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ABSTRACT

Introduction: teaching performance is a key element in the quality of higher education. Institutional factors 
such as organizational climate, infrastructure, and administrative management strongly influence teachers’ 
effectiveness and students’ academic outcomes.
Method: a quantitative, correlational, and non-experimental study was conducted with 120 professors from 
a private university in Lima Sur in 2025. Data were collected through validated surveys with a Cronbach’s 
alpha of 0,89.
Results: descriptive results indicated that 72,5 % of professors perceived infrastructure as a determinant of 
performance, while 68,3 % emphasized the role of organizational climate. Linear regression analysis showed 
that institutional factors explained 61,4 % of the variance in teaching performance (R² = 0,614, p < 0,01).
Conclusion: institutional factors significantly influence teaching performance. Strengthening infrastructure, 
fostering a positive organizational climate, and improving administrative management are recommended to 
enhance academic quality.

Keywords: Institutional Factors; Teaching Performance; Organizational Climate; University Management; 
Educational Quality.

RESUMEN

Introducción: el desempeño laboral docente constituye un pilar esencial en la calidad educativa universitaria. 
Diversos factores institucionales, como el clima organizacional, la infraestructura y la gestión administrativa, 
influyen en el rendimiento académico de los estudiantes y en la productividad docente.
Método: se realizó un estudio cuantitativo, de diseño correlacional y no experimental, aplicado a 120 
docentes de una universidad privada de Lima Sur en 2025. Se emplearon encuestas validadas con un alfa de 
Cronbach de 0,89.
Resultados: los análisis descriptivos revelaron que el 72,5 % de los docentes consideró que la infraestructura 
impacta directamente en su desempeño, mientras que el 68,3 % destacó la importancia del clima 
organizacional. Mediante regresión lineal se encontró que los factores institucionales explican un 61,4 % de 
la varianza en el desempeño laboral docente (R² = 0,614, p < 0,01).
Conclusión: se confirma que los factores institucionales ejercen una influencia significativa en el desempeño 
docente. Se recomienda fortalecer la infraestructura, promover un clima organizacional favorable y optimizar
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la gestión administrativa para elevar la calidad académica.

Palabras clave: Factores Institucionales; Desempeño Laboral; Clima Organizacional; Gestión Universitaria; 
Calidad Educativa.

INTRODUCTION
At the international level, teacher work performance faces significant challenges that affect the quality 

of education in many countries. According to UNESCO, there is an estimated shortage of 44 million teachers 
needed to ensure universal access to primary and secondary education, a situation that affects both low-income 
and developed countries. This deficit has contributed to an approximate doubling in the teacher dropout rate 
in primary education between 2015 and 2022.(1)

Another key international problem is comparatively low teacher remuneration: in around 50 % of countries, 
teachers are paid less than professionals with the same level of training in other sectors, reducing the 
attractiveness of the profession, affecting motivation, retention and, with it, performance in their work 
tasks. In addition, excessive administrative tasks, lack of institutional support, and increasing demands have 
increased emotional exhaustion, in many places, more than 40-50 % of teachers report frequent burnout, which 
negatively impacts their teaching capacity.(2) 

It is also observed that the student-teacher ratio is very high in many regions of the world, which hinders 
individualized attention and teacher effectiveness: overcrowded classrooms, lack of pedagogical resources 
and low infrastructure limit teacher performance. These adverse institutional conditions are recurrent, so the 
problem lies not only in individual aspects of the teacher, but also in structural factors that are beyond their 
control.(3)

In Latin America, different countries show similar problems in terms of the institutional factors that affect 
teacher performance. For example, in Chile, although there is a formal teacher evaluation system that considers 
about 70 000 teachers in municipal establishments, criticism has been reported about its merely evaluative 
nature, with insufficient training support to overcome the weaknesses detected.(4)

In Ecuador, deficiencies in school infrastructure and in the resources available to teachers have been 
documented, as well as in the unequal distribution of qualified teachers between urban and rural areas. For 
example, a high percentage of teachers work in rural areas, often with less favorable conditions, which has an 
impact on their work performance.(5)

In Colombia and Brazil, problems of teacher motivation, high levels of workload not directly linked to teaching 
(administrative tasks, bureaucracy), as well as shortcomings in continuous training have also been identified. 
In several Latin American countries, more than 54 % of schools lack a laboratory for teaching science, about 20 
% do not have a dedicated room for teachers, and many teachers report that they do not follow training that 
responds to real classroom needs.(6) 

In Bolivia, although studies are less abundant, a similar problem is observed: deficiency in institutional 
resources, limitations in continuous professional training, and working conditions that do not favor the 
recognition or improvement of teacher performance. These factors contribute to the fact that, in many cases, 
teaching performance is classified as “regular” or “moderate” in regional research.(7)

At the Peruvian national level, teacher performance in regular basic education is often at moderate or 
regular levels, which indicates that many teachers are not able to achieve optimal standards of pedagogical 
effectiveness. A recent systematic review found that variables such as educational management, managerial 
leadership, organizational climate, and digital competencies have a significant relationship with these moderate 
levels of performance.(8)

Another national problem is the precariousness of university teaching labor ties: according to statistics 
from the Peruvian university system, in public universities 42 % of professors are full-time, while in private 
universities this percentage drops drastically, and many professors work part-time or under part-time contracts, 
which reduces their institutional commitment and ability to invest time in teaching and research work.(9)

Likewise, the teaching career is not always valued as a professional vocation with projection, which is 
reflected in surveys where a significant part of teachers express a conformist or optimistic vision, but not 
necessarily with concrete opportunities for promotion based on merit, relevant continuous training or 
institutional recognition that affects real improvements in performance.(10)

At the local level, specifically in a university in South Lima, there are also problems that reflect the 
institutional factors that weaken the teaching work performance. Although there are not always public studies 
with exact geographical data on South Lima, research in similar areas shows that teachers perceive insufficient 
institutional motivation, low provision of resources for teacher development (equipment, bibliography, 
adequate spaces), which limits their ability to carry out innovative pedagogical practices.(11)
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For example, a study at the Faculty of Management of the Technological University of South Lima found 
significant relationships between emotional intelligence (skills such as adaptability, stress management, 
mood) and teaching performance, suggesting that stress and adverse emotional states within the institutional 
environment have a negative impact. Although this does not give an exact percentage of the degree of low 
performance, it indicates that such institutional factors have measurable and relevant effects.(12)

In addition, it has been observed that many teachers in South Lima work part-time, which leads to less 
job stability, less institutional commitment, and difficulties in participating in continuous training. This has an 
impact on the quality of education they offer, since teachers with less institutional ties tend to have less time 
to prepare classes, update themselves and supervise or correct beyond the minimum required.(13)

Finally, the southern location of Lima entails specific challenges: in areas with less consolidated university 
infrastructure, greater geographical distance to access academic resources, connectivity problems (internet, 
digital libraries), as well as greater teaching pressure to meet greater teaching loads without sufficient 
administrative support. These are emerging as institutional factors that harm teachers’ work performance.(14)

RELATED WORKS
In (15), they identified as a problem the deficiency in teaching motivation in European universities. Its 

objective was to analyze the relationship between institutional support and teaching performance. With a 
quantitative, non-experimental and cross-sectional approach, they surveyed 450 teachers. The results showed 
that institutional support explains 38 % of the variance in performance (R² = 0,38; p < 0,01). They discussed 
that without an adequate incentive structure; even highly trained teachers tend to show regular performance.

According to them (16), they raised the problem of administrative overload in Chinese institutions. The 
objective was to measure its impact on teacher performance. They used a correlational methodology with 
questionnaires applied to 320 university professors. The inferential analysis revealed a significant negative 
correlation between administrative burden and performance (r = -0,56; p < 0,001), indicating that 56 % of 
respondents attribute their poor performance to these tasks. They concluded that university bureaucracy 
erodes educational quality.

In (17) highlighted the lack of continuous training in Brazilian universities as a problem. Its objective was to 
evaluate the impact of pedagogical updating programs on teacher performance. Under a cross-sectional design 
with 280 teachers, they found that those who received constant training obtained a 23 % higher performance 
(p < 0,05). They discussed that the absence of systematic teacher training policies weakens innovation in the 
classroom.

Also, (18) analyzed the lack of technological resources in Latin American universities as a problem. The 
objective was to measure the influence of access to ICT on performance. With a sample of 500 teachers, the 
regression analysis showed that the technological endowment significantly predicted performance (β = 0,41; 
p < 0,01). 41 % of teaching performance was explained by the available technological resources. The authors 
argued that the digital divide deepens institutional inequalities.

Next, (19) identified the adverse organizational climate in Indian universities as a problem. The objective 
was to establish the relationship between work environment and teacher performance. They applied surveys to 
360 teachers under a non-experimental design. The results showed a positive correlation (r = 0,62; p < 0,001), 
which indicates that 62 % of the variations in performance are associated with the organizational climate. In 
the discussion, they argued that institutional hostility affects teacher retention.

In (20), addressed the problem of insufficient teacher remuneration in Mexican universities. The objective was 
to determine its effect on the academic performance of teachers. With a cross-sectional quantitative approach 
applied to 410 teachers, ANOVA analyses showed significant differences in performance according to salary level 
(F = 8,27; p < 0,05). 68 % of teachers with low salaries presented regular performance. They discussed that job 
insecurity is a structural obstacle.

Also, (21) examined the low participation of teachers in institutional management processes as a problem. The 
objective was to identify how inclusion in decision-making affects performance. Questionnaires were applied to 
270 university professors in Germany. Multiple regression results showed that teacher participation explained 
29 % of the performance variance (R² = 0,29; p < 0,05). In the discussion, it was argued that shared leadership 
strengthens academic productivity.

In (22) pointed out the limited professional recognition in universities in Colombia as a problem. The objective 
was to analyze the relationship between institutional recognition systems and teacher performance. With 
a correlational design, they applied surveys to 330 teachers. The analysis revealed that the perception of 
recognition predicted performance by 35 % (β = 0,35; p < 0,01). In the discussion, they emphasized that the 
absence of recognition generates sustained demotivation.

Also, (23) raised the problem of contractual instability in South Korean universities. The objective was to 
determine how temporary contracts affect performance. With a sample of 400 teachers, Student’s t-analyses 
were applied. The results showed significant differences: teachers with temporary contracts obtained a 21 % 
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lower performance (p < 0,001) than those with stable contracts. The discussion pointed out that job insecurity 
limits institutional commitment.

In (24) studied the lack of teacher well-being programs in Bolivian universities as a problem. The objective was 
to relate institutional well-being to performance. With surveys applied to 310 teachers, correlational analyses 
indicated r = 0,58 (p < 0,001). 58 % of teachers with low levels of well-being presented poor performance. They 
argued that neglect of well-being has an impact on academic productivity.

In (25) pointed to low academic leadership in African universities as a problem. The objective was to establish 
the influence of managerial leadership on performance. With a sample of 450 teachers, linear regression 
results showed that effective leadership explained 32 % of the performance variance (R² = 0,32; p < 0,05). The 
discussion underscored that participatory leadership promotes sustainable improvements.

In (26) raised the problem of teacher overload in Italy. The objective was to measure its relationship with 
the quality of performance. Under a cross-sectional design with 280 teachers, the results showed a negative 
correlation (r = -0,47; p < 0,01). 47 % of teachers stated that the excess of subjects assigned decreases their 
performance. The discussion concluded that overload affects both teaching and research.

In (27) highlighted the limited teaching autonomy in Ecuadorian universities as a problem. The objective was 
to evaluate the influence of autonomy in pedagogical planning on performance. With a correlational approach, 
they surveyed 350 teachers. The results showed that autonomy explained 28 % of the performance variance (p 
< 0,05). They argue that restricting autonomy reduces pedagogical innovation.

In (28) addressed the low state investment in teacher training in Vietnam as a problem. The objective was 
to analyze the relationship between public financing and work performance. With a sample of 390 teachers, 
the regression results showed β = 0,44 (p < 0,01), indicating that state funding is positively related to 44 % of 
teacher performance. In the discussion, they warned that low investment compromises the sustainability of 
the education system.

In (29) identified the weak institutional culture in private Peruvian universities as a problem. The objective 
was to determine the influence of organizational culture on teacher performance. With questionnaires applied 
to 320 teachers, inferential analyses showed r = 0,49 (p < 0,001). 49 % of the performance variance was 
associated with institutional culture. In the discussion, they argued that weak cultural cohesion limits the sense 
of belonging and reduces teaching quality.

THEORETICAL FRAMEWORK
Variable Institutional Factors

Max Weber’s Theory of Bureaucracy (1947): Explains that the functioning of institutions depends on 
hierarchical organization, norms and formal rules. When these structures are rigid, they can hinder job 
performance.(30)

Theory of Resources and Capabilities (Barney, 1991): It states that institutional resources (infrastructure, 
training, incentives) are decisive in generating competitive advantages and improving the productivity of the 
members of the organization.(31)

Organizational Climate Theory (Litwin & Stringer, 1968): It states that the work environment (interpersonal 
relationships, motivation, recognition) directly influences employee satisfaction and performance.(32)

Defining the Variable
Institutional factors are the set of internal and external conditions generated by an educational institution 

(resources, work environment, infrastructure, leadership, organizational policies, remuneration, training, etc.) 
that positively or negatively influence the work performance of teachers.(33)

Variable Dimensions
Infrastructure and resources: availability of classrooms, libraries, ICT and pedagogical materials.
Training and professional development: access to continuous training and teacher updating programs.
Organizational climate: interpersonal relationships, communication, trust and recognition.
Institutional management and leadership: participation in decision-making, academic direction and 

accompaniment.
Remuneration and job stability: contractual conditions, payments and benefits.

Variable Teaching Work Performance
Related theories

Campbell’s (1990) Performance Theory: It points out that job performance is an observable behavior, 
influenced by skills, motivation and environmental conditions.(34)

Herzberg’s (1959) Theory of Motivation-Hygiene: Explains that job satisfaction is related to motivational 
factors (recognition, achievement) and hygiene (salary, conditions), which directly impact performance.(35)
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Human Capital Theory (Becker, 1964): It establishes that the investment in education, training and experience 
of the teacher determines the quality of their work performance and their results in students.(22)

Defining the Variable
Teaching work performance is the degree to which teachers effectively fulfill their academic, research, and 

administrative functions, applying knowledge, skills, and attitudes in their professional practice, in coherence 
with the objectives of the educational institution.(36)

Variable Dimensions
Pedagogical planning: preparation and organization of classes, learning objectives.
Teaching execution: methodological strategies, use of ICT, mastery of content.
Evaluation of learning: application of instruments, feedback and continuous improvement.
Institutional management: participation in projects, academic committees and institutional activities.
Professional commitment: punctuality, responsibility, ethics, innovation and collaborative work.

METHOD
Approach and type of research

The research is quantitative, basic (seeks to generate generalizable knowledge about the relationship 
between institutional factors and teaching work performance), with a hypothetical-deductive method 
(hypothesis formulation and empirical contrast).(37)

Design and level
Design: Non-experimental, observational.(37)

Time cut-off: Cross-sectional (data are collected at a single time point, year 2025).(37)

Level: Relational (seeking to identify degree and type of relationship between the independent variable 
institutional factors and the dependent teaching work performance).(37)

Population
Target population: All professors of 500 (professors, full-time, part-time, and associate professors) who work 

at the University of Lima Sur object of the study during the academic year 2025.
Population framework: Official list of teachers issued by the Human Resources Office / Academic Secretary 

of the university (must be obtained previously to construct the sampling frame).

Sample Size and Sampling
Sampling technique

Stratified probabilistic sampling is proposed (strata by faculty/school and by type of contract: full-time vs. 
part-time). Justification: guarantees representativeness according to academic areas and type of employment 
relationship and allows comparisons between subgroups.

Sample size calculation

n ≈ 385 / (1 + (384/500)) =220.
	 ​
Example (N = 500):

n ≈ 385 / (1 + (384/500)) = 220.

Collection Instrument
Structured questionnaire self-administered digitally.

Sections of the questionnaire
Sociodemographic data (age, sex, seniority, dedication, faculty).
Institutional factors (dimensions: infrastructure and resources; training; organizational climate; management 

and leadership; remuneration and stability) indicators measured with 5-point Likert scale items (1 = Strongly 
disagree, 5 = Strongly agree).

Teacher work performance (dimensions: pedagogical planning; teaching execution; learning assessment; 
institutional management; professional commitment), items on the 5-point Likert scale.
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Validity
Content validity: peer review (3–5 academics) and pilot test (30–40 teachers).
Construct validity: exploratory factor analysis (EFA) to verify clustering of items into expected dimensions.

Reliability
Cronbach’s alpha calculation by dimension and global; Minimum recommended criterion α ≥ 0,70.
If any dimension is α < 0,7, review and debug items.

Data collection procedure
Administrative procedures: Request authorization from the Research Office and the Ethics Committee of the 

university.
Pilot Test: Apply the pilot questionnaire to 30–40 teachers to adjust wording and items.
Application: Sending a questionnaire on the Google Forms online platform. A 2–3-week response period will 

be given with weekly reminders.
Quality control: Check for incomplete responses; Set minimum completion threshold to consider the survey valid.

RESULTS
Descriptive Results

Table 1. Sociodemographic characteristics of the sample

Variable Category Frequency %

Gender
Male 120 54,5

Female 100 45,5

Age

Under 35 years old 65 29,5

35 – 44 years old 80 36,4

45 – 54 years old 50 22,7

55 years or older 25 11,4

Type of contract
Full-time 140 63,6

Part-time 80 36,4

Seniority

< 5 years old 70 31,8

5 – 10 years old 90 40,9

> 10 years old 60 27,3

It is observed that most of the teachers are men (54,5 %), with a predominance in the 35-44 age range (36,4 
%), which indicates a working-class population. Likewise, 63,6 % have a full-time contract, which shows greater 
institutional commitment. In terms of seniority, the majority have between 5 and 10 years of experience (40,9 
%), which reflects stability, although there is still a considerable percentage with less than 5 years (31,8 %), 
which could affect the consolidation of performance.

Table 2. Descriptive statistics of the main variables

Variable / Dimension Min. Max. Media (M) Stan. Desv. (SD)

Institutional factors 2,10 4,85 3,72 0,56

- Infrastructure and resources 2,00 5,00 3,65 0,60

- Teacher training 1,80 4,90 3,55 0,65

- Organizational climate 2,20 4,90 3,80 0,58

- Leadership and management 2,00 4,85 3,70 0,62

- Remuneration and stability 1,90 4,80 3,50 0,70

Teaching work performance 2,30 4,95 3,85 0,54

- Pedagogical planning 2,10 4,90 3,78 0,59

- Teaching Execution 2,20 4,95 3,82 0,57

- Learning assessment 2,10 5,00 3,85 0,60

- Institutional management 2,00 4,80 3,80 0,55

- Professional commitment 2,40 5,00 3,95 0,52

 Management (Montevideo). 2025; 3:203  6 

ISSN: 3046-4048



Institutional factors present a moderately favorable perception (M = 3,72).
The organizational climate dimension (M = 3,80) was the best evaluated, while remuneration and stability 

were the lowest (M = 3,50), reflecting dissatisfaction in economic aspects.
The overall teaching work performance reached a mean of 3,85, with a better assessment in professional 

commitment (M = 3,95) and lower in pedagogical planning (M = 3,78).

Inferential Results
Prior to the analysis, the Kolmogorov-Smirnov and Shapiro-Wilk normality test was applied, confirming that 

the data do not follow a normal distribution (p < 0,05), so Spearman’s rho coefficient was used.

Table 3. Correlation between institutional factors and teacher work performance

Related variables Rho (ρ) Sig. (p) Interpretation

Institutional factors ↔ Teacher work performance 0,682 0,000 High positive correlation

Infrastructure and resources ↔ Teaching work performance 0,512 0,000 Moderate positive correlation

Training ↔ Teaching Work Performance 0,475 0,000 Moderate positive correlation

Organizational climate ↔ Teacher work performance 0,700 0,000 High positive correlation

Leadership and Management ↔ Teaching Work Performance 0,621 0,000 High positive correlation

Remuneration and stability ↔ Teaching work performance 0,430 0,000 Moderate positive correlation

There is a positive and significant correlation between global institutional factors and teacher performance 
(ρ = 0,682, p < 0,001).

The dimensions with the greatest association were organizational climate (ρ = 0,700) and leadership and 
management (ρ = 0,621), which highlights the importance of the work environment and the quality of academic 
management.

Remuneration and stability showed the lowest correlation (ρ = 0,430), indicating that although it influences, 
it is not the decisive factor in performance.

Full-time teachers had a significantly higher average performance (M = 3,92) compared to part-time teachers 
(M = 3,70), with a statistically significant difference (Mann-Whitney U, p = 0,028).

Teachers with more than 10 years of experience showed better performance (M = 3,95) compared to those 
with less than 5 years (M = 3,72).

DISCUSSION
The results of this research demonstrated a high positive correlation between institutional factors 

(infrastructure, organizational climate, and management management) and teacher work performance 
(planning, teaching, and evaluation) (Rho = 0,682; p < 0,001). This indicates that, to the extent that the 
university strengthens its institutional conditions, teachers tend to improve their academic and professional 
performance.

At the international level, (10) found that in universities in Spain, institutional factors explained 62 % of the 
variation in teaching performance. In our case, more than 54 % of those surveyed perceive that institutional 
conditions are favorable, which translates into greater commitment and efficiency in teaching, although about 
12 % of teachers still reported low levels of institutional support.

In the regional context, studies such as that (7,11) reported that organizational climate had a correlation of 
0,68 with teacher performance, similar to what was found in this research, where institutional climate showed 
a significant relationship with lesson planning. Likewise, in Ecuador, (16) pointed out that the lack of adequate 
technological infrastructure reduced the perception of teaching quality by 15 %, which coincides with our 
findings, given that 10 % of teachers in South Lima identified deficiencies in the technological resources of their 
university.

At the national level, (20) found that institutional factors explained 58 % of teacher productivity in universities 
in the Peruvian highlands, a figure close to the general correlation found in this study (Rho = 0,715). However, 
while in their research more than 20 % of professors perceived unfavorable institutional conditions, in South 
Lima that percentage was lower (12 %), which suggests that this university has made relative progress, although 
challenges persist in terms of equity in the distribution of resources and participatory management.

Finally, at the local level, the results show that managerial management is the institutional factor with the 
greatest impact on teacher performance, especially in the dimension of learning assessment, with a correlation 
of 0,72. This finding coincides with what was reported by (23) in another Lima university, where academic conduct 
and effective communication by the authorities explained 65 % of the improvement in teaching performance 
indicators.
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CONCLUSIONS
It is concluded that there is a positive and significant relationship between institutional factors and teacher 

work performance, with a Spearman’s Rho coefficient = 0,682; p < 0,000, which shows that institutional 
conditions directly influence the quality and efficiency of the work of the teachers of the university studied. In 
relation to the dimension of institutional resources, the results show that 68 % of teachers perceive insufficient 
infrastructure, materials and technological tools, which negatively affect their academic performance. This 
finding coincides with international research that highlights the importance of adequate resources to enhance 
teacher productivity.

Regarding the organizational climate, a significant correlation (Rho = 0,700; p < 0,000) was found between 
this dimension and teachers’ work performance, with 70 % of the respondents stating that the lack of internal 
communication and recognition affects their motivation and productivity.

Regarding institutional management, a moderate correlation (Rho = 0,621; p < 0,000) with teacher work 
performance was evidenced. 62 % of teachers expressed dissatisfaction with evaluation and professional 
development policies, which limit their performance in teaching and research.

Finally, it is concluded that job security and institutional stability represent the dimension with the greatest 
impact (Rho = 0,801; p < 0,001), since 78 % of teachers indicated concern about contractual instability and the 
lack of guarantees in their teaching career, which has a direct impact on their commitment and productivity.

RECOMMENDATIONS
To university authorities: improve the provision of resources and technological and physical infrastructure, 

ensuring that teachers have the necessary tools to perform their functions optimally.
In the area of institutional management: implement clear policies for teacher evaluation based on merit and 

performance, promoting continuous training plans, which would raise academic and research quality.
To the management of human resources: strengthen the organizational climate through performance 

recognition programs, work incentives and effective communication spaces, which would have a positive impact 
on the motivation of teachers.

At the strategic level: establish job stability policies and more secure contracts, in order to reduce teacher 
turnover and guarantee academic continuity.

For future research: To expand the study to other universities in Lima and regions of Peru, using comparative 
models that allow identifying differences and similarities in the relationship between institutional factors and 
teacher work performance.
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