their behaviour, and ensure continuity in their 

behaviours (Hodgetts, 1991; Klein, 1989; Mitchell, 1982; Spector, 1996).  

In the literature, motivation is addressed through scope and process theories (Kesici, 2003; 

Küçüközkan, 2015; Özer & Topaloğlu, 2008). Scope theories focus primarily on individuals’ 

needs. Consequently, they address the “perception of need” and the “content of the need,” 

which are prerequisites for the onset of motivation. Given that individuals’ needs vary, scope 

theories focus on the individual variables that drive and direct individuals (Kesici, 2003). Scope 

theories include “Maslow’s hierarchy of needs, Alderfer’s V.I.G. theory, Herzberg’s two-factor 

theory, and McClelland’s achievement needs” theories (Özer & Topaloğlu, 2008).  

Process theories, in contrast, highlight how individuals act, direct, and control themselves in 

response to behavioral change. The individual is at the center of process theories. The individual 

takes responsibility for their behavior. They think, make decisions, consider the causes and 

consequences of the behavior they wish to change, and make plans. Process theories include 

the “Equity Theory, Expectancy Theory, Reinforcement Theory, Goal-Setting Theory, and 

Deci’s Theory of Intrinsic Motivation” (Kesici, 2003).  

Motivation is expected to boost individual performance to achieve organizational goals. It is 

unrealistic to expect organizational goals to be achieved with unmotivated individuals. Due to 
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variables that lower their motivation, the majority of their knowledge, skills, and abilities are 

not reflected in their performance (Tunçer, 2013). From this perspective, teachers' motivation 

play a crucial role in achieving efficiency within educational organizations. In simple terms, a 

lack of motivation is one of the reasons that decreases teachers' performance, since motivation 

is a driving force that enables teachers to act in line with the school’s purposes. (as cited in 

Department of Education Research and Development, 2006, p. 14; Akcekoce & Bilgin, 2016). 

Seen in this light, high teacher motivation will clearly help achieve the school's objectives. 

Organizational Trust 

Another factor affecting teachers' job performance is organizational trust. Trust is the 

feeling of believing in and being attached to without fear, hesitation, or doubt. Since it is not a 

tangible concept, it is a characteristic determined by feelings and can vary from person to person 

(İşleyen, 2011). Trust is usually associated with honesty and integrity. It is necessary for 

organizational success, but rather than short-term, it requires long-term efforts (Demircan & 

Ceylan, 2003). Research on the concept of trust has identified various dimensions. These 

dimensions are generally listed as honesty, helpfulness, concern, competence, openness, 

reliability, and intention (Mühl, 2014). Organizational trust includes concepts such as accuracy, 

honesty, consistency, and predictability (Güleryüz, 2017). It is conceptualized around trust in 

managers, trust in the organization, and trust among colleagues. (Topcu, 2019). In an 

organization where trust is dominant, employees work more harmoniously with each other, 

communication is effective, conflicts are minimized, and personal performance is enhanced, 

thereby creating a more productive working environment. Organizational success will increase, 

and organizational activities will be healthier in an organization where trust grows (İşleyen, 

2011). For that reason, a high level of trust in schools can positively influence teachers' 

performance and increase academic success. The literature indicates that job motivation is 

affected by organizational trust (Akpolat & Oğuz, 2022; Cantaş & Kavas, 2015; Güleryüz, 

2017; Pranitasari, 2020). Therefore, organizational trust has an important role in teachers' job 

motivation. Moreover, a high level of organizational trust within schools fosters positive 

relationships among teachers. Mutual support and cooperation increase, while conflicts and 

negative situations decrease.  

School Climate 

All the qualities of a school distinguishing it from others and influence its members' 

behavior constitute the school climate (Hoy & Miskel, 2015). The unwritten attitudes, values, 

and beliefs of a school make up the school climate. School climate also shapes the behaviour 

patterns adopted by all individuals in the school (Welsh, 2000). Hoy et al. (1991) examined 

school climate across six dimensions. Three of these relate to principal behavior, the others 

relate to teacher behavior. Principal behaviors were categorized as supportive, directive, and 

restrictive, while teacher behaviors were categorized as professional solidarity, genuine, and 

free. The study also described four distinct kinds of school climate: open, dependent, free, and 

closed. Furthermore, school climate influences relationships between the school and its 

environment, as well as relationships among staff, school commitment, student achievement, 

and the extent to which the school achieves its objectives (Topcu, 2019).  

Purpose of the study 

This paper discusses the mediating roles of school climate and organizational trust in 

the relationship between teachers' job motivation and job performance. Considering the 

literature, although the relationships among the concepts have already been studied, no research 
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has used school climate and organizational trust as mediators. For that reason, it is thought that 

it will provide new insights to the literature.  Accordingly, this study examines the relationships 

among job motivation, job performance, school climate, and organizational trust as perceived 

by teachers. With this aim, the following hypotheses will be tested. 

H1:Job motivation affects employee performance.   

H2:Job motivation affects school climate.  

H3:School climate affects employee performance.  

H4:Job motivation affects organizational trust.   

H5:Organizational trust affects employee performance.  

H6: School climate mediates the relationship between job motivation and employee 

performance. 

H7:Organizational trust mediates the relationship between job motivation and employee 

performance. 

Method 

The Research Design 

This is a cross-sectional, quantitative, correlational paper, for which the researchers 

adopted convenience sampling due to ease of access and data-collection challenges. However, 

researchers using this way of data collection should be cautious about generalizability issues 

(Etikan et al., 2016). Accordingly, the researchers tested the correlations among Job Motivation 

(JM), Employee Performance (EP), School Climate (SC), and Organizational Trust (OT). This 

type of research enables predicting and explaining the relationships among the variables. The 

researchers use it to measure two or more variables and find out the extent to which they are 

related to one another (Seeram, 2019). Moreover, this paper examines the mediating roles of 

school culture and organizational trust in the relationship between job motivation and employee 

performance. In the analysis, the researcher is interested in the mediators and whether they 

affect the relationship between the independent (IV) and dependent variables (DV), called the 

indirect effect. Consequently, revealing this indirect effect is the main purpose of the analysis 

(Demming, Jahn, & Boztug, 2017).  

Participants 

In Türkiye, researchers often have difficulty collecting data due to participants' 

reluctance to participate. Teachers often complain about having to fill out questionnaires for 

various studies during short breaks. In this paper, the participants are teachers working for the 

“Ministry of National Education” in Türkiye. Paid substitute teachers were excluded from the 

research because they work for a brief period and might not have the opportunity to experience 

school climate or organizational trust. Detailed participant background is available in Table 1 

below. 

Table 1. The sample characteristics  
Gender n % 

Female 

Male 

191 

154 

55.4 

44.6 

Age  n % 

21-30  

31-40  

41-50  

51 or more 

16 

92 

120 

117 

4.6 

26.7 

34.8 

39.9 
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Branch n % 

Branch Teacher 

Classroom Teacher 

Other 

110 

197 

38 

31.9 

57.1 

11 

Professional Seniority (Years) n % 

1-10  

11-20  

21 or more 

52 

107 

186 

15.1 

31 

53.9 

Educational Status n % 

Undergraduate 

Graduate 

254 

91 

73.6 

26.4 

Total 345 100 

 

Measures 

The “Job Motivation Scale” (JMS) was developed by Aksoy (2006), adapted by 

Tanrıverdi (2007), and readapted by F. Yılmaz (2009). JMS is a 5-point Likert-type scale with 

14 items across 4 factors. JMS has no reverse-coded items, and explains 61.31% of the variance. 

Overall internal consistency for JMS is .81, and for the factors, it ranges from .63 to .71. 

 

The second measure, the “Employee Performance Scale” (EPS), consisted of four items 

originally developed by Kirkman and Rosen (1999), subsequently adopted by Sigler and 

Pearson (2000), and later adapted into Turkish by Çöl (2008). EPS is a five-point Likert scale 

with four items in a single factor. It has no reverse-coded items. Factor loads range from .78 to 

.84, and the internal consistency score for EPS is .82. 

The third measure, the “Organizational Trust Scale” (OTS), developed by K. Yılmaz (2006), is 

a five-point Likert-type scale with 22 items loading on 3 factors. It has one reverse-coded item. 

α for OTS is .92, and values for the factors range from .87 to.89. OTS explains 45.31% of the 

variance. 

The last measure is the “School Climate Scale” (SCS) developed by Canlı, Demirtaş, and Özer 

(2018). SCS is a 5-point Likert-type scale with 23 items across 5 factors. It has four reverse-

coded items. Fit values for the scale are “[χ2 /Sd= 3.080, GFI = .910, AGFI = .886, NNFI (TLI) 

= .926, CFI = .937, RMSEA = .059, RMR = .057]”. α values for the factors range from .73 to 

.90. The researchers also report test-retest reliability values ranging between .96 and .92. 

Data Collection 

The data were gathered using the via Google Forms between the 1st of January and the 

1st of March 2025. Since the form required all the questions to be answered, the final dataset 

had no missing values.  

Data Analysis 

The data analysis was done employing SmartPLS 3 (Ringle, Wende, & Becker, 2015), 

and the researchers assume that “job motivation” and “employee performance” are positively 

correlated. In line with this, if teachers have high job motivation, they should have high 

employee performance and “school climate” and “organizational trust” may act as mediators.  

Validity & Reliability Issues 

Validity and reliability are significant issues for researchers and the academic 

community. Reliability is about producing consistent results across repeated measurements, 
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and validity is about measuring what we intend to measure (Roberts, Priest, & Traynor, 2006). 

Information about the data collection tools reveals that, except for SCS, the scales do not have 

fit values. Therefore, the researchers rechecked the validity and reliability values using 

SmartPLS 3 (Ringle et al., 2015).  

Researchers often rely on α values to report reliability. However, it would be helpful to report 

multiple reliability and validity outputs. Accordingly, the researchers adopted “Composite 

Reliability” (CR) and “Internal Consistency” (α) to check the reliability. They adopted 

“Average Variance Extracted” (AVE) and “Heterotrait-Monotrait (HTMT) Ratio” to check 

validity. Given that in a regression model, “Variance Inflation Factor” (VIF) values are crucial, 

they also checked VIF values. Table 2 below has the outputs.  

Table 2. Reliability & Validity 
     HTMT 

VIF  CR α AVE Measure EP JM SC OT 

1.78-2.34 0.89 0.84 0.67 EP -    

1.74-3.51 0.94 0.93 0.54 JM 0.39 -   

1.79-3.74 0.96 0.95 0.52 SC 0.42 0.81 -  

1.13-5.54 0.94 0.93 0.47 OT 0.28 0.75 0.85 - 

Cronbach's alpha tests whether the items in a measurement tool have internal consistency and 

measure the same thing (Bland & Altman, 1997), and is considered a reliability estimator.  

Although the acceptable range may vary across disciplines, α values above .7 are usually 

acceptable (Nunnally J.C., 1967). In regression analyses, multicollinearity occurs when two or 

more predictors are related to each other, thereby inflating the standard errors of the 

coefficients. Multicollinearity is acceptable to some extent, but high values cause problems 

(Akinwande, Dikko, & Samson, 2015). VIF is used to check the degree of collinearity, and 

although there are no strict cut-off values, values below 10 can be acceptable (Craney & Surles, 

2002; Groß, 2003). Composite reliability (CR), is a popular alternative to α (Peterson & Kim, 

2013). CR values between 0.6 and 0.7, and AVE values of 0.5 or more, are acceptable; but, if 

CR values exceed 0.6, AVE values below 0.5 are also acceptable (Abdillah et al, 2022; 

Shrestha, 2021; Singh, 2024), as is the case for organizational trust. On the other hand, 

discriminant validity indicates that a construct is unique, and the HTMT statistic is a measure 

of it (Henseler, Ringle, & Sarstedt, 2015). The literature reports that HTMT values below 0.85 

are acceptable (Henseler et al., 2015). According to the aforementioned criteria, the data 

collection tools are valid and reliable. Moreover, to test common method bias (CMB), using 

SPSS 23 (IBM Corp., 2015), the researchers conducted Harman’s single-factor test, which is 

used to assess if a single factor accounts for more than 50% of the variance (Agurrie-Urreta & 

Hu, 2019). The outputs indicated that the single factor explains 41.88% of variance, which is 

acceptable (Podsakoff et al., 2003). 

Findings 

Before the research findings, the reader expects a description of the data, which makes 

it easier for both the reader and the researcher to comprehend the data. Considering the research 

objectives, the correlations among variables and the descriptive statistics are given below. 
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Table 3. Descriptives & Correlations 

  JM EP SC OT M SD 

JM -       3.61 0.72 

EP 0.35* -     4.09 0.64 

SC 0.76* 0.37* -   3.84 0.61 

OT 0.71* 0.26* 0.81* - 3.61 0.56 

*Significant at 0.01 

The relationship or dependence between variables is measured via correlation. The range of the 

correlation coefficient (r) is -1 to 1, and the degree can be called weak, strong, or alike. 

(Emerson, 2015). It simply shows the strength of the relationship between variables (Ozer, 

1985). Accordingly, Table 3 indicates varying degrees of significant positive correlations 

among JM, EP, SC, and OT.  

The arithmetic mean shows the degrees of participant perceptions. Considering arithmetic 

means, the participants have high job motivation (M=3.61; ±0.72), high employee performance 

(M=4.09; ±0.64), high school culture perceptions (M=3.84; ±0.61), and high organizational 

trust (M=3.61; ±0.56).  

The model was assessed employing path coefficients (β), coefficient of determination (R2), and 

predictive relevance (Q2). βs reflect the cause-and-effect relationships (Bhatt, 1973) and 

indicate how the degree of an increase or decrease in the IV affects the DV (Lowry & Gaskin, 

2014). R2 is the percentage of the amount of variance in one of the variables explained by other 

variables (Ozer, 1985). R2 values range from 0 to 1 and account for the explained variance in 

the DV; 0 indicates that the regression accounts for none of the variance (Hahn, 1973). 

Although weak, values above 0.10 are satisfactory (Falk & Miller, 1992; Hair et al., 2019). Q2 

is crucial for assessing the model's predictive validity. Q2 values above 0 are acceptable (Chin, 

1998; Tenenhaus, Vinzi, Chatelin, & Lauro, 2005).  

Mediation, which helps examine relations among a set of predictor and outcome variables, 

involves a causal chain in which variables affect one another (Çolak, Arıcı Özcan, & Peker, 

2021; Fairchild & McDaniel, 2017; İnceman Kara, 2025). Accordingly, the researchers 

conducted a mediation analysis to study the mediating roles of school climate and 

organizational trust in the relationship between job motivation and employee performance.  

 

Table 4. Testing the Hypotheses  

 β Sd t p 

The 

Hypothesis 

Conclusion 

Direct Effects 

JM->EP 0.19 0.09 2.08 0.03 H1 Supported 

JM->SC 0.79 0.02 39.61 0.00 H2 Supported 

JM->OT 0.74 0.02 29.80 0.00 H3 Supported 

SC->EP 0.45 0.10 4.12 0.00 H4 Supported 

OT->EP -0.26 0.09 2.86 0.00 H5 Supported 

Specific Indirect 

Effect 

JM->SC ->EP 0.35 0.09 3.99 0.00 
H6 Supported 

JM->OT->EP -0.19 0.07 2.77 0.00 
H7 Supported 

Total Indirect Effect EI->PS 0.15 0.07 2.01 0.04 

 
 

Total Effect JM->EP 0.35 0.05 7.02 0.00 
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    R² Q²        

  OT 0.54 0.25        

  SC 0.63 0.32        

  EP 0.17 0.11        

Table 4 indicates that, without the mediators, the IV has a significant effect on the DV (H1). 

Moreover, the mediator variables also have significant effects on the DV (H6, H7). The specific 

indirect effect of JM->OT->EP indicates that organizational trust acts as a suppressor variable. 

A suppressing variable has an opposite sign to that of the total effect. Moreover, omitting the 

suppressor might decrease the total effect, or it may even appear insignificant (Rucker, 

Preacher, Tormala, & Petty, 2011; MacKinnon et al., 2000). Although a positive correlation 

between organizational trust and employee performance is expected, and there is a positive 

correlation between the two variables (r=0.26), the path coefficient is negative (β=-0.26), 

suggesting a potential suppression effect. The researchers tested the model without 

organizational trust, and the outputs indicated that the path from job motivation (IV) to 

employee performance (DV) was not significant. However, when organizational trust was 

included into the model, the path between IV and DV was significant. The researchers also 

examined VIF values (see Table 2) for multicollinearity, which were within an acceptable 

range. Accordingly, it came out that when other variables in the model were controlled for, 

organizational trust had a negative direct effect on employee performance (β = -.269, p < .01). 

Moreover, the fact that organizational trust indicated high correlation with job motivation (r = 

.71) and school climate (r = .81) reveals that organizational trust acts as a suppressor in the 

model. In sum, organizational trust negatively mediates the relationship between job motivation 

and employee performance, although this significantly reduces the total indirect effect. 

Table 5. The Mediation Analysis Results 

Total Effect 

(JM->EP) (c) 

Direct Effect 

(JM->EP) (c’) 

Indirect Effects of Job Motivation on Work Performance  

β p β p  β SD t p BI (2.5%; 

97.5%) 

0.353 0.000 0.195 0.038 H6:JM->SC->EP  0.358 0.090 3.995 0.000  0.177;  0.529 

    H7:JM->OT->EP -0.199 0.072 2.775 0.006 -0.344; -0.060 

The mediation outputs revealed that the total effect of job motivation on employee performance 

was significant (H1: β = 0.353, t = 7.024, p < 0.005). When the mediating variables were 

included, the effect of job motivation on employee performance was also significant (H1: β = 

0.195, t = 2.080, p < 0.005). The indirect effect of job motivation on employee performance via 

school climate was significant (H6: β = 0.358, t = 3.995, p < 0.005). Although negative, the 

indirect effect of job motivation on employee performance through organizational trust was 

also significant (H7: β =- .199, t = 2.775, p < .005). In this paper, although there are positive 

correlations among organizational trust, job motivation, employee performance, and school 

climate, some variables reverse the effect of organizational trust on employee performance. 

Therefore, organizational trust acts as a suppressor between job motivation and employee 

performance. To conclude, the relationship between job motivation and employee performance 

is partly mediated by school climate and organizational trust. The mediation is visualized in 

Figure 1. 
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Figure 1. The path model 

Discussion  

Organizational performance and job motivation have been studied by researchers in 

educational and administrative sciences. However, beyond the common, this paper examined 

the mediating roles of school climate and organizational trust in the relationship between job 

motivation and job performance. Several studies indicate that job motivation positively 

influences work performance (Çiftçi, 2017; Kargün & Koç, 2021; Riwukore & Habaora, 2021; 

Sukrapi, Muljono & Purnaningsih, 2014; Tunçer, 2013). Moreover, several factors, such as 

organizational culture, organizational leadership, individual success, and communication skills, 

are also thought to be effective in creating job motivation and performance. Considering the 

research findings and the literature, motivation, as a driving force, affects employee 

performance. A highly motivated employee not only fulfils their responsibilities but also adds 

value to the organization. From the perspective of the education system, teachers are the most 

important human resource. High levels of motivation and performance among teachers are 

crucial for enhancing the effectiveness of schools, which, in turn, lead to improved academic 

achievement among students. Consequently, the education system can more easily achieve its 

objectives, and school performance improves. On the other hand, school culture influences 

teachers’ motivation and performance. A positive school culture motivates teachers and 

increases their commitment to the school. 

The findings of the second hypothesis reveal that job motivation affects school climate. The 

results are in agreement with the literature, and several researchers (Ladyong, 2014; Misnawati, 

2020; Pinkas, 2021; Selçuk, 2016; Utomo, Suminar, & Hamidah, 2019) reached similar 

findings. Based on these results, school climate is an important factor affecting job motivation. 

Some factors, such as a supportive administration, a cooperative environment, and employee 

safety, may help foster a favorable school climate, which in turn can improve work 

performance.  In sum, as teachers' perceptions of work motivation increase, their school climate 

perceptions will also increase. In education system, school climate and school culture represent 

the informal aspects of schools. A positive climate and culture within schools encourage 

teachers to work together and support one another. Negative and undesirable situations are 

reduced, and teachers become more motivated in their work. 

The third hypothesis indicates that teachers’ job performance is influenced by school climate. 

Several researchers (Bentil, 2021; Fei & Han, 2019; Hidayati, 2018; Karoma, 2018; Misnawati, 

2020) also indicate that teachers' job performance is shaped by the school climate. Although it 
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falls within the scope of other research, several factors may have led to this outcome. Some of 

them might include high motivation levels, low organizational stress among teachers, 

cooperation among colleagues, or administrative support. Teachers’ performance is crucial to 

the education system. To ensure that students’ academic achievement improves, teachers 

should demonstrate high levels of performance. In this context, understanding the factors that 

influence performance is a key issue. School climate, the psychological facet of the school, is 

a component that influences teacher performance. A positive school climate creates positive 

relationships within school, which, in turn, improves teacher performance. 

The fourth hypothesis indicates that teachers’ organizational trust perceptions are influenced 

by their job motivation. Several researchers report positive relationships between 

organizational trust and job motivation (Akpolat & Oğuz, 2022; Cantaş & Kavas, 2015; 

Güleryüz, 2017; Pranitasari, 2020). As teachers' perceptions of job motivation increase, their 

perceptions of organizational trust will also increase, which shows that job motivation is an 

essential factor affecting organizational trust. For the education system to be effective, schools 

should have a strong organizational trust. In schools with a strong organizational trust, teachers 

feel happy and content. Their commitment and job satisfaction increase. Teachers get more 

motivated in their work, and their performance improves. 

The fifth hypothesis of the paper posits that teachers' perceptions of organizational trust affect 

their job performance. Literature, as well, indicates (Kouhsari, Chen, & Amirian, 2023; Laski 

& Moosavi, 2016; Usikalu, Ogunleye, & Effiong, 2015) positive correlations between the two 

variables. Organizational trust positively affects teachers and school administrators. 

Cooperation and support between school administrators and teachers are evident, and a spirit 

of teamwork develops. Participation in decision-making increases, and communication is 

positive. As a result, teachers’ performance improves.  However, the most significant finding 

in this paper is that, although there is a positive correlation between organizational trust and 

employee performance (r=0.26), the mediation analysis shows that organizational trust 

negatively affects employee performance (β=-0.26). As stated in the literature, this finding 

could be the result of overconvenience, a low-competitive work environment, less critical 

thinking, or the risk of abuse (Langfred, 2004; Mayer & Gavin, 2005; McAllister, 1995).  

The sixth hypothesis demonstrates that teachers' opinions of school climate mediate the 

relationship between job motivation and performance. The literature has studies that support 

the findings of this paper (Adriana, Santoso, Adijaya, & Srinio, 2023; Gök, 2009; Halis & 

Uğurlu, 2008; Liana & Hidayat, 2021). In this context, fostering a favorable school climate 

enhances teachers' job motivation and performance. Namely, as teachers' perceptions of the 

school climate improve, so will their job motivation and performance; conversely, if teachers' 

perceptions of the school climate deteriorate, their work motivation and performance will 

suffer. In schools with a favorable climate and culture, staff relationships are positive. 

Cooperation and mutual support are evident, and conflict and negative situations are reduced. 

Commitment to the school and job satisfaction are high. Conversely, in educational institutions 

with a negative school climate and culture, staff relationships are strained. Cooperation and 

mutual support decrease, and conflict and negative situations increase. Commitment to the 

school and job satisfaction are low. Consequently, teachers in schools with a favorable school 

climate and culture show high levels of motivation and performance. 

The final hypothesis puts forth that organizational trust mediate the relationship between job 

motivation and employee performance. The literature corroborate this conclusion. Hermawati, 

Santosa, and Bernarto (2021) discovered that trust in the school improves teachers' job 
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motivation. This finding suggests that high trust in the school is associated with increased work 

motivation. Trust is a crucial factor in developing a positive work environment. A favorable 

working atmosphere helps people to be highly motivated. Sezer and Uzun (2023) determined a 

relationship between teachers' levels of organizational trust and job performance. Fitria (2018) 

found that trust positively affected teacher performance. Accordingly, establishing 

organizational trust in schools improves teachers' job motivation and performance. From the 

perspective of the education system, understanding teachers’ organizational behavior and the 

factors that influence it is important for educational organizations to achieve their goals. 

Organizational trust is an important factor influencing teacher motivation and performance. 

Schools with high levels of organizational trust have strong communication among members. 

Teachers and principals trust one another, and teamwork is common. Conversely, a decline in 

organizational trust leads to reduced communication and diminished trust. Consequently, 

teachers' motivation and performance increase in schools with high levels of organizational 

trust. 

Conclusion 

The outcomes of this research are presented below; 

(1) In this paper, the relationships among job motivation, job performance, school climate, 

and organizational trust were examined based on teachers’ perspectives. The study 

revealed that teachers’ job motivation affects their job performance.  

(2) The study determined that teachers’ job motivation affects their perception of school 

climate.  

(3) The study confirmed that teachers’ perceptions of school climate influence their job 

performance.  

(4) The study indicated that teachers’ job motivation influences their perception of 

organizational trust.  

(5) The study demonstrated that teachers’ perception of organizational trust influences their 

job performance.  

(6) The study found that teachers’ perceptions of school climate serve as a mediator 

between teachers’ job motivation and job performance.  

(7) The study revealed that teachers’ perceptions of organizational trust serve as a mediator 

between their work motivation and work performance.  

Recommendations 

Considering the findings of this paper, the following recommendations can be made.  

Recommendations for Policymakers 

Since school climate and organizational trust influence teachers’ performance and 

motivation, policymakers should identify the factors affecting school climate and 

organizational trust within schools and take the necessary measures to foster a positive school 

climate and enhance organizational trust. Because teachers’ performance and motivation are 

crucial to the education system to achieve its objectives, it is recommended that policymakers 

implement measures and provide opportunities to enhance teachers’ performance and 

motivation. 
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Recommendations for Practitioners 

Practical lessons, courses, seminars, and in-service training on work motivation, work 

performance, school climate, and organizational trust can be provided to both school 

administrators and teachers. It is suggested that school principals foster a favorable school 

climate to enhance teachers’ performance, motivation, and sense of organizational trust. 

Recommendations for Researchers 

This study used quantitative research methods; further research on the same topic could 

employ qualitative or mixed methods. Future studies could explore the factors that influence 

school climate, a key concept in school effectiveness and efficiency. As organizational trust is 

an essential factor in creating a good working environment, research could be done to identify 

the factors influencing organizational trust in schools. 

Limitations 

This paper has some limitations. First, the research relies on cross-sectional data, which 

allows the relationships between variables to be examined only within a specific time period. 

The use of cross-sectional data makes it difficult to detect changes in relationships over time 

and hinders the ability to draw causal conclusions. Second, the use of self-report questionnaires 

can be another limitation of this research. In such papers that rely on self-report data, 

participants might tend to present their true attitudes and behaviours differently from reality, or 

they may provide inaccurate information, raising questions about the data and the potential risk 

of CMB, despite Harman’s single-factor test. Third, the use of convenience sampling, which 

limits the generalizability of the findings, is another limitation of this research. 
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