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ABSTRACT

This study attempted to determine the relationship
between educational gqualification and Jjob performance
rating (PAST) of public elementary school teachers in
Catbalogan Central Schools. The normative-descriptive
survey method was used as the study aimed to established
the relationship between the educational qualification
and performance of teachers as revealed by the
Performance Appraisal Rating System (PAST). There must be
a systematic and periodic appraisal of teachers. A good
appraisal program should be evolved for this will provide
information on the weaknesses and strengths of teachers.
This will in turn motivate and encourage teachers to
upgrade their educational qualifications and consequently
improve their skills in teaching. There was a significant
relationship between educational qualification and Jjob
performance of teachers. As teachers upgrade themselves
professionally, they likewise improve their competencies
in the teaching-learning process. The teachers were aware
of the improvements on their professions after they
obtained units in graduate studies. These have motivated
most of them grow professionally. For the recommendation,
it was noted that no teacher was rated “satisfactory” nor
“unsatisfactory” by their rating officials.
Administrators should not hesitate to give such rating as

long as it is given objectively.
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Chapter 1

. THE PROBLEM

Introduction

Education changes as society undergoes changes.

The rationale for educating the individual has thus

continuously changed throuch the times. From educaticn as

preparation for life, and now to education as l1life. The
individusal's life relates to his environment, to peorle,
things end events, for these are the factors that help
shape h}m 2s a person. Education must not only help the
individual to acquire knowledge but it must also develop
his gbility to determine which knowledge is useful to
his 1life here and now. (Navarro, 1986: 345)

Knowledge however, is without significance if it
is not applied in the pursuit of wholesome life. Conco-
mitant with the acquisition of knowledge therefore, the
individual must know how to maximize its uses to improve
one's standard of living and his relation with his com-
munity, The problems of society today are so complicated
and diversified. They are difficult to solve, as they
encompass the economic, social and political conditions

which invariably affect the life of the individual as well
as seciety itself,
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With the enormoua soclo«sconomie problema faced
by the country and the rising rate of thse "educated
illiterate™ the DECS came up with ths thrust on quality
educstion, with equity and valuea., Quality educstion
cen be perceived from the pupila' competencies and other
values &3 scquired in the teaching=learning process.

These competencies are the expectancies to be achieved
snd sscertzined through educatisonal evaluation., Quality
c¢ducstion is possible if the pupils acquire the basic
competencies prescribed by the system from grade to
grszde. It means, among other things, quality teachers.

Teschers occupy - vital position in a society
which is sw-r.  of the teacher+s influence on the total
development of the child. Teachers are expected to
schnieve maximum effectiveness on this development. How-
¢ver, schools hsve no right to expect professional
conduct from these teachers if time support, encouragement
and development could not be provided for them.( -~ +i.,
(Tremin, 1968: 1).

Morcover, in the field of *he teacning profession
there is s keen need for administrators to carefully
update tenchers' competenclios Lv appralsing thoir pérform-
ances if only to come up with tho expectations of turnin:

out quslity output,

hppraigal of personal porfopmances ontails numerous
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sensitive prob¥ems. “ While it'is geherally agréed that 3

the most dependable approach to appraisal of teacher's
effectiveness is to appraise the results of the product
of teaching, i. e., the growth of the learner, This
1deal is hard to come by. The results of teaching for
example, are not always apparent. In addition, problems
involved in determining pupils changes should be measured
on whether changes are duc primarily to effectiveness of
the teacher or to the other ¢nvironmental influences.
This approach indeed has not yet reached the stage where
its effectiveness is beyond question.

Another method of appraising personal effectiveness
involves eveluation of the teacher's behavior in the
actual processes of ihstruction; or evaluating the
teachert's attributes which are of paramount importance
to effective instruction. These inherent difficulties,
eoupled with criticisms.of and the negeotive attitude towards
personnel appraissl, make it onc of the most formidable
problems which every administrator has to face. (Castitter,
1976 : 179)

A school administrator who has 2 positive perception
towards the needs of the teachers, personal or organization-
al, directly contributes to thc setting of goals of the
schools. As satisfaction of humsn needs is critical to

the attainment of institutionzl objectives, it is important
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that the tcachers be mentally and physically healthy,

well-educated and also satisfisd in their job.

Competent teachers are indeed the indispensable
components of the school in its pursuit for quality
education. It behoo" cs then for administrators to lool
deep into the competencies of tcachers by means of ap-
praising carefully and most objecctively their performar-es
and provide them with the necessary trainings and guid~or-
where their woaknesses and deficiencies are noted.

It has been observed and noted that in thke Public
Elementatry Schools of the Division of Samar, particularly
in the Centr:l Schools of Catbalogan, administrators
sometimes do not altozether apprsise the performances of
there teachers objectively. There are teachers who do
not possess high educational qualifications but are given
higher performance rotings than thosc with higher and
bettcr educational qualifications. There seems to be =
claim that newly gradusted teachers and toachers with low
educ~tional qualifications are more effective and efficient
in their job.than those with masteral units or who are
mzsteral degree holders, It is < common belief that
tenckers with high educational qualifications tend to be
lox and carcfree in their functions. Tt is in this

perspective that this - resenrcher was motivated to under-

teke this study,
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Hopefully, the findings of this study will serve as

a motivating factor or as a spring board for teachers to
seek better and higher educational qualificotion and at
the same time strive to excel in thc performance of their

duties and responsibilities as effective educators.

Theoretical Framework

Republic Act 4670 better known as the Magna Carta
for Public School Teachers, dated July 24, 1966 provides
that the minimum educational qualification for tesachers
in the kindergarten and elementary grades is a Bachelor!'s
Degree in Elementary Education (ESEED). The Law provides
further that in the absence of applicants who possess the
minimum educational qu2lifications, the school superin-
tendent may ~ppoint, under temporary status, applicants
who do not meet the minimum qualification but should
pass a competitive examination.

Security of tenure for any employce either of the
government or private enterprise is very important. This
is due to the fact that the more secured an employee in
his position, the better is his emotional, social and
mcntal outlook, and consequently, the more efficient he
will be in his work. For employees covered by the civil
service rules and regulations permanency in one's position

1s nossured by passing an appropriate civil service exam-



inatiéma. Since the elementary school teachers are
government employees, their tenurs of office will depend
_on the appropriate civil service eligibillity they possess.

Physical fitness and effectiveness as a worker
are also required of all government employees. This is
mandated by the 1987 Philippine Constitution. This
provision is found in paragraph 2 of Section 2, letter
B of Article IX which provides that appointments in the
civil service shall be made only accordihg to merit and
fitness to be determined, as far as.practicable, and,
eibept to position which are policy-determining, primarily
confidential, or highiy technical, by competitive exam-
inatiomn.

Republic Act No. 2260, otherwise known as the
Civil Service Act of 1959, Section 26, provides that a
rating system be estnblished’which shall be administered
in accordance with rules, regulzstions and standards
established by the Commission,of Civil Service for all
officials and employees. In compliance with the ldw,
Circular No. 31, &.. 1964 was promulgated establishing
policies to continually foster the improvement of indi-
vidual_employee performance by providing effeﬁtive
supervision and counseling through identification of the
employee's strong and weak points as well as to’deve;OP

standards of satisfaetory performance, strengthen super-
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visor-employece relationship and continue objectively
the application of persomnel administration of the Bureau
of Public Schools including a new performance rating scale
(Form 8-C), for classroom teachers'and instructors.
Memorandum Circular No. 2, s. 1978, of the Civil
Service Commission entitled "Implementation of the New
Performance Appraisal System" was issued to the field.
To implement this Memorandum Circular of the Civil Service
Commission, the Ministry of Education and Culture passed
MEC Order No. 2, 8. 1979 directing all school heads to use
the Performance Appraisal System for Tcachers (PAST) in
sppraising the performance of teachers and employees.
In this New Performance Apbraisal System, teachers and
other school personnel on the teacher's leave basis shall
be roted at the end of ecach school semester. This new
rating system is prected to rrovide a basgis for teachers

to improve their performance.

Conceptual Framework

The schematic diagram in Figure 1 shows the
conceptual fremework of the study. The rescarch environment
covers thc three central schools of Catbalogan, namely;
Catbalogan I, Catbalogan II, and Catbalogan III Elementary
Sckools, Becausge of the proximity to Samar State Poly-

technic College and other institution offering advanced
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and the kind of tsachers thet may contribute towards
the Ultimate Goal of the Study, which is Improved
Pupil Performance.
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studies in Regiom VIII, majority of the public elemehtary
school teachers are taking up units for educational
advancement.

The conceptual schema on page 8 further illustrates
that the two variables, educational gqualifications and
performance rating of teachers are interrelated and are
essential for the making of an efficisnt and effective
elementary school teacher. In this particular study,
feedbacks from the two variables which are the education-
al qualification and job performaonce of teachers will
serve as a sSpring board for redefining and redirecting
the policies of educational instructions in the three
central schools. It is envisioned that with well-defined
and a well-directed policies, the school would likewise
develop qualified, efficient and effective teachers. It
is generally accepted the efficient and effective teachers
produce a well developed citizen worker. Hence, improved
instructions will lead to improved pupils' performances

and eventuslly a quality education.

Statement of the Problem

This study attempted to determinc the relatiomnship
between educational qualificstion and job performance
reting (PAST) of public e¢lementary school tecachers in

Catbalogan Central Schools, Division of Samar. Specifical-
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ly, it secks answers to the following questions:

1. What 1s the profilc of the teachecrs in the
three centrnl schools in Catbelogan, Samar with respect
to:

1.1 educational qualification?
1.2 Jjob prerformance?

2. To what extent dp these teachers react to the
verious criteria in the Performance Appraisal System
for Teachers (PAST)?

3. How do the teachers feel about the mannsr
with which they are rated in fob performance by their
rating officials?

4. Is there = significant relationship between
the educational qualification and job performance of the
teachers in these three central schools?

5. What implications for policy redirections
may be drawn from the findings of the study for staff

develorment?

Hypothesisa

There is no significant relotionship between the
educational quelification and job performance rating (PAST)

of public clementary school teachers in Catbalogan Central

Schools.
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Importance of the Study

Since the objoctives of the educational system
is for quality educntion, administrators must perforce
considur upgrading the competencivs of their teachers by
enhancing thcir professional growth and encouraging them
to attend Saturday clesscs in pursuing Masteral and
Doctoral studics to upgrade their educational qualifications
~nd consequently perform their job effectively.

The results of this study is expected to bring
about the following persgectives:

Firstly, through upgrading educational qualifi-
cations of teachers, they would become more aware of
their responsibilities to the children and to the job
they have 2:plied for, thus will exert more efforts to
improve their job performance.

Secondly, the supervisors and administrators
shall be better guided on how to work ahout in upgrading
teacher's competence based on their upgraded educational
qualifications and their actunl performance.

Thirdly, the pu;ils will benefit by being af-
forded efficient and effective instruction by highly
competent torchers, and on the other hand, teachers will
be encourcecd to improve their instructional competencies.

Fourthly, the community can be assured of a better

and quality output in the cducational pursuit of the
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children which in turn would redound to a productive and
progressive society in the future.

Lastly, other researchcrs can utilize this study

a8 a take-off for further studies on the same subject.

-

Scope and Delimitation
of’ the Study

This study denls only with the relationship between
educational gualifications and job performance of public
elementary school te-chers in Catbalogan Central 3Schools,
Division of Samar. It covers the school year 1987-1983.
One hundred ninety-two teachers from the three Central
Elementary Schools in Catbalogan were involved in this
studr. Thesc teachers represented the cross section of
the teacherrporulation of Samar, with seventy-seven or
40.11 percent from Catbalogan I, fifty-three or 29.60

rercent from Catbalogan II and sixty-two or 32.29 percent

from Catbaleogan III.

Definition of Terms

For the purpose of making the readers follow the
discussion in this gtudy with facility and comprehension,
the following terms are hereby defined:

Achicvement. Achievement 1s defined by Good

(1959:7) as the actunl accomplishment as distinguished

from potentinl ability, capacity or attitude. Webster
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(1979:16) define this term as the act of successful
completion of task. In this particular atudy, this refers

to the accomplishments of teachers as jorccived in the

PAST.

Compcetence. This term refers to the sgtate of

being functionally adequate or of having sufficient
knowledge, judgment, skill or strength. (Webster, 1976:

463 ).
Efficieney. Efficiency is defined as the ability

of the teacher to perform his job in order to achiecve the
desired result with economy of time and effort in relation
to the amount of work accomplished. (Webster, 1976 :707)

Eveluztion. Evaluation is defined as the process

of ascertaining or judging the value or amount of something

7 careful appraisal. It is the step in directed study

in which teschers and pupils appraise the progress made
in the study or unit or subject. (Good, 1959: 156)
According to Abitona (1964: 130) evéluation is qualita-
éive and seeks to determine subjectively the presence

or zhgence of a quality, asset, virtue, or trait possessed

by an individual or thing. It secks to assess something

on the bsgles of certain criterin set forth as the model

or frame of refercnce.

Job c¢valuantion. Job e¢valuation means the systematic

qualitative appraisal of each job or position in an
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establishment eithér through assignment of points for job
characters or through cémparison of job factors (aa mental
efforts, experiences and responsibilities required) for
determining the relative position of the job in the job
hierarchy and for fixing wage rates. (Webster, 1976:1217)

PAST. PAST 1s an acronym for Performance Appraisal
System for Teachers. This is the rating system suggested
by the Civil Service Commission to rate the performance
of teacher every end of the semester.

Performance. This term refers to the actual

accomplishment as distinguished from potential ability,

capaclty or attitude.

Performance rating system. According to Director

Bernardo in his Circular Letter No. 31, s. 1964, rating
system is the manner of administering or assigning a
rating to an individual employee performance.

Performance evaluation., This term refers to the

orderly systematic method of administering a continuing
appraisal, accurate recording and periodic rating of
employee performance. (Good, 1959: 23%0)

Plus factor. The "Plus Factor" is one item in

the Performence Appraisal System for Teachers (PAST).
"Plus Factors" are earned by the teachers who have
over shot their targets by seventy-five percent or if

she had effectively accomplished a task that is assigned
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to her but not im her performance targets for the period.
Rating. Rating means a mark indicating one's
standard or standing in relation to a prescribed

criterion for the evaluation of achievement. (Webster,

1976 :1844 )

Teacher's morale. As used in this study, this

refers to th:s collective feelings and attitudes of

teachers rclated to their duties and responsibilities,

goals, and schievements.



Chapter 2
REVIEW OF RELATED LITERAUJVRE AND STUDIES

In gathering rich and truly relevant information
toertaining to the problem under study, the researcher
exhausted her e¢fforts in looking for vital documents,
books, magaszines, journals, published and unpublished
dissertations and master theses which have given and

could give more substance to this particular study.

Relgted Litcrature

Today's world is a far cry from that .of yesterday,
but tomorrow'!s world will differ more than today does
from the world of earlier years. (Chadler, 196T: 381 )
Education must keep up with the changing world. There
is an urgent need for educational planners to make
frequent redefinition of the goals and objectives cof
educstion and redirect training of the youth to meet the
socio-economic demands of the time. 1In like manner,
teachers must reexamine their role and conscquently do
the restructuring of their competencies. According to
Sutaria (197%: 131), the present generation of teachers
mugt be wise to mect the challonge of change., She must
envision g future which inevitably loa&é-to a better

quelity of life. She must possess foresight and drive in
16 '
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order that shc can truly educate the young, i. e. help them
how to live, to learn in order to uge knowledge to improve
the quality of their lives; to learn to think freely and
critically; to learn to love the world and make it more
humane; to lesrn to develop in and through creative work,
and preparc for more effective participation in the school
processes.

Magno (1972: 183 ) also profounded that teachers,
bo be efficient and effective in their discharge of duties
and responsibilities and if they are to play the roles
they are expected to assume in national development, must
be adequately todled to meet the requirements of the
educational program. This means that teachers must and
should be 2n agent of change. H¢ must possess a measﬁre
of versatility to cope up effectively with the changing
time.

The teecher in our educ~tional system holds the
central position in its gpectrum. For this reason, his
training must be one of the state'!s greatest concern.

The untraincd teacher is a community liability. Santos
(1983: 511) affirmed that modern cducators must keup on
moving forward, formulating modern mcthods and innovative
techniques suited to the pressing demands of modern
soclety. It could not be denied that as teaching in-

novatiens develop, it becomes increasingly imperative
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that teachers grow on the job.
Quoted statement from Keyshian vs Board of Regents,
385 vs. 589, 1967 in Todays Education No. 1970 states:
(Dizon, 1976: 59)
... the classroom is a market place of ideas
where the nation depends upon leaders trained
through wide exposure to the robust exchange of
ideas which discovers truth out of multitude of

tongues, rather than through any kind of autho-
ritative selection...

With this view in mind, the educational system
rcally needs competent teachers to effect quality edu-
c~tion., It means appraising their performance to measure
their competence to develop fully young minds and turn
them into-useful and competent members and future leaders
of their own community and the nation as well.

The riost professionally trained and qualified
teachers can be known to be competent and efficient only
after an objective evaluation of their performaneé.
According to Davis and Nickerson (1968: 64 ) evalustion
concerns itself also with the effects of plans and
procedures in relation to the attainment of organizational
purposes. Evaluation attempts to answer such questions
ns8: Are there any progress made? Which plans, methods,
orgenizational patterns tend to enhence or inhibit progress
of the org-onization-towards the attainment of its gonls?

Navier (1967: 19) also profounded that any man
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will' work mich harder and more imaginatively to achieve
a goel that he set for himself than to meet any standard
of performance imposed on himself from the outside. He
further stated that the job performance of a given
individual may vary considerably depending on whether or
not the employee accepts his duties with enthusiasm.
Some jobs give a man n feeling of pride, whereas others,
give him a feeling of degradation.

The process of using a velid, objective appraisal
system should have a motivationol effect on employees.
It should foster initiative, develop a sense of res-
ponsibility, and increase the employeefs effort towards
achieving pcrsonal and organizational goals.

According to Sison {1968: 233-234) the evaluation
of work performance is also of great value to management
in keeping tract of the employee's progress and develop-
.ment. The rating of personnel is the management res-
ponsibility and a system should be adopted that will
ensure accuracy and objectivity in the rating process
and leave nothing to guésswork. This is of vital im-
portence because the results of an employee'!s present and
future standing in the firm depends on it. The performance
rating also shows the supervisor's appraisal of the em—
ployee's possibilities for advancement in the firm. If

pProperly implemented, a sound pcrformance rating program
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is a big boost to an employee's morale.
Evaluation can be made largely on the basis of
introspection according to Bloom (1975: 185). Such in-
ternal standards of criticism are most concerned with the

external flews. It is recognizoed that even when a document,

product or work which con be valued highly is less ap-
preciated unlcss it also satisfies certain external
standards.

All supervisors appraisc the performance of their
subordinates. It is also suggested that a better job ap-—
praiséh be effected through the adoption of some conscious
and systematic approaches. After eliminating the casual
and haphazard approach, formal appraisal can be classified
into two CQtegofies: (1) traditional assessment using
such methods as ranking, man-to-man comparison grading
grephic sceles cheéklists, forced-cboice descriptions
end incidents and (2) behavioral evaluation which em-
phasizes mutually established goals and goals accompliéh_
ments. (Flippo, 1966: 267-268)

Performénce appraisal is one of the most important
tasks any administrator has, yet it is one that most
administrators freely admit they have difficulty in
handling ~d.quatély. It is not always easy to judge a
subordinate performance accurately and it is often harder

still to convey that judgment to the subordinate in a painless
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or helpful manner.

Performance nappraisal means the continuous process
of feeding back to subordinate information on how well
they have done their work for the organization. This
process occurs both informally and systematically.

According to Stoner (1980: 519-520) systematic
appraisal occurs semi-annually or annually on a formalized
basis. Such appraisal hos four wajor purposes: (1) it
lets~subordin-tes know formally how their current per-
formance is being rated; (2) it identifies those subor-
dinates who deserve raises; (3) it locates those subor-
dinates who require additional training; and (4) it plays
an import-nt role in pinpointing those subordinates who
are condidetes for promotion.

The teacher performance maybe appraised at least
twiee a year, but unknowingly performance in the job is
being zppr-ised everyday or every week by the superior,
that is when encouragement or scolding is necessary.

The article of Russell (1979) shows the importcnee
of sssessing an individual in his job. The task is 1
delicate mitter that diplomacy nnd care are needed
in ordef that the performance appr-iscl would bring out
funetional results. It also tried to emphasize how to
Obtain an anccurate picture of an individqual's perform

ance

both objsctively and subjectively.
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The literature presented provided the researcher
with pertinent information for the background of the

present study.

Since it is difficult to evaluate on individual's
performance in his job, Dun and Bradstreet (1981: 197-198)
gave the following suggestions to serve as guidelines:

1. See that each person knows what is expected
of him. Only in this way can one judge fairly the
performancc of each subordinate.

2. Remember that no two peovle are alike. The
results of cach person's achievement even not by his
methods, as long 2s they arc ethicel, legal and safe, are

evaluated.,, Rarely will one find e person who dnes the job

exactly as on~ woulda .

5... Judge each subordinate each working day and
on each t-sk not a2s one time on a specific sssignment.
A person c-nnot be judged on his overall performance by
just one tost,
4. Seek to help the personnel's strong points
as well as correcting wesknesses by pointing out both.
Dun nnd Bradstreet gave additional importance
of appraisnl and further discusscd suggestions a2s to the
guidelincs in evaluating an individual 'y performance to
ense tension and avoid misunderstanding in an organizstions.

These guidelines werc used ns the points of reference
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by the rescsrcher in her documentary analysis of perform-
ance report submitted to the Division Office. These
guidelines wore relevant to the problem of the study.

According to Hobbe (1976: 241) the values of =
»-ting proerem do not depend upon a knowledgc of 1its
renlibility ~nd validity. Hundrods of companies have
operated r-ting proprams for yeors knowing little or
nothing of their reliability and validity. It would be
difficult tc convince them that their programs have not
rroduced svbstantial values, and that the reliability
nd velidity of the rating could be increased, and that
even gre~tor values might be realized.

Hobb: considered the existence of reliability
and velidi*v in performance appraisal systems. Through
cereful jlrnning and developing evaluastion scheme, these
vezlucs could be increased.

Or: the validity of perform2nce roting scales,
Garret (1265: 195) states that "rating scales could be
velideted by analyzing the content". He colls this
velid-tion rrocess '"content an'lysis". If the frotors
in the pratine system correspond with what is really being
mengured, thon the rating system or scales has content
validity, |

Anothsr method of velldeting roting scales,

“ecording to Garret, 1s based on the judgment of the
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user. If the user thinks thet the scales is measuring
what he intonds to measure, then it is valid. He calls
this "face validityr.

These articles on the validation of performance
rating have some bearingé on the present study. They
clearly identified not only validity and reliability but
also relevance, bias-free, objectivity and practicability
of the Performance Aprraisal System for Teachers, which
is the concern of this study.

The teachers! personality according to Gage (1963:
98) is held as one of the most important single factors
of influence in the teaching-learning process in school
systems. Under normal conditions, successful and ef-
fective denends largely upon the most significant variable
in the classroom, the teachers! personality.

In this regard, the Performance Appraisal System
for Teachers considers the tenchers'! personality, the
third sswect to be evaluated.

Wakensky (1976: 81-82) in his study on multiplc
approach to feculty evaluation s2id that when evaluation
policies ond procedures are clearly understood and
accepted by the faculty members, the rrocess of cvaluwation
can continually contribute to professional growth and
rewards. Administrators must take responsibility in

discussing the evaluation outcomes freely with cach faculty
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member and « x;lore ways and menno in overcoming identified

geficiencles.

While it is undoubtedly true that some teachers

have been orying in the wilderness for better evaluation,

cchool ndministrators must work together with teaaord

for better nd objective eveluation of performance. The

most powerful humanistic forces on earth are understending,

cooperation, and respect for each other. These [orecs
chould be exrlored for maximum effects.

Mich~els and Karnss (1976: 59) are of the idesa
that the puryose of teachers! evaluation is to imgrove
+he work of the teacher for the upgrading of the standard
of the school. The role of the supervisors in this
process is to 2id in the improvement of instruction.

They suggestcd the two steps in measurement, namely:

(1) determining exactly what is to he measured, =and

(2) zelceting or developing an instrument that would best
dn the me-csuring.

In *the present scheme of wvaluation, which is
the subiece* of this study, thoro are  rovisions in deter-
mining c¢xcctly what is to be monsured with the aid of
indicetors, This particuler as.oct wans looked into in
the documentery anelysis of accon, lished Lourformance

I'f?tin{? shect .

The oxisting performinc. appreaisel system with
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‘the indicntor emphasizes accuracy and congruency of rating
vis-a-vis thc items to be rated. The researcher of the
prescnt study availed of the analysis of the rating shects
to find out whether congruency and accuracy had been
observed by the r~ter in the accomplishment of the rating
shaet.

On: of the me jor aspects to be evaluasted in the
Performence Appraisel System for Teachers is pu.il/
student rmenagoment. How accurate do the teaehicrs ratcs
themselves in this aspect wes slso looked into by the
rescercher t-king into consideration the target set by
the ratee. This was done by the reseorcher in the analysis
of ratine :heet. This based on the assumption that it is
rossible for school principals, cdministrators and su_cr-
visors or other education experts to recognize good tecch-
ing when thoy see one and to make comparative judgment
of individu~l teachers' performance in a scmester or
gchonl ye-r, is the primery objection to this kind of
esgeceegment, The expert is most likely to bring along
» yhnle gt of recrsonal bianses about whot an effeetive
tencalr doce in the classroom.

hecording to Leffingwell nnd Robinson (1970: 68),
performe-ce rating should be distinguished from merit

rrtinza, ; crformance ratings should be limited to the

c¢veluntion of performance to 4 “crmine its monitorial
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value. It should be gnuged by the jroduct it rroduces.
Merit rating on the other hand should be to know not

only the¢ money value of the performance but also the
rotentislity of the individual for promotion, or incenbives
award.

The lest two articles were on the criteria often
employed in the evaluation of teachers! performance.

Thase criteria provided the researcher a background for
the interirectation of the objectivity of the results of
the Performance Appraisal System for Teochers.

The New Performance Appreisal System should be
given & bectter understanding end more trials but whilec so
doing, one should look at it with an open mind with a
view to m-king it simple and less expensive, Therc is
a need for on indepth study of the scheme, pro,er training
of personnel in the use of the rating scale before embrrk-
ing into tho full implementation of the scheme to avoid

errors °nd dofeat the objectivity of rating.

Related Studies

Scveral studies conducted earlier by administrators
and tcochers like dissertations and master theges lent
Surrort -.ac substance to this study. Some of those are

trented here in relation to the rresent study.

Mordoro, (1966) in his study on "TPhe 'Professionnl

& 3

iéiﬁi‘-zgvoéj)) x

T



28

Growth and Tesching Efficiency of Public Elementary School
Teachers in the Division of Surigao del surv, found out
that teachers are efficient becausé of their apiropriate
educational qualification snd considerable number of years
in the te-ching service. These include their civil service
eligibilities. There is no reason to doubt the afore-
mentioned findings as it confirmed the common saying that
"experience is always the best teacherr.

Mardoro's study is similar to the present study
as both looked into the effects of educational qualifications
on teachers! performance. The difference between the two
studies lies in the determination of relationship between
educational qualification and years of experience in the
case of Mardoro's étudy on the relationship betweecn edu-
cational qualification and performance rating as evolved
under the present study.

The study conducted by Pulido (1971) on the
"Relationship of some Factors in the Performance of
Teachers in nineteen municipalities in the Division of
‘Tavite" revealed that the averaze performance of teachers
was "very satisfactory". The study further revesled that
the 510 teachers involved were educationally qualified,
POossessed ssveral years of teaching éXpertence,

1ad ap-

Propriate civil service eligibilities, salary ranges
: - ¢ = s

and ages. Pulido recommended the following :
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1. The teachers should be encouraged to pursue
higher studies to improve their educational qualifications
and teachine competencies.

2. Regular in-service trsining programs should
be conducted for teachefs who cannot afford further
college trainings..

3« The personnel of the Division Office should
update the rescords of service of each teacher as this
is badly needed in determining the salary brought about
by the acquisition of additional teaching services.

4. A study should be made onm the validity and/
or the reliability of the performance rating report.
Provision of giving = certain weight on civil service
 brought about by the acquisition of additional teaching
services should be taken into consideration.

The present study bears similar aspects with
Pulido's work in the sense that both delved into the role
of educational qualifications on the performence of
teachers. The emphasis however, in the Srescnt étudy
is on the relationship between educationnl qualification
and performance rating of teachurs while Pulidots study
looked more into the various factors thet affeot teachers
performonce.

Bersamina (1972) who conducted o study on the

"Analysis of the Performance Ratings of +h- Flewentary
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arade Teachers of Santa District,. Iloeos Sur', found out
that teachers who were educationally qualified and who
possessed civil service eligibilities appropriate for
the teaching profession showed superior performance. It
was also found out that almost all of the teachers in
Santa District were rated "ery Satisfactory" in their
teaching competencies while = very negligible number had
an overall performance rating of "Outstanding" and
"Saﬁisfactory".

Bersamina's study almost runs parallel with tho
present study as both tried to analyze the performance
rating of teachers. However, the present study delves
into the rc¢lationship of educational qualification and-
performence rating while the former gives emphergis on
the relationship of educational qualifications and civil
service eligibilities and how these variables affect
the teaching effectiveness of te-chers.

Another study of teachers! performance evaluation
was conducted by Cananua (1978). His study revealed
that teacherds performance evaluation was viewed by
teachers =g a "Proding Stick" to make the teachers
continue improving their instructional, pr:rsonal

and

social comretencies. Canunpa's study reve-leq zleven
4 e VX

Purposes of performance rating as follows: (1) to stim—

ulate tenchers to continue improving their instructional
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competencies; (2) to improve tenching-learning gituations;
(3) for continuous self-improvement; (4) to determine the
strength and weoknesses of teaschers; (5) to provide buases
for improving teacher's work; (6) to develop satisfnctory
teaching standards; (7) for renking purposes; (8) to

strengthen teacher—adminisfration rolationship; (9) to
raise the mor-le and prestige of teachers; (10) for salary
increases; (11) for promotion.

Cananua gave the following recommendations:

1. Tnasmuch as both teachers and administrators

of trade-technical schools in Samar commonly recognized
teacher's performance evaluation as s means of improving
instructional, personal and socisl competencies of

teachers, they should continue using the present perform-

ance rating system in order to maintain the effectivencss
and efficiency of the good performers and improve the

rerformance of the weaker ones.

2. School administrators should orient new

teachers with the criteria in rating their performance

so that credit can be given whom crcdit is due. In so

doing objectivity can be fully =chieved.

3. Teachers and administrators, especially in
Tiburcio Toncthco Memorial VogatiomalwSehdaol should
rate teachers! performance a little higher so that the

teachers will feel that they have a higher stani-r»d of



32
performance to mainta;n.

The similarities of Cananua's and the present
study is that both enhances the perception of teachers
toward the performance rating system and both tried also
to analyze the criteria of the system. The present study
however, gives more emphasis on how educational qualifica-
tions affect teachers performance while Cananudd!s study
gives more emphasis on the purposes and outcome of the
ratings on teachers.

In the study conducted br Dumantay (1979), she
pointed out the main purpose of the performance appraissal.
Dumantay pointed out that the main objective of the rating
system is *o develop efficient teacher, supervisor znd
edministrator and to improve supervision by making
supervisors aware of their duties and to make adjustments
to the chenzing conditions of the school order.

chz mentioned among other things, the main
factors to be considered in appraising the individusl
teacher who is on the job, which zsre: educational
abttainment, teaching competencies, tréining and seminars
.attended. |

According to Dumantay, administrators bascd the
refing of their teashers en Ferm 178, attendance, daily
pPreparatisns and reserds or revorts submitted by the

teaehers,
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Dumantny gave the following recommendations which

are also relevant to the present atudy:

1. The performance nppralsal program should help
in upgrading the competencies of teachers in the different
rhases of development.

2. In appraising the performance of an individusl

teacher, all sspects of development should be given equal

attention.
3. To enable superior to measure the performance

of an individual teacher, the principal or head te=ncher
should rate the teachers! performance on the job once a

month to work out and check problems that may sarise.

To enable both the teachers and the supervisor

4.

to develop better teachers and administrstion relationship.

A review of the rating should be made by the rater and

the teacher, then the rating should be discussed confidential-
ly with ths *eacher concerned to hear his side on the rating

before coming up with the final rating.

Durmentay's studyland the present study are similar
on the 72suoet of analyzing the performance ratin~ nd how
it affects the teacher's competencics. In fact, the

inform-*ion provided by Dumantav had provided the resesrcher

sufficicnt background into the prosent study.

Phngan (1979 ) mentioncd that Bureau of Public

Schools Performance Rating Report -ppears to be reasonably
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pelevant, bias-free, practical, reliable and deserving

s rs
of confidcnce despite of its many limitations. The rate
in the study were qualified, as such but they tended to

rate rather highly of generous though. But this does not

in any wav render the instrument to be deprived of its

2

validity. Pangan recommended thet in the absence of
better snd more relisble set of criterion for an sppraisnl
system, the present appraisal'systeﬁ for teachers should

be used objectively =snd with ou* bias.

The study undertaken by Pangan and the researcher
at hand are similar in terms of the analysis of the ins-
trument being used for evaluating teachers' performance.
However, ths former study gave more emphasis on the
criterion embodied by the appraissl system while the
pPresent study gave more emphasis on how educationa
qualifications affect or influence perfqrmance of teachers.

Caiso (1982) in her study on the "Evaluation of
the Performance Ratings of the Public Elementary School
Teachers of La Trinidad District", revenled the following
findings:

1. There were no "outstanding" nor "satisfactoryn
ratings of teachers. More of the ratings were concentrated
on the "very satisfactory" cctegory and only few were
given munsatisfactory”. There were no definite direction

Or trend for improvement shown during the years of the
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studye.
2. Most of the teachers were BSEED degree holders.
There were only a few who have finishcd or holder of the
Masters degree. Teachers assigned to handle Practical
Arts were either gradunte of Bachcolor of Science in Agri-
cultural Education or Bachelor of Science in Industricl

Education.

3« The chi-square (xz) test showed no significent
relationship between performancec retings and educations=l
qualifications at the .05 level of significance.

The present study and thnt of Caiso's both deal
with the relationship of educational qualifications and
performanc:z ratings of teachers. The two studies differ
only in geographical locations for Caiso's study wes
conducted in Ilocos region while the present study in
Region FIII. Caiso's study had given the rese=rcher
much bockground into the detoils of how such study
maybe conducted.

A study conducted by Mabini (1986) on the cval-
uation of the performance of the college teachers of the
Samar Statc Polytechnic College revealed thet thsre wag
a relationship between educational qualifications ang
performnnce ratings of teachers. She further cited
other variables that affect the porformrnce of te-chers

Such as teaching experiences, azc level, subject handle
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d b
by the teacher and even how the tencher was employe J

the college.

Some of the findings as rovealed DY Mabini are

the following:
1. There were twenty-two of the 113 teanchers of

the school who were qualified to tcach in the college

level.

2. Majority of the teachers were young and belong

to the age level of 20-25 years old. There were sixty-
nine percsnt who were married and forty percent who wWere
single and only one separated from her spouse.

3, About sixty two percent had the academic rank
of instructor, two percent as professor, seven percent
as assistant professor and the recst were secondary level
school teachers.

4. Majority of the teachers were young in the
service. TwentyQSix had 1-4 years experience, thirty-two
had 5-10 years, and nineteen has 11-15 years.

5. There were only fifteen percent of the teach-
ers who did not possess any civil service eligibility.
The o+thers passcd either the tcachers! board examinstion

Or the civil service examination for teachers

6. Hence, there were relationship betwecn perform-

ce rating with educational qualifications academic
9 2 o)

g .
nk, number of years of teaching experience, sage level

» a, (2 e
b
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sex, subject taught and the manner by which the teachers
got their employment. Those who were employed through
application had higher performancec ratings than those
who were employed through recommendations.

T. There was no relationship between performance
rating and civil status in both academic and vocational
teachers.

All the related litersture and studies discusged
have bearing on the present study. They all treat the
evalustion of teachers!' performance based on certain
indicators and criteria. All studies discussed also
tried to analyze the items or criteria of the present
Performance Appraisal System for Téacbers. Some of them
concluded that there was a need to revise the system 58
make it simplier and more relisble. The present study.
however, focusses morecmn the influence of educational
qualification on the performance of the teachers. No

study of this kind was ever conducted in this part of

the province and in the region as a whole.
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Chapter 3%
METHODS AND PHOCEDURES

This chapten presents the methods and procedures
used in the conduct of thig study. It will specifically
discuss the research design, th: instrument for gathering
data, the sampling procedure and the treatment of data,’

in that ord-»r.

Instrument-tion

Sinc. this study delved into the relationship
between the ecducational qualifications and performance of
teachers =s revealed by the Performance Appraisal Rating
System (PAST), the normative-descriptive survey method
was used. This was directed towards ascertaining facts
thet rrevailed among the respondents or cases sampled.
The questionnaire was the major instrument used in
gathering data supplumented by interviews to ch=ck the
velidity of initial responses. Documentary analysis

wes also uscd to obtein the performance ratings of the

teschers undcer the PAST.

mcetionnaire., An opoun-cnded questionnaire as

mentioned ~bove, wns the principul instrument used in this
study. It wrs uged to erthor date on the educational

qualifications of tcachers and their reactions towards the
38
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Performance Appraisnl Rating Systom. This was constructed

by the researcher after undertaking n diligent review of

relat d literature and studics, nnd after moking 2 careful
analysis of the problem to determine the vital information

desired for the study.

The questionnaire wns so formulated to enoble the
respondents to answer the questions with minimum ease and
facility. Instructions were sdequately provided to ayedo

ambiguous answers from the respondents. The questionn-ire

was submittzd to ths adviser for review and correctionse.

To test the questionnaire's relinbility, this was

tried out in a dry run among teachers in Hinabangan

(=9

Elementary School. The teachers were requested to indicatc
their comments and suggestions to improve the instrument.
The questionnaire was then submitted back to th: adviser
for further comments, suggestions and recommendations.
Finsl draft of the questionnaire was constructed with

the sppropriate suggestions properly incorporated.

The questionnaire was pe?sonally fielded by the
resesrcher to ensure a 100 percent retrieval. Permission
to distribute the questionnaire was sought from the
School Divizion Superintendent and from the District
Supervisor of the three centreol schools in Catbalogan.

Documentary enalysis. %o obtain data on the

performance ratings of teachers, documentary annlysis was
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resorted to. Performence records of the teachers under
the PAST were scrutinized. These performance ratings of
teachers werc taken from the division end district files.
Permission wrs likewise sought from the School Division
Superintendent to avail of these records. The researcher
also scanned research papers, books, published and un-
published dissertations and master's theses to gather
substantial.informntion relevant to the study.

Interview and observation. The unstructured

interview and direct observation were the other tools

used in this study. They were utilized to supplement and

cross-check responses given by the teachers through the

questionnairs, Impressions, reactions and supplementary

responses were used in formulating the hypothesis.:

Sampling Procedures

No rondom sampling was used in this study. There

was a hundrcd percent retrievel of questionnaire from
the 192 teachers coming from the three central schools

in Catbalozon. These were distributed as T7 or 40.11

percent from Catbalogan I Central School, 55 or 27.60

percent from Cotbalogan II and 62 or 32.29 percent from

Catbalogan III. The one hundred percent involvement of

the teachers had given this particular study a clear and

accurate date on the relationship of educational qualifi-
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cations and verformance rating of tcachers.

Statistical Muthods

The data gathered in response to the questionnaire
were tallied, analyzed and collated separately from those
obtained through docﬁmentary analysis from the PAST.
These data were later presented, analyzed and interpreted
quantitatively and qualitatively in accordance with the
most appropriate statistical devices. The statistical
measures used in this particular study were the frequency
counts, percentages, weighted mean, the coefficient of
correlation and the t-test.

Frequency distribution and percentages. Frequency

distribution expressed in percentages of the subjects
responses wcore used for interpretation of simple
numerical facts. In this particuler study, it was used
to rresent the educational and job performance profile
of the respondents. This was also resorted to present
the rating tendencies of teachers towards the PAST.

Weighted mean. To obtain the reactions of the

teachers towards the criteria on the PAST, the weighted

me~n was used. Five descriptive ratings were used. —-
strongly agree, agree, uncertain, disagree, strongly

disagree, -~ each nssigned a weight of 5, 4, 3, 2, 1,

Tespectivelye.
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The frequencies of ench item were multiplied by
the welght of the respective columns to obtain the weighted
frequency. This in turn, was divided by the total frequency
to arrive at the weighted mean which is represented by
using a scale constructed for this purpose as shown below:
Assigned weight:
5 L4.51 - 5,00 Strongly Agree
4 3.51 = 4.50 Agree
3 2.51 -~ 3.50 Unczrtain
2 1.51 - 2.50 Disagree
1 1.00 - 1.50 Strongly Disagree

Coefficient of correlation. To establish the

relationship between the educational qualification and
performance rating of teachers as revenled by the Perform-
. ance Appraisal System of Teéchers (PAST), the Pearson

r coefficient of norrelation was utilized. The formula

(Heathy, 1984::92) )for this statistical measure is given

below:
Foo s N
ﬁﬂ:&%ﬁ
r = — 5
EY
EXZ.. L%Q E'YZ- :%-g-’l
Where :

X = the mean of educational qualification

Y = the mean of performance rating
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N = the number of cases

r = the coefficient of correlation of X and X
TI-test. To substantiate the result of the Pearson
r, the Fisher's t-test (Snedecar and Cochran, 1960: 55 )

was utilized with the formula below:

T =r 5=

e

1-r
Where :
r = the coefficient of correlation between
X and Y

N = the number of cases



Chapter 4

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

This chapter presents the educational profile
and job performance ratings of the elementary school
teachers from the three central schools in Catbalogan,
Samar. Information of these aspects were evolved through
documentary analysis and from the questionnaire. They
are presented correspondingly as to the specific questions

raised from the statement of the problem.

Educestional Profile

The educational profile of the public elementary
school teachers from the three central schools in Catba-—
logsn, Division of Samar is shown in Table 1, page 4&.
The table shows that there is only one or .52 percent
of the 192 teachers involved in the study who is é holder
of a doctorsl degree. This teacher is from Catbalogan I.
There is alsv only one or .52 percent who had finished
the academic requirements for a doctoral degree on Philo-
sophy of Educational lManagement. This teacher is from
Catbalogan III. Two or 1.04 percont have units on doctoral
studies snd also two or 1.04 percent are Master of Arts
degrez holder. Twenty-three or 11.98 percent have

certified that they have completed the academie requirement
44
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for the Masteral's degree while twenty-three or 11.98
percent also have signified that they have less than
twenty units in masteral studics. The table also shows
that a significant number of 84 or 43.75 percent of the
192 teachers have more than twenty units in masteral
studies.

It can also be gleamed from the table that a
number of tcachers have not started taking up units in
graduate studies. There are still 23 or 11.98 percent
who =re holder of the degree on Bachelor of Science in
Elementary Education sand 33 or 17.19 percent who com-
pleted the B.S.E. inverted course, that is, the combined
Elementary Teacher's Certificate and the degree of.
Bachelor of Science in Education,without major subjects.
These teachzrs belong to the older population of the
school. They also havé lost the desire to take un
graduate studies and interest in professional growth.

Majority of the teachers involved in the study
were conscious of the importance of professionsl growth.
This is reflected in the deta on the table.‘ There were
132 or 68.75 percent who had already started their mastersl
studies., This sgignificantly showed that the tcachersg
from this three central schools possessed rel&tively

hi%h@p educational qualifications .
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Table 1

Educational Profile of Teachers

Edgcational tCatb. I:Cotb., II:Catb, III: T o t al

Attainment No. No. No. Foi: %
Doctor of Education: 1 : : 1+ .52
Ph.D. with C2R : : 1 : 1 1. .52
MA with Ph.D. units: : 1 1 : 2 :.1.04
Master of Arts : 2 : : 2 1.04
MA with CAR : 12 5 3 6 : 23 :11.98
BS with more than

20 MA units ¢ 32 25 27 : 84 :4%.75
BS with less than

20 MA units T 9 7 : 23 :11.98
BSEED : 9 3 2 11 : 25 :11.98
ETC - BSEED s 14 10 9 : 33 :17.19

62 192 : 100

Total A B 53

Performance Rating of
Tcachers by sSchools

Table 2 shows the performance ratings of the
téé.heps from the three central schools in the municipal-
ity ef Catbrlogan. The data clearly illustrate that the
teachers ar: very efficient in the performance of their
task, Twenty~five or 1%2.02 porcent of the 192 teachers

Obtained a roting of noutstanding" 2nd 167 or 86,98 rercent
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were rated "very satisfactory". There were no ratings
of "satisfactory" nor Mmunsatisfactory".

Of the twenty-five teachers who were rated as
"outstending", eleven or 14.29 percent came from the 17
teachers ol Catbanlogan I, seven or 13,20 percent came
from teachoers of Catbalogen II and ~1lso seven or 11.29
percent werc from the 55 teachers of Catbalogan III. It
can be noted that there were more outstanding teachers
from Catbaleagan I than from the other two central schools.
This could be attributed to thc fect that Catbalogan I
had more teachers, sand it had been in existence much
longer than the other two central schools; in Catbalogan.

The table further shows that teachers who have
doctorasl units were more effective in their jobs as they
were all reted "outstanding". This is an indication
that educationsl qunlifications of the teachers are
positive influences in the effectiveness of the teaching-
learning process.

It can be gleamed from the table that there were
167 or 86.98 percent of the 192 teachers who were rateqd
"Wery Batisfactory". Sixty-six or 85v71 percent -ef
teachers from Catbnlogan I, 46 or 86.79 percent came from
tenchers of .sztbﬂlognn IT and 55 or 88.70 percent of
teacher from Catbalogan III. The data on Table 2 clearly

reveal thrt teachers from the three central schools of



Table 2

porformance Ratings of Tcachers from the
Three Central Schools of Catbrlogan

PERFORMANCE RATIDNGS

™~e £ 2

Pducational Catbalogan I :Catbalogan II :Catbalegan III  : 1
wmalificstions 0 : VS o : Vs 0 - Vs - 0 V3
: B VS :F : % :F : VS :F:% :F: % : F : % :F :% F : %
Doctor of Edu-
cetion : 1 9.09 1 4.0
Pi.D. (CAR) : S 1 14.29 I PR 4.0
MA 2 3.03 2 1.20
My (CAR) 3 27627 79 13.64 1 14.29 4 8.80 2 28.57 4 7.27 6 24.0 17 10.18
B3 with more
than 20 MA : 3 27.27 2 . .8 o i
S tia 9 43.94 3 42.86 2247.83% 2 }28-57 25 45.45 8 32,0 76 45.51
B3 with less
than 20 Ma 1 9.0 6 .
oy 8 9 © 9.09 1 14.29 8 17.39 T 12.74 2 8.0 21 12.57
B3EED : 2 18.19 T 10.60 1 14.29 2 4.34 2 28.57 9 16.36 5 20.0 18 10.78
g:: ; BSE : 1. 9:09 13 19.70 10 21.74 9 16.36 1 4.0 32 19.16

A8
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Catbalogan were very efficient in their teaching performanse.
Not a singls teacher was rated msatisfactory" much less
"unsatisfactory". With the very high esteem accorded

them by their supervisors as cvidenced by their high
performance ratings, there is no doubt that these

teachers also produced achievers from among their pupils.

Job Performance Profile of

Teachers in Catbalogan
Central Schools

The evaluation of the teachers! performance on
their job is one of the oldest and most universal srac-
tices of management-employee relationship. Employee!'s
self-development is one of the objectives of good
employer-employee relationship. The performance profile
of teachers as revealed through documentary analysis of
the Performance Appreisal System for Teachers is presented
in Table 3%, page 50. . ' o T " A

A cursory-glahce at-the figure as presented hy
f$able.3 would indicate that 123 or 64.06 percent of the
teaschérs were rated "very satisfactory" under "pupil/.
student acrhievement", 66 or 34.36 percent obtained a
rating of "outstanding" and only three or 1.56 percent
were rated "satisfsctory". These data show that there
was a very effective teaching-lesrning process in the

three central schools. Most of the pupils have mastered



Table 3

Job Performence Profile of Teachers in

Catbalogan Central Schools
R a t i n g g
Criteria/Indicators : Outstanding: Very Satisfac.: Sstisfactory : To t a2 1
F : 9% B % F % : F o %
A. Pupil/Student Achievement
(Skills and “nowledge)
1. Achicvement of know-
lecdge ond skills
cbjectives 66 34.36 123 64.06 3 1.56 192 100
B. T&acher Competence
1. Development of nat-
ional comsclilousness
and desiraonle values _
end habite : 85 44.27 101 52.60 6 313 192 100
2. Instructinnal mat- -
erizls development : 124  64.58 63  32.81 5 2.60 192 100
3, Pupil Ev<luation T4 38.54 112 58.33 6 3.13 192 100
4. Professional Growth: 61  31.77 119  61.79 12 6.25 192 100
5. Records ond Reports
meznagement 80 41.67 108 56.25 A 2.08 192 100
6. Community and nllled
Services 77 40.10 106  55.21 9 4.69 192 100
7. FPunctue 11ty/Atfend-
ance : 132 68.75 53  27.60 7 3,65 192 100
Ce Teacher Persoizlity and
Human Relaticn : 132  68.75 56 29.17 4 2.08 192 100
D. Plus PFactor 10 19.61 36 70.59 5 9.80 51 100

50
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the learning experiences given to them.

Under Category B, "Teacherds Competence', 124 or
64.08 pércent obtained a rating of moutstanding" for
ninstructional material development’. This data reveal
that elementary school teachers are aware of the importance
of visual sids and instructional materials for an effect-
ive teaching-learning process. A rating of "outstanding”
was likewise ziven to 132 or 68.75 percent for npunctual-
ity and attendance", 85 or 44.27 percent for development
of national consciousness and desirable values and habits",
and 80 or 41.67 percent for "records and report manage-
ment". The data above indicate that the central elementary
school teachers report to school on time and are not fond
of meking absences. This is due to the fact that district
Supervisors maintained their offices in the central
schools énd can easily check the attendance of the
teschers.

For = rating of "very satisfactory", again in
Category B, 119 or 61.79 percent were given this rating
for "professional growth", This result indicates that
teachers ars alrendy conscious of professional uplift-
ment. This rwareness must be motivated by the presence
of Colleges and Universities in the region that are of-
fering progroms on advanced studies. There were also

112 or 58.3% percent who obtainecd the same rating for
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npupil evaluation', 108 or 56.25 percent for "records and
report manag:ment", 106 or 55.60 percent for "development
of national consciousness and desirable values and habifs'.
This information revenls that teachers are really living
up to the dictum of being models to the children. Being
an example and a model to school children is inde«d es-
senticl because young boys and girls are very observant.

They emulate the weovs of the teacher. That the teachers

in the centrsl schools are conscious of professional
growth is evident as only 12 or 6.25 percent were rsted
nsatisfactory" on this indicator. The rest are either
moutstanding”" or "very satisfactory". .

For Category C, that is on "teacher personality
end human rslation", 132 or 68,75 percent were rated
noutstanding”, 56 or 29.17 percent were rated very
satisfsctory and only four or 2.08 percent were rated
ngatisfactory”. The data just presented reveal that
teachers arc fully ~sware of the role of pleasing personal-
ity in the lcarning process. They have tried their very
best to build up o pleasing personality for their children
to model from. They were algo conscious that they have
to mect people and be change agents in the locality. =&y
necessity they devclop their skills in human relations.
This is one indicator in the porformance appralsal system

for teachers where 132 or 68.75 percent of the 192 central
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teachers wcre rated noutstanding'., This data indicate
that the central school teachers are very adept at the
promotion of humnn rclations.

Majority of the teachers hove not earned additional
points for the "Plus Factor". Plus factors are esrned
by teechers who havc overshot their tergets by 75 percent
or if' they had accomplished effectively special tasks ~3-
signed to them other than their psrformance targets for
the period. There were only fifty-one or 26.56 percent
of the 192 teachers who were able to obtain a "plus factor”
retings. Of this number, 36 or 70.59 percent were rated
"very satisfactory" and only 10 or 19.16 percent were
rated "outstending". A minimal number of five or 9.80
percent werc rated "satisfactorv". The data show thet
it reslly takes one to be very cfficient and effective
to get addition2l points for a plus factor. The reasons
given by te-chers why they could not earn additional
points, included lack of sufficient information on the
eriterias of earning the points and time constraint
because they were preoccupied with basic school acti-
viticg,

The data on Table 3 show that tenchers from the
three central schools of Catbalogan were very afficicnt
in the performnnce of their various functions not only

in the tecochinz-learning proccss but also in dealing with
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their peers in the tenching community and in their relation-

ship with tic community as a wholce ‘

Teschers'! Rocction Towards
The Criteria 8 Provided
Tor in tho PAST.

To determine finally the ancceptability and reliabil-

ity of the Performance Appraisal System for Teachers
(PAST), it was considered imperative to measure the
resction:of teachers towards the inclusion of the various
critéria in the instrument.. Such reactions were measured
in two weys: towards the instrument in general and towards
esch itemizcd criterion in particular. If the reaction

were unfavor=ble, it would not be advisable to continue
using the instrument. But if the reactions were favorable
to the instrument as a whole although no* entirely favorable
to certain aspects then improvement to make the instrument
zcceptable rust be considered.

An attitudinel scale was constructed for this
purpose. It consistcd of the criteria that are also
reflected in the Performance Appreisal System for
Teachers! instrument. Thesoc were divided into thres
categorics with cpocific items. Therc are two positive
itemz under "Pupils Development", fifteen items under

1" . . i
Teachers Competency” and nine i+.ms for Teacher Personal-

ity and Huma - .
J man Relotionn, Five degree of responses were
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f
d na "atrongly agrec", magr.o', mncertaint, "disagrce
use n { MLy f ]
«nd "atronely disngree" with the corresponding pointa of

5, 4, 3, 2, rnd 1 ansaigned to thc responsed.

Tablc 4 on page 57 show the different reactions

of the tenchurs tow~rds the various criteria in the

Performence '“prais-l System for Teachers. The grand

a t'/ o
weighted mean for the four general categories was computed

The srend weighted mean for "Pupils Development?
$s &.14 which signifies that teachers agree to *hc in-
slusion of the two criteria in the instrument. There
were only two items in this category and both got a
weiehted meen of 4.14. These criteria were on "provision
for = mexirmum involvement in the varied learning acti-
vities" end mexirize the utilization of the skills
conteined in the ELC and MLC".

For *the c~tcgory on "Tecchers Competence", the
grend weightcd mean is 4.28 which means that the teachers
are for the inclusion of most of the items in this category.
The teanchers agrecd on thirteen of the fifteoen cribteria
found in this entegory. Those wore the criteria on
"Fresent lescon on love of country, brotherhood, and fel-
lowship with menkind», mObservation of significant national
celebration rnd eventan, "Apprecintion and preservation

f "
°of the Filipino cultupal heritage and love fop Philippine

mode products”, "Demonstrate desirable habits and values
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‘to the lesrner by modeling", "Consistent follow-up of
learners! behavior through consultation with peers,
teachers and parents", "Always have well prepared lesson
plan, availcd of appropriate teaching fechniques",
"Administer one periodic test and at least ten other
written performance test every meeting period for each
class subject", "Provide remedial instructions to under-
echievers", "Actively participate in all schools in-
service trnining and other special courses so provided™,
"Keeps complete, accurate, neat and up-to-date records
snd submits neat and accurate reports and forms before
due date", "Participate actively in all school activities
either as 2 chairman, leader or a member", and "arrive
in school or place of activity at least fifteen minutes
before official time and left only after the end of the
class or school activityr".

There was only one critecrion in the category of
teacher comrectence wherein the teachers have strongly
agreed., This wos on criterion number fifteen with a
weighted mesn of 4.58 which states that they should
"not mnke unnecessary absences thet will be detrimental
to the classm.

The th5n10g°n Central Z3Ichool:teachers were un-
certain in two critcria under "Teachers Competence" which

are on "Upgrading oneself by learning graduate studies



Table 4

Reaction of the Raspoﬁdonts Towards
the Criteria on the PAST

Dogree of Responses

Indicator/Criteria t SA

H A U
(5) (4) (3)

D
(2)

8D
(1)

Weighted Descrip- -

tTotal : Mean ¢ tive
Rating

Pupils Development

1. Provide maximum in-
volvement in the
varied learning
activities 3
Maximize the utili-: 83 72
zation of the f415) - (288)
skills contained in

the ELC and MLC ‘

A. -
; 76 72 39
¢380) (288) (117)

2. 28
-84) .

192 -
(795 )

192
(795)

67

159 144
(201)

Total Frequency
(795) (576)

Total Weighted Prequency
Grand Weighted Mean ‘

)
(18)

379
(1590)
4.14

B. Teacher Competence

112 57

Present lesson on
(560) (228)

love of country,
brotherhood, and
fellowship with

mankind. :
Cbserve of signifi- 99 67
cant nafional ce- (495) (268)

lebration and events.

Appreciation and 100 63

preservation of the(500) (252)

Filipino cultupal

heritage and love

for Philippine
made products. )

Demons+rate desi- 113 55

rable habits & (565) (220)

values to the learn-

er by modeling. )

Congisgtent follow=- 87 70

up of learners be- (435) (280)

haviors through

consultation w/

peers, teachers

and parents.

Always had well prep415 47

ared lesson plan  (575) (188)

availed of gpprop-

riate teaching tech-

niques & utilized

necessary support

teaching aid/
materials.

. Administer one
periodic test & at
least ten other
written performance
test every rating
period for each

. class subject,
8. Provide remedial

" instruction to

underachievers.

Dpgrade oneself by

learning graduate

units with own

experises.

1. 23
(69)

26

(78)

28
(84)

2e

3.

23
- (69)

31

b (93)

30
(90)

26¢

51
1 - (78)

(560) (204)

50

38
(%35) (200) (114)

1 52 92
Ch (155) (208) (276)

A AL A1

1
(2)

y
(4)

2
(4)

2
(4)

13 -
(26)

(2)

192

(857) 4.46

192
(841)

192
(838)

4.38

4.36

192
(856) 4.46

2 192

(814) . 4.24

192

(853) 4.44

1 192

(1) (847)  4.44

192
(828)

192 .
(665)

4.%1
(i) 3.46

92,

P moAa N

N A
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CAPYTUITD e

Actively participate10s
in all school in (525) (133) e
service training &
other specisl cour-
" 8es sp provided.

11. Keeps complete, ac- 116 45 31

curate, neat & up- (580) (180) (93)

to-date records &
Submits neat & ac-—
curate reports &
-forms before the due
date.

12. Participate actively 99 59 ‘ 30

in all school acti=(495) (236) (90)
"vities either as a ' ]

¢hairman leader or
as a member, :

13. Arrival in school g5 63 3%

or in place of ac- (475) (252) ((99
tivity at least 15 - .
minutes.befope of-

‘ficial time and left

only after the end-

of the class or

school activity,

Voluntarily renders . 34 . 54 67
. service beyond of- (170) (216) (201)
ficial +ime. .

Do not make unnseces-130 48 8
sary absences that (650) (192) (24)
will be detrimental

to the class.

(123)

Table 4

(2)

27
(54)

5
(10)

192
(830) 4.30

192
(853) 4.44

192 ,
(829)  4.32

192
(828) 4.31

10" 192
(10) (651)  3.39

1. 192
(1) 1877) 4.58

SA

. Total Freguency : 1450 826 543
Total Weighted Frequency (7250)(3304) (1581)

Grand Weighted Mean

e T it

39
(118)

10" 2868
(10)(12271)
- 4,28

C. Teachers Personality
& Human Relations

1.

2.

Observe the high- 123 35 32
est standard of (615) (140)  (96)
morality with un-

questioned honesty

& integrity.

Strictly observe 112 48 52

::::: - -\ PN N

2
(14)

192
(855) 4.45

192

roan) A_A4D
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192

3 %&F%&%ﬁaﬁroper 151 58 3
. 8
grooming & sttire. (Zig) (123) (1(6)) 1 (199123) 4.76 SA
. Demonstrate a sense X
: of responsibility, (700) (160) (33) (2) - (893) 4.65 sS4
‘self confidence &
exerciss self con-
- Erol.
5. Make sound decision.111 AT 31 3 192
(555) (188) (93) - (6) (842) 4.39 A
- Display reasonable 100 33 2 192
independence of (500) (228) (99) (4) (831) 4.33 A
mind & conviction.
7. Exhibits open- 130 38 23 1 192
mindedness to sug- (650) (152) (69) (2) (871) 4.54 SA
gestions & criti- ‘
cism, 7
8. Maintain harmonlous 140 42 10 192 . .
relatlonshlp with (700) (168) (30) (898) 4.68 SA
his people he deals ' :
with both in his
work and in the
community. :
9. Manifest love & 121 - 41 30 192
concern for pupils/(605) (164) (90) (859) 4.47 SA
students. . : ,
10. Enjoys the esteem & 137 45 10 162
reppect of the com-(685) (180) (30) (835) 4.66 SA
munity of his
service areas.
Total Frequency 1245 431 215 9 1920
Total Weighted Frequency (53?5)(1724) (642) (18) (8705) o
. 4.53% A

Grand Weignted Mean
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through one own expenses" and to "voluntarily renders
service beyond offiéial timen. The hesitancy of the
teachers to undertake graduate studies at their own ex-
benses must be due to economic reasons. Teachers are
known to be the iowest paid employees in the government
service. In fact this is probably also the resson why
they are not so sold out to render free services beyond
office hours as many of them are busy with their household
chores or other activities which would augment their
meager income.

The grand weighted mean for "Teachers Personality
and Human Relotions" is 4.53 which shows that the teach—
ers strongl agree for the inclusion of the various cri-
teria in the Performance Appraisal System for Teachers.

The criteria where the teachers strongly agree
were items number 3, 4, 7, 8, 9, =nd 10 with the weighteg
mean of 4.76, 4.65, 4.54, 4.68, 4.47, and 4.66, respect-
ively. These were items on "observe proper grooming
and attire", "demonstrate a sensc of responsibility,
self-confidence and exercise self-control", nexhibit
open-mindedness to suggestions and criticismm, "maintain
harmonious relationship with the people he desls with
both in hig work and in the community", ™manifest love
and concern for pupils and students", and "enjoy the esteem

and respect of the community of his service area.
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The teachers only agree on items number 1, 2, 5,

6, and 9. The weighted mean for these items were 4.45,
442, 4.39 ond 4.%3, respectively. These are the criteria
on

"observe the highest standard of morality with un-
questioned honesty and integrity", nstrictly observe

rules and rcoulations affecting pupils services", "make

sound decisions", and "display reasonable independence

of mind and convictionn.
Teachers were very silent on their reaction to

the Plus Factor. This probably due to the fact that

there were only additionsl points for them to gether.
Teachérs Feeling on FHow

They were Rated by
Superiors

Appraising the performance of tcachers isc not an
easy Job because it is a form judgment, subjective and
at times 1mpressionistic in noture. One passes judgment
on a teacher's performance and this can determine the
latter's stotus and future in his profession. It is g
task requiring skills and training -nd total objectivity.
Supervisors should ~dhere strictly to the rating ins-
trument. They should avoid making their rules to avoid
unbiased ratings..

A teacher mey disagree with his supervis-i's

appraisal of his work performsnce and it would be unfeair
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and demoralizing if he i1s not allowed to express and
‘explain his side. Often times te-chers are not fully
satisfied with the way they are rated by their superiors.
In this study, it was deemed neccssary to find out the
feeling of teachers on hoyw they were rated by their
supervisors.

To measure the teacher's feelings, a scale with
three descriptive ratings as "over-rated", mMunder-rated"
and "objectively rated" was constructed. The four general
aspects that were also found in the Performance Rating
System for Teachers were the same aspects that were used
in this scrle.

Table 5 on page 61 shows the feeling of the
teachers towards thc ratings given them by their super-
visors. As gleamed from the tabls, majority of the
teachers felt that they were ¥%objectively rated" byv the
supérvisors on the¢ four aspects of "Pupils Development™,
nTeschers Competence", "Teachers Personality and Human
Relations”, and on "Plus Factor". There were-141 or 73%.44
percent who claimed that they were rated in this meonner
for items number one and two.

There were 135 or 70.31 percent of the 192 teachers
who voiced out that they were nlso rated objectively for
nPlus Factor", while there were 127 or 66.14 percent who

reiterated the same feeling for "Teachers Personality'and
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Human Relations". Thege findings reveal that supervisors

have the right attitude with regards to performance

rating, his eeneral attitude to, or his understanding
of, and his resnonsibilities cs a supervisor or superior.
Table 5
Te~chers Fuelings on How They Were Rated
by The Superiors
Reactions of Teachers on Latings
Aspects :0ver-rated lU?%eg :Objt. rated Total
: F % : pT2NgY . p % :F %

1: FPupils Develop-

ment 25 13,02 26 13.54 141 73.44 192 100
2. Teachers Com-

petence 25 13.02 26 13.54 141 73.44 192 100
3. Teachers

Personality

and iR 35 18.23 30 15.63 127 66.14 192 100
4. Plus Factor 22 11.46 35 18.23% 135 70.%31 192 100

There was an insignificaont number of teachers who
felt thet they were either over-rated or under-rated by
their supcrvisors. There were thirty-five or 18.23%
rercent who felt that they were over-rated for "Te-~chers
Personality and Human Relations", 25 or 13.02 percent
who gnve the same recactions of being over-rated forp
Pupils Development", and "Teachcrs Competencen, while

only 22 or 11.46 percent claimed to be given the same
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treatment for npiyug Factor". These were the teachers who
were honest enough to admit that they did not deserve the
ratings given to them by their supcrvisors.

On the other haﬁd; there were 35 or 18.23 percent
of the teachers who reacted to being under-rated for
"Plus Factornm, Earning addition~l points for Plus Factor
must be well disseminsted to the teachers so that they
will have -~n understanding on how to go about in earning
these points. Tt had been observed that the most common
criterion where teachers earned ~dditional points for
Plus Factor was having no drop-outs from one class. It
was very seldom that teachers obtsined additional points
for research, outstanding project or leadershir.

There woere also thirty or 15.63% prercent who
declered that they werc under-rated for "Teachers Per-
sonality and Humnn Relations" and 25 or 13.54 percent
for both "Teachers Competence" and "Pupils Development™",
These mugt bc the teachers were never contented of
ratincs given to them by their superiors.

Relationship Between Education-l

Qunlifiontion and Performance
Rating of Teachers

The important role played by the teaching yprofes-
sion in this coun*ry is a recognized fact. As society

has become more and more aware of the influence of the
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teacher on the child, it has tended to increase its demand

for higher personal and professional quolifications. It

has also demandcd that teachers must not only be educa-

tionally qualified but must nlso be efficient and ef-

fective, Quality and equity heve become the two important
terms in education today. It is for this fact, that
teachers have endeavored-to upgrade their competencies
through in-service vrainings, reading professional books
and most commonly through schooling.

Generally, teachers endeavor to develop their
effectiveness and competencies by upgrading their edu-
cational qualification. It is the purpose of this study
to find out whether tedchers who gained higher education-
al qualifications have also improved their efficiency
and proficiency in the teaching—learﬁing process.

To be able to come up whether there is a relation-
ship between educational qualification and job performance
of teachers, these two variables were assigned equivalent
numerical ratings and then the coefficient correlation
was computed with the use of the Pearson r.

To come up with the erbitrary value for education_
al qualification, an interval of 10.00 to 8.20 was cons-
tructed to correspond with the different educational

qualifications of teachers. The intervals that were

constructed were 9.76-10.00 for a doctoral degree, 9.50-
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9«75 for one who has finished the academic requirements
for the degree of Philosophy on Educational Mansgement,
9-24-9.49 for a Master of Arts, 8.72-8.97 for one who
has finished the academic requirements for a Master of
Arts degree, 8.46-8.71 for a holder of Bachelor of Science
degree,.

After the above intervals were congtructed, the
mid-point of these intervals were then assigned as the
numerical ratings for educationsal qualification of teach-

eérs. These numerical ratings are shown below:

Descriptive value Numerical rating
Doc*toral degree - 9.88

Ph., D. (CAR) 9.62

M.A. with Ph.D, units | 9.36
Master of Arts | - 9.10

M.A. (CAR) 8.84

B.S. with M.A. units 8.58
Bachelor of Science 8.32

The numericnl ratings assigned to the job perr.‘m-
ance of teachers werc the same equivalent numerical ratings
undsr the Performance Appraisal System for Teachers (PAST),
This numerical ratings are prosented as follows:

Adjective ratings Numerical rating

Outstanding 9.3 - above
Very Satisfactory 7.5 - 9,2
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Sntisfncfory 5.0 = 7.4
UnSﬂtisfactory 2.0 - 4.8

After the numerieal ratings were assigned to the

two variables, namely: educational qualification and

performance Pting, r was solved. Before the coefficient

correlation wag computed for the relationship of educa-

tional qualification and performance rating for the whole

population involved in this study, it was first computed

by specific school. 7o verify the reliability of the

computed r, Fisher's t-test was also computed.

The obtained r for Catbalogan'l Central School
teachers is .567 which denotes substantial or marked
relationship between the two vari-bles. The tabular
t is = .05, 4f is 75 and one tailed is 1.67 (see Appendix
F, p. ) The given computation suggests that the
hypothesis that *therc is no relationship between edu-
catiomgl qu:lification and perrormance rating of teachers
particulsrly fer Catbalegan I is rejeeted. It can be
affirmed therefore, that as tenchers upgrade their
educatienal qualifientiens, their eompetcncies in the
teaching-lc-rning process alse .inencase.

Fer, Cntbelégrn IT Central Sehool teachers, the
obtained r is .340 whieh likewise denotes low or a

correlatien between the two varisbles.  Tabular t is
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05, df is 51, one tailed 1a 1.68 (see Appendix G, P« )e
The hypothesis that there.ds no rolntionship between the

two variables is also r‘ejected. Catbalogan II Central

Sehool teachers have also improved their competencies
as they obtaineq higher educational qualification or
advanced units in grsduate studies.

On the other hand, the obtnined r for Cstbalogsn
IIT Cen*ral School teachers is .141 which denotes indif-
ferent or negligible relationship between the two variables.
Tabular t is = .05, df. is 60 and one tailed is .66 (see
Appendix H, p. ). Hence the hypothesis that there is
no relationship between educational qualification and
Job perform-once of tenchers in this particular school
is accepted. Some other factors must hrve affected the
job performeonce of teachers theot ingpite of their ef-~
ferts to advance and upgrade thoir educational qualifica-
tions, they have not improved thcir competencies in the
teaching-learning process..

The grand over all correlation for the three

L]
™ v

centr=1 schools 1is .417 whlch means a substanthl or

Py K iyt RATER) 1Y B ol

marked rcquloﬁ.hipithWHen edunablmna}hqu&&lflcatlon

and porformance yating of teachers. Tabular t is .05, .
éf. is 190 and one tailed is 1.69 (see Appendix I, p. )e
The hwpothesis therefore, that there is no correlation

betwcen the two vnginbles is rojected. . This me=ns that
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the Catbalogan Central School tenchers have improved
thelr competencies in the teaching-learning process as

they upgrade thein educational qunalification,

Table 6

Summary of Computed r and t-test
for the Thre. Central Schools

— -~

" pecidion on
School ! Computed r :Computed t : éﬁpothesis

Catbalogan T 0.567 5.96 rejected
Catbalogan II 0.340 2.58 re jected
Catbalogan IIT 0.141 1.10 accaepted
Grand Total 0.417 6.32 re jected

Implications for Policy
Redirecfions on Staff
Development

Performance Appraisal mny be defined as the method
by which, through observetion by the appraisery. the in-
dividual worker's efficiency in performing his dut es
and responsibilities during a given period is evaluategd
on the basis of pre-determined goals mutually set by
the employeec and supervisor. (3ison, 1981; 231)

Efficient teachers generally want to know hoy they
are doing, what is expective of them, how well they are

meeting thesc expectations, how they can improve, and whiat
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their supervisors think about the way they are doiag

their work. Teachers consciously or uncomsciounslyvevaluate

themselves and their Co-workers and compare themselves

with their colleggues. Thus a periodic and systematin

appraisal system ig » must o

A systematic appraisal of teachers performance
Serves to motivate ang guide teachcrs development. Most
people like to know what they are doing. A goor apprais-i
Pro@ram provides th. information in a form that can be
communicated to the teacher, Through the appraisal
program, the teacher learns more sbout the task and
responsibilities relsted to his job, what constitutes
satisfactory performance, and how well he measures up to
his supervisor's standard of efficiency.

It i1s essential that teachers understand the
performance rating program and its significance to them
and their progress in the organization. They should be
informed of the meaning of each factor used in evaluating
their perform~nce. liost teachers inwolved in the study
could not get additional points for Plus Factor for the
very simple reasons that they do know and under stand
the various criteria under this category,

A teacher may disagree with his supervisor's
eppraisal of his work performance and it would be nmnfaiw

and demoralizing if he is not ~llowed to express his dis-
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agreement and explain hig side. Hence, it is necessary
that a procedurc for the appeal and review of ratings
be provided. This assures fairness to the teacher,
glves him an opportunity to he heard, and affords him
protection against the supervisorts unfair judgment of
his perforr:nce.

Supervisors cannot avoid making judgment of their
suberdinates. Periodic and accurate appraisal levies
a burden upon supervision that tends to produce better
and more competent supervisors. An immediate superior
will become more ncquainted with his teachers snd their

perf.rmance. This closeness will thus lead to a bett..

and harmonious teachei-supervisor relationship.

Performance r-tings will help management identify
and select teachers for promotion, scholarship, merit
increase and even for demotion and discharge. Rating
aids in uncovering hidden talents and poten+tinl abiliti:s.
A properly dcveloped =nd administered performance vreoting
program cs=n aid in determining which individusls in the
organization should be considered for promotion. . Teach-

ers with poteontials for higher positions can b~ sent

te scholarship for ¢ivance studies, .



Chapter 5
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

This chapter Presents the summary of findings
and coneclusions of this investigation and offers recom-
mendatiens of the rc-direetion of the Performsnce Ap-
praisal System for Tcachers (PAST) to make it more

relevant to the teaching force.

- SUMM..RY

e we

— e - P

This study aimed to look into the educstional
qualifications and job performances of public elementar;

sehool tescher. in Catbalogan Central Schools, Division

of Szmsr.

Sources of data were responses from 192 teachers
snd from the Performance Appraisal System for Teachers
obtained through documentary analysis. This study is
1imited to school year 1987-1988.

Specifically, this study attempted to answer
the following questions:

4, Wh-t is the profile of the teachers in the

three central schools in Catbalegan, Samar with respect

to:
1.1 educntional qualificetion?

T0
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1.2 Jjob performence?

2, Tn what extent do thease teachers react to the

verious eriterir im the Performance Appraisal System

for Teachers (PA3T)?
3, How do the tenchers feel abouf the manner

with which they are rated in job performance by their

reting official?

4. Is there o significant relationship between
educrtional qualification and job performance of teach-
ers in these three central schools?

5.. What implication for policy redirections

sv be dreswn from the findings of the study for staff

deveclopment?

‘- FINDINGS

The L5747 - ape v tood boged vpan the
The f21lewing findings arc summarized based upen
o "4-,: AY Pl e

the results of the study:

Profilc of the quohers

Mnjority of the teachers in Catbalogan Central
3chools heve units in advanced studics. There were
eighty-four tenchers with morc than 20 units in the
mastersl studies, 2% or 11.98 percunt who have finished
the academie requirements for » masteral degrecc sond

also 23 or 11.98 percent who have started taking masteral
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studies. There were only three tenchers with units in the
Doctor of Philosophy degice and only one is a holder of
the Doctor o' Ecucation degree.

All of the {cochers in the three central schools
have high perrormance ratings. Twenty~-five or 13%.02
rercent were rategd "ocutstanding" ~nd 167 or 86.58 percent
of the 192 teachers were rated "very satisfactory".

Teachers Reactions to 'he
Criteria in the F > "-ance

Appralsal System for Tcachers

The grand veighsed mcen for the reactions of
teachers towards the indicstors for "Pupils Development"
is 4.14 which me:ns that the te-chers strongly agree
with the inclusion of the indicators to the instrument.

For the criteria on "Teachers Competence" the
teachers gave out a weighted mean of 4.94 which also
indicated a strongly--greed reaction.

The tc-chers ~1lso strongly agreed to thc inclusion
of the criteria for "Teacher Personality and Human Rel-

ationgn. This category of the Performance Appraisal

8ystem for Teachers come up with o wighted mean >f 4.42,

Teachers FPeeling on How
Tiic™” were Rated by
Their Supervisors

The mp jority of the teachers felt that whey had

been objectivcly rated by their rating officisls under
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the FPerformance Appralsal System for Teachers. There

were 141 or 7..44 percent 1o voiced out this rcaction,
Twen'y-fire or 13.02 purcent of the central school
teachers felt that they were over-rated and 26 or 13.54
percent claimed that they waré under-rated.
Relationshio of Educational
Qualifice*ions ond Job

Performan : Rating of
Teachers

The grand over~ll correl stion for the three
central schéols is .17 with a tabular t of .05 and
= df. of 190. One *%riled is 1.65 which indicatcs a
rositive relatici:ship between the twn variables, ncmely:
educ-*ional qualification and performsnce rating. The
null hypothesis that there is no correlation between
the fwo variables mcntioned above is therefore rejected.

The obtzined r for Catbalogan I was .567 signifying
2 relationship bstween the two varisbles. The tabular
t was at .05 level with a df. cf 75, one tailed was 1.67,
The findings suggested that as ftecachers upgrade theip
educational qualificatinn, ther also improved their
teaching competencies.,

For Catbalogen IT Central School teachers, the
obtained r was 340 which likewise denoteq low or

& correlation betwe n sducations] qualification and job
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performance, Tabul~r t was .05, df. was 51, nnd one
tailed is 1.68,

On the other hand, the obteined r for Catbalogaon
III Central School teachers was .41 which suggested an
indifferent relationship between the two variables.
Tabular t was .05, df. was 60 and one tailed wag .66.
These findings showed that there must be some other
factors which affected the performance of the teachers

in spite of their effort to ugcrade their educational

agunlifications.

Implications for Policy
edirections for Staoff
Development

Therc must be a systemetic and periodic appraisal
of teachers. A good appraisal program should be evolved
for this will provide information on the weaknesses and
strengths of the teachers. This will in turn motivate

and encoursge teachers to upgrade their educetional

qualifications ~nd consequently improve their skills

in tz-¢hing.

For a thorough understanding of the appraisal

Program it is importont thot the teanchers should be

infn g
nformed of the meening of ench factor used in cvaluating

thei :
heir performance. Tt would be ~roper and in order if

they will be involved in coming up with the different
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eriteria in *“e asproisal instrument.

Teachers muat be piven n chance to ex, lain their
side if thev arc in dieagreement with the rating given
i once, it is necessary tha® a

s be provided.

[

by their superiors.
procedure for an appeal and review of rating
Such - rocedure will assure fairness to the teachers and

afford protection ngrinst unfair -nd bias judgment of

his - erformence by the su_.srvisor.

A perindic, systematic =nd accurate r-rraigal
will likewise mo5ivatc the supervisor to become more
ccquainted with the eppraisal instrument. It will also
icad to produce a better and compgetent supervisor. Eval-

uation cf teachers performence makes the supervisor do

his job effsctively.

CONCLUSIONS

In the light of the foregning findings, the
following conclusions were arrived at.

1. Most of the teachers in Catbalogan Central
Schools were educationally qualified with a majority
of trs': having units in gradurte studies.

2. Thet thc tech:rs wer: efficient workers
a8 clearly suggerted by their performence restings.

Ratings given to the teachers by their supervisors were
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predominentl moutat-~nding” and "very satisfactoryn. No
rating of "satisfnctory" nor Munsatisfactory" was given.

3, A majoritv of the teachers from the three
central schools strongly apreed to the inclusions of
the differcnt critcein now found in the Performance

Aprr-~isnl System for Teachers.

4. MNost of the teachers felt that they have
been rated objectively by their rating officinals. A
minimal numbcr were candid and honest enough to assums
that they v:re over-rated. There were also a few who
~1~imed that they were under-rated.

5. Therc was significant relationship between
educational qualification -nd job performance of *teachers,
As teachers upgred: themselves professionally, they
likewise im rove their comgpetencies in the teaching-
legrning process.

6. The teachers were aware of the im.rovement

on their professions after they obtaincd units in

gradunte studies. These have motivated most of them

to zrow professionally.
RECOMMEND/A " TONS

On the basis of the conclusions just prescnted,

the researchier hereby recommends the following:
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1. Teachers should cndeavor to grow professionslly.
They should not depend too much on the privileges given
by the schonl bu* should spend their own time, money and
efforts to upgrade. themselves and thereby improve their
skills and competencies in the teaching-learning process.

2. Administrators in the Division should encourage
their teachirs to attend Saturdays and Summer classes in
the graduat: -nd doctoral level. This is now attainable
a8 Samer State Polyt=chnic College already offers several
sraduate rrograms.

3. It was noted that no teacher was rated
"satisfactory" nor "unsatisfactory" by their rating
officisls. Administrators should not hesitate to give
such ratings as long =2s it is given objectively.

4. Seminecr-workshor on the Performance Arpraissal
System for Toachers should be conducted yearly to
scqu=int te:chers on the diffcerent indicators in the
ingtrument. Teachers should be guided rroperly on
how achieve *their ratings especially on the "Plus Factorsm,

Fina1lly, the following sarecas are recommended for
further res.qarch if only to enrich the existing informa-
tion on th: subject:

1. nelationship between performance ratings of
teachers snd achievemunt of pupils.

B. Assessment of the tenching-learning ~ctivities



8
in the centr-l schools.
3, TFollow=-up of the graduate with emiphasis on

the achievers.
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APPENDIX A
Republic of the Philippines

SAMAR STATE POLYTECHNIC COLLEGE
Catbalopgan, Samar

July 10, 1986

ihe Dean of C(raduate Studies
Samar State Polytechnic College
Catbalosan, Zamar

8-1r.

In rv desire %o start writing my thesis proposal,
I heve the ':'nor to request approval of one of the fol-
lowing problems, preferably problem number one:

1. EDUCATIONAL QUALIFICATION AND JOB PERFORMANCE
0f TEACHERS IN THE THREE CENTRAL SCHOOLS

CF CATBALOGAN

2. THE EFF=CT OF PROJECT URS PRODUCTS (PVOSBM)
APPROACH AND CURRICULUM INSTRUCTIONAL YAT-
ERIALS ON THE ACHIEVEMENT IN FILIPINO IN
CATRALOGAN II DISTRICYT DURING THE SY 1985-1986

3. I[HE EFFECI OF UPGRADING TEACHER'S CCOMPRTENCE
THROUGE APPRAISING PIYRFORMANCE RATIRG IN
THE DISTRICT OF CATBALOGAN II 1985-1986

I hope for your early favorable action on this
request.

Very truly yours,

(SGD, ) DIONISIA C. MONTEJO
Researcher

Recemmending Approval :

(S8GD.) 'LEJANDRC E. CANANUA, M.A. Ed.
Head, Reseurch, Development and Publication

APPROVTD

(S5GD.) DOMINADOR Q. CABANGANAN, Ed. D.
Dean of Graduate Studies



APTPENDIX B

lepublic of the Philippines
SAMAR STATE POLYTFCHNIC COLLEGE
Catbalogan, Samar

fovember 11, 1989

The Schools Division Superintendent

Division of Samar
Catbalogan, Samar

Madame :

In order to improve and validate the survey
instrument intended for my study entitled "EDUCATIONAL
QUALIFICATION AND JOB PERFORMANCE OF TEACHERS IN THE
THREE CEUTRAL SCHOOLS CF CATBALOGAN, SAMAR". I have
the honor to request permission to conduct a dry-run of
my questionnaires to the Hinabangan Central Elementary

School Teschers.

Anticipating your consideration and favorsable
action.
Very truly vours,

(SGD. ) DIONISIA C. MONTEJO
Graduste " "Studsént

APFROVED:

(8GD.) LYDIA MIRAS-LOPEZ
Schools Division Superintendent

(S6D. ) MARIA DABUET
District Superviser
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APPENDIX C

Republic of the Philippines
SAMAR STATE POLYTECHNIC COLLEGE
Catbalogan, Samar

December 1%, 1988

The Schools Division Superintendent

Division of Samar
Catbalogan, Samar

Madame :
In connection with my research work titled
"EDUCATIONAL QUALIFICATION AND JOB PERFORMAIICE OF PUBLIC
SLEMENTARY SCHOOL TE/CHERS IN CATBALOGAN CENYTRAL SCHOOLS3",

I have the honor to request permission to field my question-

nsire and to avail of %“he documents necessary for my

study.
Hoping for your favorable approval of this request.

Very respectfully yours,

(SGD. ) DIONISIA C. MONTEJO
Teacher

Recommending Approval:
(SGD) DOMINADOR (). C"BANGANAN, Ed. D.
Dean, Graduate Studies

APPROVED:

(SGD.) LYDIA MIRAS LOPEZ
Schools Division Superintendent
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APPENDIX D

Republika ng Pilipinas
(Republic of the Philippines)
" MINISTRI NGFYEDURASYONTAT.KULTURA
(MINISTRY O EDUCATION AND CULTURE)

January 8, 1979

MEC ORDER
Ho. 2, s. 1979

TMPLEMENTATION OF THE WEW PERFORM:ANCE
APPRATISAL SYSTEM

Bureau Directors

Regionel Directors

Culturel Agency Directors

Chiefs of Services and Heads of Units

Coordinator, Stete Colleges and
Universities

Schools Superintendents

i
o

1. Inclosed is Memorandum Circular No. 2, s. 1978,
of the Civil Service Commission entitled "Implementstion

of the New Performance Appraisal System", which is self-
explanstory. Also enclosed are the Performance Appralsal
Repor+ form and instructions on the proper accomplishment

thercof.

2. Conformahly “hereto it is hereby directed that

the performance appraisal system herein prescribed be
adopted for sl1l positions in this Ministry, following the

guidelines enumerasted helows:

A, ating Period

(1) FEmployees shall be rated for the periods
from January to Junc and July to December of
cach year effective Janwary 1, 1979, except
teachers snd other school persnnnel on the
tecacher's lcave basls who shall be rated at
the end of each school semester besginning the

school yeer 1979-1980.
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(2) A probationary period rating shall also

be made at the end of the one (1) year of
employment in the cese of provisional class-
room teachers and instructors and at the end
of*the sixth month for newly appointed employees
whose pouitions do not belong to the classroom
t-achers rnd instructors group.

(3) A copy of the performance rating report
of the employees shall be furnished the
Personnel Officer, School Administeative
Officer of Administrstive Assistant of the
Office or school concerned within fifteen
(15) days after rating period.

Wwho Shall Rate

(1) In School Districts -

(2) Each elementsry school teacher,
guidance counselor,and coordinator,
or school personnel shall be rated

“by the school principal or head
t.acher =s the case maybe, subject
to review by the district supervisor.

(b) Each elementary school principal,
head teacher, or district coordonsator
shall be ratcd by the district super-
visor, subject to review by the
schools division superintendent.

(¢) Each district supervisor shall be
roted by the asssistant schools
division superintendent, subject
to review by the schools division

superintendent.,

(2) 1In national, provincial or barangasy high
schools -

(a) Hach teacher shall be rated by the
head of the department, subject to
review by the school principal. In
the cnse of ochools with no heads of
department, the ratings shall be mnde
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(3)

by tho assistant principal subject to
revicw by the school principal. If there
is no nssistant principal, the ratings
shnll be made by the school principal,
subject to review by the schools div-
igsion superintendent.

(b) Each head of department shall be rated
by the assistant principal. If there
is no assistant principal, the ratings
shs1ll be made bv the schools principal,
subject to review by the schools div-
ision superintendent.

(¢) Each school principal shall be r~ted by
the assistant schools division superin-

tendent,

(d) In schools with administrative clerical
personnel such clerical personnel shall
be rated by the odministrative assistant,
sub ject to review by the school principal.

In vocationsl, (fishery, trade, agricultural)
schools/colleges - '

(2) TBach teacher shall be rated by the head
of depart@en?, subject to review by the
school principsl or administrative, as
the case may be.

(b) Each hend of department shall be rated
by the assistant principal, subject to
review by the school principal or
administrator, as the case may be.

In schools headed by vocational
administrators, the ratings shsll

be made by the cchool administrators
sgb;egt to revicw by the schools
division superintendent.

(¢) Each nssistant principal shnll be rated
b? fhe school principal, subject to
E?Véew by the vocational school superin-

endent. In schools headed by vocationsal

90
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(4)

(5)

(d)

(e)

(f)

administrators the ratings shall be made
by the school administrator, subject to
review by the schools division superin-
ten 'i(;—l’lt .

Administrative pcrsonnel shall be rated
by the Administr-tive assistant, subject
to review by the head of the school.

Each vocational school administrator
shall be rated by the achools division
superintendent, subject to review by
the regional director.

Each vocational schools superintendent
shall be rated by the assistant regional
director, subject to review by the
regional director. '

In division offices -

(2)

(b)

(c)

(a

Each general education supervisor shall
be,rated by the assistant schools div-

ision superintendent, subject to review
by the schools division superintendent.

Each administrative personnel shall be
rated by the schools administrative
officer, subject to review by the
schools division superintendent.

Each assistant schools division superin-
tendent shall be rated by the schools
division superintendent, subject to
review by the rezional director.

Each schools division superintendent
shnll be rated by the assistant regional
director, subject to review by the
regional director.

In regional offices -

(a)

Each supervisor or employecs shall be
rated by the assistant chief of d1v1519n,
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subject to review by the chief of
division.

(b) Esoh:hsaistant chief of division shall
be rated by the chief of division,
subject to review by the assistant
regional director..

(¢) Bach chief of division shall be rated
by the assistant rcgionsl director,
subject to review by the regional
director.

(d) Each regional director shall be rated
by the Deputy Minister with the as-
sist-nce of the assistant ministers,
subject to review by the ministers.

(6) In cultural offices/agencies -

(a) Each employee shzll be rated by the chief
section, subject to review by the chief
division. '

(b) Each chief of:secotion shall be .rated by
the assistant director, subject to review
by the director. '

(c) Each chief of division shall be rated
by the assistant director, subject to
review by the director.

(d) Each assistant directar shsll be rated

bg the director, subject to review by
the Deputy Minister,

(e) Each director shall be rated by the
Deputy Minister with the assistance of
the nassistant ministers, subject to
review by the Minister.

(7) In staff bureaus, centers, units -
(4) Each employee shall be rated by the
chief of section, subject to review by
the chief of division.
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(8)

(b)

(c)

(d)

(e)

Each chief of section sholl be rated
by the assistant chief of division,
subject to review by the chief of
divigion.

Each chief of division shall be rated
by the assistant director or n8sistant
chicf of units, subject to review by
the director or the chief of unit.

Each assistant director or assistant
chicf of units shall be rated by the
director or chief of unit, subject to .
review by the Deputy Ministerse.

Each director or chief of unit shall bs
rated by the Deputy Minister with the
qasistance of the assistant ministers

" subject to revisw by the Minister.

In the Ministry (Proper) -

(2)

(b)

(c)

(d)

(e)

Each employee shall be rated by the
chief of section, subject to review
by the chief of division.

Each chief of section shall be rated
by the assistant chief of division,
subject to review by the chief of
division.

Ench assistan® chief of division
shall be ratcd by the chief of div=-
ision, subject to review by the chief
of services.,

Ench chief of division shall be
rated by the chief . of service,
subje€ft to review by the IDoputy
Minister. -

Each chief of scrvice shall be raoted
by the Deputy Minister with the as-
cigtance of the assistant Ministers,
subject to review by the ministers.

93




Appendix D (Cont'd.,)

C.

(

Rating Procedure -

(1)

(3)

The manner of rnting shall be according
to the instruction given in the afore-
mentioned Memorandum Circular No. 2

of the Civil Service Commission. After
the rating officials has accomplished
the performance rating report, the sam<
shall be forwarded in triplicate to the
rceviewing official who likewise signs
the report.

After the reviewing official has signed
the report, o copy of each shall be
furnished the roatee and the rater. The
third copy of thc reports shall for

the files of the office, division of
school concerned.

In cese a reviewing official decides to
make the chsnges in the performance
rating of an employee he shall indicate
such chaneges in red ink, in the report
and properly initial them. Any perform-
ance rating changed by the reviewing
official shall be considered final
unless an appeal for consideration of
the some has been properly subuitted.

Relsotionship Between Performance Rating

and Personnel Action

be considered in conncc

"he performanc.: rating of employee shall
tion with the following

personnel action:

(1)

(2)

rlacecment - the strong performsnce qualitics
of an cmployee sheoll bc utiiized to adventage

in duty asgignments.
Promotion and step or meritfincrease in
payment. A prating of at least satisfactory

shall be a requirement for promotion as
well 28 for step or merit-increaise 1n paye
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(3)

(4)

o

(2)

ty

(1)

Incentive award - An employee for whom
an "outstanding" rating 1s given shnll
be recommended (»r an incentive award
or merit inerense.

icduction in force = when roduction in
force is to be affected, the performance
ratineg shall be one of the factors to

be considercd in determining retention.
Decisions in this regard shall be based
on the rating of the employce concerned,
notwithstanding ony pending appesl of
the employec with regard to such rating.
should anv chanee resulting from the
appreal olter tae employec's standing on
the r *+cntinn rczister, the necessary
corrective stcps shrll be taken in ac-
cordrnce therewith.

Disciylinery action - An employee whose
rerformance rating is "unsstisfavtory"
shal’ be subject to administrative dis-
ciplinary action under the Uivil Service

Law -nd rules.

. ."1;‘2881 S

any employee who believes that his
rerformance has not been fairly or

pro.erly rated m-y appreal for a review

of his performance rating in the manner
rreoeribed in Circular No. 20, s. 1964,

" djustment of Com:laints and "Grievances™",
of the defunct Bureau of Public Schools.

The cmployes shall submit his appeal
within five (%) days from receipt of hi:s
gopy of the porformance rating report
duly reviewed by the proper official.
Failure to do so shnll be dvemed a
waiver of his right to appenl and no
nppeal shall thercfore be entertained.

P.. Trainine -

Regionnl dircctors, su.erintendents,
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district supervisors and principals shall plon
‘nd carry out suiteble programs for the train~
ing of supervisors in the proper and effective
implementation of the New Performance Appraisal
System. This may b: taken up in teachers!'
meetings, confercnces or workshops. In this
rcgard, the assistence of the Civil Service
Commission or regional offices or this office
may be availed of in the preparation and

¢ nduet of such training.

3. The'n\CGSSaPY forms should be primted or reproduced
by the officcs or schools concerned.

4. All previous rules and regﬁlations on the perform-
snce ratlng system aor. sugerseded by this Order effective
uyon the implementation,

5 It is desircd that this order be dimseminated to
ell officisls, teachers and employees concerned for
implementation <ond guid-once.

-

(8:D.) JUAN :I.. MANUEL
Minister of Education and Culturse
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APPENDIX E
QUEBTIONNAIRE

Educational Qualification and Job Performance
of Public Elementary School Teachers
in Catbalogan, Central Schools

Dear Respondents,

You have been selected as one of the respondents
to the study Elementary School Teachers in Catbalogan
Central Schools.

The data that you will provide will be used for
educ=tional purposes. Please answer the questions as
accurately and frankly as possible. Everything will
be held confidential.

Thank you,
DIONISIA C. MONTEJO
Researcher
Directions:
Please indicate your answer with a check mark

(/) or write the data asked on the blank provided
before/after cach item.

1. Personsl Data

Name . SEX Age

School Position/Rank

A. FEducational Qualificsation

Doctoral Degreec

Ph. D. Ed. D. (CAEK)

M.A. with Ph.D./Ed.D. imits

I aster of Arts Degree
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Moo (CAR)

Bachelor's Degree with Ma
unita

Bachelor's Degree holder

iis Teschers reacticons Towards ‘he various Criteria
of the Ferformance Appralsnl Syastem (PAST

Directiont Tlenasc findicate with a chieck mark (/)
vour rasction townrds the selected
criteria of the Performance Auyraisal
System for Te«chers.

Legend
Tully Agrec —-—eemmceeceeee o 5 points
SAPCE S e e 4 points
Uneertain ——cccmmmmm e 3 points
Disngree =—eeecmmmmao 2 points
Slightly Disagree ———eeacmaa. 1 points
Itoms ¢t FA ¢ A :U : D : 8D
e Furile Iuvelolrent
1. Provide maxioum in-
volvement in varied
lenrning sctivities ! ! : :
2., Moximize the utili-
zetion of the skills
conteincd in the
ELC ond MLC, H ! : ' $
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It:ms e /TS B T ol T e

-

3D

Be Tescher's Compctence

T« Presente 1 asson on
love of country,
brotherhood and
fellowbhi; with
mankind.

.o
“e

Observance o zig-
nific-nt natinsnnl
celebr-tion ~nd
evints,

g
.

.
e
e
e
.

) I rircci-tion and
rrecservation and
of *he Filiiino
cul*ural heritage
~n< love for Phil-
i, ine made ;:ro-

sl a®
duects, e

4., Dt mstratc desirable
he*i+3 »and "nlues
& learner by

0
b
o
bt S
[0
bo |
R
L ]
.o
e
e

Consistent Hllow=-
up of learn »s
behevior through
consultetion with
jeers to tonchers
rnd parcnts, :

N
.

.s

~a
s
.s

e Alweye herd woll

prepared 1csson

vlen aveiled of ale-

uropriate torching

teehniques nnd uti-

1iz6d neccosgary

gu ort tecching

nida/mterinls, ! : : :

-e
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Ttems FA

.e

.8

SD

10.

11.

12,

1%.

Administer onc
teriodic test and
at least ten other
written jerformance
test every mating
perind for each
El~zs subjeet.

e

Provide remedial
instructions to .
under achievers. s

Upgrade oneself by
learning graduate
and Tast graduate
uni+: with own
ex-cnces. :

actively participates
in 211 school in-

service training and
other srecial courses
sp rrovided. :

Kecys complete, nc-
curaste, nent, up-to--.
date rccords and
submite ne~* and
accuerate reL.orts

and forms before the

due date. H

Partici_ ates active-
ly in all school
activitiss either
as - chrirmnn,
lender or ns a
member,

Arrival in school
or in place of actji-

e
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Itema

-

B

-

. "

SD

14.

15.

o I3

vity at lenat 15
minutecs befare
afficicl time &
left only fter

the end of the ¢
¢lasa or schnol
activity. . H

Voeluntarily renders
scrvices bevyond of-
fici-l timc. e

Do not make un~

necessary absences
that will detrimen-
tnsl to the class., :

Other, _lease
g, .cify.

cacher Personality

)

3
=nc

TY

Hdumen Kelatilons

-\

2e

D

Obs-rve the highest
standard »f moral-
itw with u-nuestione

d

hon-2ty and integrity

Strictly obs _ rve
rules and r o ogulation
aff.cting jvblie
services :

Observe ypro .r
grooming and attire:

Demongtratc n 8cnsa
of res,_.onsgibility,
sclf confil ncea,

and self control,

e

a5

®e

es

e

.

.

.0

LE ]
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Items ¢ FA

=

SD

5. Make sound decision

6. Display reasonable
independence of mind
and correction.

T. Exhibits oren-minded-
ness to suggestions
and criticisms.

8. Mainteins hormonious
relationshiy with
reorle he desls with
both in work and in
community.

9. Manifests love and
concern for pupils/
-stucent.

10. Others, rlease

specify.

oo
.o

oo

ITT

I~ * .. [ | > V. .. = M . 3. J
207 R . T y . fo e P | A
How 4o you feel you were rated in the

foii

owing
aspectes? Check under the aypr»ro.riate column:

- -

OR, - if over-ratcd, UR - if undcr-rated and OB

if obicetivel: rated.

ASPLCT

OB

¢+ OR : UR :
Pu;.ils Development : . .
Tecacher Competonce : : :
Teacher Personality &
~ Humen Rolation : $ $
Plus Pactors
Plus Factors 3 H $
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APPENDIX F

RELATICUSHIP BEIWEEN EDUCATIONAL QUALIFICATION = AND
PERFORV'NCE RALVING OF TEACHERS IN CATBALOGAN I

Educational Performance
Respondent Qualif‘ication Rating 2
X X Y Y XY

1 8.58 73.6164 9.15 83%.T7225 78.507

2 8.58 73.6164 9.15 83%.7225 78.507

3 8.58 73.6164 8.55 7%.1025 7%.359

4 8.58 73.6164 9.3%0 86.4900 79.794

5 8.32 69.2224 8.95 . 80.1025 74 .464

6 8.32 69.2224 8.95 80.1025 74 .464

7 8.58 73.5164 8.20 © 67.2400 70.356

8 8.58 73.6164 9,25 85.5625 79.365

9 8.32 69.2224 8.95 80.1025 T4.464
10 8.84 78.1456 9.10 82.8100 80.444
11 8.58 T73.6164 9.10 82.8400 78.076
12 8.32 69.2224 8.70 75.6900 72.384
13 9.10 82.8100 9.10 82.8100 82.810
14 8.32 69.2224 9.05 81.9025 75.296
15 8.58 T2.6164 9.15 83.7225 18.507
16 8.58 73.6164 9.10 82.8100 78.507
17 8.32 69.2224 8.20 67.2400 68.224
18  8.32 69.2224" 8.80 T77.4400 T3ez1u
19 8.32 69.2224 8.70 75 .6900 72.3%84
20 8.58 73.6164 9.80 96.0400 34.034
21 8.32 69,2224 9.00 81.0000 74.830
22 8.58 73.6164 9.20 84.6400 78.936
23 8.%2 69.2224 9.10 82.8100 75.712
24 8.583 7%3.6164 9.00 81.0000 T77.220
25 8.32 69.2224 9.00 81.0000 74.880
26 8.58 7% .6164 8.55 73.1025 73.359
27 £.58 7%.6164 8.90 79.2100 76.362
28 8.32 69.2224 9.25 85.5625 76.960
29 8.58 73,6164 9.20 84.6400 78.9%6
30 / 78.1456 9.20 84.6400 8i.328
31 69,2224 8.85 78.%225 T73.632
%2 73.6164 8.95 80.102% 76 . 791
3% 78.1456 9,05 81.9025 80.002
34 73.6164 9.00 81.0000 T77.220
35 69.2224 8.40 70.5600 69.888
36 73,6164 9.00 81.0000 77.220
37 73 .6164 8.30 68.8900 71.214
38 7841456 9,05 81.9025 80.002
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Respondent

()
O
.

(&)

N
DODODPOODODOD®»D®®mm

L]

L Y B 2 T
D+ (DN is D o

ONANW O 0 a1 DWW DWW D -4

DODOODOMO MDD EDED DD
DO WHPH OO DD

. . . L] . . . . . L]

N VJTW\UITWU (0 W ¢

LI S
NENNDDON ON

DODDOD®

> 4 - . Y L -

U DV W WA\

E IR bl i A

tel
D

Fduen*ional
Guslifiention

x?2

78.1456
73.6164
T78.1496
69.2224
T73.6164

7801456 .

7%3.6164
7%3.6164
73.6164
82.8100
78.1456
78.1456
69.2224
69.2224
73.6164
78.1456
78.1456
73.6164
78.1456
7%.6164
73.6164
69.2224
7%.6164
69.2224
73%.6164
7%.6164
69.2224
72,1456
690 2224
69.2224
7%.6164
7%.6164
768.1456
78,1456
69.2224
7%.6164
78,1456
7%.6164
97.6144

Parformance
Rat ing
2
v Y

9,50 90,250
9.10 82,8100
9.55 91.2025
9.10 82.8100
9.10 92.8100
9.20 84.6400
9.00 81.0000
9.20 84.6400
9.15 83%.7225
9.80 96.0400
9.20 84.6400
9.15 83.7225
9.20 84.6400
9.40 88.3600
9.50 90.2500
9.40 88.3600
9.10 82.8100
9.25 85.5625
8.40 70.5600
8.90 79.2100
9.45 89.3%025
9.25 85.5625
8.85 78.3225
9.15 83.7225
9.25 85.5675
9.15 83.7225
9- 50 8601900
8.85 74.8225
.9 T79.2100
8.60 73.9600
9.50 90.2500
92.15 03.7225
9.15 8%.7225
9,20 84.6400
9,05 81.902¢
9.%0 £0.4900

9.4

89.3%025

<

Y

£3%,96)

7.0

85;’ ’ ;Z

75 .72

78.9%

80,444

72.9%

T7.220
73.9%
8%.29
£6.6%2
81.7T0
76,13
78.9%
8%.0%
23,929
g80.652
| s
79.35
72.07°
T4.08
81.081
76.960
75.9%
78.507
7609&)
30.8%
T7.3®6
71.963
76 .362
73.7T8B
33.990
80.88
75.18
73.9%
30,0
79+ TH
93,350

[ 5
EX'_GT%—'B's ST 1B EXE568 T, P 30EY =6OR - ToRYS6 33T 5TTS  EXY=5900.26
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No= T
axy - (EX)(EY)
r = N
vt 2
Bx? - (EX)" py2. (ED)
N 5998.265 - (661.18)(698.15
B ' i

(5682.2532-661.18% )(6337.5375-698.15> )
1T g7

_ 461502.812

) 5998. 265 77

3.40%221

(4.86409)(7.49302)
o~ 3.42%221

36.44672365
= 3.423221

6.037112194

= .567029548 .
= 567

The obtained r-of 0,567 denotes substantial or
marked relationship between t?u two variablos. Therefore,
it can be snid that therc is a substantial relationship
between educntionnl qunlification and purformance rating

(PAST) of teachers in Cntbalocan I Central School.
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Catbalogan I

N = 77
[ 4
r = .567
R N-2_
1—r2
= .567
75
1—.5572
&
= 567 2
1-.321489
.678511
= .567 /710.5361593
= (.567) (910.5136178)
t = 5,96
Tabuler t at = L05
daf
af = 75
one~tailed: 1.67
Decision: Reject Ho There is a positive reloti®nship.

This means that there is s relationship between
educational quelification and job performance

of teachers in Catbalogan I Centr~l School.
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RELATIO 'SHIP BETWEEN EDUCATIONAL QUALIFICATION AND

PERFORIM/ICE RATING OF TEACHERS IN ”CATBAL@GAN

.Bducational

IT CENTRAL SCHOOL

/13-6164

Respondent Qualification
(X) 3E
1 8.58 T73.6164
2 Q.58 73,6164
3 3.58 T73.6164
4 °.58 T73.6164
5 8.58 T3.5164
6 .58 T3.6164
7 £.58 T35.5164
8 8.84 T8.1456 °
9 8.58 7T73.6164
10 8.32 69.2224
11 8.58 T3.6164
12 8.32 69.2224
13 8.32 69,2224
14 8.52 T3.6164
15 8.58 73.6164
16 8.58 73.6164
17 8.58 73.6164
18 8.32 69.2224
19 8.52 73.6164
20 3.58 T73.6164
21 5.84  78.1456
22 3.58 7%.6164
23 8.32 69.2224
4 3.58 T73.6164
25 ~.58  73.6164
25 B.58 .73.6164
27 3732 69.2224
28 2.58 T3%.6164
29 3,58 73.6164
30 8.58 .73.6164
31 8.58 .73.6164
32 8.58 732.6164
- 33 8.58 73.6164
24 7e84 72,1456
35 .84 78,1456
36 .2.58 7%.6164
37 8,58

(Y)

9,30
8,55
9.00
9.20
9.10
8.90

8 385

‘9,10
9-20
9.00
8.70
8.70
8.90
9.00
9020
8.70
9.20
9.10
9.10
9.10
9.30
9.10
3.20
8.20
9.00
9.35
9020
9.30
9.00
9.30
8.80
9.20
9.10
9.20
9.15
9.3%0
9;20

107

ot

Performance
Rating

v2

86.49
7%.1025
81.00
84.64
82,81
79,21
78.3225
82.81
84.64
81.00
75.69
75.69
79.21
81.00
84 .64
75.€9
84.64
82.81
€2.81
82.81
86.49
82.81
67.24
67.24

81,00

87.4225
84.64
86 .49
81.00
86.49
TT7.44
84.64
82.81
84.64
83.7225
86,49 "
84.64

\

X¥
79-794
73.359
77.220
78.936
78,078
76 .36
75.933
30.444
78.93%6
74.880
74 .646
720 38‘:'
14.948
77.220
78.936
74.646
78.936
15.72
78.078
78.078
82.212
78.078

- 68.224

70.356
17.220
80.223
76.544
19.794
17.220
79.794
15.504
78.936
78.078
81.3283
. 80.886
79.794

78.936
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38
29
40

41

42 -

43
44
45
46
47
48
29
50
51
52
53

N

BEducational
Respendent Qualification

X

8.32
8.58
8.58
8.58
8.58
8.32
8.%4
8.32

2,22

(
h

@™
U1
YN N O Do W

.

ODODOO®m
.
N W \W U1 \UT\u

= 53

X2

69.2224
7%.6164
73.6164
7%.6164
73.6164
69.2224
78.1456
69.2224
69.2224
73.6164
73.6164
73.6164
7%.6164
69.2224
69.2224

87.6094

. EXY - (EX)(EY)

.

' e @

OO 0O DWVOVOVO\O

N

Performance
Rating

=

olojolojlojolololoRe

\O
N
U

2
(2x- (B (y?- LELY

,." - YZ

82.21
82.81
86.49
32.81
£6.49
7%.96
84.64
79.21
84.64
82.81
85.5625
84.64
84 .64
75 .69
84.64

86 .49
EX=453.70EX23885.5804 EY=479.55 EX24342.5525 EXY=

4105.972 ={453:70)(479.55)

53

m

(5875 . 5004453107 y (1o 5525-L479-552)

XY

754712
78.078
79.724
78.078
79.794
71.552
81.328
74.048
76.544
78.078
79.%65
78.936
78.936
72.334 .
16.544
87.048

4105.372

53 53
[ _ 212571.835
4105.972 L
(3885.5004-22843:09 (4345 443 29996232025)

23
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2105ﬂ972 T 41050128962

(3095.5804-3883.8432)(4342.5525-4339.0227

0.843038

(1.7372)(3.5298)

0.843038
6.13196856

2.476281

r = 0.340

The obtsimed r of 0.340 denotes low or there is
correlation between the two variables. Therefore, it
can be said that there is a low correlation betwcen thec
educational qualification and performence rating (PAST)

of Te=chers in Catbalogan II Cen+tral School.

Catbnlogan IT

N = 2
t = P —=

1 - r2
N = 53
r = .34 t = .34 D372

1-.34

1?-1156
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]

L]

.34 I I R
.8844

.34 /5T.66627438
(.34) (7.593827357)

2.58

Tabular t at = .05; df = 51, ohe-~tailed: 1.68

Decision: Reject Ho---there is o positive relationship.

This means that there is a relationship between

educz*tional qualification and job performance of Teachers

in Catbslog-n II Central School.
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Respondent Minlific~tion

X
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N
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9.36

x2

73.6164
69.2224
73.6164
T73.6164
69.2224
33.6164
69.2224
73.6164
73.6164
T73.6164
73.6164
73.6164
69.2224
73.6164
73.6164
73-6164
73.6164
73.6164
73.6164
73.6164
73.6164
59.2224
73.6164
73.6164
78.1456
73.6164
€9.2224
73.6164
7%.6164
73.6164
7%.6164
73.6164

72.6164 °

69.2224
69.2224

. 87.6096
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Performance

Riting

RELATIONSHIP BELWEEN EDUCATIONAL QUALIFICATIONS AND
PERFOR ~ICE RATTNG OF TEACHERS IN CATBALOGAN III

Y2

83.7225

8%.7225

81.9025

79.2100
79.2100
78.%225

T7.4400
79.2100
80.102¢

73.9600
81.0000
79.2100
78.3225
67.2400
63.0625
17.4400
79.2100
71.4025
83.7225
80.1025

- T75.6900

79.2100
82.8100
78.3225
78.3225
81.0000
84 .6400
69.7225
7% .9600
78.3225
87.8100
84.6400
85.5625
81.0070
73.9600
79.2100

XY 7

72.507
76,129
77.649
76.%62
740493
15 .933
73.216
75.362
75.791
73,7282
77.220
76.%62
7%.632
70.336
T0.°735
15.504
76.362
T72.501
T13%3.207
76.791
T74.676
76.362
T78.072
T8 234
75.933
T4 .880
72.936
71.643%
T73%.788
15.933
78.078
78.9%6
'19.365
14 .E3

71.550

33%.304
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38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61

62

Educational
Respondent Aualification

3.58
8.84
_£.32

x2

69.2224
69.2224
78.1456
7%.6164
7%.6164
73.6164
69.2224

73.6164
73.6164
73.6164
78.1456
73.6164
73.6164
T3.6164
73.6164
69.2224
73,6164
69,2224
69.22234
73.6164
69.2224
73.6164
78.1456

£9.2224

‘Performance

PRatihg "

Y Y2 XV
9.1% 83,7225 76,123
9.10 82,8700 T75.712

. 9.60 92.1600 84.0264
9.00 81,0000 T72.220
9,00 81,0000 T7%220
8.25 68,0625 70.7835
8.60 73.9600 71.552
9.15 83.7125 78.507
9.25 85.5625 79.%65
9.10 82.8700 78.07&
9.20 84,6400 78.9%6
9.25 85.5625 31.770
8.80 77.4400 /5 .504
9.25 85.5625 79.365
9.25 85.5625 79.365
8.40 70.5600 72.072
8.70 75.69C0 72.384
8.90 79.2100 76 .362
8.60 73.6900 71.552
9.25 85.5625 79.3%65
8.85 78.3225 73.632
9.00 81,0000 77.220
8.80 T77.4400 77.792
2.00 _81.0000 74.280

EX=529.62EX°=4526.0228 EY=552.00 7v24 4919.505 EX¥=4T35.75

I =

62

EXY

—

EX)(EY)

N

(E

4715075 o

(EX)“

A2 (my? - (EY)

N

(529.62)(552.00)

62

} z02 A2
y o 529')2 , e 2- OO
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4715.75 - —£22220-24
62

Appendix H (Cont'd.)

(4526. 02204 2204213444 ) (4919, 405~ 29T

4715.75 = 4715.326451

Il

(4526.0228-4524.1507)(4919.405-4914.5806 )

0.42%549

(1.8721)(4.8244)

= 0.423549
9.03175924

3.0052238545

The obtained r of 0.141 deno’es indifferent or
nezligible relationship betweeﬁ the two varis=bles. Hence,
it can be said thot there is negligiblc relationshin
between the cducational qualification and performance
rating (P43T) of teachers in Catbalogrm IIT Central

School.

L
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Appendix H (Conk'd.)

Catbaiogan Ll

N = 62
poo= - o141
t -=I'—“N!'-§'2""
O T IR T RO
1-.019881
= .141 60
.980119

= 141 /BTIPTTOSG3
= (.141)(7.824132942)
£ = 1.10

.05
60

1l

Tabular t at
af

ons = tailed; 1.66
Deciéion:. Accept Ho  there is no rela*tionshin. So
it con be said that there is no relationchi:
between clucational qualification and job
performance of teachers in Uatbelogan III

Central School.
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General Correlation:

N
EX
EY

XY
EX

—
=

—
=

—
=

]

I

53 *+ 62 + 77 = 192

453.70 + 529.62 + 661.18 = 1644.50

479.55 + 552.00 + 698,15 = 1729.70

4105.972 + 4715.75 + 5998.265 = 14819.987
3035.5804 + 4526.0228 + 5682,2532 = 14093.°564
4342.8525 ¥ 4919.405 + 6337.5375 = 15599.475

Exy - (EX)(EY)

N

\2 2
w2 (EX) 2 EY)
(Bx*- 24 (Eyo- (BT
(1644.50)(1729.70)
14819.987 - 9% |
. (1644.50)° (1729.702\
(14093.8564-"—=55 )(15599. 495~ —=t~—
14819.987 - —2844491.65
192

Sa

o

~

5 g56a_2704380. 25 2991862. 09

14819.987 - 14815.06068

(14093.8564~14085.3138) (15599.495-15582. €150~

4.92632

(8.2502)(16.879948)

5092632

139.262947



¢ 116

4.92632
11.680097229

0.417450%45
0417

The obtained r of 0.417 denotes substantial or

]

r

marked relationship between the two veriables. So it

can be said that there is a substantial relationship
between the educationql.qunlification and job.rerformance
rating (PAST) of all th: Central School Teachers in

Catbalogan.

Genersl Overs1l Co:r:lation

r = -417
N o= 192
to= r W2
5
1-r
=. .417 ~192-2
1-.4172
=417 129
1-.173889
L A .
.826111

= «417 /227 ,99%33059



= (.417) (15.16553018)

3 t = 6032

Tabuler t ot = .,05 ‘
af = 190 e | AR
one-tailed: 1.65

Decision: Reject Ho ==-- there is a pésitive relationshig

correlation.



CURRICULUM VITAE



NAME

PLACE OF BIRTH

DATE OF

“DDRESS

PRESENT
STATION

CIVIL STATUS

Elementary

BIRTH

PCSITICN

Secondary

College

Grasdus te

CURRICULUM

e

EDUCATIONAL B

VITAE

DIONTSIA C. MONTEJO

Brgy. Sugod.
zumnrraga, Samar

January 15, 1947

Curry Avempye
Catbalogan, Samar

Elementary Grade Teschor

Catbalogan II Central
Elementary School
Catbalogan, Samsar

Married‘
ACKGROUND

Tubigan Elementary School
Zumarraga, Samar

1953-1959

Samar National School
Catbalogan, Samar
1959-1963

Samar College
Catbelogan, Samar
196%-1977

Leyte State College
Catbalogan External Studics
Center, Catbalogan, Samar

Samar State Polvtechnic
College, Catbalogan, Semar

. 1989-1990
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Curriculum Pursued « « « « « » Master of Arts in Education

Major o« ¢« o ¢ ¢ o« o o o « s o Administration and Supervisim
CIVIL SERVICE ELIGIBILITY

Professional Board Examination for Teachers, Catbalogsn,
Samar

POSITION HELD

Elemsentary School Teacher . . Catbalogan III ‘
’ Catbalogan, Samar
- 1978-1981

Elementary School Teacher . . Catbalogan .II

Catbalogan, Samar
1982 to the present

SEMINARS AND WORKSHOP ATTETIDED

PRODED training for Grade II, Tacloban City, November,
1984.

Summer Institute, Samar State Polytechnic College,
Catbalogen, Ssmar, Summer, 1985,

District Seminar Conference of Special Education,
Catbnlogan, Samar, 1986.

District Teachers Development Proecgram, Catbaioéan,
Samar, Summer, November 20-22, 1978.

Seminar Workshop on Non-formal Education for Rural
Development, Catbalogan, Samar, April 3-6, 1979.

Pampurok n~ Seminar sa Bilinggwalismo, Catbalogan, Samar,
December 11-12, 1980,

Pampurok nsa Seminar sa Bilinggwalismo, Catbelogan, Samar,
October 7-9, 1981.
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- KKK District Echo Seminar,,Catbalogan, Samar, June 17-
18, 1982. '

Pampurok na Gawaing Kapulungan sa Pilipino sa Mabisang
Pagpapahayag, Catbalogan, Samar, Agosto 4-6, 1982.

Ihuuliﬁ na Seminar sa Pilipino, Pagdulog ng PVOSEM at
Wastong Paggamit ng Radyo Cassette, Catbalogan, Samar,
Disyembre 1-4, 1982. '

District E - .0-Seminar Workshop on Work Education,
Catbalog. , Somar, March 18-19, 1985.

District Echo-Seminar- Workshop =n Peorle's Forest
Program Kilusang Sariling Sikap, Catbalogan, Semar,

January 3%6-31, 1985.

National Convention Seminar Beyond and Acrcss Reading,
Philippine Normal College, Manila, May 6-8, 1983%.

District Echo Seminer Workshop on Physicel Fitness
Testing, Catbalogan, Samar, October 18-19, 1983,

District Seminar-Workshop on Music Education, Catbalogan,
Samer, November 29 - December 3, 1983. ‘

Seminar-Workshop in Guidance: Reorienting School
Administrators, Catbalogan, Samar, November 28-29, 1984,

District Fcho Seminar Workshop on Evaluation of Learning
Outcomes in Elementary Education, Catbalogan, Samar,
January 18-20, 1984,

Pampurok na Seminar se Filipino &a Mabisang Pagpapahayag
na zinaganey sa Paaralang Sentral ng Catbalogan i,
Marso 1-3, 1982.

- Divisinn Seminar-Workshop on PVOSBM In the Teaching of
Beginning Reoding for Grades I and II Teachers,
Catbalogrn, Samar, August 3-4, 1987,

District Re-echo Seminar-Wofkshoh en Socisl Studigs and
Values Educntion on Methods snd Evaluation Improvement,
June 30 - July 2, 1988,
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