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Abstract

This study aimed to investigate the effect of psychological empowerment on teachers’ job performance
with the mediating role of professional identity and psychological well-being. This applied, descriptive-
survey study was conducted among elementary school teachers in Rudsar, Iran. A total of 384 participants
were selected based on Krejcie and Morgan’s table through simple random sampling. Four standardized
guestionnaires were used to collect data: job performance, psychological empowerment, psychological
well-being, and professional identity. The validity and reliability of the instruments were confirmed using
factor loadings, Cronbach’s alpha, composite reliability, and AVE. Data were analyzed using Smart PLS
software and structural equation modeling (SEM) techniques. The results revealed that psychological
empowerment had a significant direct effect on teachers’ job performance. Furthermore, it also influenced
performance indirectly through the mediating roles of psychological well-being and professional identity.
All path coefficients and t-values indicated statistically significant relationships between the independent
and mediating variables, and between mediators and the dependent variable. The GOF index confirmed
the acceptable overall fit of the model. Psychological empowerment significantly enhances teachers' job
performance both directly and indirectly. Accordingly, educational policymakers and school administrators
should foster teachers' psychological, spiritual, and professional capacities to promote higher teaching
performance.
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Extended Abstract
Introduction
Over the past decades, the educational landscape has increasingly emphasized the critical role of
psychological and professional factors in enhancing teacher effectiveness and job performance. In
this context, psychological empowerment has emerged as a pivotal construct, capturing individuals’
perceptions of meaning, competence, autonomy, and impact in their professional roles (Abdul et al.,
2024, Fan et al., 2023). For teachers, especially those working at the elementary level, these internal
experiences profoundly influence their motivation, engagement, and capacity to deliver quality
education. As the nature of teaching demands high emotional and cognitive investment,
understanding how psychological empowerment contributes to job performance is vital.
Research suggests that psychological empowerment fosters a sense of intrinsic motivation and self-
efficacy, leading to improved work outcomes across organizational contexts (Hassard et al., 2022;
Momand & Gul, 2023). Specifically, among teachers, psychological empowerment has been found
to enhance perceptions of professional capability, classroom control, and job satisfaction. In the
study by Ding and Xie (2021), rural teachers’ psychological empowerment was negatively associated
with burnout and positively predicted job performance, with professional identity acting as a
mediating mechanism (Ding & Xie, 2021). Similarly, Shi and Wang (2023) demonstrated that
perceived support and professional enthusiasm enhance the positive effects of empowerment on
service quality and commitment in teaching contexts (Shi & Wang, 2023).
A closely related construct to job performance is professional identity, which refers to the extent to
which individuals perceive themselves as competent, committed, and knowledgeable in their
professional role. The formation of a strong professional identity in teachers is influenced by
workplace support, personal efficacy beliefs, and emotional involvement in teaching (Jafarzadeh et
al.,, 2024; Peng et al., 2023). Empowered teachers are more likely to identify deeply with their
profession, show stronger commitment to educational goals, and adopt more innovative and
proactive teaching methods (Maden-Eyiusta & Alten, 2023). Consequently, professional identity is
often viewed as a key mediator linking empowerment to performance.
Another relevant mediator in the empowerment—performance nexus is psychological well-being,
which reflects an individual’s mental health, emotional balance, and life satisfaction. Teachers with
higher levels of psychological well-being are generally more resilient, better equipped to handle
classroom stressors, and more productive in their roles (Asadi et al., 2021; Maarefvand & Shafiabady,
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2024). Studies such as those by Moayedimehr et al. (2023) have shown that empowerment
interventions significantly improve mental well-being in vulnerable populations, which in turn fosters
improved interpersonal functioning and role performance (Moayedimehr et al., 2023). Likewise,
research by Valeh et al. (2021) emphasized that psychological capital and affective well-being are
enhanced through mental empowerment programs, underlining the psychological dimensions of
effective teaching (Valeh et al., 2021).

Although substantial research has explored the direct link between empowerment and job
performance, fewer studies have examined the simultaneous mediating roles of both professional
identity and psychological well-being in educational settings. This is particularly relevant in
developing contexts, where teachers often face structural challenges, resource scarcity, and
systemic stressors. Moreover, studies from non-Western societies remain limited, despite the unique
cultural and institutional dynamics that shape the experience of empowerment and identity formation
in these regions (En, 2023; Niinihuhta & Haggman-Laitila, 2022).

Given these gaps, the present study aimed to develop and empirically test a conceptual model in
which psychological empowerment predicts teachers’ job performance, both directly and indirectly,
through the mediating roles of professional identity and psychological well-being. By focusing on
elementary school teachers, this study provides insights into how internal psychological resources
translate into external performance outcomes in frontline education professionals. The findings are
expected to contribute to the growing literature on teacher development and provide practical
implications for educational policy and school management.

Methods and Materials

This research employed a descriptive-correlational design with an applied orientation. The statistical
population comprised all elementary school teachers in Rudsar County. A total sample of 384
participants was selected using the Krejcie and Morgan sample size table through a simple random
sampling method. Four validated self-report instruments were used to collect data: a 15-item Job
Performance Questionnaire (based on Kusumawati et al., 2022), a 15-item Psychological
Empowerment Questionnaire (based on Lee & Zhu, 2022), a 5-item Psychological Well-being Scale
(based on Topp et al., 2015), and a 13-item Professional Identity Questionnaire (based on Wang &
Liu, 2022). Reliability was assessed using Cronbach’s alpha, composite reliability (CR), and average
variance extracted (AVE). Data were analyzed using descriptive statistics, correlation coefficients,
and structural equation modeling (SEM) through Smart PLS software. Indices such as R?, Qz, factor
loadings, path coefficients, t-values, and the global GOF index were used to evaluate model validity
and fit.

Findings

Descriptive analysis showed that all main constructs were evaluated positively by the participants,
with psychological empowerment averaging 3.43 out of 5, and job performance averaging 3.63.
Normal distribution of data was confirmed via the Kolmogorov-Smirnov test.

The measurement model exhibited acceptable reliability and validity. All factor loadings were above
0.5 and significant. The AVE values for all constructs exceeded 0.5, and composite reliability and
Cronbach’s alpha were above the threshold of 0.7.

The structural model revealed that psychological empowerment significantly predicted job
performance (B = 0.229, t = 3.909), psychological well-being (B = 0.627, t = 21.626), and professional
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identity (B = 0.629, t = 22.009). In turn, both mediators significantly influenced job performance—
professional identity (8 = 0.239, t = 4.050) and psychological well-being (B = 0.260, t = 4.967).

The coefficient of determination (R?) for job performance was 0.402, indicating that approximately
40% of its variance was explained by the model. The Q2 values for predictive relevance were 0.190
for job performance, 0.230 for psychological well-being, and 0.292 for professional identity. The GOF
index value of 0.381 confirmed good overall model fit.

Indirect effects were also significant. Bootstrap results showed that psychological empowerment had
significant indirect effects on job performance through professional identity (8 = 0.151, t = 4.062) and
psychological well-being (B = 0.163, t = 4.701), with confidence intervals excluding zero.
Discussion and Conclusion

This study confirmed the critical role of psychological empowerment in enhancing elementary
teachers’ job performance. Teachers who perceive their roles as meaningful, feel competent in their
abilities, exercise autonomy, and believe in their professional impact are more likely to perform
effectively. This aligns with the broader literature that identifies empowerment as a motivational
mechanism that facilitates desirable work behaviors.

The results also highlighted the mediating functions of professional identity and psychological well-
being in the empowerment-performance relationship. Teachers with a strong sense of identity—
characterized by self-efficacy, professional commitment, and knowledge—are more engaged and
proactive, leading to higher performance. Likewise, psychological well-being ensures emotional
stability, stress resilience, and mental clarity, which are essential for sustained professional
engagement in educational settings.

Together, these findings support a multidimensional approach to understanding teacher
performance, emphasizing not only the presence of empowerment but also the psychological and
professional mechanisms through which it operates. The significant mediating effects suggest that
empowerment efforts should be complemented by initiatives that foster professional identity
development and enhance well-being.

This study contributes to educational psychology by proposing and validating a comprehensive
model that integrates empowerment, identity, and well-being in predicting job performance. From a
practical perspective, it underscores the importance of cultivating an empowering school
environment, designing professional development programs that reinforce teachers’ self-concept,
and addressing their psychological needs. These interventions are especially crucial in elementary
education, where teachers often serve as foundational figures in students’ academic and personal
development.

In conclusion, psychological empowerment serves as both a catalyst and a conduit for teacher
effectiveness. Its impact is maximized when embedded within a supportive ecosystem that nurtures
professional pride and psychological health. As educational systems worldwide strive to enhance
teacher quality, recognizing and investing in these internal resources is essential for long-term
success.
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