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ABSTRACT
The Organization for Economic Cooperation and Development emphasizes that teachers serve as agents with an important role in creating high-
quality human capital. Like other nations, Malaysia needs to transform its education system to enhance the quality of educators, as assessing
teacher performance is crucial to improving the effectiveness of teaching and learning. This research was conducted to validate teacher job-
performance instruments through a questionnaire validation procedure. The questionnaire, which consists of 33 items across two dimensions,
task performance and contextual performance, was administered to primary school teachers. The data were collected from 200 primary school
teachers for an Exploratory Factor Analysis (EFA) and from 377 respondents for a confirmatory Factor Analysis (CFA) in Kelantan, Malaysia.
The data were analyzed using SPSS 29 for EFA and AMOS 29.0 for CFA. Six items have been deleted, and five dimensions have been extracted:
Volunteerism (VOLU), Preferred Task (PTSK), Productivity (PROD), Compliance (COMP), and Specific Task (STSK) to measure teacher
performance constructs in the current context. The findings of this research have led to a more comprehensive and practical teacher performance
assessment, enhancing teacher effectiveness and improving the quality of education.
Keywords: Teacher performance, dimensions, instrument validation
INTRODUCTION

Nowadays, a teacher’s job is not limited only to the classroom. Teachers need to be flexible and prepared to take on a variety of roles,
including mentor, administrator, and role model for students (Cheung, 2020). Aligned with the advancements of Industry Revolution 4.0
(IR4.0), which emphasizes digital knowledge and technological skills, teachers need to strengthen their digital skills as teaching and learning
tasks have become more advanced and technological. Artificial Intelligence and digital systems have influenced most aspects of life,
including how teachers prepare lesson plans, create teaching aids, and communicate. Chakravarti (2020) stated that IR 4.0 in the United Arab
Emirates has brought positive developments for teachers, particularly in enhancing skills and improving the teaching and learning process.
With the increasing presence of technology, the systems within the teacher's role will undergo significant changes, thereby influencing
teachers’ lives. For instance, due to technological advancements, teachers must attend courses to enhance their skills and knowledge and to
align with new aspects of the syllabus or the systems they use in carrying out their duties. Therefore, teachers need to address their skill
weaknesses and strengthen them; this situation has led teachers to ensure that they deliver high-quality instruction and achieve high
performance.

The Malaysian Education Development Plan (PPPM) 2023 report, in the National Performance Dialog Number 2, indicates an
increase in achievement compared with the previous year. This outcome stems from interventions implemented through the excellence of
organizations that empower teacher performance (Kementerian Pendidikan Malaysia, 2024). This explains why teachers need to perform
well, to enhance student academic achievement, and elevate the standard of education. In any field in which an individual is involved,
measuring performance is necessary to confirm that the employee is at an appropriate level to maintain the profession's reputation (Vuong &
Nguyen, 2022). Therefore, teachers' performance should be taken seriously, as they are the backbone of the education system, play a crucial
role in implementing policies, and serve as leaders in delivering all content during the teaching and learning process (Rostini et al., 2022).

Studies on teacher performance remain a topic of research. For example, research by Khan et al. (2022) in Pakistan and by Ishak et
al. (2022) in Malaysia has been conducted. Each of these studies presents different values and performance levels: high, medium, and low.
This is because these studies assess performance using various indicators, such as leadership (Saleem et al., 2020), competencies (Tosuntas
et al., 2021), and efficacy (Taul et al., 2021). The research instruments used by these researchers varied, including the Teachers’ Job
Performance Self-Rating Questionnaire (Amin et al., 2013), the Individual Work Performance (IWP) (Koopmans, 2014), and the Framework
for Teaching (Danielson, 2013). One of the most commonly used instruments to assess performance was developed by Motowidlo & Van
Scotter (1994), which had previously been used in the military. However, many researchers in the West have modified this instrument to
evaluate employee performance across fields such as education (Meshari et al., 2021), business (Sari et al., 2024), and banking (Asutay &
Ubaidillah, 2024).

Note that existing instruments must be adapted to evaluate teacher performance, as this field may vary across countries. For example,
teachers must carry out teaching tasks, manage co-curricular activities, and perform other administrative tasks, such as curriculum and student
affairs (Hamami & Yassin, 2022). Some teachers also serve as asset officers responsible for managing school facilities and infrastructure and
for various duties, such as managing textbooks, supplementary materials, and clerical tasks (Mohammad @ Basiron et al., 2024). All of these
jobs are different from teaching tasks and have no direct relationship to teaching and learning activities with students. This may give the
impression that teachers hold different perspectives on evaluating their performance, depending on their tasks and responsibilities.

In addition, a teacher's job is dynamic and constantly evolves in response to current requirements and goals (Musanna & Basiran,
2023). Previously, the teacher marked the attendance in the arrival book. They must now update it in the digital presence system and record
the daily lesson plan digitally. Continuing the transition from the manual system to the digital system requires teachers to comply with current
changes and requirements (Ratten, 2023), as these changes can affect their work. Therefore, teachers also need to equip themselves with the
appropriate skills to perform their assignments and keep pace with the constant advancements in the education system. This article proposes
a model for measuring teacher performance and describes the development and validation of a 30-item adaptation, using three new
instruments and a measurement model for teacher performance. Specifically, the objectives of the study are:

(1) To generate items for measuring teacher performance based on theory and relevant literature

(2) To explore the factor structure of the instrument and then test its reliability and validity

(3) To confirm the dimensions in the measurement model of teacher performance and then finalize the operational definition and items for
each dimension.

Theory and Concept of Job Performance

Borman and Motowidlo (1997) play a significant role in the development of work performance theory, specifically the Theory of
Individual Differences in Work Performance. This figure introduces four assumptions for the theory: (1) performance is a behavioral
construct, (2) behavior performed is episodic, (3) performance in terms of behavior can be evaluated, and (4) job performance is a
multidimensional variable.

The first assumption states that performance is a behavioral construct. It holds that every activity an employee performs should be
under the administrator's control. In the case of a teacher's behavior, they must have control over their tasks, including planning and selecting

https://mswmanagementj.com/ 2672



MSW MANAGEMENT -Multidisciplinary, Scientific Work and Management Journal
ISSN: 1053-7899
Vol. 36 Issue 1, 2026, Pages: 2672-2680

teaching methods, using appropriate resources, and determining the activities to be conducted with students. In other words, teachers are
responsible for deciding how they fulfill their responsibilities (Ismail & Surat, 2024). Teachers must find their own ways to complete the
task, provided that the mission of the teaching and learning process is achieved; otherwise, they may complete their assignments within their
scope of work.

The second assumption is that the behavior performed is episodic. Every behavior a person shows while completing the task is
specific. For example, helping friends who are having problems, having empathy, and trying to understand other friends' areas of work, even
if they do not support the achievement of the organization's objectives. In the school context, most teachers' work primarily focuses on
achieving the set goals. However, there are also teachers' activities that are not directed towards that. Therefore, performance behavior should
exclude actions that do not align with school goals. However, if teachers engage in job-related discussions, such as sharing the latest teaching
strategies and student information, these behaviors may be considered when evaluating their performance.

For the third assumption, performance with respect to behavior can be evaluated. In other words, a person's job performance can be
observed and measured. It can be implemented with the consent of all parties, for example, between teachers and administrators, and with
an appropriate benchmark and measurement tool. Moreover, teachers can assess their performance in both teaching and non-teaching aspects.

The last assumption is that job performance is a multidimensional variable. Borman and Motowidlo (1997) proposed two dimensions.
In contrast to Rotundo & Sackett (2002), who state that job performance has three dimensions, some define it as a five-dimensional variable
(Campbell, 1990). Several other researchers examined aspects such as task performance, citizenship behavior, and productive performance
(Rotundo & Sackett, 2002); task performance and contextual performance(Van Scotter, 2000); and in-role and out-of-role behavior (Lynch
et al., 1999). Several researchers argue that both contextual and task performance should be considered when a manager or leader evaluates
their employees' performance (Borman et al., 1995).

Previous studies have offered various definitions of job performance. Ntisa (2015) states that job performance is an assignment that
must be performed by an employee and must be remunerated. In contrast to the definitions given by Motowidlo et al. (1997) and Sowden et
al. (2018), performance refers to the organization's value over a specific period; it is the individual's contribution to producing those results.
In general, performance is a combination of good deeds and employees' efforts within an organization that help achieve the goals set.

Teachers' Job Performance

Teacher job performance is a crucial aspect of the learning process in schools (Suharsaputra, 2018). This is because a teacher's
performance is a duty in fulfilling their responsibilities in school (Kurniawan & Hasanah, 2021). Maryani et al. (2020) also stated that teacher
performance is the result produced by teachers when carrying out the tasks entrusted to them. In other words, teacher performance is a
teacher's ability to fulfill their duties in educating students and helping the school achieve its set goals.

The concept of teacher job performance is a progressive process across multiple stages, enabling teachers to attain higher levels of
learning and enhance their skill development (Elger, 2017). Performance improvement enhances a teacher's professionalism and expands
their skills, knowledge, and teaching methods (Wan Yaacob, 2019). High-performing teachers have undergone various phases. These teachers
must have extensive experience, enabling them to achieve an excellent level (Alzoraiki et al., 2023). Lawler and Porter (1999) argue that job
performance refers to teachers' ability to improve skills and develop the capacity to produce high-quality work processes. In this study, the
effectiveness of teacher duties refers to the level of responsibility teachers assume in accordance with the school's rules and requirements to
achieve their goals. It is also a behavior that contributes to the school. In other words, teacher performance is a very important variable so
that the figure of the teacher is always consistent and committed while serving in the field of teaching (Mohammad Yulan, 2019), and this is
in line with the opinion of Sieng and Azman M. (2021) performance appraisal becomes an effective system to ensure that the performance
of employees moves in line with the goals set by the organization in which they serve. Teacher job performance for this study refers to two
dimensions, task performance and contextual performance.

Teacher Task Performance

A teacher's task performance is a behavior that involves the teacher's actual duties, such as producing a product, providing services,
or working in the technical department. Teachers should complete all of these assignments because they are part of their professional
responsibilities, as stated by Coleman and Borman (2000). Mohammad Yulan (2019) states that a teacher's performance is the implementation
of a technical process, including maintenance, planning, and successful task performance. According to Demerouti et al. (2014), task
performance is applicable across all fields of employment and is essential for fulfilling job requirements. In the education sector, task
performance refers to a teacher's responsibilities, including teaching, lesson planning, providing supplementary materials, and guiding
students through the curriculum. For this study, task performance is defined as a voluntary attitude or action that requires performing well
and achieving all set goals.

In this study, task performance is defined as the implementation of technical processes, such as teaching in schools and maintaining
technical requirements, through planning, attending courses, and scheduling tasks, thereby making the process more efficient and effective.
The task performance dimension refers to teachers' ability to perform both teaching and non-teaching tasks entrusted to them by
administrators, thereby helping fulfill school functions.

Teacher Contextual Performance

Contextual performance refers to the attitudes of teachers who adhere to all rules, collaborate with colleagues, work with enthusiasm,
and consistently provide full support aligned with the organization's objectives, as proposed by Borman and Motowidlo (1993). In contrast
to Rotundo & Sackett’s (2002) view, contextual performance refers to behaviors that facilitate the social and psychological aspects of
appropriate action. These conditions can foster an environment conducive to activities that enable the organization to achieve its objectives
(Schmidt & Hunter, 1998).

Therefore, it can be concluded that contextual performance involves the teacher's behavior more than the proper field of work, thereby
enabling the smooth implementation of assignments. Contextual performance in education refers to a teacher's non-teaching aspects.
However, it can help the teacher work more effectively by assisting students with problems, managing emotions, preparing to take on complex
tasks, and collaborating with colleagues.

However, for this study, contextual performance refers to activities that create an organizational, social, and psychological
environment that supports task performance. Behaviors that refer to contextual performance include assisting and collaborating with
colleagues, following the organization’s rules and procedures, acting in accordance with organizational objectives, and being proactive and
voluntary in carrying out the tasks entrusted. In this study, the contextual performance dimension is the action or behavior of teachers who
voluntarily performed outside their field of duty. This action can be helped and supported by the social, psychological, and organizational
aspects of the school.
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The Diversity of Teacher Performance Instrument

Many instruments have been adapted to measure teacher performance, such as the Measuring Individual Work Performance (IWP)
instrument developed by Koopmans (2014), the Teachers' Job Performance Self-Rating Questionnaire (TJPSQ) built by Amin et al. (2013),
the instrument of the Framework for Teaching (Danielson, 2013), and the instrument by Borman and Motowidlo (1993). The IWP instrument
has proposed job performance based on four key dimensions: task performance, contextual performance, adaptive performance, and
counterproductive behavior. This instrument has been adapted to measure teacher performance by Alamrani et al. (2018), who conducted the
study in Saudi Arabia, and by Bani Amin et al. (2019), who measured teacher performance in Malaysia.

The Teachers' Job Performance Self-Rating Questionnaire, developed by Amin et al. (2013), also evaluates teacher performance
across four dimensions: teacher skills, management skills, discipline and order, and interpersonal interaction. Pervez et al. (2021) used this
tool to assess the performance of secondary school teachers in Pakistan. Studies among Malaysian teachers who have used this instrument
have been conducted by Che Ahmad et al. (2021).

In addition, the Framework for Teaching by Danielson (2013) measures job performance across four dimensions: planning and
preparation, classroom environment, professional responsibility, and teaching. Among the researchers who have used this instrument is Wan
Yaacob (2019), who found that the performance of Gen Y teachers in Malaysia ranks high across the dimensions mentioned above.
Meanwhile, Iriani and Lelatobur (2024) used this instrument to assess teacher performance in Indonesia, with a focus on gender differences.
These three instruments measure performance across four dimensions, in contrast to Borman & Motowidlo (1993) and Motowidlo & Van
Scotter (1994), who assess teacher job performance using only two dimensions: task performance and contextual performance.

The diversity in the measurement of job performance, both in general and specifically in teacher performance, has drawn researchers'
attention, who continue to seek unique approaches and improvements. One improvement needed is to consider the latest field of teacher
work, which involves the use of digital technology. Therefore, in this study, the researcher uses the work performance assessment instrument
by Motowidlo and Van Scotter (1994) and the adapted version by Tengku Ariffin (2010), and proposes three new items to measure teachers'
digital technology usage skills. Hopefully, these three new suggestion items can enhance and help measure teacher performance.
METHOD
Design of The Study

To obtain data and study a variable, a good instrument and the ability to evaluate the construct well are required. Therefore, a
preliminary study of all the items to be used is necessary, even if other researchers have already used the instrument or item and achieved
high validity. This is because an item may be perceived differently by respondents due to demographic, cultural, and other factors. Bichi et
al. (2019) found that most instrument construction studies did not report construct validity and reliability in detail, including a lack of evidence
of test-retest reliability and the use of inaccurate psychometric techniques.

This research is a quantitative study employing a cross-sectional survey design, focusing on instrument validation. It involves the
validity phase of the instrument, including obtaining the Content Validity Ratio (CVR) and the Content Validity Index (CVI), as well as
assessing the validity of the Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA) for the construct. The final step is
to evaluate the instrument's reliability by calculating Cronbach's a. This study approached instrument development through three phases as
recommended by Boateng et al. (2018) and Kilicoglu et al. (2019). All of these procedures can be used to test the adopted teacher performance
instruments. Consequently, improvements can be made to ensure that teacher performance is appropriately assessed and that the dimensions
of each item in this instrument accurately reflect it. Instrument development is a very critical process.

Sampling

Each phase of this study requires a different sample. The procedure for obtaining content validity for this instrument has considered
the ratings and opinions of the five experts for each variable. All of these experts have at least 10 years of experience, according to Rubio et
al. (2003). This instrument's panel comprises experts from the academic sector, including university lecturers, teacher-training centre experts,
and field experts from selected schools that practice these variables. The field experts were the school's principals. They have also been
entrusted with evaluating teachers' performance in schools using the instruments provided by the authorities.

To assess the instrument's reliability, 30 participants were recruited to complete the online questionnaires via Google Forms, which
is well-suited for research (Lestari & Putra, 2020) because it is flexible and allows respondents to complete the questionnaires at any time,
from any location, using internet-enabled devices. To ensure construct validity, this study included 200 participants. The selected participants
were primary school teachers. Staggered sampling was used to select respondents.

CFA procedures involved a sample of 377 primary school teachers. Multi-stage sampling was used to select samples for this study
as suggested by Salkind (2012). The first step is stratified random sampling, in which samples are grouped into strata. Subsequently, a
proportionate random sampling was used to determine the percentage of teachers assigned to each stratum. This allows each stratum to have
a representative selected for study. Subsequently, schools are selected via systematic random sampling. The list of schools is specified using
a well-defined interval. This technique is also used to select the required sample. The sampling technique employed is random sampling,
which ensures that a teacher is chosen as a representative of the study population (Ary et al., 2018; Salkind, 2012).
Instrumentations (Teacher Performance Survey)

Researchers have adapted the Motowidlo and Van Scotter (1994) questionnaire, which contains 21 items assessing contextual
performance dimensions. Meanwhile, nine items on task performance dimensions were adapted from Tengku Ariffin (2010), and three new
items were developed by the researcher based on recent teacher tasks, such as online data entry and readiness to use e-learning applications,
to address current needs in the field of teacher tasks. The instrument for this study was translated from its original language into Bahasa
Malaysia. For this study, researchers used a five-point Likert scale (1 = Strongly disagree to 5 = Strongly agree), customized to the operational
definitions of each dimension. The instruments for this study were further improved through a back-to-back translation process. According
to Son (2018), in a study using the original or foreign version, the questionnaire should be translated twice from the first language into the
second and then back to the first. Items in the translated first language must match the meaning of the original first-language item.
Correspondingly, pre-testing was conducted to assess the quality of each item with respect to meaning, language, and the technical structure
of sentences, including the use of commas, full stops, and correct spelling. Pre-testing is conducted to ensure the cognitive validity of each
questionnaire item, thereby helping to address deficiencies before the instrument is distributed for the actual pilot test (Hair et al., 2014).
Data Analysis
Content Validity of Item

Creswell (2012) states that the validity of a measurement's content can be derived from empirical evidence and field panel statements.
With this method, evaluation can be implemented more easily and systematically to add or remove items based on CVR calculations. This
method has advantages as it is more transparent, directed, and user-friendly (Effendi et al., 2017). This content validity evaluation process
involves asking the panel to rate all 33 items. The researcher uses a four-point scale to assess the interests of each item: (1) not important,
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(2) slightly important, (3) moderately significant, (4) important. As a result of the CVR calculation of all items, the CVI value will be
calculated.
Exploratory Factor Analysis (EFA)

The study also conducted a construct validity process using an EFA with the Principal Axis Factor method and Direct Oblimin
rotation. Note that EFA is used to identify and organize items according to factors or dimensions derived from the study sample data (Hair et
al., 2019). The researcher can also identify the factors that are formed, determine which items are not correlated, and decide which items
need to be dropped. In this study, a factor loading of 0.3 is considered significant, given a sufficient sample size of 200. This value is
acceptable for exploratory studies (Gie Yong & Pearce, 2013). Awang (2015) states that a load value of 0.30 or above is still sufficient in the
EFA during the initial confirmation phase. This is supported by Hair et al. (2019), who state that a value of 0.3 can still be considered in
preliminary studies prior to the next stage.

Confirmatory Factor Analysis (CFA)

CFA is a process for testing the measurement and structural models for each study variable. CFA not only estimates construct loadings
but also assesses the instrument's composite reliability, discriminant reliability, and convergent validity. Construct validity is assessed using
model-fit indices. The required criteria are like Root Mean Square Error of Approximation (RMSEA), Comparative Fit Index (CFI), Tucker-
Lewis Index (TLI), and Chi-Square/Degrees of Freedom (Chisq/df). If these criteria are met, then the measured model has reached a level of
model equivalence (Kline, 2023). For convergent validity, the average variance extracted (AVE) is 0.50. Therefore, Zainuddin Awang et al.
(2018) proposed that items with factor loadings below 0.5 should be eliminated first.

Item Reliability

A pilot test should be conducted to determine Cronbach’s o, a measure of internal consistency that assesses the instrument's reliability
a
EINDINGS AND DISCUSSION
gindings
Content Validity
t All of these items have been validated by five experts with a value (CVI = 0.98). As stated by Polit et al. (2007), the minimum
threshold for CVI was 0.78, which is slightly lower than Davis's (1992) proposal that a CVI of 0.80 was required for a good item. In this
study, five experts were involved. For item VOLU1 in the example, all five experts rated it important, so the total approval is 5. The CVR
will be 1.00 because each expert contributes 20% (0.20), with contributions weighted by the item. Because the value of the CVR obtained
by the item is 1. In that case, it means all evaluators agreed that the item is very important and must have high content validity. Consequently,
this item will be maintained. Therefore, all items for this instrument have been maintained and may undergo a subsequent validity test. Table
1 presents all the items included in the specified dimension.

Enstrument Reliability

n Cronbach's a values were assessed by a pilot test, and the value for the teacher performance instrument a = 0.95. All values for the
five dimensions range from 0.82 to 0.91, indicating that the model is better. Cronbach a values for the factors involved are acceptable
a

Table 1. Reliability of the Teacher Performance Instrument by Dimensions

oDimension Value of Cronbach Alpha (a) Number of items

0 Volunteerism 0.91 8

wCompliance 0.85 5

HProductivity 0.82 3

i Prefered Task 0.86 3

n Specific Task 0.88 8

BTotal Value of Cronbach Alpha () 0.95 27

Exploratory Factor Analysis (EFA)

e The loading factor for all 33 items in this study was set to 0.40; values of 0.3 or higher indicate that the items remain acceptable and

Ban be included in the survey (Comrey, 1973; Hair et al., 2019). The KMO value was 0.947, exceeding the minimum value of 0.60. The
Bartlett’s Test value was significant (p-value < 0.05). The total variance explained was 65.652%, which was acceptable because it exceeded
e minimum requirement (Bahkia et al., 2020). In the original theory, teachers' performance had only two dimensions: task performance and
Bdntextual performance. However, in the EFA analysis, only 32 items were included across five dimensions, which is a new finding. Teachers
Bave answered these items, and the responses have been interpreted in the context of teachers in Malaysia. Table 2 presents the value of each
Bxtracted factor. Note that only 27 out of 30 items were retained because the payload of each factor was significant for that factor, with a
dalue of 0.34 to 0.843.

Table 2. Items were extracted into five factors for the teacher performance construct (n = 200)

Item Statement of Item Extraction Status
o VOLU1 I take the initiative to solve work problems (discussion with ~ .730 Proceed
f beneficiaries).
hVOLUZ I give support to my colleagues if they have trouble. .649 Proceed
VOLU3 1 provide help to students with problems. .618 Proceed
€yoLu4 I make sure students can learn effectively (Example: Provide = .462 Proceed
comfort in the classroom).
VVOLU5 1 pay attention to the important things. 461 Proceed
aVOLU6 I can control myself under any circumstances. 423 Proceed
r VOLU7 I practice the attitude of respect for students while in  .414 Proceed
i teaching.
a VOLUS8 I am willing to help colleagues in completing their .404 333 Proceed
b assignments.
1 PTSK1 I am able to apply the use of modern technology in teaching .884 Proceed
(example: Padlet, Kahoot, and Quizzes).
€PTSK2 I use different materials as a source of teaching and learning. .827 Proceed
PTSK3 I am good at using a variety of face-to-face teaching 729 Proceed
o techniques or online.
f PTSK4 I make a continuous assessment of student achievement. 405 418 Deleted
https://mswmanagementj.com/ 2675
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Item Statement of Item Extraction Status

PROD1 I am ready to participate in the innovation competition as an 716 Proceed
added value.

PROD2 I conducted an action study to improve teaching and learning. .691 Proceed

PROD3 I try to get merit for school through participation in .603 Proceed
competitions.

PROD4 I am willing to make more than needed to help a colleague or ~ .442 482 Deleted
student.

PRODS I handle hard tasks with enthusiasm. .306 415 Deleted

PROD6 I'm ready to accept complicated tasks. Deleted

COMPI I was able to work with other colleagues. .807 Proceed

COMP2 I obey the instructions even in the absence of administrators. 740 Proceed

COMP3 I'm ready to perform additional tasks. (Example: State .576 .305 Proceed

Teacher's Day Celebration, become a committee for PPD/JPN
during National Sports Championship).

COMP4 I work hard to overcome obstacles in completing 542 Proceed
assignments.
COMPS5 I work based on the prescribed procedure. .501 328 Deleted
COMP6 I display a suitable appearance as a teacher based on a 492 Proceed
situation.
STSK1 I have the ability to perform the tasks assigned to me well. 700 Proceed
STSK2 I am able to perform special tasks other than teaching tasks .641 Proceed
effectively.
STSK3 I am capable of increasing success by level. .631 Proceed
STSK4 I provide additional modules or teaching aids according to the .533 Proceed
level of comprehension.
STSKS I am skilled in managing co-curricular activities. 479 Proceed
STSK6 I fill out the data online as directed by the ministry in a timely 427 Proceed
manner (Example: APDM, My portfolio, SSDM IDME, e-
RPL e-RPH).
STSK7 I always support every decision made by the administrator. 405 Proceed
STSK8 I'm skilled in teaching. 403 Proceed
STSK9 I am knowledgeable in the field of the subject taught. .349 Deleted
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.947
Bartlett’s Test 4731.411
Percentage of Variance Explained 65.652%

Five factors were extracted for this study; the newly identified factor requires relabeling. Its operational definition was redefined
based on its EFA analysis, as suggested by Hair et al. (2019). The first factor is re-labelled as a dimension of volunteerism (VOLU), the
second factor is the dimension of preferred tasks (PTSK), the third factor is branded as a productivity dimension (PROD), factor four is
converted to compliance dimensions (COMP), and the last factor is the specific task dimension (STSK).

Items COMPS5, PROD16, PROD17, and TP6 were dropped because they were completed in two different factors. Item TP1 has less
than 0.4 loading factor, so this item also needs to be excluded. The PROD6 item is not included in any factor; therefore, it is automatically
excluded. Although the COMP3 and VOLUS include two factors, these items were still maintained because their’ load values showed
significant differences and can be considered to be sustained in a higher factor value. These two items have significant descriptions for
measuring teacher performance, so they will be forwarded for testing in the CFA procedure. This has reduced the total number of items used
to assess teacher performance from 33 to 27.

The number of items for each dimension has changed from the previous dimension. Number of items by dimension as follows:
volunteerism dimension, eight items; compliance dimension, five items; productivity dimension, three items; preferred task dimension, three
items; and specific task dimension, eight items. Although some dimensions have only three items, it is still possible to evaluate and measure
the indicated dimensions, as the minimum number of items per dimension is three (Hair et al., 2019).

Confirmatory Factor Analysis (CFA)

This study used the Root Mean Square Error of Approximation (RMSEA); values below 0.8 indicated a good fit (Brownell et al.,
2006). In the second category of Incremental Fit, it is intended to compare specific models with the model of all indicators that are not
correlated with one another. Brownell et al. (2006) argue that if a model has CFI and TLI values greater than 0.90, it is simple and good. The
Chisq/df is used to represent the third category of parsimonious fit, intended to compare complex models with simple ones, and its value
should be less than 0.05. The test results indicate an acceptable fit, with CFI =0.92, TLI = 0.91, RMSEA = 0.067, and chisq/df=2.67.

The overall measurement model is then tested to assess convergent and discriminant validity by examining the disattenuated
correlations among the five variables. All 27 items to be tested were arranged according to predetermined dimensions. The study's results
showed that all five teacher performance dimensions correlated significantly (r values ranging from 0.46 to 0.85), establishing convergent
validity, and none correlated above 0.85 (r < 0.85), providing discriminant validity for the instrument (Kline, 2011). Correlations between
dimensions are shown in Figure 1.
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Figure 1. Correlation between the five dimensions in teacher performance

Second-order Measurement Model

A subsequent second-order factor test was conducted to evaluate the new five constructs related to teacher performance variables.
The CFA findings indicate that the model is matched, as shown in Figure 2. The test results indicate an acceptable fit, with suitability index
values within acceptable ranges: CFI = 0.90, TLI = 0.89, RMSEA = 0.072, and chisq/df=2.94.

9

9

6
5
5
.5
[ STSK3 |

1]
0.
0.
STSK3
0.38

-32

0.

042

05

0.4

()
@
@
@
@
(29
S,
ey g0

TLI (=0.85) = 891
RMSEA (<=008) = 072

0.4g

PREFERRED
TASK

v
P

0.68

o
=

067

%e,

‘4

066

[Prsks]  [prse]  [Prsi]

&)

€

a1d

053

PRODUCTIVITY

&
0.64

)

o

~

3
0.60

<,

o
e

060
PRODA

©,

500 &

052

Figure 2. Second-order measurement model of teacher performance
Table 3 shows the correlation, CR, and AVE values for all constructs. All items in this study have load factors between 0.63 and 0.83.
The highest CR value is for the construct of volunteerism (CR = 0.92), whereas the lowest is for productivity (CR = 0.81). Each construct
has a value greater than 0.80, indicating that each construct is consistent in measuring the concept it represents (Hair, Hult, Ringle & Sarstedt,
2019). The AVE value for each construct can describe at least 50% of the items' set of items represented and thus support the validity of the
convergent. The correlation values between the five factors are also within the still acceptable range of 0.46 to 0.86. The correlation value

does not exceed 0.90, so multicollinearity issues can be avoided (Kline, 2023).
Table 3. Correlation values, AVE values, and CR values

STSK PSTK PROD VOLU COMP
Specific task 1.00
Preferred task 0.70 1.00
Productivity 0.68 0.73 1.00
Volunteerism 0.85 0.55 0.61 1.00
compliance 0.73 0.46 0.56 0.84 1.00
Average variance extracted (AVE) 0.50 0.67 0.61 0.55 0.53
Composite reliability (CR) 0.89 0.86 0.82 0.91 0.85
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Discussion

The findings of this study differ slightly from those of previous studies that use the theory of work performance, as proposed by
Borman and Motowidlo (1993). Initially, Borman and Motowidlo (1993) proposed two dimensions: task performance and contextual
performance. In this study, five dimensions were formed: task performance, separated into two dimensions, and contextual performance,
divided into three dimensions. These two new task performances are based on specific task dimensions (such as teaching, managing co-
curricular activities, performing special tasks, and others) and the preferred task dimensions (such as diversifying teaching techniques,
utilizing the latest technologies, and providing teaching aids).

Contextual performance is divided into three dimensions that can be labeled as 1) Volunteerism dimension (such as supporting and
helping friends and student); 2) Productivity dimension (such as participating in innovation competitions, obtaining merit for schools, and
doing enthusiasm); 3) Compliance dimension (such as adhering to administrators, working according to procedures and resolving assigments
no matter what the problems arise). Motowidlo et al. (2014) have interpreted contextual performance as having the three elements outlined
earlier. The findings of this study suggest that separating contextual performance into three different dimensions is not unusual. The
multidimensional conceptualization of this contextual performance is also supported by previous studies, including Cerit and Ekici (2023)
and Johnson (2001).

The findings of this study introduce a fresh perspective on teacher performance, aligning with the international research stream that
emphasizes measuring teacher performance across multiple dimensions to provide a more accurate picture of professional effectiveness (Kim
et al., 2017). For example, studies in Finland and South Korea have demonstrated that school support behaviors, such as volunteerism and
policy compliance, positively affect classroom climate and student achievement.

From the perspective of primary teachers, five dimensions reflect the division of tasks and responsibilities with which they are
expected to be involved. In other words, teachers see their functions as more complex and diverse. The three new items proposed to improve
the instrument, namely those that measure teachers' skills in using technology for teaching or specific applications to fill in the data, are
significant skills that need to be measured holistically in teacher performance. The importance of teachers' technological skills in fulfilling
teaching and related tasks is also not denied. Research conducted in South Africa by Ajani and Govender (2023) highlighted this, finding
that technology skills influence teacher effectiveness. Saidin et al. (2023) state that digital technology offers new opportunities in education
and, in turn, can help teachers implement teaching and learning more effectively.

Among these five dimensions of teacher performance, volunteerism plays a significant role. It becomes one of the most important
factors for Malaysian teachers in achieving high performance and becoming the best in the teaching profession. This is new because previous
researchers didn’t test the volunteer aspect of the teacher performance instrument. The volunteer aspect must come from an individual and
cannot be trained into them if they don’t want to; it must come with a willingness and without any pressure from others, especially the school
administrator. It differs from the specific task dimension, in which all the tasks the teacher needs to accomplish have already been planned
and have their own procedures for completion. So the teacher needs to follow the way that has been prepared for them. Regarding the
dimension of compliance, teachers in Malaysia tend to view themselves as obligated to adhere to the hierarchy. For example, a school in
Malaysia is administered by a principal. It is supported by three senior assistant teachers: the senior administrative assistant, the senior student
affairs assistant, and the senior co-curricular assistant. This assistant will monitor teachers' work and ensure compliance with the provided
instructions.

CONCLUSION

This study has demonstrated the construct's validity for teacher performance instruments in the Malaysian context. Theoretically, this
study's contribution is that the items used are more precise and detailed across five dimensions, whereas previously they were limited to two.
This study can provide more detailed explanations, and labeling each dimension can stand on its own. Practically, the findings derived from
the use of this instrument can help school administrators at the school, district, state, and national levels to identify which aspects have a
stronger influence on teacher performance, which, in turn, can assist relevant stakeholders in developing plans to support teachers in
enhancing their effectiveness to a higher level. They can plan to conduct a simple course on teachers’ teaching skills, such as how to train
students in football, or a course about improving teachers’ technology skills. So that the teacher can become more effective, help pupils
perform well in their studies, and compete in the challenging modern world. A great teacher can produce a great student with all the essential
elements to live a fulfilling life after graduation.

The dynamic of the national education system requires teachers to be prepared for any changes that are and will occur. In addition,
teachers need to be skilled at working efficiently and performing more creative tasks to achieve the goals set by the school and other
institutions. It is essential to evaluate teacher performance. This assessment is crucial for determining the effectiveness of education and for
keeping pace with curriculum development, changes in student needs, and technological advances. Therefore, a measuring tool that suits
teachers in Malaysia and may be suitable in other countries is necessary to measure teacher performance constructs. Hence, existing
instruments must be modified to meet the proper specifications.

These aspects are crucial for creating positive learning environments that align with national and global educational aspirations and
goals. In IR4.0, significant changes have occurred in how things should be done and how the responsible person performs their duties. To
support IR4.0, national education goals have been aligned with policies and practices to develop individuals' potential across behavioral,
knowledge, and emotional, spiritual, and physical domains.

Although this model has shown strong validity and reliability, it still has potential for further development through advanced research.
Assessments in different contexts, longitudinal testing, and new dimensions such as innovation or collaboration can help ensure this model
remains relevant and responsive to the changing education landscape. Thus, this study not only strengthens the existing literature but also
provides a strong foundation for future research and practice in assessing and improving overall teacher performance.
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